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Introduction (387/800 word-limit) 
The Bush School of Government and Public Service was founded in 1997 under 
President George H. W. Bush's philosophy that public service is a noble calling. Since 
then, the Bush School has continued to reflect that notion in its curriculum, research, 
and student experience and is made up of two departments, Public Service & 
Administration (PSAA) and International Affairs (INTA). The mission of the Bush School 
is to prepare students to become principled leaders in their fields and to reflect the value 
of public service throughout their careers. 
 

The two peer schools were selected in consultation with the department heads (Public 
Service & Administration and International Affairs) who were asked to identify domestic 
programs with both similar and aspirational composition and reputation. Once both peer 
schools were identified, the Assistant Dean for Diversity and Student Services 
contacted the diversity officers at the respective schools and requested the information 
contained in this report, with the exception of the data from the University of Texas that 
was provided by the Texas A&M University Office of Diversity. The two identified peer 
schools are the LBJ School of Public Affairs at the University of Texas in Austin and the 
School of Global and Policy Studies at the University of California, San Diego. (NOTE: 
In addition to our in-state comparison school, two out-of-state schools were identified, 
but in reaching out to both of those schools, we only received a reply to our request for 
information and a conversation from one of those schools, so that determined our 
second peer school.) 
 

Demographic data for the 2018-2019 academic year are provided in Tables 1 (student), 
2 (faculty), and 3 (staff) below (Sources: accountability.tamu.edu; Bush School 
recruiting office, UT Austin diversity website, UCSD diversity website). 
 

FIGURE 1 – 2018-2019 Student Demographics 

School Bush School (TAMU) LBJ School (UT) UCSD 

Female 50% 58% 48% 

Male 50% 42% 52% 

Asian or Pacific Islander 3% 5% 10% 

Black Non-Hispanic 5% 0% 3% 

Hispanic 14% 18% 8% 

International 12% 11% 52% 

White 66% 65% 24% 

Not specified 0% 1% 3% 



 2 

 

FIGURE 2 – 2018-2019 Faculty Demographics 

School Bush School (TAMU) LBJ School (UT) UCSD 

Female 
(tenure/tenure track) 

39% 26% 33% 

Male  
(tenure/tenure track) 

61% 74% 67% 

Female 
(instructional) 

26% 48% 48% 

Male (instructional) 74% 52% 52% 

Asian or Pacific 
Islander 

4% 8% 24% 

Black Non-Hispanic 7% 6.5% 1% 

Hispanic 2% 3% 9% 

International 0% 6.5% 0% 

White 85% 76% 63% 

Not specified 2% 0% 3% 

*NOTE: Gender data by tenure/tenure track and instructional faculty provided by peer 
schools, but race/ethnicity data provided in aggregate form. 
  

FIGURE 3 – 2018-2019 Staff Demographics 

School Bush School (TAMU) LBJ School (UT) UCSD 

Female 78% 74% 65% 

Male 22% 26% 35% 

Asian or Pacific 
Islander 

2% 12% 24% 

Black Non-Hispanic 0% 2% 5% 

Hispanic 10% 10% 22% 

International 0% 0% 0% 

White 83% 72% 45% 

Not specified 5% 4% 4% 
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The following report provides information on the Bush School’s similarities and 
differences with the peer institutions in the areas of recruitment, retention, climate and 
equity. Identified challenges and ongoing plans to develop, assess, and/or improve 
each of the required topics, based on the peer comparison, are also provided. The 
Assistant Dean for Diversity and Student Services drafted the initial report in 
consultation with our Student Government Association Diversity & Inclusion Committee 
co-chairs and our Assistant Director for Leadership Development. Finally, the Dean, 
Senior Associate Dean, and two Department Heads reviewed the final report and 
provided feedback to finalize the report.  

Recruitment (271/500 word-limit) 
Although recruitment strategies for students, faculty, and staff are similar in many ways, 
there are 3 recruiting strategies being used by our peer schools that are enhancements 
of what we have been doing at the Bush School. 

 First, UCSD has established an underrepresented groups recruiting taskforce, to 

include faculty, staff, students, and alumni, who work with the recruiting and 

admissions team to enhance diversity recruiting. At the Bush School, we use our 

student, faculty, and alumni network for recruiting support, but have not created a 

formal taskforce to assist with recruiting students from prospective students. Our 

current plan is to launch an Alumni Recruiting Committee in the spring 2020 

semester along with an Alumni Diversity Speaker Series (noted in the Diversity 

Award Funding budget at the end of this report). This initiative allows us to 

provide an opportunity to engage a new group of alumni in support of the school. 

 Second, all three schools actively recruit Pickering and Rangel Fellows (US 

federal government programs aimed at diversity recruitment and offering full 

tuition/fees scholarship to participants), but the LBJ School personally calls each 

Fellow inviting them to apply for admission. If admitted, these students are then 

offered a “top-off” scholarship to cover other costs associated with graduate 

school. 

 Finally, the LBJ School has recently used financial resources from the Provost’s 

office to facilitate the hiring of 6 new faculty and staff members with a specific 

focus on diversity hires. Having lost a faculty of color to another university last 

year, the Bush School will evaluate the opportunity to use additional university 

faculty hiring funding specifically for diversity hires in the coming years. 

Retention (356/500 word-limit) 
Discussing retention with our peers revealed that all of our efforts are primarily aimed at 
students, so the Bush School’s senior leadership has an opportunity to formalize 
retention efforts for faculty and staff moving forward. Unfortunately, our peer schools did 
not offer existing strategies aimed at faculty and staff retention. 
 
Bush School student retention remains strong at 97% during the 2017-2019 academic 
years, but with plans for future growth, we have a prime opportunity to evaluate our 
retention efforts and act proactively to maintain our strong track record. Efforts to 
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address retention by our peer schools that are of particular interest to the Bush School 
are detailed below: 

 The LBJ School has implemented the use of dedicated graduate advisors who 

meet individually with students twice each semester. In conjunction with this 

formalized advising approach, they have also started an alumni mentoring 

program that has proven to be especially beneficial to first-generation students. 

While we are resource constrained for additional staff positions, examining their 

approach to advising will allow us to enhance training and resources for faculty 

and staff who serving in an advising capacity. Our existing 2nd year-to-1st year 

mentorship program can also be evaluated to determine if it is feasible to add an 

alumni component or shift completely to an alumni-student mentorship model. 

 Additionally, starting with the 2018-2019 academic year, UT is providing more 

robust quantitative methods support through a free summer course and UCSD is 

providing opportunities for specialized student groups (based on gender/sexual 

identity and ethnicity) and student training to support retention efforts. 

 Bush School student feedback provided through our most recent strategic 

planning process included a desire for additional training/preparation in data 

analytics, career readiness, diversity and inclusion, leadership, and 

communication. While we have staff providing programming/resources in three of 

these areas (career readiness, leadership, and written communication), the LBJ 

School has expanded their student professional development to include all 5 of 

these areas. To both attract and retain graduate students in the fields of public 

and international affairs, we must take this into consideration as we continue 

exploring the potential of developing a more robust professional development 

requirement for current students. 

 
Campus Climate (228/500 word-limit) 
Unconscious/implicit bias training for incoming graduate students has become the norm 
at the Bush School and our peer schools, as well as similar graduate programs across 
the country. Additional strategies aimed at improving climate at peer schools that 
provide a baseline for improving Bush School efforts include: 

 Both UT and UCSD have moved beyond the initial student training at orientation 

to include professional development training opportunities for faculty, staff, and 

students around diversity, climate, and equity. Our peers at the LBJ School 

directed us to their professional development curriculum and this information will 

be used as we evaluate the role of professional development in enhancing 

climate at the Bush School. Taking bias training one step further than we have at 

the Bush School, UT has also implemented ALLYship certification and training in 

the use of preferred pronouns through the university’s human resources 

program. From this, the Bush School is now evaluating our informal staff 
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development program to include more diversity, climate, and equity related 

training/programming. 

 UCSD is also in the process of implementing a climate enhancement training 

program, the LEAD Fellows program, to train students in creating and 

maintaining a welcoming climate for all. Plans at the Bush School for the 2019-

2020 academic year to require faculty and staff to undergo training for programs 

including GreenDot certification were confirmed after learning of similar 

requirements at our peer schools. 

Equity (203/500 word-limit) 
In the area of equity, the Bush School is finding equity concerns similar to our peer 
schools. These primarily include ADA compliance and equitable access to learning 
resources for physical and cognitive impairments. Specific equity strategies 
implemented by our peer schools are described below: 

 The LBJ School has, out of necessity, had to employ more faculty/staff training 

around cognitive impairment accessibility and while we have not experienced this 

to the same degree at the Bush School, we must be aware that increased well-

being concerns amongst students necessitates us preparing to enhance our 

equitable learning access resources. 

 Additionally, as students become more and more aware of the perceived 

negative impact of student loan debt, they are less likely to take unpaid 

opportunities to meet program internship requirements. This presents the 

ongoing equity challenge of ensuring the school is providing enough financial 

resources for unpaid internships to ensure a student’s ability to take an unpaid 

opportunity if that is the best option for her or his future. The levels of unpaid 

internship funding offered at the Bush School are roughly half of what our peer 

schools are offering and we must evaluate our current resources and improve 

funding to ensure equitable access to these opportunities. 

 
Reflection (800/800 word-limit) 
By comparison Bush School strategies around recruitment, retention, climate and equity 
are in line with our peer institutions and ongoing conversations will continue to shape 
diversity, equity, and inclusion efforts. 
 
RECRUITMENT: Student recruiting strategies across schools include targeted outreach 
to prospective students from historically underrepresented groups in higher education 
and professional associations/programs; the use of student and faculty networks; and 
programming to invite students to campus. Faculty recruitment strategies across 
schools rely primarily on faculty networks and posting positions to professional 
associations for underrepresented groups. 
 
Faculty recruitment at the Bush School follows university requirements/ 
recommendations to diversify the candidate pool and address implicit bias in candidate 
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reviews and peer institutions follow similar procedures. Staff recruitment efforts at all 
institutions continue to rely on recruiting from the candidate pool in the local area. The 
location of our peer institutions in metropolitan cities may enhance their ability to attract 
diverse candidate pools, but there is no conclusive data to support this perception. 
 
Challenges: The Bush School faces student/faculty/staff recruiting challenges due to our 
non-metropolitan location and the lack of additional university resources for staff 
recruiting outside of the local candidate pool. To overcome this challenge, the Bush 
School works with the two premiere professional associations for public affairs 
(NASPAA) and international affairs (APSIA) to recruit for students, faculty, and staff.  
 
Retention 
Across higher education, we are seeing an increase in the number of students reporting 
well-being concerns (primarily mental health) and our peer institutions face the same 
challenge. As a result, our programs are enhancing knowledge of and access to 
campus-based programs and initiatives, a key component to retention. Academic 
support, specifically in the areas of quantitative methods and analytic writing are also 
provided to ensure student success and retention. Finally, all schools provide 
professional development training/resources in preparation for future career success. 
 
Challenges: Our peer schools face the challenge of providing quantitative and analytical 
writing support to students. While we offer quantitative support during new student 
orientation and through individual tutoring in the semester, UT has expanded their 
quantitative methods support in advance of first-year matriculation. We are currently 
evaluating our needs in quantitative methods and analytic writing and will continue to 
enhance support resources identified through ongoing assessment with planning and 
decision-making into the 2020-2021 academic year. 
 
Staff retention is not a significant issue at the Bush School, but due to the small size of 
our faculty, any loss of faculty of color creates a significant gap in our faculty retention 
goals. In an effort to improve faculty retention, salary and promotion reviews are 
conducted annually at the department level and elevated to the Dean, Senior Associate 
Dean, and Assistant Dean for Finance when discrepancies are discovered.  
 
Climate 
All schools are providing implicit/unconscious bias training for students, faculty, and 
staff. This initial training typically occurs during new student orientation and throughout 
the year with additional programming. Our peers have taken this one step further by 
infusing their student development programs with more conversation around diversity, 
climate, and equity.  
 
Challenges: Efforts to improve climate necessitate input from students, faculty, and 
staff, but climate issues are not always comfortable to discuss. Toward this end, we 
partner with our student organizations and encourage the use of university reporting 
tools such as tellsomebody.tamu.edu and stophate.tamu.edu, but continue to research 
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additional tools for internal constituents to report issues, events, actions, and activities 
that negatively impact climate. 
  
Equity 
With regard to equity, we, along with our peers, ensure ADA compliance, not only for 
physical impairments, but also for accessibility to resources for students with cognitive 
and other impairments. In addition to learning resource availability, financial resources 
for unpaid internship opportunities are offered to students during the summer internship 
requirement of each of our three (3) schools with the aim of reducing equity barriers for 
students with significant financial need.  
 
The Bush School has not faced bathroom access issues similar to those reported by the 
LBJ School (UT) because of the age of our facilities as compared to theirs, but both 
schools acknowledge the need to provide secure/private lactation facilities for students, 
faculty, and staff. These facility needs are included in our plans for occupying additional 
space in our current location in the 2020-2021 academic year. 
 
Challenges: In addition to required faculty/staff training mentioned in the climate section, 
plans are in place to provide “accessibility for all” training (spring 2020) through the 
Texas A&M Disability Resources Office to reduce inequities in access to learning 
resources for individuals with visible and hidden impairments. With regard to equity 
challenges related to the “cost” of taking an unpaid internship, we must provide enough 
financial resources for unpaid internships to reduce barriers to a student’s ability to take 
an unpaid opportunity. The Dean’s staff and development team understand this need 
and have built internship funding requests into their ongoing development work. 
 
Diversity Plan Award Uses/Expenditures 

Funding 
Year 

Award 
Amount 

Student 
Implicit 

Bias 
Training 

Faculty/Staff 
Implicit Bias 

Training 

Student 
Diversity & 
Inclusion 

Committee 
Support 

Diversity 
Recruiting 
Initiatives 

(TMLI/HACU/ 
ICW) 

Alumni 
Diversity 

Committee 
Launch/ 

Speaker Series 

2019 $25,000 $5,000 $1,000 $1,000 $12,000 $6,000 

2018 $10,000 $4,500 $2,000 $500 $3,000 -- 

2017 $  8,000 $4,000 $2,000 $500 $1,500 -- 
 

 TMLI – Thurgood Marshall Leadership Institute Graduate/Career Fair (2017, 2018, 

2019); HACU – Hispanic Association of Colleges & Universities Annual Conference, 

Adelante Leadership Institute Sponsor and Presenter (2019); ICW – Interview 

Conference Weekend additional travel funding support for candidates from 

underrepresented groups. 

 Alumni Diversity Committee Launch/Speaker Series to launch in spring 2020 


