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2021-2022 Diversity Accountability Report 

Unit: College of Education and Human Development  Date: November 8, 2021 

Contact Person: John N. Singer, Ph. D. Associate Dean for 

Diversity and Inclusion  

Email: singerjn@tamu.edu 

Primary Author(s): Patrice French, Anna Nouzovsky, and John N. Singer  

 

 
 

Introduction (440/500-word limit) 

 
- Describe your unit (e.g., campus location, number of staff and faculty, 2020 demographics of 

students/faculty/staff, departments, etc.) and its general mission.  

- Describe the writing and review process for this report. For example: 

- How was your unit’s diversity council included in the writing or review?  

- Was this report reviewed by unit leadership?  

- How has your unit shared, or planned to share, the report across your unit? 

 

 The College of Education and Human Development (CEHD) is committed to 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. The college comprises four academic departments and one administrative 

department. We are housed in several buildings across central and west campus. Figure 1 

provides college population statistics. 

 

Figure 1. 2020 College of Education and Human Development Population 

 
 

 This report was written by the Office of Diversity and Organizational Initiatives 

(ODDI), with input from key stakeholders across each academic department and our 

administrative department. Data were compiled from a variety of sources, namely; internal staff 
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exit data, departmental review and strategic plans, demographic data, and previous 

accountability reports. College leadership, including deans, department heads, and unit climate 

committees reviewed and provided feedback on the report. Note that all demographic data, first-

year retention data, and data on four-year graduation rates are sourced from Texas A&M 

Accountability Metrics.  

In last year’s 2020 report we discussed efforts by the Equity and Social Justice 

Collective (The Collective), which was formed in Summer 2020 and consists of a representative 

group of faculty, staff, and students engaged in equity and social justice work to inform policy, 

processes, and practices related to racial and other forms of justice in the college. In early Fall 

2020, the Collective conducted a SWOT1 Analysis to benchmark the college’s justice, equity, 

diversity, and inclusion (JEDI) efforts and to identify areas for expansion and change. In Spring 

2021, The Collective formed subgroups to generate a list of strategic recommendations to 

advance JEDI work in the college. These recommendations were presented to the Dean and 

served as a basis for our newly created ODDI strategic plan, which we finalized in November 

2021.  

Within this report, each section includes selected strategic priorities and goals from 

ODDI, college, and university strategic plans for staff, faculty, undergraduate students, and 

graduate students. In lieu of listing all programs, initiatives, and tactics that align with these 

goals, we highlight key strengths and/or challenges for each respective constituency group. This 

approach is more in alignment with the guidance and expectations provided to units for 

generating this report.  

CEHD is in a state of transition and guided uncertainty, given the recent changes in the 

Dean and other leadership positions throughout the college and more broadly throughout the 

university. In this regard, this report serves as a documentation of progress towards meeting 

goals of improvement while acknowledging these myriad transitions and uncertainties we must 

navigate.  

 

  

                                                           
1 SWOT Analysis refers to a Strength, Weakness, Opportunities, and Threats analysis used for planning by 

identifying issues and needs.   

https://accountability.tamu.edu/
https://accountability.tamu.edu/
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Recruitment (548/550-word limit) 

 
- Describe your unit’s goals, measures, data-informed actions, strategies, challenges, and 

progress on student/faculty/staff recruitment.  

- Use specific examples of strategies or programs with data and/or assessment results. If goals, 

measures, or data are not available, describe plans to develop and assess strategies to address 

student/faculty/staff recruitment. 

 

Faculty Goals and Strategies 

CEHD Goals and Strategies Aligned TAMU KPIs, Goals, and 

Strategies  

Strategically recruit and retain highly productive 

and diverse faculty in each department. 

 

TAMU KPI: In new hires, increase by 

100% the diversity of our faculty to better 

reflect the diversity of our student body. 

 

We have made noticeable improvements in the recruitment of historically excluded and 

underrepresented faculty, as shown on Table 1. Overall faculty diversity has increased by 10%, 

from 22% in 2012 to 32% in 2020. CEHD has increased raw number of faculty from 

underrepresented racial/ethnic backgrounds by 42% (N=22) in the past five years through 

two strategic programs: The Provost Investment Hire Program and ACES2 Fellows 

Program.  

 

Table 1. Underrepresented Faculty Demographic Changes Over Five Years 

 2015 2020 Δ in N % 

Asian 17 26 9 ↑52.94 

Black/African American 23 28 5 ↑21.74 

Hispanic/Latinx 12 20 8 ↑66.67 

Total Racial/Ethnic Diversity* 52 74 22 ↑42.31 

*Total includes Asian, Black/African American, Hispanic/Latino, and Asian 

 

We successfully recruited faculty hires through the Provost Investment Hire Program by 

implementing intentional courting processes beyond job advertisements. We invited productive 

mid-career faculty to campus for feature lectures. Eighty-percent (N=4) of new hires under this 

                                                           
2 The Accountability, Climate, Equity, and Scholar Program is a faculty pipeline initiative that promotes the 
research, teaching, and scholarship of early career scholars who embrace the belief that diversity is an 
indispensable component of academic excellence. 
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program are faculty from racially diverse backgrounds. Participation in the ACES Fellows 

Program resulted in 5 new racially diverse faculty hires, two of which were hired directly into 

tenure track positions. An additional tenure-track spousal hire occurred as a result of ACES 

recruitment efforts. Over three years, these programs resulted in 10 new faculty hires from 

diverse racial backgrounds. Additional strategies can be found in Figure 2. 

Figure 2. Strategies to Enhance Faculty Recruitment 

 
 

 

 

Staff Goals and Strategies 

CEHD Goals and Strategies Aligned TAMU KPIs, Goals, and 

Strategies  

Attract more staff across our various academic 

departments and other units within CEHD that 

reflect the demographic make-up of Texas. 

TAMU Strategic Plan Goal: Recruiting the 

appropriate staff skillsets to carry the 

university into the next decade, focusing on 

talent retention and professional 

development, and creating a diverse and 

inclusive work environment. 

 

A working group was formed in Spring 2021 to enhance recruitment of culturally 

diverse employees. Three areas of improvement were: 1) expanding training for search 

committees; 2) creating guidance for hiring managers and search committees; and 3) 

enhancing supervisor training for onboarding new employees. Outcomes are outlined in 

Figure 3. 
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Figure 3. Staff Hiring Working Group Outcomes 

 
 

 
 

Undergraduate Student Goals and Strategies 

CEHD Goals and Strategies Aligned TAMU KPIs, Goals, and 

Strategies  

Recruit more BIPOC, first-generation students, 

and students from low-income communities. 

 

Increase the Black student population in the 

college from the 4% it has lingered around for 

the past several years to 8% in the next several 

years. 

TAMU Strategic Plan Goal: increase 

underrepresented racial minority 

undergraduate student enrollment to 33%. 

 

As of 2020, CEHD underrepresented minority (URM) enrollment represents 27.3% of 

the student population and has decreased by 0.5% from 2019, likely due to the effects of the 

COVID-19 pandemic. However, 2021 matriculation number indicates positive trends in 

enrollment as indicated in Table II (next page). 
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Table II. Changes in Freshmen Enrollment by Race/Ethnicity from 2020 to 2021 

 Confirms Enrolled 

Category 2021 2020 Δ % 2021 2020 Δ % 

    Hispanic 179 184 -5 -2.7% 170 170 0 0 

    Black & Multi w/Black 32 28 4 14.3% 28 23 5 21.7% 

    American Indian/Alaskan Native 3 0 3 0 3 0 3 0 

    Asian 58 61 -3 -4.9% 57 60 -3 -5.0% 

    White 582 483 99 20.5% 563 459 104 22.7% 

    Multi Race w/o Black 16 23 -7 -30.4% 16 23 -7 -30.4% 

 

Enrollment of Black/African American students has been an ongoing challenge. As of 

2020, total enrollment stands at 3.56%, and the population has hovered around 4% for the past 

four years. In 2020, matriculation of Black/African American students was nearly 37% 

lower in comparison to 2019. The COVID-19 pandemic significantly contributed to this 

dip in enrollment. In 2021, matriculation for Black/African American students positively 

increased by 21.7%. Efforts to increase recruitment included a virtual decision-day admission 

where admitted Black/African American students met with current students, faculty, and staff to 

hear about their experiences and a special welcome letter from the Dean to admitted 

Black/African American students. We hope these efforts will contribute to increasing 

enrollment of Black/African American students to at least 8% in the near future. Figure 3 

outlines other recruitment plans for Black/African American Students. 
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Figure 3. Plans to Increase Recruitment of Black/African American Students 

 

 

Graduate Students 

CEHD Goals and Strategies Aligned TAMU KPIs, Goals, and 

Strategies  

Recruit more BIPOC and first-generation 

graduate students across our academic 

programs. 

TAMU Strategic Plan Goal: Attract, 

develop, support, and graduate outstanding 

and diverse graduate and professional 

students; 

 

TAMU KPI: Increase URM graduate and 

professional enrollment to 30% of domestic 

students, and degrees awarded to 25%. 

 

Recruitment efforts for graduate students take place at the department and program 

levels. Since 2018, total URM graduate enrollment has hovered at or above 30%, thus 

meeting the Texas A&M strategic goal. From 2019 to 2020 total diversity for graduate 

students increased by 6.42% and currently stands at 42.9%. During the pandemic we 

increased outreach, developed more flexible Masters and Ph.D. Admissions cycles, 

dropped GRE requirements and have pushed for efforts to increase scholarships. From 

2013 to 2019, 30 CEHD doctoral students received university-level diversity, merit, and 

dissertation fellowships. While many variables impact enrollment, we attribute this increase, in 

part, to the waiver of GRE test admissions requirements and applicant fees.  
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Figure 4. CEHD Graduate Funding Opportunities 
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Retention (550/550-word limit) 

 
- Describe your unit’s goals, measures, data-informed actions, strategies, challenges, and 

progress on student/faculty/staff retention.  

- Use specific examples of strategies or programs with data and/or assessment results. If goals, 

measures, or data are not available, describe plans to develop and assess strategies to address 

student/faculty/staff retention. 

 

Student Strategies and Goals 

Classification CEHD Goals and Strategies Aligned TAMU KPIs, Goals, 

and Strategies  

Undergraduate ODDI Strategic Plan: Eliminate barriers 

that hinder student development and 

success, and that prevent faculty and staff 

from experiencing job and career 

satisfaction and personal/professional 

growth.  

 

Increase retention and graduation rates of 

BIPOC, first-generation, and low-income 

students to be comparable to overall 

CEHD retention and graduation rates. 

TAMU Strategic Plan Goal: 

Strengthen retention for first-

year students and increase our 

ability to connect students with 

available support programs and 

opportunities for personal 

growth. 

 

Texas A&M aspires to retain 

95% of all students in the first 

year, with a minimum acceptable 

level of 90%. 

 

Our goals for retention are in alignment with TAMU Student Success Quality 

Enhancement and University Strategic Plans. The Lohman Learning Community, established in 

2004, is the first learning community in CEHD and on campus, and has served over 1,500 

students. The CEHD Marilyn Kent Byrne Student Success Center provides academic coaching 

for students on probation, learning communities, undergraduate student organization advice, the 

Transformational Learning Fellows program, peer mentoring, and the newly launched First-Gen 

Network. Figure 5 details retention efforts of students on academic probation. Students on 

probation who used the Byrne Center increased their GPA by 0.63, which is at a rate five 

times of students who did not (GPA = 0.12).  

 

  



2021-2022 CEHD Diversity Accountability Report     Page 12 of 24 

Back to Top 

 

Figure 5. Byrne Student Success Center Academic Probation Statistics 

 
 

To increase retention of Black/African American students we offer informal 

mentoring/programming opportunities for first-year and second-year Black/African American 

students. This includes meet and greets that occur at the top of each academic year, after 

midterms, and end of academic year. Black faculty and staff are invited to these events to share 

their experiences and provide opportunities to connect.  

In addition to the retention efforts listed above, we are shifting our focus to support the 

whole student. This enhanced support includes integration of mental health services through 

Counseling and Psychological Services, Money Education Center Workshops, professional 

resume and career building workshops, and food pantries in two locations. Food insecurity, in 

particular, is a nuanced issue affecting many students, and has been exacerbated by COVID-19. 

In Spring 2021, CEHD launched a food pantry in partnership with Pocket Pantry, a Texas A&M 

program that provides temporary relief to students experiencing food insecurity. Thus far only 5 

students have utilized the service and there are plans to enhance marketing efforts.  

 

Faculty Strategies and Goals 

CEHD Goals and Strategies Aligned TAMU KPIs, Goals, and 

Strategies  

(Re)evaluate faculty annual evaluations, 

including promotion and tenure 

 

Provide strategic policies, procedures, support 

and guidance to faculty, staff, and students who 

produce scholarly and translational work related 

to race, racism, identity, diversity, and other 

critical work and social justice issues 

TAMU KPI: Increase by 50% the retention 

of women faculty on the tenure track to 

better reflect the diversity of our student 

body. 

 

TAMU Strategic Plan Goal: Increase 

career-long mentoring and training to support 

continued faculty success 
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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, 

as detailed on Figure 6. CEHD also invests in the National Center for Faculty Development & 

Diversity (NCFDD) Faculty Success Program, a productivity resource particularly for tenure-

track and tenured faculty. 

Figure 6. Star Mentoring Program 
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Staff Strategies and Goals 

CEHD Goals and Strategies Aligned TAMU KPIs, Goals, and 

Strategies  

ODDI Strategic Plan: Assess and (re)evaluate 

the staff annual performance reviews and 

opportunities for promotions 

 

CEHD Goal 5 Strategy 1: Customize career 

planning and development for all employees of 

the college. 

 

TAMU KPI “Best Place to Work Key 

Performance Indicator: Job categories with 

defined competency maps will reach 50%, 

resulting in at least a 10% 

increase in internal promotions.  

 

TAMU KPI “Best Place to Work Key 

Performance Indicator: Employees with a 

written growth and development plan in 

place will reach 80%, and 95% of 

employees with managerial duties will have a 

leadership component in their plan. 

 

In alignment with the CEHD strategic plan to retain talented staff, CEHD regularly 

addresses pay equity issues and supports internal promotions of staff. We provide 10% equity 

pay bumps for staff in positions long-term without a well-defined career ladder and conduct 

staff equity salary reviews on a biannual basis. Internal promotions are facilitated through 1) 

position reclassification 2) promoting staff into newly vacant positions, 3) and promotion 

reclassification (e.g., changing the title of an existing position due to higher job duties). See 

Table III below.   

 

Table III. CEHD Staff Promotions 

 Position 

Reclassification 

Promotion - 

Reclassification 

Promotion - 

New Position 

% of Fulltime 

Staff 

FY19 0 22 1 12.8% 

FY20 3 30 4 20.1% 

FY21 0  17  7 12.6% 

Total 3 67 12  
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Staff Community of Practice: Mentoring and Progressing Scholarship (CEHD CoP 

MAPS) 

 

In Fall 2021, CEHD Launched the Staff Community of Practice: Mentoring and 

Progressing Scholarship (CEHD CoP MAPS). The purpose of this program is to provide formal 

one-on-one mentoring to foster a culture of development and learning for staff. The program is 

designed for experienced mentors to share professional and organizational knowledge, 

experience, and contacts (network) while serving as a sounding board and guide for career-

focused conversations. Mentees share their professional skills, career, and network goals along 

with their individual development plans to direct the conversations and learning. Mentors 

receive support from the program in the form of a 1) mentor/mentee matching program; 2) self-

directed training for cultivating a mentoring relationship; 3) and other resources to facilitate and 

structure the mentoring relationship.  
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Campus Climate (790/800-word limit) 

 
- Describe your unit’s goals, measures, data-informed actions, strategies, challenges, and 

progress on campus climate for students/faculty/staff.  

 

Climate Survey Results 

During the 2021-2022 academic year, we will analyze and disseminate the 2021 Student 

and Faculty/Staff Climate Surveys. We will present the results to college leadership and the 

student councils and make the results publicly available on our website. Results from the 

climate survey will be used in tandem with the ODDI Strategic Plan to move the needle on our 

JEDI efforts by 1) enhancing the representational diversity of students, faculty, and staff; 2) 

informing JEDI-related programs and initiatives; and 3) informing and reforming policies, 

structures, and practices. 

 
CEHD Climate Strategies and Programs 

 

The following sections highlight new programs and initiatives to enhance climate based on 

outcomes of the 2020 SWOT analysis and 2021 JEDI recommendations presented to college 

leadership. Existing climate initiatives include: annual faculty and staff climate awards, 

departmental-level climate committees/teams, dedicated funding, and sponsorships for climate 

and JEDI-related events, seminars, discussions, workshops, and lectures. Examples of 

sponsored programs include the Summer Leadership Institute, and the Women’s Research on 

Women Symposium. 

 

Hanover Research 

Beginning with the 2021-2022 academic year, CEHD initiated a three-year 

partnership with the Hanover Research Group in the areas of faculty affairs, research, 

academic affairs, and diversity and inclusion. The goal of this partnership is to produce 

fully customized market research studies for benchmarking and to generate research 

projects about and for CEHD. Specific to diversity and inclusion, CEHD plans to utilize 

Hanover Research to create an accessible dashboard for current and previous climate surveys.  

 

Ombuds 

 One recommendation identified by The Collective is the need to address ongoing civility 

issues among and between faculty and staff. As a result, CEHD established the Ombuds role 

in Fall 2021 as a voluntary, informal, neutral, and confidential resource for dealing with 

work related issues. This role helps faculty and staff to discuss questions, resolve disputes, 

manage conflicts and problem solve issues related to one’s full and successful participation as a 

member of the CEHD community.  

Another key feature of this role is the ability to provide aggregated upward feedback to 

college leadership regarding patterns and trends. Since launching the service, the Staff 

Ombuds held 11 individual meetings, 2 group meetings, and provided 4 rounds of upward 

feedback to college leadership. The most common reasons for seeing an Ombuds include: 1) 
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policy clarification on leave and internal hiring, 2) evaluative relationships between supervisors 

and direct reports regarding respect, communication, trust, and diversity-related matters, and 3) 

colleague relationships regarding respect and communication. 

 

Professional Development Opportunities 

 CEHD continues to offer workshops and professional development sessions for faculty 

and staff. One example includes the Fall 2021 offering of a 4-week interactive workshop on 

Managing Conflict in Diverse Organizations and a 1.5-hour refresher session on the same 

topic. Another example is a bimonthly discussion group where faculty, staff, and students from 

CEHD come together to discuss topics related to equity and social justice. Participants receive a 

list of resources on topics including anti-Black racism, history of racism/discrimination against 

Indigenous and Native Peoples, and discrimination towards those who identify as LGBTQ+.  

 

Critical Conversation on Diversity Matters Event Series 

In Fall 2021 we launched the CEHD Critical Conversations on Diversity Matters Event 

Series. The purpose of this series is to create meaningful dialogue, encourage honest self-

reflection, and elevate critical consciousness and action around important and timely matters 

pertaining to climate, justice, equity, and inclusion within the university community, the Bryan-

College Station community, and beyond. These events will be delivered in various formats from 

individual or multiple speakers to panel discussions or symposiums that consist of people from 

within and outside of the TAMU community. The launch of this event series will take place in 

mid-November, with speaker Dr. Ebony O. McGee, Professor of Diversity and STEM 

Education, Peabody College, Vanderbilt University set to deliver a talk entitled, Race 

Consciousness: Understandings and Strategies to Counter Racism in STEM. Two in-person 

events will be scheduled for February and April 2022, respectively. We also plan to involve our 

CEHD Hagler Fellow, Dr. Gloria Ladson-Billings in this event series.  

 

Toolkit to Support CEHD Stakeholders Who Do JEDI Work 

We are in the process of developing a toolkit to help faculty, students, and staff 

appropriately position themselves, respond to media inquiries, and deal with potential backlash 

they might encounter from external and internal audiences in response to JEDI-related work. 

We are working with our CEHD marketing and communications team and senior leadership in 

the college, and drawing from best practices at peer institutions (e.g., Penn State University) to 

create this document in the 2021-2022 academic year.   

 

Re-imagining the Improvement of Campus Climate if Resources were no Object 

 

The Figure 7 infographic included on the next page includes a summary of responses from 

college leadership and department heads regarding plans to improve campus climate with 

unlimited money and resources. 
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Figure 7.  Departmental Responses to Improving Climate with Limited Resources 
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Equity (774/800-word limit) 

 
- Describe your unit’s goals, measures, data-informed actions, strategies, challenges, and 

progress on equity for students/faculty/staff.   

- Use specific examples of strategies or programs with data and/or assessment results. If goals, 

measures, or data are not available, describe plans to develop and assess strategies to address 

campus climate for students/faculty/staff. 

- Review service (e.g., how often and who is frequently selected to serve) on university 

committees to advance diversity, equity, and inclusion. How is your unit recognizing service, 

contributions, and labor?  

 

Undergraduate Retention and Graduation 

While the CEHD first-year fall-to-fall retention declined slightly from 94.3% to 93.8%, 

we saw a 5.4% and 4.7% increase in the first-year fall-to-fall retention of Black/African-

American and Hispanic students, respectively. See Figure 8 below. This overall slight 

decrease was likely related to the effects of the COVID-19 pandemic and the proliferation of 

online learning. Many incoming students did not have experience with online learning that 

students develop and enhance in their first-year transition. Additionally, there were limits to 

virtual academic resources (e.g., student tutoring, Teaching Assistant study sessions, informal 

and formal study groups).  

 

Figure 8.  CEHD and TAMU First-year Fall-to-Fall Retention by Percent for First-

Generation, Black/African American and Hispanic/Latinx Students 

 

2015 2016 2017 2018 2019

CEHD Black/AA 78.0 81.6 97.8 86.5 91.9

CEHD Hispanic/Latinx 86.1 88.7 87.5 90.0 94.7

CEHD First-Gen 85.2 85.8 86.6 89.2 88.8

CEHD Overall 90.5 91.7 93.2 94.3 93.8

TAMU 91.3 92.1 92.4 93.3 94.3

75.0

80.0

85.0

90.0

95.0

100.0

CEHD Black/AA CEHD Hispanic/Latinx CEHD First-Gen

CEHD Overall TAMU



2021-2022 CEHD Diversity Accountability Report     Page 20 of 24 

Back to Top 

 

We saw major gains in four-year graduation rates. In 2019 the CEHD four-year 

graduation rate was 69.41%, which surpassed the university’s four-year graduation goal of 65%. 

The CEHD 2020 four-year graduation rate increased by 6% to 75.61%. We committed 

funds for students in undergraduate programs requiring licensing exams and certifications for 

graduation. We theorize that the virtual delivery of courses, coupled with existing student 

success resources (see Retention Section), contributed to the increased graduation rate.  

 
CEHD Equity Strategies and Programs 

 

Reduce Staff Inequity 

According to the 2020 Texas A&M State of Diversity Report, staff are consistently 

overlooked from recruitment and retention strategies, while being in positions that are integral 

to the academic and service mission of the institution. Given the integral role of staff, 

colleagues in CEHD, Mays Business School, and School of Public Health piloted a 

program to examine the use of the Intercultural Development Inventory (IDI) to build 

knowledge of and increase intercultural competence for TAMU staff. This pilot program 

was awarded the 2020-2022 Diversity Matters SEED Grant funded by the Office for 

Diversity. We recruited 13 participants who completed the IDI inventory and completed a half 

day workshop with an IDI consultant. Participants developed individual Development Plans 

(IDPs) toward personal and professional diversity goals.  

 Another means by which to reduce inequities among staff is through launching a 

professional development fund to supplement staff members’ access to professional 

development opportunities sourced from the annual funding received from the Office for 

Diversity. Most of our departments offer funding; however, the amount varies and may place 

limits on the opportunities staff are afforded.  

 

Study Abroad 

Study Abroad offers students an opportunity to expand learning experiences for living 

and working in an increasingly globalized society. In 2020, we revised the study abroad funding 

model, redirecting funds towards equity and access. Previously, each CEHD student who 

attended a study abroad trip received $1,000 to $2,000. Despite this funding assistance, students 

with high financial need still struggled to afford study abroad expenses. Funding for these 

trips is now awarded based on the level of need using a sliding scale. Students with high 

levels of financial need will receive higher amounts of funding and may have most/all trip 

expenses covered. Due to the COVID-19 pandemic, only one study abroad trip to Western 

Europe that focused on international sport organizations took place and one qualified student, 

who is a student of color, had all expenses covered. This funding model requires students to 

apply so we are developing strategies to better inform students of this resource. 
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Review of University-level Service to Advance Diversity, Equity, and Inclusion 
 

Dr. Christine Stanley, Regents Professor, Professor of Higher Education, and Vice 

President and Associate Provost for Diversity Emerita served on the 2020 President’s 

Commission on Diversity, Equity and Inclusion. Mr. Kelley O’Neal, Director Byrne Student 

Success Center, is planning a conference for first-generation students. Department leadership 

considers overall service commitments across track, rank, gender, and ethnicity when 

recommending committee membership. The College offers annual faculty and staff climate 

awards to individuals who demonstrate a commitment to climate, diversity, equity, and 

inclusion. Recipients receive a $1,000.00 monetary award and commemorative plaque. Awards 

are also presented at the annual CEHD Fall Kickoff Luncheon. Departments also recognize 

faculty and staff through annual commemorative awards. 

Within the Department of Educational Administration and Human Resource 

Development service on department committees is equitably divided and balanced across 

diversity dimensions. Those who serve on committees get high ratings on their annual 

evaluation. The Department of Educational Psychology is conducting a workload analysis 

regarding course enrollment across track and rank, identifying appropriate resource supports 

that can be consistently provided across courses/faculty. The department recognizes service 

activities specifically related to diversity, equity, and inclusion in annual evaluations and 

through department-level awards. The department of Teaching, Learning, and Culture employs 

a “Diversity Tiger Team” model to help spur innovation and develop a culture of continuous 

improvement. This department holds the annual Celebrating Black History in Education Carter-

Larke Distinguished lecture and luncheon, whereby notable faculty across the university receive 

awards for their commitment to excellence in Black education.  
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Reflection (781/8800-word limit) 

This section provides you with an opportunity to outline the content for your unit’s poster for the 2022 

Diversity Gallery. Related to recruitment, retention, campus climate, and equity.  

 

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

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

 

As evidenced throughout the report, CEHD is making data-informed decisions to 

develop goals, strategies, and actions for advancing recruitment, retention, climate, and equity. 

We used the SWOT Analysis and the recommendations put forth by the Equity and Social 

Justice Collective during the 2020-2021 academic year to finalize the ODDI Strategic plan. The 

priorities and goals in this plan complement and augment the broader CEHD strategic plan, and 

are specifically structured around the four areas mentioned above. Moreover, there are priorities 

and goals specific to students, faculty, and staff. We will use the ODDI Strategic Plan as a 

guidepost for our JEDI efforts over the next several years and have already begun 

implementation. 

We have made important and noticeable improvements in faculty and staff recruitment, 

which have resulted in increased representation of individuals from historically excluded and 

underrepresented backgrounds. Efforts are ongoing to improve undergraduate student 

recruitment, especially of Black/African American students, but challenges still exist. Our 

mentoring and academic coaching opportunities are integral to the retention of faculty, staff, and 

students. Responding to and enhancing climate requires nuance and constant attunement to the 

needs of our college. The newly established climate efforts such as the Ombuds Office and the 

professional development opportunities are a response to evidence of ongoing challenges 

effecting individual’s ability to fully participate in the college community. Finally, our equity 

efforts, especially the major gains made in undergraduate retention and graduation, illustrate our 

continued commitment to closing opportunity gaps.    

 

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. 

 

 One specific goal and priority related to graduate and undergraduate student retention 

involves providing leadership opportunities that contribute to the success of our students during 

their time at TAMU and beyond. Our participation in the Deans CARE (Deans Committed to 

Anti-Racism Efforts) Internship Program is a specific example of an area of impact related to 

this goal. In Spring 2021 the ODDI team hired four Dean’s CARE interns; two undergraduate 

and two graduate students. The internship provides students the opportunity to work directly 

with college leadership to support our JEDI efforts. Specifically, the interns have advocated for 

graduate and undergraduate student needs regarding an expressed need for guidance and support 
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for those who engage in work related to race, racism, identity, diversity, and other critical social 

justice issues. The interns worked to refine and prepare anti-racism resources that have been 

made available on the CEHD website to students, staff, and faculty. Going forward, it will be 

useful for CEHD to continue communicating and collaborating with other colleges that 

participate in this program to work on projects and programs that benefit the broader campus 

and surrounding communities.    

 As another example, we have begun serious conversations to explore the possibility of 

making faculty development leave (FDL) available to academic professional track (APT) 

faculty. Currently, the opportunity for FDL is only available to faculty on the tenure track. 

Closing this opportunity gap is something CEHD plans to pursue, and this is something other 

colleges across campus should consider as well.  

 

What challenges has your unit faced in 2020 and 2021? Specifically, acknowledge the 

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

 

Changing Leadership 

This year is certainly a time for transition and rebuilding for CEHD. The effects of the 

COVID-19 pandemic, coupled with recent leadership changes for three out of four of our 

departments (i.e., 3 current interim department heads) and at the dean’s level (i.e., interim dean), 

and several other employee departures within our administrative department will require us to 

orient new leadership into existing efforts, and work with the leadership to create and enhance 

new opportunities for employees.  

 

COVID-19 Pandemic  

While in-person instruction has resumed, we are still navigating the effects of the 

COVID-19 pandemic. COVID-19 caused a significant shift in the standard operations and 

practices for all constituents of CEHD that individuals are now adjusting back from. 

Additionally, many students, faculty, and staff experienced physical illness, death of loved ones, 

and loss of employment over the past two years that have a lasting impact. Finally, CEHD has 

also planned a virtual Big 13 Retreat for November 2021, a program with local area school 

partners to explore how these 13 school districts might recover from education losses post 

pandemic.   

 

Integrating Byrne Student Success Center 

We are in the process of integrating the Byrne Center into our recruitment efforts to 

streamline retention and student success services. There will be additional developments on the 

process upon hiring a new Director of Recruitment to replace the one who left the college in 

Spring 2021. 

  



2021-2022 CEHD Diversity Accountability Report     Page 24 of 24 

Back to Top 

 

Provide an itemization description of how funding from the Diversity Plan awards has 

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

campus climate, and/or equity strategies. Consider continuity over the past few years and 

articulate what is working. 

 

Below is an itemized budget for the past fiscal year spending. Funding for the past three years 

has been devoted to sponsorships of events/programs that align with recruitment, retention, 

campus climate, and equity. Due to the COVID-19 pandemic and the decline in programming, 

the entirety of the FY21 VPD funds were not used. More details are found on Table IV. 

Table IV. CEHD FY21 Spending of Diversity Funds 

Item Line Spending Area of 
Focus 

Description Amount 

Equity and Social Justice 
Collective Stipends 

Equity One-time professional development stipends 
and grants provided to faculty ($1,500 PD), 
staff ($1,500 PD), and students ($500-$750 
grant) for serving on the first year of the 
collective. Total members on the collective 
was 19. 

$19,500 

2021 Your Voice Matters 
Climate Survey Incentives 

Climate Give away incentives for 10 faculty/staff and 
10 students. Incentives include CEHD Swag 
bag and work/learn from home kit. 

$1,222 

Dean’s CARE Internship 
Payroll  

N/A Two interns hired Spring 2021 at $13/hour; 
10 hours per week. 

$4,712 

Virginia Commonwealth 
University Anti-Racist 
Training Registration 

Climate Registration for 16 staff and faculty to attend 
two-month anti-racist training ($500 per 
registrant) 

$8,000 

NCORE Conference 
Registration 

Climate Registration for 13 attendees to attend the 
2021 National Conference on Race and 
Ethnicity in Higher Education 

$2,615 

Virtual Conference on 
Racial Justice and 
Vanderbilt's Peabody 
College 

Climate Sponsorship to support one-day virtual 
conference at Vanderbilt's Peabody College 

$2,500 

Intercultural Development 
Inventory Staff Pilot 
Program 

Climate 
and 
Equity 

Pilot Program of intercultural development of 
staff. Costs include $220 for food, $5,820 for 
consultancy training and $910 in 
reimbursement to consultant 

$6,950 

Equipment N/A Two laptops and two iPads purchased for 
team interns 

$5,137 

  Total $50,636 

Total Allocated: $90,000 

Total Spent: $50,636 

Remaining: $39,364 


