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The Diversity, Equity, and Inclusion (DEI) Action Task Force was formed by Dean Patricia Oliver in May of 
2021 with the charge of pursuing the appropriate actions to advance implementation of the 45 
recommendations featured in the December 2020 DEI Task Force Report.  Members of the DEI Action 
Task Force included student leaders from all the College’s programs, alumni, and the faculty and staff 
members most responsible for implementing these recommendations. A complete list of the task force 
members is included in Appendix #1. 

The DEI Action Task Force spent the past year working to devise strategies to implement as many of the 
original recommendations as soon as possible. It is worth noting that since May of 2021, the number of 
tenured/tenure-track women faculty members in the College has doubled from five to ten. 

81 respondents answered a survey asking the College’s students, faculty, and staff to rank the importance 
of the 45 recommendations.  A breakdown of the survey results is attached in Appendix #2.  One clear 
message from the survey respondents is a strong priority placed on economic equity issues. The full survey 
results, as well as other relevant information, are available in the College’s web site.   

Actions taken so far on the 45 recommendations have been divided in five categories:  

A. The majority of recommendations (24) have been assigned for study and implementation to the 
appropriate college administrators.  Some of these are ongoing, while others have periodic reviews or 
continuous assessment processes; 

B. Nine recommendations have been forwarded for action to the appropriate college Standing 
Committees—including the Steering Committee, the Promotion, Tenure & Retention Committee, the 
Undergraduate Committee, and the Programs Committee;  

C. The DEI Action Task Force has taken direct action on two of the recommendations;  

D. Three recommendations were already underway before the DEI Action Task Force was formed;  

E. And eight recommendations have not been acted upon yet. 

The DEI Action Task Force will conclude its work on 31 August 2022. The College community remains 
engaged in the work of implementing appropriate processes and policies to ensure diversity, equity, and 
inclusion in all aspects of the College’s mission. This engagement is a shared and ongoing responsibility 
among students, faculty, and staff—it will be supported through the College Administration and the 
appropriate College Standing Committees as described in the following list.   



 
A. RECOMMENDATIONS ASSIGNED TO COLLEGE ADMINISTRATORS 

 
1.1.1 Integrate a diversity statement into the College Vision Statement. 

Responsible Administrator: Dean + Strategic Planning Working Group 
Status: Ongoing / Strategic Plan to be completed in Spring 2023 

 
The Vision Statement is traditionally a short, succinct statement that encompasses the College’s unique 
view of its role, its ambitions and its values. Work is currently underway on a vision statement that will 
become part of the College’s 2023 Strategic Plan. 
 

1.1.2 Revise the Studio Culture Policy. 
Responsible Administrator: Associate Dean for Academic Affairs 
Status: Implemented with Annual Reviews 

 
The new College Culture Statement includes paragraphs relating to Studio Culture Policy. This living 
document will be revised on an annual basis, or as needed. The College Culture Statement provides 
guidance for interactions between students, staff, and faculty and attempts to express the values of the 
College.  
 

1.1.3: Commit to advancing diversity, equity, and inclusion in all College committees, plans, and reports.  
Responsible Administrator: Dean + Steering Committee 
Status: Ongoing / Bylaws revisions expected by Spring of 2023 
 
A concerted effort is already underway to make all College task forces and other ad-hoc committees as 
diverse and inclusive as possible. 
 
This item will be introduced in the Fall of 2022 as a priority on the Steering Committee agenda. Since many 
committees are the result of elections, our goal would be to focus on how the candidate slates are created—
examining the possibility of establishing a more deliberate nominating process. 

 
1.1.5: Diversify the ethnic and racial composition of College staff to mirror its diverse student 
demographics.        

Responsible Administrator: Dean 
Status: Ongoing 

 
 The current make-up of the College staff is as follows: 
 Hispanic  6 Female   14 
 Caucasian 6 Male    5 
 Asian  5 
 African-American 2 
 
 



1.2.3: Support and showcase the work and initiatives of the CoAD’s student organizations.   
Responsible Administrator: Executive Director of Communications + Assistant Dean for 
Student Affairs 
Status: Ongoing 
 
Efforts are being made to seek more information regarding student activities to be featured in the College’s 
weekly updates and other venues. 
 
Student organization events and contributions are posted on the College’s student listserv. They are also 
included in the College’s Digest Emails—a compilation of information, accolades, and updates released to 
the Hines College community weekly. Information about student organizations and their work is also 
included in the College’s new student orientations.  

 
1.3.1: Implement a schedule to collect and analyze diversity, equity and inclusion data as a means to 
evaluate and measure the impact of actions. Collect and analyze data regularly and report on the College’s 
progress and attainment of goals.  

Responsible Administrator: Dean  + Associate Dean for Academic Affairs + Assistant Dean 
for Student Affairs 
Status: Always applicable 

 
Efforts currently underway: Create and define data to be collected and establish benchmarks. Request 
updated student/faculty data from UH Institutional Effectiveness Office for analysis. Report results at faculty 
meetings and town hall meetings. 
 
Data collection is a part of our continuing accreditation reviews for the NAAB, and NASAD. We have 
numerous needs for collecting student / faculty data which primarily resides in the University’s Office of 
Institutional Research. Attention will be given to utilizing data to complement and supplement the College’s 
strategic planning goals and initiatives. 

 
1.3.2: Incorporate reporting about diversity, equity, and inclusion initiatives and progress.  

Responsible Administrator: Dean + Program Directors 
Status: Ongoing 
 
The DEI ATF has been making progress reports at every faculty meeting during the 2021-2022 Academic 
Year. Going forward, updates will be provided by the permanent DEI Committee and the Dean at faculty 
meetings and town hall meetings as appropriate. 
 
The College has initiated and will continue to cultivate efforts and opportunities to develop and implement 
diversity, equity, and inclusion initiatives across the college.  

 
 
 



2.1.2: Re-evaluate the admissions process and portfolio criteria.   
Responsible Administrators: Associate Dean of Academic Affairs + Assistant Dean of 
Student Affairs + Program Directors 
Status: Ongoing 
 
The Hines College’s graduate and undergraduate programs continue to see increases in the number of 
applications for each admission cycle. While there is no shortage of interest from prospective students, the 
college will soon begin a careful assessment of its admissions processes and procedures with attention to 
the student experience, systemic barriers that must be addressed to ensure equal access throughout the 
admission process, and alignment with the university and college’s strategic goals to enhance student 
success. 

 
See Appendix #3: Summary of Admission Procedures & Recommendations. 
 
Representation among all racial and ethnic groups in the College’s student body continues to increase. See 
Appendix #4 for a detailed summary.  

 
2.1.4: Increase need-based scholarships and grants for education.   

Responsible Administrator: Assistant Dean of Student Affairs + University Advancement 
Status: Ongoing 

 
The Assistant Dean is responsible for overseeing Scholarship distribution. The College currently does not 
have a Director of Development, but continues to work with University Advancement to increase the number 
and amount of scholarships for the College. 
 
In the last seven years, scholarship awards and funding amounts have steadily increased. Efforts to grow 
the number and types of scholarships will persist. Federally funded grant programs such as the Pell Grant 
for undergraduate students and the UH Graduate School’s Graduate Fund are available to all students who 
file through FAFSA.  
 
Appendix #5 offers an overview of the total scholarships awarded and amounts from 2017 to 2022. 

 
2.2.2: Listen and respond to BIPOC and other diverse voices at UHCoAD.  Engage in an annual dialogue 
to understand and address the concerns of BIPOC students and alumni at CoAD.  

Responsible Administrator: Assistant Dean of Student Affairs + Director of Alumni 
Relations 
Status: Ongoing 
 
The Assistant Dean for Student Affairs regularly seeks input from all College student organizations.  
Efforts will be made to organize BIPOC alumni events. 

 
 



 
2.2.3: Provide financial and facility support to students in need. 

Responsible Administrator: Assistant Dean of Student Affairs 
Status: Ongoing 

  
See 2.1.4 above.  Efforts underway: Document and evaluate existing support. Survey team for ideas and 
proposals. Review available financial resources, and look at possible future sources. Devise a scale 
regarding need. 

 

2.3.1: Improve feedback and evaluation structures between faculty and students. Create a system for 
students to share concerns and suggestions in a productive rather than a punitive manner to enhance 
communication and reduce conflict.  

Responsible Administrator: Assistant Dean for Student Affairs 
Status: Ongoing 

 
The College has implemented an online reporting platform, CoAD Student Reporting Resource, where 
students may report concerns and share ideas. The Assistant Dean will review all feedback shared and 
follow-up with each respondent individually to identify appropriate solutions and resolution. The link for this 
resource has been shared and will continue to be shared through the all-student listserv. 
 
Tasks to undertake: Document and evaluate existing structures. Survey team for existing structures and 
proposals. Devise new improved structures and mechanisms for feedback. 

 
3.1.3: Provide a “Studio Culture Policy” statement for studio courses. Require each studio syllabus to 
include this statement, and ensure all faculty follow the guidelines.  

Responsible Administrator: Associate Dean of Academic Affairs 
Status: Ongoing / As of Fall 2022, all faculty will be required to reference the College Culture 
Statement in their syllabi. 
 
During Spring 2021, the College Culture Statement was shared with the College community. Along with its 
release, faculty, staff, and students were asked to acknowledge its receipt and uphold the core values of 
respect, inclusion, and collegiality espoused in the document. The College Culture Statement will be 
distributed at the beginning of each academic year to all faculty, staff, and students. 
 
Plans are currently underway to implement a system that assures that every member of the College 
community acknowledges the contents of College Culture Statement every year. 

 
4.1.1: Create a plan to increase and maintain the diversity of the CoAD faculty and staff.  The plan should 
articulate how the CoAD will implement the plan and what it intends to do during the next accreditation 
cycle to ensure a more diverse faculty. Annually compare the CoAD’s program’s faculty and staff 
demographics with that of the program’s students and other benchmarks the program deems relevant.  



Responsible Administrator: Dean + Associate Dean for Academic Affairs + Assistant Dean 
for Student Affairs + Program Directors + Director of  Communications 
Status: Ongoing 
 
Since this task force was formed, five women have joined the College on tenure-track positions—doubling 
the number of tenured/tenure-track female faculty members. The College has hired three staff in 
Communications, all of which meet diversity goals, and the recent hires in advising have also supported this 
goal. 

 
The College will continue to work on diversifying the faculty. The goal articulated by the 10 July 2020 
student open letter that “the faculty should look more like the student body” will be the benchmark. 
 
The College enrollment has nearly doubled in size since 2010, but our faculty lines have not increased at 
the same rate as our growth. We believe we can make an argument for increased faculty lines in all three 
programs as the University budget settles post-COVID.  

 
We have already begun to diversify the adjunct faculty pool. We still need to increase the number of 
Hispanic and African American applicants. We have found that referrals can make a difference and will 
continue to reach out to colleagues around the country, as well as alumni, for help. As we increase our 
College ranking, we have a better chance to increase our ability to recruit as well. The University has made 
it a top priority to increase the University ranking to the top 50 and to achieve AAU status. 
 
Critical to recruitment is having something to attract candidates with: start up funds (success here depends 
on a better track record of research). Increase in reputation also attracts talent. As we are a research 
institution, we need to increase our research efforts so that we can build up a body of research that supports 
our argument for funding and, through funding, we can seek additional funding.  
 
-Need to increase faculty lines to hire additional tenure-track/tenured faculty. This is dependent on the       
University budget. 
-Need to increase faculty salaries so can attract best candidates from peer institutions. This is also largely 
dependent on University funding. 
-Need to increase faculty research support and opportunities. 
-Need to increase University rankings and reputation to attract candidates. 
-Need to increase College and Program rankings and reputation to attract candidates. 
-Need to increase student selectivity, scores and competitiveness to be attractive to candidates but remain 
within the framework of the University admission policies. 

 
4.1.4: Open the adjunct faculty hiring process. 

Responsible Administrator: Dean + Program Directors 
Status: Ongoing 

 
All the program directors have pledged to make every possible attempt to widen the pool of adjunct faculty 
to ensure a more diverse adjunct faculty. As mentioned above, we have broadened the pool, but we now 



need to work on a system for reviewing candidates and inviting them to campus for juries, when possible, to 
introduce them to the College and recruit them for adjunct positions. 

 
4.1.5: Institute a transparent process to identify needed faculty positions and developing announcements 
for these positions. 

Responsible Administrator: Dean + Program Directors + Academic Coordinators 
Status: Ongoing 

 
Faculty positions for tenure/tenure-track faculty follow University guidelines, and have traditionally been 
developed by the director and search committee for the program within which the search is to occur. The 
position description could be opened up to a wider audience for feedback before the position is posted, as 
needed. Program participation in outreach to ensure a strong pool of candidates is always helpful. 

 
Prospective adjunct faculty can respond to a generic open-call for faculty that is ongoing. This allows us to 
react quickly when a position opens up at the last minute. 

 
It has become very apparent that many faculty members are not aware of these processes, and that annual 
information sessions are needed. Recommendations of potential faculty and/or suggestions for adjunct 
profiles are welcome at any time. 

 
4.2.1: Expand the diversity of faculty in leadership roles. Provide expanded opportunities for diverse faculty, 
specifically BIPOC and/or women faculty, to lead and coordinate programs or levels of instruction.  

Responsible Administrator: Dean  
Status: Ongoing 

 
This is going to be a longer-term effort. Diversity in faculty will translate to diversity in leadership roles. Every 
new tenure-track faculty member hired is potentially a future academic leader that needs to be mentored.  
As for faculty that are hired as directors, the diversity will be dependent on the search and on recruitment–
just as it does for faculty positions. Increased efforts to recruit through a wider range of ad placement and by 
seeking appropriate referrals will help. 
 
A good step forward is the recent appointment of Sheryl Tucker de Vasquez as Interim Director of Interior 
Architecture, and the joint appointment of Jeff Feng and Mark Kimbrough as Co-Directors of Industrial 
Design. 

 
4.2.2: Distribute service commitments equitably. Commit to an equitable distribution of service 
commitments, with a particular emphasis on not overburdening BIPOC, women, and/or adjunct faculty.  

Responsible Administrator: Dean + Program Directors + Steering Committee 
Status: Ongoing 

 
A careful balance is required to provide all faculty members opportunities for service and voice in important 
committees, without overburdening particular individuals. A rational nominating process for committee 



elections (probably best handled by the elected Steering Committee) would lead to more balanced service 
loads.  
 
Also refer to item 1.1.3 under “Recommendations Assigned to College Administrators” section. 
 
As the faculty becomes more diverse, the problem of overburdening women and BIPOC faculty will 
decrease.  Faculty members have the right to decline an invitation to serve on a particular committee or task 
force with a legitimate reason for declining service. 
 
Currently all tenure/tenure-track faculty have a requirement of 40/40/20 percent applied to teaching, 
research, and service respectively. Faculty members are not expected to commit to more than 20% of their 
40-hour work-week to service. Many faculty members take on more than this, and the College has 
traditionally provided release time for those situations. 

  
Adjunct faculty members are not expected to carry a service requirement. One of the recommendations that 
has recently come forward is for full-time adjunct faculty members to take on a service component of their 
full-time appointment. We will have to investigate this to see if it is viable. 
 
Promotion Eligible/Non tenure-track faculty members are responsible for two of the three faculty 
expectations: Teaching, Research, and Service.  As NTT faculty, they may augment their teaching 
responsibilities with service or research, but are not required to have both service and research 
responsibilities. Again, this ratio (80% teaching to 20% service or 60% teaching to 40% service, etc.) may 
vary as PE/NTT faculty members take a more active role in the College. 
 
Develop a better formula for the service component in the peer review process: weighing committee 
assignments and other activities such as accreditation, exhibitions, special programs, exhibitions, etc.  
A review of the Annual Performance Review process will be undertaken in 2022-2023. 

 
4.2.3: Fund faculty research focused on diversity, equity, and inclusion. 

Responsible Administrator: Provost + Department of Research + Dean 
Status: Annual Cycle 

 
The College does not have a mechanism for funding significant amounts for research. The Department of 
Research for the University and the Provost’s Office have some ability to fund research on a limited basis. 
Most research is funded externally. There are isolated incidents where some money may become available 
to support an effort, but it is not a sustainable and continual funding source.  Research start-up fund can be 
made available when there is a new hire, but the amount is dependent on the ability of the Department of 
Research to provide funds. When start-up funds are granted by DoR, the College is required to pay up to 
50% of these start-up funds. 
 
The College self-funded the Emerging Scholar Fellowship, but it remains a challenge as the competition for 
fellowships increases and salary expectations increase. One of the changes initiated this year was to make 
sure that the Emerging Scholar Fellowship was dedicated to advancing DEI. 
 



The College received an endowment of $1,000,000 from William F. Stern in 2015. The interest from that 
endowment pays for our Stern Visiting Professor each Fall semester, as well as a Visiting Fellow from the 
Superior Technical School of Architecture at the Technical University of Madrid. 
 
The College has also been able to fund research through endowed professorships, such as the Bill Kendall 
Memorial Endowed Professorship. The money earned from the endowment provides research support for 
the holder of the position. Efforts could be made to direct these positions to persons whose research 
focuses on DEI topics.  

 
4.3.1: Identify salary inequities and develop a policy to achieve pay equity. Develop policies and practices 
to address pay inequity and to prevent future inequities in pay based on gender or race and ethnicity. 

Responsible Administrator: Dean + Program Directors 
Status: Ongoing 

 
Dean Oliver engaged Dr. Steve Werner (Professor of International Business, and Chair of the Department of 
Management and Leadership at UH’s Bauer College) to analyze faculty salaries.  

There was an attempt by the University at making equity adjustments a few years ago, but it was only 3% 
per year for three years. That reduced the salary compression a bit, but there is no funding for 
accommodating salary compression for long-term faculty.  
 
There are no University-provided funds for increasing the salary of adjunct faculty. Adjunct faculty members 
are paid at a fixed rate with minor adjustments within the range. Full time adjunct faculty are eligible for merit 
increases when the University is able to fund merit increases. We have raised the “rate” by 25% since I 
have been here, but since we are unable to do that in a wholesale manner, as we adjust up there will be a 
wider gap until all of the faculty reach the same rate. Compounding this is remaining competitive with the 
market.  

 
Tasks to be performed: Document and evaluate existing salaries. Establish a plan to readdress the salaries 
and how to reach equity as best and as fast as possible within our existing budget. 
 

5.1.3: Ensure that CoAD is an active partner in the UH Third Ward Initiative.  
Responsible Administrator: Dean + Third Ward Liaison 
Status: Ongoing 
 
Sheryl Tucker de Vasquez has agreed to serve as the CoAD’s official liaison to the University of Houston’s 
Third Ward Initiative.  

 
5.2.1: Establish a student community design-research award. 

Responsible Administrator: Assistant Dean of Student Affairs 
Status: Ongoing 
 
The criteria for the annual Nia Becnel Award is being re-evaluated to better reflect this recommendation. 



 
5.2.4 Reward and recognize the community-based research and design work of faculty. 

Responsible Administrator: Dean + Director of Communications 
Status: Ongoing 

 
Refer to 4.2.5 in the “Recommendations Forwarded to College Standing Committee” section, and 5.2.5 
below. 

 
5.2.5: Share voices and stories of community collaborations. Develop and maintain a location on the CoAD 
website to share community work.      

Responsible Administrator: Director of Communications 
Status: Ongoing 
 
Faculty achievements—including community collaborations—are regularly featured in all the College-
sponsored media.  A greater effort should be made to continuously encourage all faculty members to report 
their achievements to the Dean and the Director of Communications. 

 
 

B. RECOMMENDATIONS FORWARDED TO COLLEGE  STANDING COMMITTEES 
 
1.1.3: Commit to advancing diversity, equity, and inclusion in all College committees, plans, and reports. 

Forwarded to: Steering Committee  
Status: Ongoing 
 

 Refer to item 1.1.3 under the “Recommendations Assigned to College Administrators” section. 
 
1.2.1: Diversify public programs and events at the CoAD. 

Forwarded to: Programs Committee 
Status: Ongoing 

 
The Programs Committee has already brought greater diversity to the College programs, and hopefully will 
continue these efforts. 
 
2020-2022 Programs Committee: Alan Bruton, Jason Logan, Andrew Kudless  
2021-2023 Programs Committee: Rafael Beneytez-Duran, Ophelia Mantz, Ross Wienert 

 2022-2024 Programs Committee: Ming Kang, Roya Plauche, Deepa Ramaswamy 
 
1.2.2: Implement a formal process to invite CoAD community members to participate in developing public 
programming. 

Forwarded to: Steering Committee 
Status: To be reviewed during Fall 2022 
 



As part of their ongoing revision of the College’s Bylaws, this item will be placed on the agenda for the next 
Steering Committee meeting. 

 
2.3.2: Re-evaluate the informal process by which students are encouraged to leave the program, 
particularly in relation to bias or other prejudices that impact these decisions. Establish a supportive and 
standardized process for students who are struggling and provide safe spaces for students to share their 
circumstances and receive the support they need.  

Forwarded to: Undergraduate Committee 
Status: To be reviewed during Fall 2022 
 
Topic will be placed on the agenda of the next Undergraduate Committee meeting. 

 
3.1.1: Establish a curriculum committee at the CoAD. The committee would complete a comprehensive 
study of existing courses, identifying priority areas for new courses, particularly electives, and developing a 
plan to put the recommendations into practice.  

Forwarded to: Steering Committee 
Status: Ongoing 

 
As part of their ongoing revision of the College’s Bylaws, the Steering Committee is currently discussing the 
composition and responsibilities of a new Curriculum Committee. 

 
3.1.2: Develop a Curriculum Strategic Plan for the integration of diversity, equity, and inclusion.   

Forwarded to: Steering Committee 
Status: Ongoing 
 
See 3.1.1 above. 

 
4.2.4: Create a faculty development and mentoring program. 

Forwarded to: Promotion, Tenure & Retention Committee  
Status: Ongoing 

 
The College’s Promotion, Tenure & Retention Committee has already initiated plans to create a formal 
mentoring program for tenure-track and other faculty.  An introductory information session for new tenure-
track faculty has been scheduled for 17 August 2022. 

 
4.2.5: Recognize and reward community based research and creative work. Develop guidelines to 
recognize and reward faculty in the promotion and tenure process for community-based research and 
creative work. 

Forwarded to: Promotion, Tenure & Retention Committee  
Status: Ongoing 

  



The College’s Promotion, Tenure & Retention Committee has started discussing if any changes to the PTR 
guidelines are needed to further recognize and reward community-based research and creative work, but no 
decisions have been made. 

 
5.1.1: Create a community engagement sub-committee as part of the permanent DEI Committee. 

Forwarded to: Steering Committee 
Status: Ongoing 

  
As part of their ongoing revision of the College’s Bylaws, the Steering Committee is currently discussing the 
possibility of creating a DEI Committee. 

 
 
C. RECOMMENDATIONS ADDRESSED DIRECTLY BY THE DEI ACTION TASK FORCE 
 
2.1.5: Partner with Houston-NOMA Project Pipeline at UH. Work in partnership with Houston-NOMA Project 
to establish a summer program at the CoAD.  

Coordinated by the Chair of the DEI Action Task Force  
Status: Ongoing 
 
WonderWorks, a Houston-based non-profit organization directed by Drexel Turner, currently partners with 
the College to provide design education Summer Discovery programs for high school students at the 
Architecture Building.  It must be noted that all the WonderWorks Summer programs were free during the 
Summer of 2021. Houston NOMA initiated their own (shorter) Summer program in 2021. Turner indicated 
that he will try to contact the organizers of the Houston-NOMA Project Pipeline to make sure that students 
participating in Project Pipeline are aware of the opportunities offered by the WonderWorks/Summer 
Discovery architecture program.  
 

5.1.2: Host an annual Third Ward roundtable event. The event would bring together CoAD representatives, 
students, and Third Ward leaders and organizations to plan future partnerships.  

Coordinated by the Chair of the DEI Action Task Force 
Status: Pilot program launched 
 
A Community Round Table focusing on the Third Ward took place at the UH Architecture Building on the 
evening of 21 July 2021. The program featured presentations by Dr. Elwyn Lee, University of Houston Vice 
President for Community Relations and Institutional Access, and Sasha Marshall of the City of Houston 
Department of Planning & Development who presented the Third Ward Complete Communities Action Plan 
(https://www.houstontx.gov/completecommunities/thirdward/third-ward-complete-communities-
action-plan.pdf). 
 

 
 
 



D. RECOMMENDATIONS ALREADY UNDERWAY 
 
2.1.3: Fund the CoAD Ambassadors Program.     

Responsible Administrator: Assistant Dean of Student Affairs 
Status: Already underway when DEI Action Task Force was formed 

 
Funding will be increased as permitted by budget. 

 
2.2.1: Fund BIPOC student organizations and initiatives. 

Responsible Administrator: Assistant Dean of Student Affairs 
Status: Already underway when DEI Action Task Force was formed 
 
Funding will be increased as permitted by budget. 

 
4.1.3: Search Committee anti-bias training.  Require faculty search committee members to receive anti-bias 
training.         

Responsible Administrator: University Provost 
Status: Already underway when DEI Action Task Force was formed 

 
Every faculty member must already go through university-administered training in order to serve on a faculty 
search committee.  
 
 

E. RECOMMENDATIONS NOT YET ACTED UPON 
 
1.1.4: Implement anti-bias training.       

Possible Lead: University Provost or Faculty Senate 
Status: Not yet acted upon 

 
2.1.1: Fund a full-time recruitment position in the student services office. 

Possible Lead: Dean 
Status: University funds not available 

 
2.1.6: Provide mentorships for prospective students. Partner with programs such as the ACE Mentorship 
Program to connect area and regional high school students to established mentorship programs.   

Possible Lead: Director of Alumni Relations  
Status: New Alumni Relations Director has not had time to follow up on this 
recommendation 

 
 
 



2.2.4 Connect BIPOC students to career and networking opportunities.  
Possible Lead: Director of Alumni Relations  
Status: New Alumni Relations Director has not had time to follow up on this 
recommendation 

 
2.3.3: Encourage faculty to attend workshops or training that can support their teaching effectiveness 
and/or engagement with their diverse students. 

Possible Lead: University Provost or Faculty Senate 
Status: Some programs are available in the University. Faculty may take advantage of 
trainings and support offered at will. 

 
4.1.2: Minority Serving Institutions (MSI) Faculty Pipeline Recruitment Program.  Create a permanent 
committee to establish and maintain ongoing relationships with designated Minority Serving Institutions for 
faculty recruiting.  

Possible lead: Steering Committee + Dean 
Status: Not yet acted upon 

 
5.2.2 Fund a student community fellowship. 

Possible Lead: Dean 
Status: Not yet acted upon 

 
This is potentially an area where fundraising might be able to assist in developing a fellowship.  

 
5.2.3 Establish a faculty community design research grant. 

Possible Lead: Dean 
Status: Not yet acted upon 
 
Refer to #4.2.3.  
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Rafael Longoria, Chair 
 
Rafael Beneytez-Duran (Director of Undergraduate Architecture) 

Gail Borden (Director of Graduate Studies) 

George Chow (ID Faculty) 

Drake Flood (UA Student) 
Dietmar Froehlich (Associate Dean for Academic Affairs) 

Javier Guerrero (UA Student + NOMA) 

Sarah Holloway* (Director of Alumni Relations) 
Michael Kubo (History, Theory & Criticism Coordinator) 

Andrew Kudless (Digital Media Coordinator) 
Estelle Lee (ID Student) 
Melvalean McLemore (Alumna + NOMA) 
Patricia Oliver (Dean) 
Trang Phan (Assistant Dean of Student Affairs) 

Ziad Qureshi* (Interim Director of Interior Architecture) 
Cynthia Sac (GA Student) 
Stephen Schad (Executive Director of Communications) 
Sheryl Tucker de Vasquez (Interim Director of Interior Architecture) 

Sarah White (IA Student) 
 
 
 
 
*Notes:  Left UH GDHCoAD before this task force concluded its work. 
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APPENDIX 2: RESULTS OF 5 AUGUST 2021 ALL-COLLEGE SURVEY 

 

PRIORITY RECOMMENDATIONS FROM ALL-COLLEGE SURVEY  (Top and Bottom) 

#1 (4.53) 2.2.3: Provide financial and facility support to students in need.  

#2 (4.49) 2.1.4: Increase need-based scholarships and grants for education.  

#3 (4.39) 4.3.1: Identify salary inequities and develop a policy to achieve pay equity.  

#4 (4.33) 2.3.1: Improve feedback and evaluation structures between faculty and students.  

#5 (4.21) 1.2.3: Support and showcase the work and initiatives of the CoAD’s student organizations.  

#5 (4.21) 4.1.5: Institute a transparent process to identify needed faculty positions and developing 

announcements for those positions.  

#7 (4.19) 1.1.3: Commit to advancing diversity, equity, and inclusion in all College committees, plans, and 

reports.  

#8 (4.13)  2.2.2: Listen and respond to BIPOC and other diverse voices at UHCoAD.  

#8 (4.13)  4.2.5: Recognize and reward community-based research and creative work. 

#10 (4.11)   2.2.4: Connect BIPOC students to career and networking opportunities.  

#10 (4.11)  5.2.4: Reward and recognize the community-based research and design work of faculty.  

#12 (4.10) 4.2.1: Expand the diversity of faculty in leadership roles.  

_________________________________________________________________________________  

#41 (3.56) 1.1.1: Integrate a diversity statement into the College Vision Statement.  

#42 (3.47) 4.1.2: Minority Serving Institutions (HBCU, HSI) Faculty Pipeline Recruitment Program.  

#43 (3.42) 5.1.1: Create a community engagement sub-committee as part of the permanent DEI 

Committee.  



 

#44 (3.29) 2.1.2: Re-evaluate the admissions process and portfolio criteria.  

#45 (3.27) 2.1.1: Fund a full-time recruitment position in the student services office.  

Survey Sample Size: 81 Responses (50 Undergraduates, 7 Graduates, 18 Faculty, 6 Staff)  

 

UNDERGRADUATE STUDENTS TOP RECOMMENDATIONS  

#1 (4.70) 2.2.3: Provide financial and facility support to students in need.  

#2 (4.56) 2.1.4: Increase need-based scholarships and grants for education. 

 #3 (4.46) 2.3.1: Improve feedback and evaluation structures between faculty and students.  

Survey Sample Size: 50 Undergraduate Responses  

 

GRADUATE STUDENTS TOP RECOMMENDATIONS  

#1 (4.71) 2.3.3: Encourage faculty to attend workshops or trainings that can support their teaching 

effectiveness and/or engagement with their diverse students. 

 #2 (4.57) 2.1.4: Increase need-based scholarships and grants for education. 

 #2 (4.57) 2.3.1: Improve feedback and evaluation structures between faculty and students. 

 #2 (4.57) 3.1.1: Establish a curriculum committee at the CoAD. #2 (4.57) 4.2.1: Expand the diversity of 

faculty in leadership roles.  

#2 (4.57) 4.3.1: Identify salary inequities and develop a policy to achieve pay equity.  

Survey Sample Size: 7 Graduate Responses  

 

  



FACULTY TOP RECOMMENDATIONS  

#1 (4.61) 4.3.1: Identify salary inequities and develop a policy to achieve pay equity.  

#2 (4.41) 2.1.4: Increase need-based scholarships and grants for education.  

#3 (4.29) 2.2.3: Provide financial and facility support to students in need.  

Survey Sample Size: 18 Faculty Responses  

 

STAFF TOP RECOMMENDATIONS  

#1 (4.20) 4.1.4: Open the adjunct faculty hiring process.  

#2 (4.17) 2.3.3: Encourage faculty to attend workshops or trainings that can support their teaching 

effectiveness and/or engagement with their diverse students  

#3 (4.17) 4.1.1: Create a plan to increase and maintain the diversity of the CoAD faculty and staff.  
 

Survey Sample Size: 6 Staff Responses  
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APPENDIX 3: SUMMARY OF ADMISSION PROCEDURES & RECOMMENDATIONS 

 

  Undergraduate Admissions Follow up to 
Proposed 
Recommendation 

Graduate 
Admissions 

Follow up to 
Proposed 
Recommendation 

Fees Application fees set by the University. There are 
application fee waivers available to applicants. 
This is overseen by UH Admissions 

• Will need 
to check 
with UH 
Admissio
ns office 
about 
how fee 
waivers 
are 
issued. 

 

Application 
fee set by the 
College for 
domestic 
applicants. 
International 
applicants are 
charged 
college fee 
and SEVIS 
fee for visa 
processing, 
etc. 

• College 
could 
eliminate 
college-level 
application 
fee for 
graduate 
admissions. 

• Waiver of 
GRE 
requirement 
already cuts 
down on 
costs ($95 
fee for 
exam) 

 
Admission 
Requirements-
Testing 

UH is now test optional for SAT and ACT scores 
https://www.highered.texas.gov/institutional-
resources-programs/public-universities-health-
related-institutions/uniform-admissions/ 

 Portfolio only 
required for 
M.Arch + 2 
applicants  

 

Admissions 
Appeals 

Undergraduate students must first get 
acceptance to the University before they are 
forwarded to the CoAD for a college-level review. 
Applicants who are not admitted to the University 
may request a holistic review of their 
applications. Applicants not admitted to the 
CoAD may request an appeal as well, but the 
constraint in the CoAD is the cohort size. 

   

CoAD 
Admissions 
Committee 

Currently comprised of associate dean, assistant 
dean, and academic directors 

Committee members 
must commit to 
reviewing 
applications 
regularly and 
quickly; all colleges 
subject to university 
review and response 
deadlines 

Currently 
comprised of 
director of 
graduate 
studies and 
level 
coordinators 

Current review 
committee has been 
effective and prompt 
with reviews 
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APPENDIX 4: RACIAL AND ETHNIC BREAKDOWN OF STUDENTS  
           (Fall 2019, Fall 2020, and Fall 2021) 

 

 
Data Source: https://www.uh.edu/ir/reports/new-statistical-handbook/student-enrollment/ 
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APPENDIX 5: TOTAL SCHOLARSHIP AWARDS AND AMOUNTS, 2017-2022 
 
 
 

 
 
 


