
Diversity & Inclusion Self-Assessment Report
2020



Diversity & Inclusion Self-Assessment Report
 January 2020

*Niya Blair, Center for Diversity and Inclusion, Co-Chair

*Marianela Dornhecker, Counseling and Psychological Services

*Devan Ford, Women and Gender Resource Center

Maggie Gouveia Correia, Campus Solution Services

Keith T. Kowalka, Student A�airs and Enrollment Services-Student Life, Co-Chair

Patrick Lukingbeal, UH Wellness and Integrated Enrollment Services

*Johna McClendon, O�ce of Admissions

Kenny Mauk, Student Housing and Residential Life

Javon Miller, Center for Fraternity & Sorority Life

Tara Monson Tran, Integrated Enrollment Services

David Ranschaert, Counseling and Psychological Services

Lorraine Schroeder, LGBTQ Resource Center

Monica Thompson, University Career Services

*Left the University prior to completion of the �nal report

Submitted by:



1 
 

 
 

INTRODUCTION  
 
In the fall of 2018, the Division formed a Diversity and Inclusion Committee Group to conduct a 
self-assessment of the Division of Student Affairs and Enrollment Services’ (DSAES) Diversity 
and Inclusion (D&I) efforts. The committee was created with the following charge:  

• Evaluate the division’s current standing with diversity and inclusion through our collective 
departments and division efforts.  

• Conducts a Division Audit Based on the Global Diversity and Inclusion Benchmark 
Categories, determining DSAES’s current level of action related to each of the 
benchmarks, and include an Executive Summary and Recommendations. 

• Involve staff members to gauge awareness and collect qualitative data to address 
outstanding needs for the project. 

• Specifically, provide recommendations for the future role for the DSAES Diversity and 
Inclusion Committee. 

 
Nominations were sought from the DSAES Senior Leadership Team. Applications were sought 
in December 2018, and group members were determined in January 2019. The Committee was 
originally comprised of thirteen individuals from across the Division. This group has been 
meeting since January 2019 to conduct an extensive review of the Division using the 2017 
Global Diversity & Inclusion Benchmarks (GDIB): Standards for Organizations across the World.  

The Global Benchmarks consist of 14 different categories that are organized into four groups 
(foundation, internal, external, and bridging). Each category is then divided into 5 levels, with the 
5th level being the “Best Practice” in Diversity & Inclusion efforts. 

For this Self-Assessment, the DSAES Diversity and Inclusion Committee, did not review four of 
the categories.  These four categories are areas in which the Division does not have adequate 
internal control and/or leadership from an institutional context to be able to be measured within 
the institution.  These four are identified in the Benchmark Rating section of this report as being 
omitted from this self-assessment. 

The Working Group utilized the GDIB’s definitions of diversity and inclusion as a basis for this 
self-assessment.  

Diversity: The variety of similarities and differences among people, including but not 
limited to: gender, gender identity and expression, ethnicity, race, native or indigenous 
origin, age, generation, sexual orientation, culture, religion, belief system, family status, 
socio-economic difference, appearance, language and accent, disability, mental health, 
education, geography, nationality, work style, work experience, job role and function, 
thinking style, and personality type. 

Inclusion: How diversity is leveraged to create a fair, equitable, healthy, and high-
performing community in which all individuals are respected, feel engaged and 
motivated, and their contributions toward meeting organization goals are valued. 
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According to the 2017 Global Diversity and Inclusion Benchmarks, for each category, the 
benchmarks are divided into five levels that indicate progress toward the best practices in that 
category: 

LEVEL 5: BEST PRACTICE 
Demonstrating current best practices in D&I; exemplary for other organizations globally. 
LEVEL 4: PROGRESSIVE 
Implementing D&I systemically; showing improved results and outcomes. 
LEVEL 3: PROACTIVE 
A clear awareness of the value of D&I; starting to implement D&I systemically. 
LEVEL 2: REACTIVE 
A compliance mindset; actions are taken primarily to comply with relevant laws and 
social pressures. 
LEVEL 1: INACTIVE 
No D&I work has begun; diversity and a culture of inclusion are not part of organizational 
goals. 

The group did an in-depth review of division and department policies, processes, training 
material for student employees/volunteers and staff, meeting minutes, program goals and 
assessments, communication and marketing materials and the division strategic plan and other 
governing documents. Additionally, the group sought out feedback from various groups through 
the following methods: 

● A review of documents from the Division of Student Affairs and Enrollment Services.
● Focus Groups with UH students, DSAES leadership staff members and front-line and

mid-level staff members from the Division.
● A Division-wide survey to the 426 individuals that was sent May 1, 2019. The last of 191

total responses was received May 24, 2019, for a 45% response rate.
● DSAES Department information gathering of the following: policies; training materials

and guides; recruitment and personnel processes; marketing and communication
examples,

● DSAES Department Self-Assessment questionnaire focusing on Diversity and Inclusion
areas of focus.

● DSAES Department Self-Assessment of performance in relation to the ten (10)
categories we were evaluating within the Global Diversity & Inclusion Benchmark, which
also included narrative responses for their reasoning for their self-assessment level.
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BENCHMARKS  
 
Overall Level: The level as determined by the DSAES Diversity and Inclusion Committee 
Department Self-Assessment Average Level: The level for each category when averaging all 
of the department responses for each category. 
 
The Foundation Group: Drive the Strategy 
Category 1: D&I Vision, Strategy, and Business Case 
Covers the organization’s overall strategy and approach to D&I, including its formal articulation 
of the value of D&I, the requirements of managing D&I, and how D&I is embedded in the fabric 
of the organization. 
Overall Level:       2.75   
Department Self-Assessment Average Level:  2.91 

 
Category 2: Leadership and Accountability 
Covers the responsibilities of the organization’s leadership in shaping, guiding, and leveraging 
D&I. It also covers the accountability methods for leadership and for the organization as a 
whole. 
Overall Level:       3.46 
Department Self-Assessment Average Level:  2.91 

 
Category 3: D&I Structure And Implementation 
Covers the organization's placement of staff with D&I responsibilities, their role and access. It 
also covers D&I Networks, their resources and placement within the organization. 
Overall Level:       2.5 
Department Self-Assessment Average Level:  2.48 
 
The Internal Group: Attract and Retain People 
Category 4: Recruitment, Retention, Development, and Advancement 
Describes how the organization ensures D&I in the hiring and selection process, and whether it 
creates an inclusive culture that enhances professional excellence, manages, develops, and 
advances talent, and supports selection, retention, and advancement. 
Overall Level:       2.25 
Department Self-Assessment Average Level:  2.79 

 
Category 5: Benefits, Work-life Integration, and Flexibility 
Describes the way work is organized and the extent to which there are flexible work 
arrangements for employees. Gauges the benefits and services provided to employees to meet 
their specific needs and concerns. 
Overall Level:       2.75 
Department Self-Assessment Average Level:  3.27 
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Category 6: Job Design, Classification, and Compensation** 
Explores the way jobs are designed, classified, compensated, and assigned. Includes 
assessment of reward and recognition systems and the degree to which an organization is fair 
and equitable. 

Category 7: D&I Learning and Education 
Explores D&I awareness, skill‐building training and education, and the integration of such 
training into the overall training and development of all employees. Explores the extent to which 
performance improvement and training are provided equitably to enable all employees to 
succeed in their careers. 
Overall Level: 2.5 
Department Self-Assessment Average Level: 2.68 

The Bridging Group: Align and Connect 
Category 8: Assessment, Measurement, and Research 
Evaluates the way D&I is measured and where it is reported, whether or not the organization 
does research to support D&I strategies, and the organization’s assessment processes around 
diversity, inclusion, and organizational culture. 
Overall Level: 2.25 
Department Self-Assessment Average Level: 2.32 

Category 9: D&I Communications 
Describes how D&I is articulated, promoted, and embedded into the organization’s internal and 
external communication strategy. 
Overall Level: 2.64 
Department Self-Assessment Average Level: 2.48 

Category 10: Connecting D&I and Sustainability**  
Examines the connection between D&I and sustainability initiatives, collaborative opportunities, 
and their integration into the organization. 

The External Group: Listen To and Serve Society 
Category 11: Community, Government Relations, and Social Responsibility** 
Covers the organization’s efforts to engage and invest in its communities. This category also 
covers government relations and social responsibility, including supporting peer organizations in 
their D&I efforts. 

Category 12: Products and Services Development 
Gauges the organization’s recognition of the diversity of its customer base and its effectiveness 
in designing and delivering products and services to current and future customers. 
Overall Level: 2.75 
Department Self-Assessment Average Level: 2.98 
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Category 13: Marketing and Customer Service 
Surveys the organization’s recognition of the diversity of its customer base and its sensitivity to 
the nuances of language, symbols, and images used in its distribution, sales and marketing 
strategies, thereby attracting and satisfying prospective and current customers. 
Overall Level: 2.25 
Department Self-Assessment Average Level: 2.71 

Category 14: Supplier Diversity** 
This includes the processes of selecting, contracting, and interacting with the organization’s 
suppliers and vendors in a manner that supports and grows D&I values and goals along the 
supply chain. 

**For this Self-Assessment, the DSAES Diversity and Inclusion Committee, did not review four of the categories.  
These four categories are areas in which the Division does not have adequate internal control and/or leadership from 
an institutional context to be able to be measured within the institution.  These four are identified in the Benchmark 
Rating section of this report as being omitted from this self-assessment. 

OVERVIEW OF THEMES AND HIGH-LEVEL RECOMMENDATIONS:  
The intent of D&I efforts are evident. This includes pride in our diversity, employee work-life 
benefits, quality D&I trainings, and engaging with the Intercultural Development Inventory.    

Create additional training and involvement opportunities across the division to increase 
staff engagement 

• Develop training and workshops that are targeted to DSAES staff only to address
concerns from a staff perspective.

• Develop bias training for search committees and other committees, task forces and
workgroups of the division.

• Develop a division-wide calendar of Diversity and Inclusion education, including future
opportunities from the DSAES Diversity and Inclusion Committee, as well as other
diversity related departments within the division to increase staff awareness and
involvement in opportunities.

• Create an ongoing Intercultural Development Inventory (IDI) sessions for new staff
joining the DSAES community within their first six months of employment.

Create additional communication channels to empower staff to feel more comfortable 
about Diversity and Inclusion conversations. 

• Develop common language and talking points around the importance of Diversity and
Inclusion as well as what the division is doing to support this value.

• Develop a refined Diversity and Inclusion strategy that provides educational content and
highlights the great work that individuals and departments are doing in this area.

• Create a Diversity and Inclusion Champion program where departments will create a
liaison that will connect to the Diversity and Inclusion Committee to bring opportunities
and education back to the departmental level.
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Find additional ways to highlight Diversity and Inclusion efforts in assessment. 
• Add an optional section within departmental annual reports and assessment plans to

highlight Diversity and Inclusion assessment and accomplishments.
• Ensure that Diversity and Inclusion is addressed in everyone’s annual e-performance

document in some way (goals, responsibilities, competencies).

Advance staff well-being support 
• Find more on-going ways to infuse well-being into the Division culture
• Provide clarity for staff who may need to navigate accommodations, such as Family and

Medical Leave or disability support for themselves or a staff member.
• Develop strategies to elevate work-life benefits that already exist at UH (wellness leave,

flu shots, etc.).

Recommendations for the DSAES Diversity and Inclusion Committee Moving Forward: 
• The Division Committee could consult departments on action planning around growth

and action planning to increase diversity, equity and inclusion efforts for departments.
• Develop and implement a bias training for search committee chairs
• Identify a Diversity & Inclusion Champion for each department that is responsible for

updates and information dissemination from the work of the Diversity and Inclusion
Committee

• Design and distribute a follow-up survey for staff and GAs to gather additional
information related to identities in the Division, and ways to support the varying identities
within the division community.

• Collaborate with the Professional Development Committee to host regular Diversity &
Inclusion programs and workshops, specifically for DSAES staff.

• Develop a DSAES Resource Guide to assist staff when they need to access and
accommodation of service, such as FMLA, lactation support, wellness leave, etc.

• To ensure D&I is a priority for the Division, develop an online tool kit on the DSAES
website that includes training modules, case studies and other educational content that
may be used for department staff meetings, retreats and student training experiences.

• Once a Divisional newsletter resurfaces, ensure Diversity and Inclusion educational
content is included in each edition.

• Division Newsletter/Communication should highlight staff members who are actively
volunteering in the Division (committees, task forces, work groups, etc.).

• Provide an annual DSAES Involvement Fair during the Fall In-Service program
highlighting Division Committees, as well as other departmental volunteer opportunities
(such as LGBTQ speaker’s bureau, Money Matters Institute, Fraternal Excellence
Program, DSAES program volunteers – Cougar Movers, Weeks of Welcome, etc.)

• Conduct a DSAES Self-Assessment related to the Division’s growth in Diversity and
Inclusion using the Global Benchmarks for Diversity and Inclusion every 3 to 5 years.




