
Concept Paper: Inclusion, Diversity, Equity and Action at Century College  
  
The Planning Task Force Equity Group’s work centered around engaging stakeholders to determine 
issues, trends, and strategies to enhance equity efforts.  We recognize that we all play a role in 
promoting an overall culture of inclusion for diverse students.  Our specific focus on diversity is centered 
around people of color, individuals with disabilities, and LGBTQ individuals.  
 

 Background 
In 2011, Century realized we had a lot of the same challenges as other colleges across the country: 

our students of color and students from non-dominant cultures do not have access to the same 
opportunities to succeed as our white students. In fact, Century’s rate of completion for Students of 
Color is still half of what it is for white students (Internal Reporting 2019). Furthermore, Century’s 
retention of staff and faculty of color is lower than retention of white staff and faculty (Affirmative 
Action Plan 2018-2020).  

Considering the rapid rate of changing demographics here in MN and across the country, these gaps 
will become more severe as time passes unless Century engages in sustained, significant 
multidimensional transformation.  In other words, we’re continuing to fall behind in our ability to serve 
our ever-more-diverse student body or hire and retain staff and faculty of color.   

In addition to bearing out in our quantitative research both in Century’s own internal reports 
and MinnState system reports, qualitative data from our stakeholder groups reveal sometimes stark 
differences in the ways specific identity groups experience the institution. Many stakeholders report a 
disconnect between the official messaging on equity and a lack of concrete actions to better serve and 
engage folks from nondominant identities.  

Students, staff, and faculty in our stakeholder groups report that Century does not offer people 
of color enough opportunities to grow and develop professionally. Students, staff, and faculty of color or 
who are LGBTQ report being isolated from their peers and overburdened by requests to serve on 
committees and planning groups. One stakeholder group reported concerns over lack of forward-
thinking in terms of support for LGBTQ folks on campus.  

There is concern for People with Disabilities in the Century community as well. 
Students stakeholders seemed especially concerned with the loss of students with invisible disabilities 
such as mental health conditions. One stakeholder group spent considerable time discussing the 
connections between mental health challenges with student dropouts and low GPAs.   

Unfortunately, Century College does not collect data on LGBTQ Students or Students with 
Disabilities, so this workgroup has been unable to identify any correlating quantitative data to illuminate 
trends for students, staff, or faculty in these identify groups. 

Since 2012, many of our existing initiatives have, at least preliminarily, shown promise. For 
example, the outcome gap is closing or has closed in First Year Completion Rates for many Students of 
Color. 

 

I. Lessons Learned 
 Despite the promise of these initiatives, many have not been institutionalized or expanded as 

recommended by leaders in community college reform, such as Achieving the Dream, Community 
College Research Center, and the American Association of Community Colleges. One factor may be the 
inconsistency in leadership and vision at the college due to a high turn-over at the administrative level. 
Unfortunately, with high administrative turnover has brought huge upheaval in campus priorities, 
organization/structure, and funding.   



Presently, stakeholders report that Century is a “reactive and highly stressful environment.” Others 
observe that Century has a problem retaining people of color in all areas of the college, both student 
and employee, and we have a bad track record in terms of following through and sustaining initiatives. 
In other words, people come and go too quickly here, and support for initiatives come and go too 
quickly as well.   Still, positive responses from the 2017 Community College Survey of Student 
Engagement indicate that students perceive Century to be an institution that welcomes, respects and 
promotes diversity. 

 

II. National Trends  
From a 2019 report by the American Council on Education (ACE), trends seen at Century are 

mirrored, in large part, nationwide. The diversity of the student body continues, with the greatest 
increase in Hispanic representation on undergraduate campuses. Full time faculty representation of 
persons of color falls behind this level of diversity, with approximately 27% faculty of color (while the 
student population nationwide is approximately 45% as of 2016, an increase from 30% in 1996). College 
presidents are mostly male, with persons of color around 17% of the total. Students are more likely to 
encounter persons of color in staff positions, particularly student services positions.   

From the Postsecondary National Policy Institute, records from a wide range of studies show data 
is limited on LGBTQ students; Century is not alone in this. Even with the additions of dedicated offices or 
resource centers for LGBTQ students (over 200 campuses nationwide) and discrimination policies that 
prohibit discrimination based on sexual orientation (26% of campuses nationwide), 3 in 4 LGBTQ college 
students reported having experienced sexual harassment, 20% fear for their physical safety, and 31% of 
LGBTQ students of color experienced exclusionary, offensive, intimidating or hostile conduct (other than 
sexual harassment). This has long-term effects on student success, and without student data here at 
Century, it is difficult to reach and retain these students.  

From the National Center for Education Statistics, data on students with disabilities also 
demonstrates that a large portion of the student body may be not receiving the support needed to 
succeed. Nationwide, just over nineteen percent of students reported having a disability. Of those, 
several groups stand out as having a much HIGHER percentage: veterans (almost 26%), students aged 30 
and older (over 22%), and unmarried independent students (almost 24%). In addition, some ethnic and 
racial groups reported a much higher percentage as well (Pacific Islander, almost 24%; American 
Indian/Alaska Native, almost 28%). In addition, much like LGBTQ students, research shows that almost 
34% of students with disabilities report experiencing exclusionary, offensive, intimidating, or hostile 
conduct toward them while on campus (compared to 17% of the non-disabled population). Disabled 
students also reported a lower percentage of “feeling comfortable on campus” and “feeling comfortable 
in their classes” than non-disabled students (75% compared to 85%, and 67% compared to 72%).   

 

IV. Strategic Themes  
1. We must attract and retain diverse faculty and staff: Century College has a diverse student 
body with approximately 40% students of color.  This suggests the institution is successful in 
attracting students of color.  However, the college has struggled to recruit and retain faculty and 
staff of color.  The recruitment of diverse faculty and staff is important because research shows that 
students of all backgrounds benefit from working with diverse faculty and staff (Antonio, 
2003).  Employees of color (EOC) at Century College were asked to give feedback about their 
experiences at the College.  Overall, they expressed feelings of isolation and disconnection, a desire 
for the college to put more effort into recruiting, retaining and advancing more employees of color, 
and that there is a great need to increase the cultural competency of faculty and staff to work with 
diverse students. The data helps us understand how employees of color feel isolated on campus.  In 



FY19, only 21% of all Century College employees were people of color.  There is low representation 
of faculty and staff of color on campus and just 17% of administrators are people of color.  
Additionally, two of the four members of the Executive Cabinet are people of color.  The College 
once had an Employees of Color (EOC) affinity group which allowed employees to network and 
create a positive and supportive environment among each other, but it no longer exists.  Employees 
of color have limited opportunities to connect with others who share their backgrounds, lived 
experiences and perspectives which leads to feelings of isolation and disconnection.  
 
2. We serve an increasingly diverse student body 
a. Roughly 40% of Century College students are students of color.  Yet only 21% of employees at 
the College are people of color.    
b. Century College does not collect data on the total number of students with disabilities.  The 
Access Center offers accommodations for students with disabilities including additional time for 
taking exams, sign language interpreters and materials in alternative formats such as textbooks in 
braille or audio.  Since fall of 2013, the Access Center has seen a 37% increase in the number of 
students registered for services, totaling 471 in fall 2018.  The college employs just two full-time 
staff to support these students.  According to the Center for Disease Control, 22% of individuals in 
Minnesota have a disability.  This means that of Century College’s 8,698 students enrolled in fall 
2019, 1,914 of these individuals could have a disability.  Century College must be able to support 
student success with resources, support, employee training and staff to accommodate our growing 
number of students with disabilities.  
c. Currently, the College does not collect any data on LGBTQ+ students, yet these students are 
more visible than ever on college campuses nation-wide.  LGBTQ+ students are often targets of 
discrimination and oppression on the basis of their gender identity and sexual orientation and thus 
have barriers to full inclusion in higher education.  Higher education leaders need to be aware of 
LGBTQ students’ identity development, how they are affected by the campus climate, and 
state/national/social policies that affect these students.  

  
3. We need a higher level of cultural competency as an institution. In our stakeholder groups 
many expressed a crucial need for increased cultural competency of faculty and staff at Century 
College. Examples below:  

  
• “I have had to coach students on how to handle racial incidents in class with instructors.”  
• “Too often I hear that students are talked down to by instructors or staff.”  
• Students shared their difficulty connecting with some faculty/staff because they [faculty and 
staff] don’t understand different cultures.  

As we serve a student body that is growing in diversity of ethnicity, LGBTQ status, and types of 
ability, neglecting to develop a higher level of cultural competency will be detrimental to attracting 
and retaining students.  Developing higher levels of cultural competency will allow us to create an 
environment of respect, support and safety for all students.  
  

V. Short and Long-term Plans  
Century College should strive to be an institution that prioritizes equity, diversity and inclusion- not 

only in word but as an intentional part of its day to day practices.  All of us play a part in creating a 
culture wherein people of color, individuals with disabilities, and LGBTQ individuals feel valued and 
welcome. Given the overlap between the findings of this data-gathering process and the data of our 



2016 Climate Report, the institution would be wise to follow the recommendations of our Climate 
Report and stakeholder feedback, many of which are listed below.   

•  Intentionally engage students, staff, and faculty from nondominant identities (SOC, LGBTQ, 
Students with Disabilities) in planning and decision-making 

• Gather sufficient data on LGBTQ students and students with disabilities in order to hold 
ourselves accountable for meeting their educational needs 
• Create affinity groups for employees of color to facilitate networking, support and camaraderie 
• Integrate trainings to further develop the cultural competency of every employee of the college 
• Prioritize hiring and retaining employees of color 
• Ensure that students, faculty and staff have easy access to officially report acts of bias on 
campus* 
• Develop mechanisms for informal reporting of negative experiences that do not rise to the level 
of official reporting* 
• Work to increase intergroup communication to build a healthy campus climate* 

 
  *Suggestions from the 2016 Campus Climate Report  
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Antonio, A. (2003). Diverse student bodies, diverse faculties. Academe, 89(6), 14. Retrieved August 3, 
2006, from the Academic Search Premier database.    

 

https://my.century.edu/comm/Equity/Reports/Opportunity,%20Responsibility%20and%20Community.pdf?d=w0ef227d4ecd44786ac1941ffe9d9d973&csf=1&e=NyKo1V
https://my.century.edu/comm/Equity/Reports/Opportunity,%20Responsibility%20and%20Community.pdf?d=w0ef227d4ecd44786ac1941ffe9d9d973&csf=1&e=NyKo1V
https://my.century.edu/comm/Equity/Reports/Male%20Students%20of%20Color%20Report%20FINAL.pdf?d=we8695f495d8d4d17a4d411c440096cc7&csf=1&e=CbtgeC
https://my.century.edu/comm/Equity/Reports/Male%20Students%20of%20Color%20Report%20FINAL.pdf?d=we8695f495d8d4d17a4d411c440096cc7&csf=1&e=CbtgeC

