
 
 
Introduction:  

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 vision and mission of the Bush School is to inspire excellence in the noble 
calling of public service through the core values of Texas A&M University and the principles of 
public service and democracy and the value of diversity of thought and expression. The initial 
draft of this report was written by the Assistant Dean for Career & Student Services and the 
college Diversity, Equity and Inclusion Committee and department heads then reviewed the 
report and provided editorial feedback. Results of our Diversity Accountability Plan will be 
shared with the Bush School community (faculty/staff, current students, former students, and 
friends of the school) via the school’s website (http://bush.tamu.edu/diversity) and during one 
of our monthly diversity accountability meetings with the same group. 

Demographic data for the 2019-2020 academic year are provided in Tables 1 and 2 below 
(Source: accountability.tamu.edu). 
 
FIGURE 1 – 2019-2020 Student Demographics 

 OVERALL 

Female 43% 

Male 57%  

Hispanic99 15% 

Asian or Pacific Islander 2%  

Black Non-Hispanic 5% 

Native American 1% 

Multi-racial (excluding Black) 3% 

Total Underrepresented % 26% 

International 9% 

Unknown 1% 

White 64% 
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FIGURE 2 – 2019-2020 Faculty & Staff Demographics 

 Faculty Staff 

Female % 32% 74% 

Male % 68%  26% 

Hispanic 3% 11% 

Asian or Pacific Islander 4%  2% 

Black Non-Hispanic 4% 0% 

Total Underrepresented % 11% 13% 

International 4% 0% 

Unknown 3% 4% 

White 82% 83% 

 

Recruitment:  
 
Students 
Unit goals: With the vision and mission of inspiring excellence in the noble calling of public 
service, our goal is to recruit a student body that reflects the populations they will eventually 
serve. Student recruitment goals are 35% underrepresented students, 20% international 
students, and 30% mid-career students. 
 
Measures and Progress: Student demographic data from the past two years has been level in 
both departments, despite enhanced underrepresented student recruitment efforts. Recruiting 
for 2019-2020 culminated in offers being sent the week before university operations changed 
due to the pandemic and admitted students who deferred enrollment from fall 2020 were 
international students who could not obtain student visas. No admitted underrepresented 
students reported that they declined their admissions offer due to COVID-19, but there were 
some who declined their admissions for economic reasons that may have been related to the 
pandemic-induced recession. 
 
Ongoing assessment: Last year’s report detailed plans to launch an Alumni Recruiting 
Advisory Committee and Speaker Series in spring 2020. Although underrepresented alumni 
participated in our Interview Conference Recruiting Weekends in February 2020, we were 
unable to fully implement these initiatives due to COVID-19. Enhancements to last year’s 
recruiting activities included a presentation to the Adelante! Student Leadership Conference as 
part of the Hispanic Association of Colleges & Universities (HACU) annual conference in 
Chicago, Illinois and returning to the Conference on Student Government Associations 
(COSGA) in Houston, Texas to recruiting undergraduate students who are already engaged in 
public service. We continued participating in the Thurgood Marshall Leadership Institute in 
Washington, DC and hosted our annual Public Service Weekend to enhance partnerships with 
TAMU system schools, such as Prairie View A&M and TAMU Kingsville, as well as other 
HBCUs and HSIs in Texas. 

 

 

 



Faculty & Staff 
Unit Goals: Faculty and staff are not demographically representative of the diversity of our 
state and nation. The limited number of existing underrepresented faculty increase the 
potential for implicit bias in the recruiting process and thus contribute to the difficulty of 
recruiting diverse faculty and staff. 
 
Measures and Progress: In addition to advertising with underrepresented population 
professional organizations, the school has incorporated the use of The Strategies and Tactics 
for Recruiting to Improve Diversity and Excellence (STRIDE) Program into the faculty recruiting 
process “to reduce bias in decision making…” Both the Senior Associate Dean for Academic 
Affairs and an Instructional Associate Professor serve as STRIDE trainers. While additional 
recruitment resources are allocated for faculty hiring, no additional resources are typically used 
to recruit staff positions beyond those offered by central human resources. 
 
Plans to Develop and Assess: Despite efforts to attract candidates from underrepresented 
groups, the overall number of candidates and the ability to attract them to accept positions 
within the school continues to be a challenge. The Senior Associate Dean leads these efforts 
through his work with The STRIDE Program. Staff turnover within the college continues to be 
low and with limited resources for staff recruitment at both the college and university-level, 
opportunities to recruit candidates from underrepresented groups continue to be limited. The 
reinvigorated college-level Diversity, Equity & Inclusion Committee will work to develop a plan 
of action during the 2020-2021 academic year. 
 
Retention:  
 
Students 
Unit Goals: The recruiting process for both departments is intended to attract, admit, and 
matriculate students who can and will succeed in the respective program. Due to the close 
nature of students, faculty, and staff at the school, the goal of the college is to never lose a 
student who has matriculated into the program. Unfortunately, as the school continues to grow, 
the risk of losing students increases. 
 
Measures and Progress: The student retention rate for the past two years is 95.7% for all 
degree programs. Based on withdrawing student exit conversations, reasons range from 
changes in career/academic plans to securing full-time employment in public service before 
completing the program. In the past year, one of the students who withdrew self-identified as 
an underrepresented student and the reason was personal, not due to a climate or equity 
issues. 
 
Ongoing Assessment: Due to the relatively small size of the school, department heads, faculty, 
and administrators are able to carefully monitor retention rates and track why students do not 
persist. An annual evaluation of the 1st year/2nd year mentor program and opportunities for 
current and former students to network for advice, mentoring, and career assistance also 
continue to ensure the retention rates remain strong. Current 1st year students have already 
reported back to staff that this mentoring program is especially important during this 
“pandemic” year (2020-2021) to foster a sense of belonging at the school. 



Faculty & Staff 
Strong faculty and staff retention are a hallmark of the school with a rate of 95% for faculty and 
over 93% for staff over the past year. When faculty and staff do leave, exit conversations 
reveal that reasons for leaving include professional development opportunities not available at 
the school (i.e. opportunities at other universities or in private industry) or to be closer to family 
in other parts of the country to care for aging parents and similar personal reasons (Source: 
Bush School Department Heads and HR Liaison in Business Services). In the Public 
Administration department, the seven (7) full-time faculty members hired since 2015 include 
one Asian male, one African-American male, two white males and two white females. In 
addition, the department added an African-American male Senior Associate Dean who teaches 
as an adjunct faculty member and promoted a white female to Department Head. 
 
Climate:  
 
Each year, Bush School faculty, staff, and students complete diversity training aimed at 
enhancing the climate at the school. For the 2019-2020 academic year, the initial training for 
incoming students occurred during new student orientation and throughout the year with 
additional programming offered by the student Equity, Diversity, and Inclusion Committee. In 
an effort to address another aspect of climate at the Bush School, the plan before operations 
changed in the spring 2020 semester was to have faculty and staff complete the Step In, Stand 
Up training offered by the university. This training did not occur though and plans for diversity 
training for faculty, staff, and students were deferred until the beginning of the 2020-2021 
academic year with an emphasis on how to facilitate anti-racist conversations in the classroom 
and in school-related events and activities. Faculty members also started a voluntary monthly 
faculty reading and discussion group to address challenges and best practices of addressing 
climate issues in the classroom in summer 2020. Additionally, the aim of the college DEI 
committee is to host a college-wide town hall at the end of each academic year to 
transparently communicate initiatives taken, number of reports received and responses made, 
and to gather feedback on how to continue improving these mechanisms in the future. 
 
Challenges: Efforts to improve climate necessitates input from students, faculty, and staff, but 
climate issues are not always comfortable to discuss and in a graduate-only college with 
students coming from other undergraduate institutions, the Bush School did not have a system 
in place for students to report issues related to climate. Following the racial turmoil that 
occurred in the US during the summer of 2020, faculty, staff, and students came together to 
address climate issues that had been percolating under the surface at the school for several 
years now. This resulted in a reinvigorated college Diversity, Equity, and Inclusion (DEI) 
Committee chaired by the Dean of the school and including faculty, staff, current, and former 
student representatives; a weekly Thursday evening “Diversity Conversations” series where 
students, faculty, and staff were given the opportunity to share concerns and issues within the 
school and related to diversity, equity, and inclusion; and the development of an online 
reporting form (housed on our website, along with the university’s Stop Hate form and 
information) for Bush School students, faculty, and staff to use to report issues related to Bush 
School climate and culture in the classroom, in the hallways, and at school-related 
events/functions. 
 



Equity:  
 
Unit Goals: All students compete for and receive a financial assistance package that includes 
tuition abatement, financial assistance, and technology support through access to software 
and print services. The Bush School also awards competitive non-resident tuition waivers to 
out-of-state students and works with the Texas A&M University Office of Graduate and 
Professional Studies and the Robertson Foundation for Government to grant competitive, 
nomination-based, selective fellowships aimed at enhancing the number of underrepresented 
students in the school. 
 
Measures and Progress: In an effort to enhance equity for students in their second-year of 
study, The Bush School also offers 46-48 graduate assistantships (GAR and GANT) to 
second-year students who meet eligible merit and skill sets. In addition, academic workshops 
focusing on writing skills are offered to students, along with professional/career development 
workshops to ensure all students have access to resources for academic and career success. 
As in previous years, financial resources for unpaid internship opportunities are offered to 
students for the summer internship requirement with the aim of reducing equity barriers for 
students with significant financial need. 
 
Ongoing Assessment: Since equitable financing for historically underrepresented students 
requires a case-by-case approach, department heads continue to review suitable funding 
levels to “top off” existing award packages for students when a marginal amount may result in 
more diverse student enrollment, but this means is utilized on a limited basis. 
 
Faculty and Staff 
Unit Goals: The Dean and Assistant Dean for Finance & Administration conduct a biannual 
comprehensive salary review of faculty and staff positions to ensure equity and minimize ad 
hoc requests for adjustments with the intention of enhancing equity across all faculty and staff 
positions. This method continues to ensure salary equity as long as salary resources are 
available for distribution. 
 
Measures and Progress: To ensure consistency in ensuring salary equity, this review process 
will be conducted biannually. 
 
Ongoing Assessment: The Dean, Senior Associate Dean, Department Heads, and unit Heads 
also continue to evaluate professional development opportunities for faculty and staff to ensure 
training and opportunity equity across the college. This is especially important for junior faculty 
members, in key areas including classroom learning accessibility and mentorship, aimed at 
enhancing professional equity for faculty. Formalized plans have not been finalized, but faculty 
members of the college-level Diversity, Equity, and Inclusion Committee have an opportunity to 
partner with the Senior Associate Dean and Department Heads to finalize a plan during the 
2020-2021 academic year and beyond. 
 
Challenges: As outlined in our 2019 report, in addition to the annually required faculty/staff 
diversity training, plans to provide “accessibility for all” training in the spring 2020 semester 
were interrupted. This training through the Texas A&M Disability Resources Office to reduce 



inequities in access to learning resources for individuals with visible and hidden impairments is 
being considered for the spring or fall 2021 semester. 
 
Reflection:  

 

a) Describe how your unit is “moving the needle” (e.g., changing numbers/composition, 

awards, recognition, grants, funding, etc.). 

The approach to enhancing diversity, climate, and equity for the coming year (2020-2021) 
is focused on faculty and current/former student initiatives. To enhance faculty diversity, the 
Bush School chose to participate in the next round of the university’s Accountability, 
Climate, Equity, and Scholarship (ACES) Fellowship Program. Participation is intended to 
attract a faculty fellow to improve the number of underrepresented faculty in the college, 
and to further the conversation within the school on these topics. To further strengthen the 
reach of the Student Equity, Diversity, and Inclusion (EDI) Committee within the school, 
student leaders recommended, and the college DEI committee agreed, that separating this 
student committee from under the internal Student Government Association to be a free-
standing committee was optimal. Finally, the Dean made the decision to add three former 
student representatives to our college DEI committee. The Dean and Senior Associate 
Dean are also working to develop an Alumni Diversity Advising Committee to provide 
feedback, insight, information, and ideas for enhancing the overall climate. 
 

b) Describe goals and strategies that have the greatest impact on, or the potential to impact, 

student, faculty and/or staff recruitment, retention, campus climate, and/or equity. Describe 

how strategies implemented in your unit might be useful to other units.  

 

Following the mass protests against racial injustice in summer 2020, current/former 

students insisted that the school create an internal reporting mechanism for climate issues 

in the classrooms, in the hallways, and at school-related events/activities. The purpose is to 

provide a mechanism for reporting discriminatory/hate speech that occurs, but does not rise 

to the level of university disciplinary action. For the fall of 2020, a reporting form was placed 

on each page of the website and can be used by Bush School students, faculty, and staff to 

report any incident that occurs. A link to the university’s stophate.tamu.edu website/form is 

also included on these pages. Messaging about both the college-level and the university 

reporting forms was then announced during New Student Orientation and was sent to all 

faculty, staff, and students in the fall semester. 

 

Our ongoing faculty/staff and student diversity training is evaluated each year and last year, 

the intent was to have faculty/staff complete the Step In, Stand Up training, but that did not 

occur due to COVID-19. In evaluating options for the 2020-2021 academic year, the college 

DEI Committee determined that this year’s training needed to focus on how to have anti-

racist conversations in the classroom and outside. We hired a professor from the University 

of Richmond, who conducted this training for faculty/staff in two sessions for each group. 



Student training was on a similar topic and was conducted by a former student who is an 

expert on anti-discriminatory engagement in organizations. 

  

At the suggestion of students, we have also added a requirement for our Public Service 

Leadership Program for participating students to attend a minimum of one additional 

diversity seminar session offered either at the school or at the university. 

 

c) What challenges has your unit faced? Specifically, acknowledge the impact of the 

responses to COVID-19 on your unit’s diversity, equity, and inclusion goals.  

As previously mentioned, COVID-19 limited most of our newly admitted international 
students from matriculating this fall. While adjustments allowed them to take classes 
remotely with the hope of attending spring 2021 classes, international students are a key 
component to the school. The launch of the Alumni Diversity Recruiting group and Speaker 
series from the spring 2020 semester was also postponed, but this allowed us to refine the 
intent of these groups to serve as an advisory group to the Executive Committee and the 
college DEI Committee. Finally, our diversity training plans for 2019-2020 were also 
thwarted by COVID-19 and we were not able to complete our disability services or Step Up, 
Stand In training for faculty and staff. 
 

d) Describe how funding from the Diversity Plan awards has been used (or will be used) to 

support and advance your unit’s recruitment, retention, climate, and/or equity goals.  

 

A budget for the use/planned use of Diversity Plan award funding for the past three years is 

provided in the table below. Funds are primarily used to support five functions: 

 Student diversity training 

 Faculty/Staff diversity training 

 Student Equity, Diversity & Inclusion Committee programming support 

 Diversity recruiting initiatives 

 Alumni Diversity Recruiting/Advising Committee (planned to be started in spring 2020, 

but delayed until 2020-2021 due to COVID-19). 

During 2019-2020, funds were used to continue our New Student Orientation diversity 
training, but funds allocated for faculty/staff training were not utilized due to COVID-19. For 
student diversity recruiting, staff members and current/former students attended both the 
Adelante! Student Leadership Conference during the Hispanic Association of Colleges 
(HACU) Annual Conference in Chicago, IL and the Thurgood Marshall Leadership Institute 
in Washington, DC. 
 
For the 2020-2021 academic year, funds were used to offer small group faculty/staff 
training with separate sessions being offered to mitigate the issue of power dynamics 
between faculty and staff. For the remainder of the funds, the college and student Diversity, 
Equity, and Inclusion Committees will continue to determine the best use of these 
resources as events/activities are largely virtual and, as a result, are costing less than 



budgeted in the past. An example of programming for the fall 2020 semester is the student 
Equity, Diversity, and Inclusion Committee hosting a speaker for Hispanic Heritage Month 
in October. More events will be planned for coming months. 

 
Diversity Plan Award Uses/Expenditures 

Funding 
Year 

Award 
Amount 

Student 
Implicit 

Bias 
Training 

Faculty/Staff 
Diversity 
Training 

Student 
Diversity & 
Inclusion 

Committee 
Support 

Diversity 
Recruiting 
Initiatives 

(TMLI/HACU/ 
ICW) 

Alumni 
Diversity 

Recruiting/ 
Climate 

Committee 

2020 $30,000 $5,000 $14,000 $4,000 $5,000 $2,000 

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

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

 


