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Introduction (789/800-word limit) 

Describe your unit (campus location, departments, etc.) and its general mission. Describe how you 

selected two peer institutions and provide a rationale for why they were selected. Present the 

demographic data for your unit and two peer institutions. Peer-comparison data should, at minimum, 

include race/ethnicity, gender, and classification (student, staff, faculty, tenure, tenure/track, etc.) 

Describe the writing and review process for this report: Who wrote this report? Was your unit’s 

Diversity Operations Committee representative included in writing and/or reviewing the report? 

Which unit leaders reviewed this report? 

 

The College of Education and Human Development (CEHD) prepares educators and professionals to 

work in today’s global society. CEHD’s mission includes enhancing equity in educational achievement 

and health outcomes, fostering innovation and development, and influencing policy and practice in the 

fields of education, health, 

sport, business and government.  

CEHD, located on central and 

west campus, is the fourth 

largest college at Texas A&M 

University. The college is 

comprised of four academic 

departments: Educational 

Administration and Human 

Resource Development 

(EAHR), Educational 

Psychology (EPSY), Health and 

Kinesiology (HLKN), and 

Teaching, Learning and Culture 

(TLAC). College population 

statistics are found in Figure 1.   

 

The following report conducts peer comparisons with the University of Texas at Austin (UT) and 

Michigan State University (MSU), examining specific strategies on recruitment, retention, climate, and 

equity. UT and MSU were selected as aspirant peer institutions based on university reputations, status as 

public R1 research institutions, ranking, population demography, structure of their respective College of 

Education, and commitment to diversity, climate, and inclusion. The Office of Organization 

Development and Diversity Initiatives (ODDI) led the collaborative writing process for this report, 

engaging with College leadership, including deans, department heads, the dean’s leadership council, and 

unit climate committees. 

  

Figure 1. College of Education and Human Development 

Faculty, Staff and Students 
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Peer Comparison 

 

This section provides peer comparisons across four areas: staff, undergraduate students, graduate students, 

and faculty. MSU and UT student enrollment profiles diverge from TAMU, making for a rich comparison. 

UT and MSU represent the sixth and seventh largest enrollment by college at their respective universities; 

CEHD is the fourth largest college at A&M. Figure 2 shows the total undergraduate and graduate student 

populations and college 

populations for each university. 

MSU state demographic trends 

differ from CEHD and UT, 

which explain many of the 

differences in percentages 

across student and faculty sub-

populations in the coming 

tables. All data are sourced from 

the following entities: TAMU 

Data and Research Services, 

University of Texas, and 

Michigan State University 

College of Education. 

 

 

Staff. Table 1 outlines staff demographic data for CEHD and its peer institutions. CEHD has the second 

largest staff population among its peer institutions. Total racial/ethnic diversity for staff for CEHD is 

nearly 32% (n=57), is comparable to UT and is 15% higher than MSU. CEHD and UT have comparable 

percentages of staff who identify as Black/African American and as White. The college ranks first in the 

percentage of Asian Staff (6.7%, n=12), 4% and 2.6% higher than MSU and UT, respectively.  The 

CEHD percentage of Hispanic/Latinx staff is 1.2% lower than UT and 10% higher than MSU. Gender 

percentages are comparable between CEHD and UT, while CEHD has 10.5% more male staff than 

MSU. 

 

 Table 1. 2018 CEHD and 

Peer Institution: Staff Data 

CEHD  COE UT CED MSU 

N % N % N % 

Male 46 25.70% 99 25.19% 12 15.19% 
Female 133 74.30% 294 74.81% 67 84.81% 
Asian 12 6.70% 16 4.07% 2 2.53% 

Black/African American 12 6.70% 26 6.62% 3 3.80% 
Hispanic /Latinx 32 17.88% 75 19.08% 6 7.59% 
Two or more races 0 0.00% 11 2.80% 2 2.53% 
White 122 68.16% 265 67.43% 66 83.54% 
Native Hawaiian 1 0.56% 0 0.00% 0 0.00% 

Total Diversity** 57 31.84% 128 32.57% 13 16.46% 
Total* 179  393  79  
* Total Diversity includes all categories excluding white and unknown. **Total includes international, American Indian/Alaskan Native, 
and Hawaiian/Pacific Islander. 

Figure 2. 2018 CEHD and Peer Institution College and University 

Student Population 

0 10,000 20,000 30,000 40,000 50,000 60,000 70,000

CEHD

UT

MSU

Student Population

CEHD UT MSU

College 6,826 2,735 3,193

University 69,367 51,832 50,351
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Undergraduate Students. CEHD leads its peers in total undergraduate enrollment (n=5221). The college 

ranks second in percentage of ethnically diverse students (33.96%, n=1773), 14.25% behind UT and 

nearly 15% ahead of MSU. CEHD is second in percentage of students who identify as Hispanic/Latinx 

(23.50%, n=1227), 3.34% less than UT, yet has increased by 3% since the last peer comparison in 2016. 

Black/African American CEHD students account for 4.10% (n=212), ranking third among its peers, 

having 5.73% less students than UT and 3.32% less students than MSU, respectively. CEHD ranks 

second in percentage of students who identify as Asian (4.06%, n=212) and students identifying as 

White (65.77%, n=3434). Percentage of multiracial students across all institutions is comparable, having 

between 2-3%. See Table 2 for more information. 

 

 Table 2. 2018 CEHD and Peer Institution: 

Undergraduate Student Data 

CEHD  COE UT CED MSU 

N % N % N % 

Male 1320 25.28% 560 32.96% 480 22.82% 
Female 3901 74.72% 1139 67.04% 1623 77.18% 
Asian 212 4.06% 158 9.30% 73 3.47% 
Black/African American 214 4.10% 167 9.83% 156 7.42% 
Hispanic/Latinx 1227 23.50% 456 26.84% 97 4.61% 
Underrepresented Minority* 1452 27.81% 623 36.67% 258 12.27% 
Two or more races 104 1.99% 38 2.24% 71 3.38% 
Native Hawaiian 5 0.10% 0 0.00% 2 0.10% 
International 12 0.23% 72 4.24% 78 3.71% 
American Indian or Alaskan Native 11 0.21% 0 0.00% 5 0.24% 
Total Diversity** 1773 33.96% 819 48.20% 404 19.21% 
White 3434 65.77% 808 47.56% 1618 76.94% 

Unknown 2 0.04% 0 0.00% 3 0.14% 
Total 5221  1699  2103  
*Underrepresented Minority (URM) includes Hispanic/Latinx, Black/African American, and American Indian/Alaskan Native. * *Total 
Diversity includes all categories excluding white and unknown. 

 

Graduate Students. Table 3 displays graduate student demographic data for CEHD and its peers. CEHD 

has the largest population of graduate student enrollment (n=1585) in comparison to its peers. The 

college ranks a close second in percentage of ethnically diverse students (35.8%, n=567), 1% lower than 

UT and 18% ahead of MSU. Compared to our peers, CEHD ranks first in percentage of graduate 

students who identify as Black/African American (9.5%, n=150) and ranks second in percent of graduate 

students who identify as Hispanic/Latinx (21%, n=333). CEHD and MSU have approximately 10% of 

international students, 3% lower than UT. CEHD ranks third in percentage of Male students (26.55%, 

n=426), 1% lower than MSU and 4.4% lower than UT. 

This space is intentionally left blank. See the next page for Table 3.  
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Table 3. 2018 CEHD and Peer Institution: 

Graduate Student Data 

CEHD  COE UT CED MSU 

N % N % N % 

Male 426 26.88% 280 31.28% 369 27.48% 
Female 1159 73.12% 615 68.72% 974 72.52% 
Asian 50 3.15% 43 4.80% 53 3.95% 
Black/African American 150 9.46% 81 9.05% 91 6.78% 
Hispanic/Latinx 333 21.01% 206 23.02% 59 4.39% 
Underrepresented Minority* 491 30.98% 287 32.07% 152 11.32% 
Two or more races 26 1.64% 0 0.00% 32 2.38% 
Native Hawaiian 2 0.13% 0 0.00% 1 0.07% 
International 156 9.84% 118 13.18% 130 9.68% 
American Indian or Alaskan Native 8 0.50% 0 0.00% 2 0.15% 
Total Diversity** 567 35.77% 330 36.87% 237 17.65% 
White 863 54.45% 439 49.05% 973 72.45% 
Unknown 17 1.07%  0.00% 2 0.15% 
Total 1585  895  1343  
*Underrepresented Minority (URM) includes Hispanic/Latinx, Black/African American, and American Indian/Alaskan Native. ** Total 
Diversity includes all categories excluding white and unknown. 

 

Faculty. CEHD leads its peers in the percentage of Black/African American faculty (9.72%, n=21) and 

percentage of Asian faculty (10.19%, n=22). The college ranks second in the percentage of faculty 

identifying as Hispanic/Latinx (7.87%, n=17), 7% behind UT and 4.5% ahead of MSU. CEHD ranks 

first in percentage of male faculty (43.52%, n=94). Percentage of ethnically diverse faculty is 27.78% 

(n=60), ahead of MSU by 15% (excluding international faculty) and behind UT by 5.56%. See Table 4 

for more information. 

Table 4. 2018 CEHD and 

Peer Institution: Faculty Data 

CEHD  COE UT CED MSU 

N % N % N % 

Male 94 43.52% 72 38.10% 65 19.94% 
Female 122 56.48% 117 61.90% 261 80.06% 
Asian 22 10.19% 17 8.99% 15 4.60% 
Black/African American 21 9.72% 17 8.99% 14 4.29% 
Hispanic/Latinx 17 7.87% 28 14.81% 11 3.37% 
Two or more races 0 0.00% 1 0.53% 1 0.31% 

Total Diversity* 60 27.78% 63 33.33% 41 12.58% 
White 156 72.22% 121 64.02% 285 87.42% 
Prof. 51 23.61% 41 22.00% 110 33.74% 
Assoc. Prof 40 18.52% 31 17.00% 50 15.34% 
Asst. Prof 28 12.96% 33 18.00% 43 13.19% 
Tenure/Tenure Track 119 55.09% 105 55.56% 203 62.27% 

Non-Tenure Track 97 44.91% 84 44.44% 123 37.73% 
Total** 216  189  326 19.94% 
* Total Diversity includes all categories excluding white and unknown. **Total includes international, American Indian/Alaskan Native, 
and Hawaiian/Pacific Islander. 
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Recruitment (496/500-word limit) 

Describe 2-3 strategies your peer institutions are using to address recruitment of students, faculty, and 

staff. How do the strategies of the peer institutions compare to what your unit is doing? Are there any 

plans to modify current efforts or add new strategies based on your review of the peer comparison 

data? Why or why not?  

 

Undergraduate Students.  Areas for growth exist in relation to enhancing CEHD recruitment efforts 

for undergraduate students. While minimal recruitment information is available through the MSU 

website, worth highlighting is the Summer High School Scholars program. This summer residential 

program assists ninth to eleventh grade high school students from strategic partnering urban school 

districts with preparations for attending college. Implementing a summer bridge program at specific 

regions and school districts, like the MSU program, could assist CEHD with targeted undergraduate 

recruitment and retention efforts. Additionally, CEHD can enhance relationships with high school 

partners in strategic urban and rural regions. 

 

Transfer Students. Currently, first-time undergraduate transfer matriculation does not match the 

demographics of the undergraduate population. Total transfer diversity and underrepresented minority 

(URM) students are 5.2% and 3.5% lower than the overall undergraduate CEHD population, 

respectively. Increasing URMs through transfer recruitment would assist in increasing undergraduate 

student diversity in CEHD. See Table 5 for more information. 

 

Table 5. 2018 First-Time Transfer Student Demographics Compared to CEHD  

 TRANSFER CEHD UG 

  N % N % 

American Indian Only 2 0.61% 11 0.21% 

Asian Only 8 2.45% 212 4% 

Black only or multi-racial with Black 9 2.75% 214 4% 

Hispanic or Latino of any Race 68 20.80% 1227 24% 

International 3 0.92% 12 0.23% 

Mult-racial excluding Black 4 1.22% 104 2% 

Underrepresented Minority* 79 24.16% 1452 28% 

Total Diversity 94 28.75% 1773 34% 

White Only 233 71.25% 3434 66% 

Grand Total 327   5221  

** Underrepresented Minority (URM) includes Hispanic/Latinx, Black/African American, and American Indian/Alaskan 

Native. * Total Diversity includes all categories excluding white and unknown. Data Source: Accountability.tamu.edu 

 

Graduate Students. From 2013 to 2019, 30 CEHD doctoral students across all four departments have 

received the diversity fellowship through the Office of Graduate and Professional Studies. CEHD 

academic departments conduct recruitment efforts at discipline specific conferences and other 

conferences targeted to specific demographic groups, such as identity-based student leadership 

conferences. Notable differences in recruitment efforts include UT’s targeted fellowships to specific 

regions in Texas, which is an additional strategy we could employ to increase diverse student 

recruitment.   
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Faculty. MSU and UT provide faculty recruitment toolkits through the Provost Office, which outlines 

strategies and best practices for inclusive searches and recruitment. While recruitment data were found 

at the university level, no further data were found regarding academic hiring practices within the 

colleges at UT and MSU. UT search and recruitment toolkit provides guidelines for faculty, postdoctoral 

fellows, and graduate students. Implementing the use of a toolkit similar to that used by our peers could 

better inform search processes and decisions, minimizing implicit bias, and other methods to diversify 

faculty.  

As of 2018, CEHD requires all members of faculty search committee members to attend the 

STRIDE Workshops, which utilize evidence-based practices to reduce bias during search processes, 

increase diversity of the candidate pool, and highlight best practices for a successful search. A similar 

workshop exists at UT, though information is not available on attendance requirements. CEHD 

departments also employ more targeted faculty recruitment at historically black colleges and 

universities. In partnership with the Office for Diversity, CEHD is participating in the 2019-20 

Accountability, Climate, Equity, and Scholarship (ACES) Fellowship Program. ACES is a faculty 

pipeline program for early career scholars who embrace the belief that diversity is an indispensable 

component of academic excellence. 

 

Staff. Minimal information is available through the MSU and UT websites regarding staff 

recruitment. Worth noting is the CEHD Staff Equity Hiring Plan and appointment of an Equity 

Administrator, which launched in 2018. The plan outlines policies and requires hiring managers to 

complete diversity and implicit bias training, and include diverse search committee representation, 

all overseen by the equity administrator. 

 

 

Figure 3. Recommendations for Future Action Towards Enhancing Recruitment 

FACULTY 
Implement use of an inclusive faculty search toolkit; Expand the use of the ACES 
fellowship; Continue requiring STRIDE workshop training for all members of search 
faculty 

STUDENTS 

 

Undergraduate: Develop and implement targeted plan to increase transfer student 
enrollment diversity; Consider redirecting some scholarship money specifically to target 
individuals interested in working in urban schools; Consider relations with high schools 
or high school camps to target potential students 

Graduate: Consider offering region-specific fellowships to graduate students; Heighten 
conversations across departments about alternative or additional admissions criteria 
beyond the GRE exam 

STAFF 

Continue implementation and enhancement of the CEHD Staff Equity Hiring Plan 
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Retention (485/500-word limit) 

Describe 2-3 strategies your peer institutions are using to address retention of students, faculty, and 

staff. How do the strategies of the peer institutions compare to what your unit is doing? Are there any 

plans to modify current efforts or add new strategies based on your review of the peer comparison 

data? Why or why not? 

 

Undergraduate Students. CEHD and UT have dedicated offices for undergraduate support and 

retention. MSU offers peer advising, where upper-class peers meet with underclass students to share 

personal experiences and resources. For the past 15 years, CEHD’s TLAC department has provided 

undergraduate peer mentoring on writing coursework intensive for pre-service teachers. Current 

participation includes 20% first-generation students and 35% students of color. In 2018, the CEHD 

Byrne Student Success Center launched a first-generation peer-mentoring program. CEHD has 

supported learning communities both for first-time in college and transfer students to help make this 

large university feel small and personal. 

 

Financial Support. MSU offers endowed scholarship and internship funding for current undergraduate 

and post-baccalaureate students to support students with financial need, thus contributing to degree 

completion. Similarly, CEHD has various scholarships for current students, such as student teacher 

scholarships and the Dean’s Education Scholars Awards. 

 

Retention for Students of Color. ProjectMales for Latino Student Success is a research and mentoring 

initiative established at UT College of Education in 2010. ProjectMales has since expanded to a 

university-wide initiative housed within the Division of Diversity and Community Engagement. Given 

Texas A&M’s strategic priority to increase the percentage of Hispanic/Latinx students and achieve 

Hispanic-Serving Institution status, CEHD should consider implementing similar initiatives.  

 

Graduate Students. Minimal information on graduate student retention is available through UT and 

MSU. CEHD academic departments support retention through multi-year funding and tuition assistance. 

CEHD’s EAHR department covers student fees, with other departments to follow suit next year. 

Academic support, including P.O.W.E.R. writing studios, seminars on grant writing and mapping a road 

to graduation, and preparing for preliminary proposals contribute to graduate student retention. Graduate 

student representative organizations also provide additional student support.  

 

Faculty. Faculty mentoring practices and policies exist for CEHD, MSU and UT. CEHD provides 

departmental and college-level support for faculty promotion and tenure, such as the HLKN Assisting & 

Supporting the Sustained Impact of those Seeking Tenure (ASSIST) Initiative. As of 2017, CEHD offers 

the Project STaR Cross-College Mentoring Program to provide support to first-year tenure-track and 

academic professional track assistant professors. CEHD also invests in the National Center for Faculty 

Development & Diversity (NCFDD) Faculty Success Program, a productivity resource for tenure-track 

and tenured faculty. The Faculty Advisory Committee (FAC) also provides additional workshops and 

seminars. New faculty attend an orientation luncheon, highlighting college resources and areas of 

support. To support leadership development, similar to what UT has recently started, since 2017 CEHD 

has offered one-year faculty fellowship opportunities to immerse faculty in customized hands-on 

learning experiences in various administrative leadership roles.  
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Staff.  CEHD offers staff professional development funds, regularly hosts dean’s town halls to address 

staff concerns, holds mandatory supervisor training for all faculty and staff, and provides monetary staff 

achievement awards. Additionally, the college offers voluntary exit interviews to collect data on staff 

attrition, using information to improve retention and climate. Minimal information on staff retention is 

available through UT and MSU. 

 

Figure 4. Recommendations for Future Action Towards Enhancing Retention 

FACULTY 
Continue providing mentoring and faculty development programs early on and 
throughout a faculty member’s career; Take advantage of the NCFDD national mentoring 
and support 

STUDENTS 

 

Undergraduate: Explore and implement targeted mentoring and support initiatives for 
Hispanic/Latinx students; Continue and enhance mentoring practices for first-generation 
and underrepresented students; Expand and enhance the use of learning communities to 
help make this big university feel small 

Graduate: Consider increasing funding among departments to cover student fees; 
Increase visibility of graduate student retention efforts including financial commitments 
on website and MyCEHD webpage 

STAFF 
Continue and enhance professional development opportunities, required supervisor 
training and dean’s town halls; Strategically use exit interview results to improve 
retention 

 

This space is intentionally left blank. See the next page for the Campus Climate.  
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Campus Climate (498/500-word limit) 

Describe 2-3 strategies your peer institutions are using to address campus climate. How do the 

strategies of the peer institutions compare to what your unit is doing? Are there any plans to modify 

current efforts or add new strategies based on your review of the peer comparison data? Why or why 

not? 

 

Assessing Climate. Information regarding peer institutions’ efforts to improve campus climate is not 

readily available and no publicly available documentation indicates the use of college-level climate 

assessments at UT or MSU.  UT conducts a university-wide graduate student climate survey every seven 

years, most recently during the 2017-2018 school year. In 2019, MSU launched its first campus-wide 

survey on culture, perceptions, and policies associated with relationship violence and sexual assault. 

CEHD conducts climate surveys for faculty tri-annually, most recently in 2017. Departments analyze 

data from the survey, present findings to the college and its respective unit, and create a climate action 

plan based on improvement areas.  

 

Programs and Initiatives. MSU’s Equity Outreach Initiatives provide professional education that 

assists educators, community organizations and corporations in creating and sustaining equitable 

communities. The UT website highlights equity, inclusion, social justice, and diversity in faculty 

profiles, coursework, resources, professional leadership, and research. While many diversity and 

inclusion efforts exist in CEHD, we do not always publicize our initiatives. We plan to meet with the 

CEHD Communications team to develop strategies for integrating diversity and inclusion on each 

academic department’s page, highlighting diversity, equity, and inclusion coursework, and featuring 

research and programming on the ODDI webpage. 

In 2018, CEHD formed a faculty committee on diversity, equity, and inclusion. This committee 

was identified as a formal need through the Dean’s forums for faculty of color over a few semesters. The 

committee’s primary purpose is to provide thought leadership related to climate, diversity, equity, and 

inclusion among faculty, visioning and helping create the climate that will be most supportive of all our 

faculty. The CEHD Faculty Leadership Fellow for Diversity and Inclusion serves as the chair, and 

membership includes an academic professional track and tenure-track faculty member from each 

department. Additionally, all CEHD departments have climate committees. MSU similarly has faculty 

and staff advisory committees, although no evidence suggests that a similar structure exists at UT.  

Annual retreats and social events within CEHD support a positive climate for faculty, staff, and 

students. Departments hold social events and fora for graduate students. Examples include regular town 

hall meetings held by EAHR and EPSY’s recent coaching program for faculty and staff. CEHD faculty 

and staff retreats occur each August and are designed to reduce silos between and within departments. 

Beginning in the 2017-2018 school year the retreat, formerly for faculty, expanded to include staff based 

on feedback from staff at dean’s town hall meetings. Staff and faculty can attend small monthly 

luncheons with the dean as well. Additionally, in 2018, CEHD created a new system for acknowledging 

the good work of staff via an online monthly Kudos system where employees recognizes employees for 

their work contributions, receiving college-wide recognition and small gifts.  

CEHD has developed conscious efforts at facilitating engagement and bringing people together 

around the topics of diversity and inclusion. For example, the CEHD Lecture Series often features 

renowned scholars, such as Gloria Ladson-Billings in 2019, whose work examines diversity, equity, and 

social justice within K-12 classrooms.  
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Figure 5. Recommendations for Future Action Towards Enhancing Campus Climate 

FACULTY 
Continue to build and strengthen the presence, role, and work of the faculty committee 
on diversity, equity, and inclusion, particularly collaborative efforts with the faculty 
advisory committee;  

STUDENTS 

 

Undergraduate: Continue to foster and develop learning communities across 
departments; 

Graduate: Continue a commitment to the recruitment, hiring, and retention of faculty, 
particularly from historically underrepresented groups to serve as mentors for graduate 
students across various backgrounds;  

STAFF 
Continue to promote and expand this group’s important role in CEHD annual retreats and 
CEHD strategic planning; Consider widening the presence and scope of the Staff Advisory 
Committee in CEHD; 

ALL CEHD 

 

Enhance the website to highlight our diversity, equity and inclusion programs, initiatives, 
and courses; Maximize all stakeholder group’s participation in future climate surveys and 
CEHD diversity efforts 

 

This space is intentionally left blank. See the next page for the Equity section. 
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Equity (467/500-word limit) 

Describe 2-3 strategies your peer institutions are using to address equity (e.g., advancement, 

promotion, development, salaries, graduation rates, etc.). How do strategies of the peer institutions 

compare to what your unit is doing? Are there any plans to modify current efforts or add new unit 

level strategies based on your review of the peer comparison data? Why or why not? 

 

Undergraduate Students. In its 2018 DAR report, CEHD identified several strategies to 

improve equity in student services, including listing Spanish fluency as a preferred qualification for 

advising positions, keeping advisor-to-student ratios low, and providing funding for student access to 

global education experiences. These efforts are in progress. CEHD’s four-year undergraduate graduation 

rate of 65.76% is noticeably lower than its peers. Between 2016 and 2017, UT increased their four-year 

undergraduate graduation rate from 65.9% in 2016 to 81.4%. The jump in 2017 graduation rate also 

aligns with the implementation of UT’s College of Education Office of Student Success and 

Recruitment in 2013 and university-wide initiatives focused on time to graduation. Strategies included 

implementing required advising and orientation sessions, academic probation programs, and using 

software to assist students with tracking and planning for degree completion. MSU data indicate an 

80.1% 2018 four-year graduation rate from teacher preparation programs, yet less information is known 

about other students. CEHD currently offers student success and retention efforts similar to its peers, yet 

a sizable difference in graduation rates still persists. CEHD’s graduation rate, in comparison to its peers, 

may be affected by multiple factors such as the Texas top 10% admission rule (and wider variability of 

college-level preparation than seen by UT or MSU) and a larger percentage of first-generation students 

in comparison to peers. Financial aid access for low-income students is slightly better at A&M than UT; 

data from MSU was difficult to gather.  

  

Graduate Students. Peer comparison information about graduate student graduation rates were not 

available, indicative of decreased visibility of graduate student equity efforts. MSU and CEHD have 

clear, publicly available hiring process policies for graduate assistants (GA) and other student staff.  

 

Faculty. Much like CEHD, MSU and UT clearly outline faculty tenure and promotion policies. UT has 

a university faculty gender equity council, which annually conducts an analysis of faculty salaries to 

document gender pay inequities. While CEHD does not have a council, the university conducts general 

equity reviews every two years and the college conducts salary equity reviews bi-annually based on both 

time in rank and productivity. CEHD applies equitable practices to benefits and achievement awards for 

faculty and staff.  

 

Staff. Like CEHD, MSU has clear, publicly available hiring process policies for temporary workers, 

graduate assistants (GA), faculty and academic staff hiring, and support staff. Less is known about merit 

and promotion policies for staff at UT and MSU. In 2017, CEHD developed a Staff Equity Hiring Plan 

(see earlier for full description in the Recruitment Section). The Staff Equity Hiring plan was expanded 

in 2019 to include required online training modules on best hiring practices, selecting a diverse 

committee, and reviewing applicants for all search committee members. Lastly, the plan allows up to 

$2,000 for relocation costs for staff, attracting talented applicants from wider geographic areas. 

  

https://education.utexas.edu/news/2017/09/26/ut-college-education-four-year-graduation-rate-increases-814-percent
https://education.utexas.edu/news/2017/09/26/ut-college-education-four-year-graduation-rate-increases-814-percent
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Figure 6. Recommendations for Future Action Towards Enhancing Equity 

FACULTY 
Continue bi-annual review of analysis of faculty salaries; Challenge departments and program 
areas in CEHD to critically review roles, responsibilities and expectations documents to ensure 
they account for the breadth and depth of diverse work among faculty 

STUDENTS 

 

Undergraduate: Develop and implement strategic efforts to support student success and 
graduation, such as first-generation mentoring, targeted transfer recruitment and support 
and others as outlined in the 2019 CEHD Recruitment and Retention Strategic Plan 

Graduate: Continue to evaluate equity of GA salaries and stipends; Review and adjust as 
necessary graduate student stipends and appointment procedures 

STAFF 
Continue implementation and enhancement of the CEHD Staff Equity Hiring Plan, such as 
requiring staff search committee members to continue online modules on best practices for 
staff search committee members 

 

This space is intentionally left blank. See the next page for the Reflection section. 
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Reflection (768/800-word limit) 

Related to recruitment, retention, climate, and equity – Reflect on what you have learned from the 

peer institutions and describe the similarities and differences in strategies across the peer institutions. 

Describe any similarities and difference between the challenges your unit is facing and those of the 

peer institutions regarding recruiting, retention, campus climate, and equity. What plans are in place 

to address the challenges in your unit? Describe how funding from the Diversity Plan awards has 

been used (or will be used) to address challenges and support and advance your unit’s recruitment, 

retention, climate, and/or equity goals. Note: Please see the 2019 award letter for a summary of the 

funds awarded to your unit. 

 

Like our peers, CEHD is continually pursuing various efforts to enhance areas of equity, climate, 

recruitment, and retention. Both MSU and UT apply promising strategies, including continuing 

professional education, guidance (toolkits and policies), promoting equity and inclusion through their 

websites, and providing continued support for student retention and success. Both CEHD and UT have 

recently hired Associate Deans charged with advancing a culture of diversity, equity, and inclusion in 

their respective colleges. Subsequently, CEHD now has a fully staffed Office for Organization 

Development and Diversity Initiatives to push forward our strategic planning and initiatives related to 

diversity, equity, and inclusion. 

 

Challenges. Although CEHD significantly trails behind its peers in four-year undergraduate graduation 

rate, the college is taking necessary steps to pinpoint root causes of lower degree completion and 

implementing efforts such as the 2019 CEHD Recruitment and Retention Plan as well as reorganizing 

and focusing staff on recruitment and retention in our undergraduate affairs office. Reducing these gaps 

in graduation rate also aligns with the broader TAMU Student Success Initiative and university Strategic 

Plan.  

Although graduate student retention efforts of our peer institutions were not as publicly available 

in comparison to undergraduate retention efforts, it seems clear that our peer institutions are able to 

promise graduate students full funding for multiple years at the time of admission. We have not been 

able to provide multi-year funding for all students and speculate that this may affect our recruiting 

efforts when competing for the best diverse students. We will examine our funding sources to begin to 

address this issue.  

From our peer review, we can ascertain that both UT and MSU have identified the importance of 

diversity, equity and inclusion for faculty, staff, and students; yet, challenges were difficult to identify 

due to limited information availability. It was less common to find data on staff initiatives both at the 

college and university level in comparison to faculty initiatives. This may be indicative of greater 

challenges with equitable focus on the role staff play at the university, calling for more visibility 

regarding staff support.  

Additional growth areas include highlighting diversity, equity, and inclusion course offerings 

and research through our website. This not only provides current members of the college with important 

information regarding diversity, equity, and inclusion efforts, but could assist in recruiting students, 

faculty, and staff working in these areas.   

 

Strategic Efforts. During the 2017-2018 year, CEHD academic departments and administrative units 

used results from the climate survey to develop unit-level climate action plans, which outline strategic 

initiatives to enhance climate, diversity, equity and inclusion. For instance, the EPSY department 

identified climate issues between tenure-track and academic professional track (APT) faculty. EPSY 
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now hosts appreciation luncheons for APT faculty, providing an opportunity to engage with the 

department head, solicit their ideas for professional development, and share any concerns.  

In early 2019, the CEHD Academic Affairs division developed a three-year strategic plan on 

undergraduate recruitment and retention. The plan possesses two overarching goals: 1) to improve 

student retention rates through creation, implementation, and enhancement of programming, and 2) to 

recruit a population of students to the College that match the demographics of the State of Texas and 

support the mission of the College. We are conducting a search to fill our vacant Director of Recruitment 

position, seeking candidates who will advance strategic recruitment efforts for students from diverse and 

underrepresented backgrounds and improve our current efforts. The two staff positions devoted to 

retention are already in place and programming has begun.  

Lastly, CEHD has made tremendous strides regarding staff hiring efforts, as evidenced by the 

Staff Equity Hiring Plan. This plan may be used as an exemplar of strategic ways to enhance equity 

efforts within units across campus. 

 

Diversity Funding. From fiscal years 

(FY) 2011 to 2019, CEHD has used a 

total of $617,9856 to support diversity 

efforts. Beginning FY19, the college no 

longer uses diversity funding from the 

university office of diversity to cover 

staff salaries, which accounted for 66% 

of the budget from 2011 to 2018. This 

commitment has been embedded in base 

budgeting. Removing staff salaries from 

diversity funding allows for more 

opportunity to commit funds from the 

university office of diversity to other 

strategic diversity, equity, and inclusion 

priorities. Figure 7 illustrates spending for FY19. Over 50% of funding went towards programming in 

CEHD through workshops, allocated departmental funding, and climate awards. Additionally, ODDI 

sponsored various efforts, both within CEHD and throughout the university such as the Celebration of 

Black Culture and Education Luncheon and Keynote and the TAMU Race, Identity, and Social Equity 

(RISE) Conference because these partnerships reflect our values and commitments across the campus.  

 

 

36%

19%
13%

31%

1%

Figure 7. CEHD Diversity Spending FY19
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