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NACCC BACKGROUND
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The NACCC team is committed to creating a culture of data transparency and utilizing
data to inform existing and potential issues related to DEI. We have developed tools such
as the NACCC Data Walk Poster to help campuses to engage in meaningful and
educational conversations using their NACCC data. To learn different NACCC tools and
ad hoc services offered by NACCC, visit https://sites.google.com/usc.edu/naccctools
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WHY WE CREATED THE NACCC
Every week, news outlets report on racial incidents on campuses across the United States. At the 
USC Race and Equity Center, we have developed the NACCC because these issues are so 
pervasive. The NACCC elicits perspectives in higher education institutions on ways they 
experience the campus racial climate. NACCC participation signals institutional commitment to 
understanding racial realities on campus and provides institutional leaders with better 
information and more data-driven guidance for improving the climate for all members of their 
community. Having NACCC data will allow institutional leaders to better understand and more 
strategically address racial problems on campus before they escalate to crises.

WHAT IS NACCC
The National Assessment of Collegiate Campus Climate (NACCC) is a trio of quantitative national 
surveys of higher education institutions and is informed by more than a decade of our center’s 
climate work. The NACCC offers web-based survey that includes six content areas essential to 
understanding racial climate on campus and collects participants’ demographic information in 
order to conduct meaningful data disaggregation. The surveys have been designed specifically 
for and tested by higher education students, faculty, and staff at community colleges and
four-year postsecondary institutions across the country.





All NAPA VALLEY COLLEGE faculty (N=255) were invited to participate in the NACCC survey in 
Fall 2024. In total, 54 faculty responded to the survey for a response rate of 21.2%.

*Respondents who completed at least the Workplace Mattering section of the survey (the first content area section) were included 
in the report.

NAPA VALLEY 
COLLEGE

RESPONDENT
DEMOGRAPHICS

Racial/Ethnic Identity
Asian or Asian American   6   (11.1%)

Gender Identity
Cisgender Woman

Cisgender Man

Other Gender (transgender, 
genderfluid, genderqueer, non-binary, 
or a gender identity not listed) 2     (3.7%)

  15   (27.8%)

37   (68.5%)

Sexual Orientation
Heterosexual

LGBQA+ (lesbian, gay, bisexual, queer, 
questioning, asexual, pansexual, 
demisexual, two or more sexual 
orientations, or an orientation not listed)

9   (16.7%)

44   (81.5%)

* Findings are not reported for race/ethnic group sizes under five.

** In this report, the following racial/ethnic groups, with sample 
sizes less than five, are regrouped into a "Other Race and 
Ethnicities" group: "Black or African American," "Hispanic or Latino/
a/e/x, or Chicano/a/e/x," and "Another group not listed."

Age

35-44

45-54

55-64

65 and older

Missing
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Black or African American  2      (3.7%)

18-34

6

4  (7.4%)

11   (20.4%)

14   (25.9%)

16    (29.6%)

  3    (5.6%)

2 years or less

3-5 years

6-10 years

11-20 years

 

 

21-30 years

More than 30 years

Missing  5      (9.3%)

 2      (3.7%)

 2      (3.7%)

14    (25.9%)

21    (38.9%)

6    (11.1%)

4   (7.4%)

Hispanic or Latino/a/e/x, or Chicano/a/e/x   2      (3.7%)

White or European American  30    (55.6%)

Another group not listed   2      (3.7%) 

Middle Eastern 12    (22.2%) 

Years of Faculty Service

Full Professor

Associate Professor

Assistant Professor

Instructor/Lecturer

5 (9.3%)

12    (22.2%)

0    (0.0%)

0    (0.0%)

37    (68.5%)

Faculty Rank

OtherMissing 1     (1.9%)   

 (11.1%)



NACCC CONTENT AREA DESCRIPTION

NACCC respondents indicate the extent to which they feel they matter at their 
institutions and also to campus community groups. They indicate how much support 
they receive from their department leader(s), how often they experience disrespectful 
behavior in the workplace, and the degree to which their perspective is valued in 
workplace decision-making processes.

> Encourage a culture of support and respect where all faculty, regardless of their
racial and ethnic background can feel safe and comfortable to engage in their workplace.

> Prepare college and university leaders to create a respectful and culturally sustaining
environment in which faculty, including racially minoritized faculty, believe they matter.

NAPA VALLEY 
COLLEGE

WORKPLACE
MATTERING

*The above figure illustrates only selected results. Please refer to the data dashboard accompanying this report to view results for all survey items.

KEY GOALS IN THIS CONTENT AREA

Key topics include:
>> Perceptions of mattering at institution
>> Level of comfort in engaging in the workplace
>> Personal sense of well-being
>> Feelings of support and respect in the workplace
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In the NACCC survey, mattering is defined as others noticing and 
caring about what you think, want, and have to say.

of White faculty indicated their perspective is 
strongly valued in decision-making processes at the 
workplace

of faculty of color indicated their perspective is 
strongly valued in decision-making processes at the 
workplace

21%

30%



WORKPLACE MATTERING
% of faculty who reported they mostly or strongly 

matter at NAPA VALLEY COLLEGE

Why This Matters: National data indicates that Whites represent a notable majority of full-time faculty 
positions at post-secondary institutions campus (National Center for Education Statistics, 2023), with people 
of color largely underrepresented. We must provide all employees, including faculty, with a safe space to 
voice their concerns and ensure that racially minoritized employees' perspectives and experiences are 
represented and heard. The goal is to ensure all employees feel seen, heard, and cared for in the workplace.

Care and Support from Department Leaders
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% of faculty who reported they strongly or somewhat agree with the following statements

My department leader(s) cares 
about my professional growth

My department leader(s) 
listens to my needs

My department leader(s) cares 
about my work-life balance



> RECOMMENDED ACTION ITEMS IN
WORKPLACE MATTERING

>Collaborate with Institutional Research and/or Information Technology departments to track faculty
retention data by demographics, including, but not limited to: race, gender, citizenship status, and (dis)ability 
status. Work with Human Resources; Diversity, Equity, and Inclusion (DEI); and Wellness departments to 
create new initiatives to retain faculty–particularly certain groups that have the lowest retention.

>Create events where campus leaders can appreciate the presence of faculty of color and international
faculty on campus on a regular basis. Show respect and attention to faculty by carefully listening to their 
concerns and receiving their feedback.

>Identify racial disparities in faculty members' sense of mattering using the NACCC data and prioritize
support for groups with the highest needs.

> Assess the racial composition on campus and the need for new or additional racial affinity employee
group(s) on campus. Connect qualified people to initiate and be in charge of the new groups. Support the
employee groups with logistical and strategic guidance, as well as financial support.

> Incorporate racial affinity groups into the campus-wide DEI strategic planning process and actively seek
recommendations from them. Make sure their voices are heard in the DEI conversations, especially
regarding faculty and staff hiring, retention, tenure, and well-being.

Examples of USC Equity Institutes modules that address the Workplace Mattering content area include:
REC 709: Using Assessment and Evaluation to Improve Campus Racial Climates
REC 710: Assessing Racial Equity Through Disaggregating Data
REC 718 Recruiting and Selection of Professionals of Color
REC 719 Retention and Advancement of Professionals of Color

>>Create on-going opportunities for cross-racial engagement on campus including, for example, hosting
inter- and intragroup dialogues with skilled facilitators where privilege and marginality are discussed.

Recommended Professional Development Modules
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ENGAGE RACE-CONSCIOUS PRACTICES

SUPPORT RACE AFFINITY EMPLOYEE GROUPS

CREATE OPPORTUNITIES TO APPRECIATE FACULTY OF COLOR

  MAKE DATA-INFORMED DECISIONS

  CREATE RACIAL DIALOGUE OPPORTUNITIES



NACCC CONTENT AREA DESCRIPTION
NACCC respondents consider the ways in which they learn about race in the workplace. 
They indicate their knowledge related to workplace racism policies, report their 
knowledge of workplace diversity, equity, and inclusion (DEI) practices, and indicate 
their satisfaction with DEI-related training. Respondents report on the frequency of their 
conversations regarding racial inequity and injustice with campus community groups. 
They also reflect on their beliefs on, and usage of, equity-minded teaching practices.

> Improve faculty members' understanding of the historical, social, institutional, and
systemic relationships of power--specifically related to race and racism--in the
United States.

> Develop and nurture faculty members' abilities to create an environment where
people of all races and ethnicities can thrive.

> Lessen the cultural labor experienced by racially minoritized faculty by improving
racial literacy and racial competency among all employees.

NAPA VALLEY 
COLLEGE

RACIAL LEARNING
AND LITERACY

*The above figure illustrates only selected results. Please refer to the data dashboard accompanying this report to view results for all survey items.

KEY GOALS IN THIS CONTENT AREA

Key topics include:
> The sources of racial learning
> Frequency of talking about racial inequity and injustice
> Knowledge of creating an environment that supports racially minoritized groups
> Equity-minded teaching practices and beliefs
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In the NACCC survey, racial diversity is defined as the extent to 
which a variety of different racial groups are represented.

of faculty of color find it difficult to incorporate 
diversity, equity, and inclusion (DEI) into their 
teaching practices.

of White faculty find it difficult to incorporate 
diversity, equity, and inclusion (DEI) into their 
teaching practices.17%

13%



RACIAL LEARNING AND LITERACY
Equity-Minded Teaching Practices

Thinking about your teaching practices, how often do you do the following? 
_________________________________________________________________________________

Why This Matters: United States Census data (Colb & Ortman, 2015) project the shift of the country’s racial 
and ethnic demographics in which non-Hispanic White people will no longer make up the numerical majority. 
Therefore, it is important to prepare faculty members for campuses reflecting this shift and equip them with 
knowledge and skills to promote racial equity.

Satisfaction with Quality of DEI Trainings
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I consider racial equity and diversity 
when I create a course syllabus

I provide opportunities for students to 
recognize and confront their own racial 

biases
Almost always or Often Sometimes Never or Once in a while 

Strongly or somewhat satisfied Neither satisfied nor dissatisfied Strongly or somewhat dissatisfied



> RECOMMENDED ACTION ITEMS IN
RACIAL LEARNING AND LITERACY

> Provide an annual diversity, equity, and inclusion (DEI) training session which explains and
discusses implicit biases and microaggressions for employees. Each division or department
should be encouraged to have their own training session for their employees, including faculty.
(Center for Urban Education. (2020). Laying the groundwork: Concepts and activities for racial
equity work. Rossier School of Education, University of Southern California, 11-16.)

> Ensure faculty have access to professional development funds and are encouraged to seek
opportunities related to developing greater inclusion and equity skills. (Equity Now by USC Race
and Equity Center. https://www.equitynowseries.com/)

> Engage and incentivize departmental and cross-departmental conversations about racial
equity.  Communicate that the pace of learning about race and discussing race on campus
should not prioritize the hesitancy and/or interests of those who have historically held power over
actual progress toward achieving equity.

> Host a DEI book clubs or book talks facilitated by a DEI expert on campus with a community
agreement or guideline.

>Institute professional development for leadership to prioritize understanding not only of the
effects of racial violence on employees, but also microaggressions and their impact on faculty 
productivity and well-being. This professional development should include the skills to confront 
and intervene as a bystander when these incidents occur in the workplace.

>Determine which divisions or departments on campus have been successful at recruiting and
retaining diverse and minoritized faculty, and share their practices across the institution.

Examples of USC Equity Institutes modules that address the Racial Learning and Literacy content area
include:
REC 711: Making Racial Equity Data Transparent
REC 727: Communicating Institutional Progress on Racial Equity Goals
REC 728: “But I’m Not a Racist!”: Navigating the Defensive Emotions of Campus Racial Conflict
REC 730: Identifying, Understanding, and Confronting Implicit Bias

Recommended Professional Development Modules
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   PROVIDING TRAINING FOR INCLUSIVE ENVIRONMENTS

   LEARN FROM SUCCESSFUL EXAMPLES

  BUILD A CULTURE OF EQUITY-MINDED LEADERSHIP

   BREAK DOWN RESISTANCE TO LEARNING ABOUT RACE



NACCC CONTENT AREA DESCRIPTION

NACCC respondents identify campus encounters they have experienced as racist,
ranging from microaggressions and racial stereotyping to more overt acts of racial
harassment and violence. They also indicate the impact of these encounters on their
personal well-being. Additionally, they report the degree to which racism is a problem at
their institutions as well as in the immediate work environment.

>> Significantly reduce, if not entirely eliminate, the frequency with which employees
experience racial stress by disrupting oppressive practices and providing support for
those on the margins.

>> Provide sustainable resources for employees to address mental and emotional
health concerns related to encounters with racial stress.

NAPA VALLEY 
COLLEGE

ENCOUNTERS WITH
RACIAL STRESS

*The above figure illustrates only selected results. Please refer to the data dashboard accompanying this report to view results for all survey items.

KEY GOALS IN THIS CONTENT AREA

Key topics include:
>> Experiences with various racist incidents
>> Frequency of experiencing racism and impact on personal well-being
>> Frequency of experiencing racism from campus community groups and
non-institutional affiliated work correspondents
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In the NACCC survey, racism is defined as specific harmful acts, 
behaviors, or attitudes directed at people based on their race.

of faculty of color reported ever experienced 
racism at NAPA VALLEY COLLEGE

11%  of White faculty reported ever experienced racism
at NAPA VALLEY COLLEGE

50%



ENCOUNTERS WITH RACIAL STRESS

Prevalence of Racial Microaggressions
% of faculty who reported they have ever experienced the following on campus

 _______________________________________________________________________________

Why This Matters: Racism is a serious public health threat that directly affects the well-being of millions of
Americans (Centers for Disease Control and Prevention, 2021). In addition, it is a key factor among
employees of color for whom encounters with racist incidents increasingly contribute to feelings of
loneliness, isolation, and a lack of community.

Problem Awareness
% of faculty who reported racism is mostly or completely a problem in the following locations

 _________________________________________________________________________________

Being asked to represent 
the views of your entire race 
in meetings

Jokes related to your race 
that make you uncomfortable

Being viewed as naturally less 
able than others because of race

At NAPA VALLEY COLLEGE
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In the immediate work environment



> RECOMMENDED ACTION ITEMS IN
ENCOUNTERS WITH RACIAL STRESS

>>Form a subcommittee to implement initiatives alleviating racial stress, composed of mental health and
counseling professionals, including clinical faculty, particularly those with experience supporting racially
minoritized populations. This subcommittee should, whenever possible, center the leadership and direction
of counselors that reflect the racial diversity of the institution’s racially minoritized populations.

> Be aware of the unique stressors which faculty of color are facing and understand the racial trauma
they experience both on-campus and off-campus.

> Hire professional counselors or coaches who are trained in cultural humility and racial stress to provide
racial sensitive care to employees.

>>Consider implementing racial healing circles to bring students, staff, and faculty together for truth-telling,
restoring trust in relationships, and community re-building. (For additional information on racial healing
circles:  https://healourcommunities.org/wp-content/uploads/2021/12/Conversation-Guide_2022.pdf)

>>Equip campus leadership with the tools to address race-related controversies of the moment, and to
initiate discussions about race.

> Recognize race-related stress and racial trauma on campus, and collectively engage with those on the
margins to objectively hear their narratives and move towards action.

> Understand the additional responsibilities for employees of color who are frequently required or asked to
serve as DEI-related committee members especially at a predominantly White institution. Emphasize and
remind your campus community that promoting DEI on campus can be successful when every racial group
participates, including White faculty and staff.

Examples of USC Equity Institutes modules that address the Encounters with Racial Stress content area include:
REC 706: Leading in Moments of Racial Crisis
REC 714: Microaggressions and Stereotype Threat: Navigating Invisible Racism in the Classroom

>>Practice and prepare for responsible race-conscious crisis scenario response, just as is done with other
potential emergency situations on campus. This response preparation should use different communication
channels, including email communication, university media and newspaper delivery, public speech, and
interview. Additionally, this response preparation should specifically address those impacted/harmed by the
racial crisis incident(s).

Recommended Professional Development Modules
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   CREATE RACIAL STRESS SUBCOMMITTEE

   IDENTIFY RACE-RELATED STRESSORS

   PROVIDE CULTURALLY RESPONSIVE MENTAL HEALTH CARE

  OFFER RACIAL HEALING CIRCLES

  PREPARE RESPONSE FOR RACIAL CRISIS



NACCC CONTENT AREA DESCRIPTION
NACCC respondents indicate their personal experience with discrimination based on their 
demographic characteristics (e.g., race or ethnicity, gender, age, sexual orientation). They 
report their experience receiving support for career success and advancement. Additionally, 
they report how accessible and transparent their institution's policies are related to tenure 
and promotion.

>> Create a more equitable workplace by eliminating discrimination stemming from age,
disability status, gender, national origin, race, religion, sexual orientation, or other
individual characteristics.

>> Account for identity-based power dynamics within the institutional context in which
workplace equity is hindered.

>> Provide resources to support an environment that centers employee health and
wellness.

NAPA VALLEY 
COLLEGE WORKPLACE EQUITY

Key topics include:
>> Frequency of experiencing discrimination based on demographic characteristics
>> Level of support for career success and advancement
>> Accessibility and transparency of institutional policies related to promotion and

tenure
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In the NACCC survey, respondents are asked how often they 
have personally experienced discrimination at their institution.

*The above figure illustrates only selected results. Please refer to the data dashboard accompanying this report to view results for all survey items.

KEY GOALS IN THIS CONTENT AREA

of White faculty somewhat or strongly disagreed 
that promotions or tenure are given based on 
employee performance

of faculty of color somewhat or strongly disagreed 
that promotions or tenure are given based on 
employee performance

17%

24%



WORKPLACE EQUITY
Discrimination in the Workplace

% of faculty who reported they have ever experienced discrimination based on the following identities

Why This Matters: Discrimination experienced in the workplace stemming from gender, race, and other
individual characteristics is one of the major reasons as to why someone leaves their organization. In order to
recruit and retain more professionals with diverse backgrounds, we need to first understand the different
types of identity-based discriminations and pay proactive attention to eliminating the exclusion and/or
silencing of historically marginalized groups.

A Supportive Workplace
How much do you agree or disagree with the following statements?

I receive enough support from my
department leader(s) to succeed in 

my work.
I receive enough support from my 
colleagues to succeed in my work.

Race/Ethnicity Gender Identity

Sexual Orientation

*Other Gender Identity includes: transgender, genderfluid, genderqueer, non-binary, or a gender identity not listed.
*LGBQA+ includes: lesbian, gay, bisexual, queer, questioning, asexual, pansexual, demisexual, two or more sexual orientations, or an orientation not listed.
Please refer to the data dashboard accompanying this report to view results by all identities surveyed.

*Percentages may not sum to 100 due to rounding.
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Strongly or somewhat agree Neither agree nor disagree Strongly or somewhat disagree


