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1.  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. Starting in the fall 2022 semester, the school 
consists of three departments: Political Science (POLS), Public Service & Administration (PSAA), and 
International Affairs (INTA), and now includes undergraduate, Master’s, and doctoral degree programs. The 
vision and mission of the Bush School are to inspire excellence in the noble calling of public service through 
the core values of Texas A&M University, the value of diversity of thought and expression, and the principles 
of public service and democracy. After consultation with new administrators (Senior Associate Dean for 
Faculty Affairs, Associate Dean for Research & Graduate Studies, and Associate Dean for Undergraduate 
Studies), the initial draft of this report was written by the Assistant Dean for Diversity, Career & Student 
Services and the Deans CARE Graduate Assistant, after which the college Diversity, Equity and Inclusion (DEI) 
Committee, and senior administration 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 Fall 2022 semester are provided in Tables 1, 2, and 3 below.  
 
TABLE 1 – Fall 2022 Student Demographics by Degree Level 

 OVERALL Bachelors Masters Doctoral 

Female 49% 53% 41% 33% 

Male 51% 47% 59% 67% 

Hispanic 26% 31% 16% 5% 

Asian or Pacific Islander 5% 6% 3% 2% 

Black Non-Hispanic 5% 4% 7% 0% 

Native American 1% 0% 1% 0% 

Multi-racial (excluding Black) 3% 3% 3% 0% 

Total Underrepresented % 40% 45% 31% 7% 

International 4% <1% 6% 71% 

Unknown/Not Reported <1% <1% 2% 2% 

White 56% 55% 61% 19% 

 
  

http://bush.tamu.edu/diversity
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TABLE 2 – Fall 2022 Student Demographics by Department and Degree 

 INTS 
Undergrad 

POLS 
Undergrad 

INTA Masters PSAA Masters 

Female 68% 46% 41% 40% 

Male 32% 54% 59% 60% 

Hispanic 32% 31% 14% 18% 

Asian or Pacific Islander 8% 6% 4% 3% 

Black Non-Hispanic 3% 4% 4% 10% 

Native American 1% 0% 1% 0% 

Multi-racial (excluding Black) 4% 3% 3% 3% 

Total Underrepresented % 47% 44% 27% 34% 

International <1% <1% 6% 6% 

Unknown/Not Reported <1% <1% 4% 1% 

White 52% 56% 63% 59% 
Student data provided by Texas A&M University Office of Academic & Business Performance Analytics. 
NOTE: Percentages rounded for table reporting presentation. 

 
TABLE 3 – Fall 2022 Faculty & Staff Demographics 

 Faculty* Staff** 

Female 34% 71% 

Male 65% 29% 

Hispanic 5% 12% 

Asian or Pacific Islander 7% 4% 

Black Non-Hispanic 4% 5% 

Total Underrepresented 16% 22% 

International 10% 0% 

Unknown 5% 4% 

White 69% 74% 
*Faculty data from Texas A&M University Office of Faculty Affairs – gender demographics do not =100% due to one unspecified 
response. **Staff data provided from Texas A&M University Office for Diversity. 

 

2. Compositional/Structural Diversity Goal: How is your unit increasing compositional diversity of 

students, faculty, and staff so Texas A&M reflects the diversity of the State of Texas?  

 

For this report, we are highlighting programs/strategies that have been utilized in various departments within 
the Bush School, but in the case of the Department of Political Science and other units from the former 
College of Liberal Arts, these highlighted programs have not been fully implemented across the college. Three 
programs/strategies designed to improve compositional diversity of students, faculty, and staff, along with the 
associated KPIs/goals, assessment results, and impact/effectiveness are provided below. 
 

 Improve compositional diversity of undergraduate students. 

The Department of Political Science (POLS) has concentrated efforts in the past year on balancing 

the representation of diverse populations in the undergraduate major, between the Bachelor of 

Science (disproportionately male) and Bachelor of Arts (disproportionately female) tracks, through 

https://www.census.gov/quickfacts/TX
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targeted advising staff and faculty outreach efforts to students. Since the Department of Political 

Science is currently at 44% underrepresented minority undergraduate enrollment (Undergraduate 

KIPs; 2020-2025 Strategic Plan, p. 9), the goal for compositional diversity in undergraduate 

population has been extended to have each major demographic group represented equally within 

the Bachelor of Arts and Bachelor Science tracks, in proportion to their representation within the 

department. A secondary aim of this goal is to achieve approximation of equity amongst our 

demographic groups within our departmental and college retention goal. Extending the Strategic 

Plan KPIs in this way is aimed at improving the diversity population preparation as a pipeline into 

careers and academic attainment not historically pursued by these populations. The Bush School is 

also adding an undergraduate recruiting coordinator to our Office of Undergraduate Programs to 

provide additional means of enhancing compositional diversity through summer programs, 

community outreach, partnerships, and ensuring the college maintains our enrollment that 

contributes to the university’s Hispanic Serving Institution designation 

(diversity.tamu.edu/hsi#Eligibility). Those programs/strategies will be determined once the 

position is filled. Our current college-wide population is 26% Hispanic, with the majority of those 

students in the undergraduate programs. Efforts to increase the percentage of Hispanic students at 

the Masters and Doctoral degree levels are ongoing. 

 Improve compositional diversity of faculty. 

Our new Senior Associate Dean for Faculty Affairs comes to the Bush School from the former 

College of Liberal Arts and is continuing the practice employed by the former Department of 

International Studies (INTS) for each Faculty Search Committee Chair to certify faculty pools for 

compositional diversity and require all search committee members to complete STRIDE (Strategies 

and Tactics for Recruiting to Improve Diversity and Excellence) training. This process involves 

contacting potential candidates and nominators and reaching out to professional/academic 

associations for underrepresented individuals to encourage a diverse applicant pool and providing 

a report certifying completion of this requirement to the Senior Associate Dean before inviting 

candidates for interviews. Requiring a certified faculty applicant pool is aimed at addressing the 

Faculty KPI (2020-2025 Strategic Plan, p. 22) to increase the diversity of our faculty to better reflect 

the diversity of our student body. Since the role of Senior Associate Dean for Faculty Affairs is new 

to the Bush School, this strategy is being implemented in 2022-2023. Based on the Department of 

Political Science and the Department of Public Service & Administration’s previous success in 

transitioning ACES faculty hires to tenure track positions in the past two years, we are confident in 

our ability to continue improving the compositional diversity of our faculty through these and 

related strategies. 

 Increase participation in Bush School Master’s program recruitment initiatives aimed at 

underrepresented populations. 

The Departments of Public Service & Administration (PSAA) and International Affairs (INTA) actively 

recruit prospective underrepresented students through three specialized programs/strategies. Our 

Public Service Weekend (PSW) is open to undergraduate students at Texas A&M University system 

schools (including one [1] HBCU and five [5] HSIs), and other universities across the state of Texas 
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and is aimed at increasing participation in our recruiting initiatives for underrepresented students 

(2020-2025 Strategic Plan, Graduate and Professional KPIs, p. 14). Additionally, we regularly 

partner with the Thurgood Marshall Leadership Institute (TMLI) to recruit students from HBCUs and 

the Hispanic Association of Colleges & Universities (HACU) to recruit students from HSIs across the 

nation for our Master’s degree programs. Our participation in these programs has been on hold 

due to the COVID-19 pandemic, but we hope to reinvigorate these efforts again in the coming year. 

Finally, over the past 3 years, we have partnered with the Association of Professional Schools of 

International Affairs (APSIA) for their Diversity Forum activities to increase representation not just 

at the Bush School, but in the field of international affairs as a whole. This is accomplished through 

financially sponsoring nationwide diversity forums with prospective students and undergraduate 

advisors and inviting Bush School alumni to speak on diversity career panels at these events.  While 

all of these programs are aimed at increasing participation in our recruiting programs, we have 

seen the overall compositional diversity of our enrolling graduate students improve by 9% over the 

past five years to 31% for the fall 2022 semester (Graduate and Professional KPIs, 2020-2025 

Strategic Plan, p. 14). 

 

3. Retention Goal: How is your unit addressing campus climate and equity issues impacting success and 

retention for students, faculty, and staff?  

With the fall 2022 addition of undergraduate students to the Bush School, two KPIs in particular have taken on 
additional significance for this year and beyond – first-year retention rate and retention of underrepresented 
faculty, to include women on the tenure track. While student and faculty retention have been a component of 
our DEI work at the Bush School, the increased size change the scope of our DEI retention work moving 
forward. 

 Increase first-year retention rate. 

While our undergraduate retention rate of approximately 93% in both programs is commendable, 

efforts to meet the Undergraduate KPI for first-year retention (2020-2025 Strategic Plan, p. 9) 

include one strategy and an accompanying program. The strategy for increasing first-year retention 

to 95% is to embed student success initiatives within the undergraduate programs and the 

accompanying program is for underrepresented or other faculty to write letters to 

underrepresented students in the college to engage and encourage students individually. The 

strategy is being implemented by our Associate Dean for Undergraduate Programs and Director for 

Undergraduate Advising, who both bring expertise in the area of improving student success in the 

former College of Liberal Arts and Office of Student Success, respectively. While we do not have 

data to report at the time of the writing of this report, similar efforts in other colleges have 

resulted in an over 50% increase in first-year retention. 

 Increase retention of underrepresented faculty, to include women on the tenure track. 

The Department of Political Science has a mentoring program for faculty documented, but in the 

revamped Bush School of Government & Public Service, no college-level mentoring program exists. 

To meet the Faculty KPIs (2020-2025 Strategic Plan, p. 22) of increasing by 100% the diversity of 
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our faculty and to increase by 50% the retention of women faculty on the tenure track, a college-

wide mentoring program that includes peer mentors, teaching mentors, and research mentors, is 

being developed in 2022-2023. Assessment measures for this program will likely include participant 

and mentor survey feedback and a review of retention and hiring rates across the college.  

4. Cultural Competencies Goal: How is your unit engaging students, faculty, and staff in developing DEI 

knowledge and skills necessary to assume roles in leadership and/or provide service to society?  
 
College-wide efforts to develop DEI knowledge and skills necessary to assume roles in leadership and/or 
provide service to society are being provided across the college to students, faculty and staff. 
Programs/strategies for each population are described below. 
 

 Decrease academic equity gaps and increase (capacity for) former students reporting impact on 

communities. 

Prior to the Path Forward reorganization, undergraduate International Studies (INTS) and Political 

Science (POLS) student success efforts included participating in Hullaballoo U courses, but little to 

no data on the development of DEI knowledge and skills was reported to those departments. As a 

result, our newly appointed Associate Dean for Undergraduate Programs and Director for 

Undergraduate Advising are working together to implement student success strategies to create a 

BUSH 101 course to teach, amongst other topics, cultural competencies for all undergraduate 

students in the Bush School. These efforts are aimed at meeting Undergraduate KPIs focused on 

decreasing academic equity gaps (2020-2025 Strategic Plan, p. 9) and increasing the number of 

former students reporting positive impact on communities (2020-2025 Strategic Plan, p. 30). 

Additionally, the school is hiring a Director of Culture & Community to coordinate efforts across 

college departments to identify and advertise undergraduate courses with a DEI focus, such as 

Politics of Global Inequality (POLS 324) and Race and Politics in the United States (POLS 320), 

currently taught in the Department of Political Science. 

 Improve graduate student climate. 

The programs/strategies implemented to improve graduate student climate as indicated by the 

metrics of (i) I feel that I belong at Texas A&M University; and (ii) I feel welcome at Texas A&M 

University (Graduate and Professional KPIs, 2020-2025 Strategic Plan, p. 14) include student, 

faculty, and staff training; incorporation of cultural competencies into career and leadership 

workshops; and adding courses to graduate departmental curriculum. All Master’s degree students 

complete diversity/implicit bias training during New Student Orientation, a practice started in fall 

2016 (faculty and staff training will be addressed in the next point). Based on feedback from 

students through the diversity training, the role of student involvement in DEI programs/strategies 

was elevated by making the student equity, diversity, and inclusion committee a stand-alone 

committee with the co-chairs sitting on the college-level DEI committee. Additionally, students 

provided feedback that cultural competencies in the workplace was a missing component in their 

education. As a result, staff in career services and the leadership program incorporated workplace 

cultural awareness (implicit bias, microagressions in the workplace, etc.) into ongoing 
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programming. Finally, the Department of Public Service & Administration (PSAA) reinvigorated 

interest in courses aimed at improving DEI knowledge and skills by actively advertising courses in 

“Managing workplace diversity in public and nonprofit organizations (PSAA 616) and in “Cultural 

Competency” (PSAA 639). The college has also held initial meetings with the Department of 

Multicultural Services to utilize their cultural competency model for our undergraduate and 

graduate programs with the aim of implementing this model in our extracurricular programs. While 

no formal climate surveys have been conducted amongst graduate students in the past few years 

due to the COVID-19 pandemic, anecdotal responses indicate that Bush School students are 

actively engaged in ongoing development of DEI knowledge and skills through the aforementioned 

classes and programs/strategies. 

 Increase number of staff with a written growth and development plan and increase participation 

in continuing education, leadership training, and professional development. 

Faculty and staff diversity/implicit bias training was implemented in fall 2017 to compliment the 

training provided to incoming students each fall semester. As expected, feedback was varied, but 

those who actively participated anecdotally reported positive feedback for the college-wide efforts. 

The COVID-19 pandemic and changes to the Bush School implemented through the Path Forward 

reorganization halted these efforts due to the interactive nature of the selected training programs, 

but the positive result of this situation is a college-wide shift to focus on developing and 

implementing a college training program/menu for faculty and staff in spring 2023 (Best Place to 

Work and Enhance our Impact KPIs, 2020-2025 Strategic Plan, p. 26 and 30). The training menu will 

incorporate courses from campus units including the Center for Teaching Excellence (CTE) and 

Human Resources & Organizational Effectiveness (HROE), as well as LinkedIn Learning courses and 

conferences associated with professional organizations specific to our academic and support 

departments. Assessment will be conducted by collecting information about development activities 

and providing an annual transcript of DEI training and development for faculty to their respective 

department head and for staff to their respective supervisor for annual review purposes. 

5. Assessment, Research & Scholarship Goal: How is your unit supporting and contributing to DEI 

assessment, research, and scholarship?  

 

Following the events of the summer of 2020, faculty in the Departments of Public Service & Administration 

(PSAA) and International Affairs (INTA) voted to include a diversity statement on all course syllabi and to 

encourage faculty to examine curriculum and add information about related DEI events, programs, and topics 

where feasible. Specific efforts to support and contribute to DEI assessment, research, and scholarship are 

highlighted (for existing programs) or described (for proposed programs) below. The Senior Associate Dean for 

Faculty Affairs, the Associate Dean for Research & Graduate Education, and the Associate Dean for 

Undergraduate Programs are also collaborating to develop opportunities for faculty to further integrate DEI 

topics in their scholarly efforts.  

 The Bush School has a strong commitment to supporting scholars who work on questions of diversity 

and inclusion. This is reflected in our ongoing commitment to and support for the Women, Peace, and 

Security Program (WPS) led by Dr. Valerie Hudson. In support of this area we hired an additional faculty 
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member for fall 2022 who works on issues of gender and diversity (2020-2025 Strategic Plan, Faculty 

KPIs, p. 22). This dovetails with a research support commitment within Political Science which 

previously existed to support research and training in Race, Ethnicity, and Gender (REGP). This 

concentration includes research support for faculty working in this area (2020-2025 Strategic Plan, 

Research KPIs, p. 18). The Women, Peace, and Security Program also includes the WomenStats project 

that is the go-to data source used by both the academic and policy communities and contributes to the 

increased total research expenditures (2020-2025 Strategic Plan, p. 18). 

 Based on previous programs in the former College of Liberal Arts, plans are being made to allocate 

one-time funds to our academic departments to support new initiatives or programs devoted to 

Diversity, Equity, and Inclusion. The program/strategy proposed by the department(s) must meet the 

following qualifications: it is new, it can be assessed, and it does not involve honoraria for a guest 

lecture (unless the speaker is serving as a consultant). Examples could include curricular grants for 

diversifying existing courses or bursaries to faculty and/or graduate students to support DEI-related 

research activities. This program aims to address Research KPIs (2020-2025 Strategic Plan, p. 18). 

 
6. Does your unit have DEI strategic initiatives or key performance indicators that are not addressed by 

the goals of increasing compositional diversity; advancing student, faculty, and staff retention and 

success; DEI skill building and cultural competencies; or advancing DEI research and scholarship? (30 

points) 

 
In the “new” Bush School of Government & Public Service, our existing and planned DEI strategic initiatives fall 
into increasing compositional diversity; advancing student, faculty, and staff retention and success; DEI skill 
building and cultural competencies; or advancing DEI research and scholarship. We are in the process of hiring 
our inaugural Director of Community & Culture, and once this position is filled, we hope to expand existing DEI 
strategic initiatives.  
 
7. Reflection 

 
Efforts to enhance the campus climate at the Bush School through DEI initiatives has been important 
throughout the history of the school, but was reinvigorated when Dean Welsh joined the Bush School in 
August 2016 and established compositional diversity and other strategic goals. Efforts that are “moving the 
needle” have primarily focused on increasing compositional diversity of our graduate (Master’s) student 
population. Based on our efforts to date, we have had an increase of an additional 9% underrepresented 
student enrollment at the Master’s degree level. These efforts are also “moving the needle” with our 
colleague schools in the Association of Professional Schools of International Affairs (APSIA) by partnering to 
improve the compositional diversity of graduate enrollment and individuals entering the international affairs 
career field. 
 
The addition of undergraduate degrees with overall compositional diversity percentages above our original 
goals now gives us the opportunity to extend our efforts to improving percentages of specific 
underrepresented groups that are still below our goal of representing the state’s population in our student 
population. Doing this will also allow us to impact the diversity of professionals entering the public sector and 
related career fields. 
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Finally, efforts at the Bush School to create a DEI training program/menu for faculty, staff, and students, along 
with providing a training transcript for faculty and staff to document involvement in DEI programs/strategies, 
is our effort to add another component to the growth and development plan KPI for faculty and staff (2020-
2025 Strategic Plan, p. 26). 
 
An itemized description of how funding from the Diversity Plan awards to the Bush School have been used to 
support and advance our unit’s recruitment, retention, campus climate, and/or equity strategies is detailed in 
Table 4. 
 
TABLE 4 – 2021-2022 Diversity Plan Award Funding Expenditures 

AMOUNT SPENT ITEMIZATION 

$9,125.00 Diversity Training for Faculty, Staff, and Students 

$2,200.00 Diversity Advisory Group – weeklong, in-person evaluation with member Om 
Chitale 

$2,000.00 Sponsorships for campus-wide (MLK Breakfast) and professional association 
(Association of Professional Schools of International Affairs [APSIA] Diversity 
Forum) diversity programming and events 

$660.00 Supplies for diversity events and programs (Public Service Weekend) 

$815.00 Food for diversity events and programs (Public Service Weekend) 

$14,575.00 Deans CARE Intern wages 

$29,375.00 TOTAL 

 
Based on feedback from administrators, faculty, staff, and students, if money and resources were available 
and not a limitation, five programs/strategies we would implement to improve campus climate are described 
below. 

 In addition to the approved full-time senior staff member being hired to oversee all aspects of DEI 

at the Bush School, additional funding would allow us to hire support staff to fully implement the 

DEI training program to include the administrative process of providing individual faculty/staff DEI 

transcripts to department heads and supervisors for annual performance reviews. 

 Knowing that hiring and retaining underrepresented individuals for faculty and staff roles has a 

positive impact on attracting underrepresented applicants and enrollees, provide compensation to 

faculty and staff mentors who meet established criteria for mentoring underrepresented faculty 

and staff. Another aspect of this strategic initiative is to offer compensation to a faculty coordinator 

or staff member for managing the established faculty/staff mentoring program. 

 Another approach to increasing efforts to increase the number of underrepresented faculty 

members teaching at the Bush School is to create faculty exchange programs with minority-serving 

institutions for a semester or year. 

 Offer admission application fee waivers to reduce barriers to highly qualified graduate applicants 

from underrepresented populations. 

 Develop a DEI awards program with financial awards and media recognition to two Bush School 

faculty and two staff members for demonstrating a commitment to diversity and inclusion. 


