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Vision of The Pennsylvania State University 

 
To lead the nation in the integration of teaching, research, and service. 
 
 
Abington College Vision Statement 
 
The Abington College of the Pennsylvania State University will be recognized as a top-tier 
regional public college, distinguished by its integration of teaching, learning, research, 
service, and public scholarship. 
 
 
Abington College Mission Statement 
 
As a campus college of the Pennsylvania State University, Penn State Abington provides 
the resources of a research university within a small college environment. Abington College 
will enhance the learning opportunities for all members of the college community and extend 
these opportunities regionally and statewide. Believing that all members of the college 
community are capable of excellence, Abington College places the highest priority on 
quality in all its manifestations.  In support of its vision and mission, the Abington College 
will: 
 

• Offer learners a comprehensive university education in selected disciplines at the 
upper-division level and in a wide range of disciplines at the lower-division level while 
offering lower-division students seamless access to all Penn State colleges. 

• Promote and reward excellence in teaching, research, and scholarship.  
• Enhance the learning environment by encouraging participation in out-of-class 

activities and programs with current and prospective students. 
• Pursue outreach partnerships, which promote corporate training and support 

economic growth in the region.  
• Cultivate lifelong learning in the community by providing access to cultural, 

intellectual, and artistic opportunities for students, faculty, staff, and neighbors. 
• Create an active and collaborative learning experience, which encourages critical 

thinking, communications skills, and integrity.  
• Encourage leadership and citizenship, campus and community service, and cross-

cultural and international understanding.   
• Value, promote, and sustain diversity and respect among all members of the college 

community. 
• Promote a climate of trust, collegiality, and civility. 
• Promote high quality service in every aspect of campus life, while systematically 

providing the feedback, training, and rewards to ensure accountability and improve 
performance. 
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FRAMEWORK FOR FOSTERING DIVERSITY 

 
Foundation for Progress 
 
Abington College defines diversity as a strategic plan to expose students, faculty, 
and staff to a variety of cultures, perspectives, and worldviews with the ultimate goal 
of promoting acceptance and respect in the campus community and beyond.  Since 
1993, the college has incorporated diversity and climate as strategic goals of its plan. 
Diversity initiatives at Abington College focus on creating a humane atmosphere in 
which students learn to be socially responsible citizens and in which all members of 
the community recognize their own value, while respecting others. 
 
Penn State Abington is the University’s most urban and most diverse campus college.  The 
college is located within three miles of the Philadelphia city limits and ten miles from 
downtown Philadelphia and serves three counties: Bucks County, Montgomery County, and 
Philadelphia County.  Approximately 43% of our students come to us from Philadelphia.  
The college’s student population stays stable at about 3200 students; of these, 29% indicate 
(Fall 2003) minority status.  According to the University data, ethnicity at Penn State 
Abington has increased from 1997 through Fall 2002 from 21% to 25%; Fall 2003 shows yet 
another increase.  We believe that these numbers are very likely under-reported because 
our off-campus credit students (particularly at Frankford Hospital School of Nursing: about 
200 per year) are approximately 50% minority, but these students often tend not to 
complete the data forms.  Other underrepresented populations, not tallied by university 
data, are also prominent on our campus, including Russian and East European populations.  
Other aspects of our college’s diversity include: adult students, older students (our oldest 
graduate was in his 80’s), single mothers, recent immigrants, disabled students, and gay, 
lesbian, bisexual, and transgendered students.  We have recently added international 
students to the mix with the introduction of the college’s first direct exchange program with 
Fachhocshule Hof in Germany. 
 
Abington College cherishes its diversity as a strength and a privilege.  While we also have a 
diverse senior leadership team (50% female), a diverse College Advisory Board (17% 
minority and 23% female), we continue to work to improve these numbers.  Our Alumni 
Constituent Society Executive Board is currently 12% minority and 29% female, and we 
intend to significantly enhance the minority representation on this board (the representation 
has improved from our original board in 2001).  Similarly, we continue to work to enhance 
the diversity of our faculty and staff.  (See Appendix A for University-generated data.)  
Faculty minority numbers improved from 1997 to 2002 in the Assistant Professor (from 14% 
to 18%) and Associate Professor (from 4% to 7%) ranks despite a slow rate of faculty hires.  
Our last update report detailed steps we have taken to increase the numbers of minorities 
recruited and retained in the ranks of full-time continuing faculty, including use of the 
President’s Opportunity Fund and the college-created Predoctoral Minority Fellowship 
program.  We continue those practices.   Gender distribution remains fairly well balanced at 
all ranks, with some gain reported for women in the Assistant Professor ranks from 1997 to 
2002.  We lost two women Professors to retirement, and the small number of women 
Professors is identified as a challenge to the college.  We were successful in promoting one 
more woman to Professor last spring (spring 2003).  Among the staff and technical services 
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at Abington College, total gender diversity numbers showed improvement in “Grade 26 and 
above,” and our ethnicity numbers have remained fairly consistent although the percentages 
have varied as the size of the classification has varied.  We have made some modest 
progress in “Below Grade19,” in terms of actual numbers of minority hires.  The college has 
also expressed its commitment to diversity in its selection of commencement speakers and 
in its proposals for University-wide recognitions such as Alumni Fellow and Distinguished 
Alumnus. 
 
In Penn State Abington's 2002-2005 Strategic Plan, the college noted the following diversity 
initiatives: 
 
♦ Continue to pursue the recruitment and retention of faculty and staff from diverse 

backgrounds at all levels of college operations in order to create a genuinely diverse 
professional community. 

♦ Foster and maintain a richly diverse student body through recruitment policies and 
retention programs. 

♦ Foster a climate of mutual respect and appreciation of diversity among all college 
constituents. 

 
These three strategies are the first three strategies under Goal 3: College Climate, and they 
constitute 50% of the strategies identified in this goal as essential to the college.  Goal 3 
(out of four) focuses on the creation of a welcoming, inclusive, diverse, professional 
community and represents the college’s overall commitment to diversity as a strategic 
strength.   
Some of the initiatives listed under Goal 3 and their results are highlighted below: 
 

♦ Make every effort to ensure that candidate pools for all positions include 
minority candidates.   

♦ Ensure that new faculty and staff positions are widely advertised in appropriate 
publications and listserves, through community organizations, and at local 
universities with large minority populations. 

 
The college regularly and actively uses both print and electronic media to attract members 
of minority groups to both faculty and staff searches.  In addition, graduate schools known 
to have many students from underrepresented groups are also regularly contacted to seek 
candidates for searches.  Search Committees for faculty positions use the Minority and 
Women Doctorates Directory (MWDD) information and the Committee on Institutional 
Cooperation (CIC) website to identify potential candidates and email these candidates when 
the position is posted to encourage them to apply if interested.  Finally, informal networking 
is conducted among current college employees from underrepresented groups to help find 
search candidates.  All Search Committees are informed that if they locate a viable minority 
candidate, the dean would be open to the idea of making more than one hire, using the 
President’s Opportunity Fund to increase our minority faculty numbers.  The college has 
also begun to use its contacts on the Alumni Executive Board and the College Advisory 
Board to identify candidates known within minority communities. 
 

♦ Continue “Footsteps to the Future” program which connects current Penn 
State Abington students with local school district students. 
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♦ Support and foster high school-to-college minority transition programs, such 
as Summer Minority Support and the Mentorship Program 

 
All of these programs have continued and been expanded since the college’s last update 
report.  The college has seen an increase in minority enrollment over the past three years at 
the same time as the college’s admissions standards have increased.  We attribute this 
increased interest on the part of minority students to the “word of mouth” information about 
the positive and diverse welcoming climate on the campus. 
 

♦ Continue to showcase minority role models on campus through college 
cultural programming, publications, special events, and classroom 
activities/presentations. 

 
With the guidance of the Multicultural Climate Committee and the support of the Student 
Activity Fee funds, the Director of Intercultural Affairs has consistently brought high 
achieving members of underrepresented groups to the Abington Campus. The Director has 
incorporated these guest speakers not only into formal classroom settings, but also into 
informal student discussion groups.  Using a mini-grant model (Intercultural Awareness 
Fund) suggested and funded by the dean, the Multicultural Climate Committee encourages 
faculty to bring minority role models and guest speakers to their classes.  The Faculty 
Lecture Committee also brings minority speakers to campus.  Among the 2003-2003 
speakers have been Lorene Cary, Charlene Tetters, and Richard Rodriguez, for example. 
 

♦ Sponsor on-campus workshops on intercultural communication for the college 
community. 

♦ Include diversity training in one faculty/staff meeting per year. 
 
In the spring semester of 2003, Dr. Carla Chamberlin Quinlisk, Assistant Professor of 
Communication Arts and Sciences, presented a workshop to the faculty on her research on 
intercultural communication.  Dr. Chamberlin Quinlisk is a member of the Multicultural 
Climate Committee and a consultant to the college administration on intercultural 
communication.  In the fall of 2003, Dr. Ken Lehrman responded to the college’s invitation to 
visit Penn State Abington for a day and to train the college’s Division Heads and Search 
Committee chairs to make them more effective in promoting diversity among the college’s 
candidate pool as well as its final candidates.  At the same time, Dr. Lehrman conducted 
sexual harassment training for interested faculty and staff.  The college has yet to schedule 
diversity training each year, but we are moving towards that goal. 
 

♦ Encourage faculty of First-Year Seminars to include campus co-curricular 
activities that focus on diversity in courses.   

♦ Provide resources for faculty who teach First-Year Seminars to help them 
incorporate awareness of co-curricular activities that focus on diversity. 

 
The training for First-Year Seminar faculty is intensive and includes ideas for incorporating 
curricular and co-curricular diversity activities.  Faculty who are interested in such activities 
can find support through the Multicultural Climate Committee and the Intercultural 
Awareness Fund. 
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The Abington College Diversity Plan 2004-2009 

 
The Abington College has developed its 2004-09 Diversity Strategic Plan based on 
principles embedded in the college’s strategic planning goals and, even more importantly, in 
the college’s educational culture. (See Appendix A for a summary of the college’s proposed 
2004-2007 strategic goals.) The following plan outlines specific actions that the college 
intends to take over the coming years. While these actions are comprehensive, they are not 
all inclusive. The college expects to revise actions or add new actions as it meets its 
diversity challenges. 
 
 
Challenge 1: Developing a Shared and Inclusive Understanding of 
Diversity 
 

Action Steps 
 

1. Develop a Diversity Web link on the college Web site that provides information about 
multicultural events, resources, research and the Penn State Diversity framework. 
Highlight intercultural Affairs and work of the Multicultural Climate Committee.  
 

Time Line: Ongoing 
Responsible Person/s: Director of Intercultural Affairs, Multicultural 
Climate Committee, and Web Administrator 
Resources Needed: Already budgeted for 2004-05 

 
2. Promote Intercultural and Multicultural Climate Committee activities and projects (e.g. 

Diversity Lecture Series, MLK Day, Unity Week, and Taste of Who We Are) 
 

Time Line: Ongoing 
Responsible Person/s: Division Heads and Student Affairs 
Resources Needed: Already budgeted for 2004-05 

 
3. Increase support for diversity activities and projects of student organizations  

(e.g. FLAGSA, Black Student Union, Latino Student Organization, South East Asian 
Student Association, Hillel, Muslim, etc.) Establish meetings at the beginning of each 
semester between Multicultural Climate Committee and students. 
 

Time Line: Ongoing 
Responsible Person/s: Advisors, Multicultural Climate Committee, and 
student leaders 
Resources Needed: Already budgeted for 2004-05 
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Challenge 2: Creating a Welcoming Campus Climate 
 

Action Steps 
 

1. Distribute the officially reviewed Diversity Climate Survey to faculty, staff, and 
students this fall 2004. Collect, collate, and analyze results. 

 
Time Line: Fall 2004 
Responsible Person/s: Academic Affairs and Student Affairs 
Resources Needed: Already budgeted for 2004-05 

 
2. Promote diversity training by offering and widely publicizing, at least, one 

diversity workshop per year on specific diversity topics. The content and 
order of these topics will be based on the results of the college’s Diversity 
Climate Survey. 

 
Time Line: Begin Spring 2005 
Responsible Person/s: Academic and Student Affairs 
Resources Needed: Already budgeted for 2004-05  

 
3. Provide opportunities for community service in organizations and businesses that 

embody a diverse socio-cultural environment. 
 

Time Line: Fall 2005 
Responsible Person/s: Student Affairs and Academic Affairs 
Resources Needed: Part of projected budget 

 
 

Challenge 3: Recruiting and Retaining a Diverse Student Body  
(For the 2004-05 academic year, 34 percent of the Abington College’s entering first-
year cohort is comprised of students from underrepresented groups, up from 31 
percent for the previous academic year) 
 

Action Steps 
 

1. Use surveys, focus groups, etc. to determine what academic support services need 
to be strengthened and/or expanded to increase retention through the second year 
of undergraduate work. Current strategies include a Learning Center 
assessment (fall 2004) and an ongoing survey of students in the First Year 
Seminar program to identify, in general, academic support needs of all 
students and, in particular, to examine the needs of our population of English 
language learners.   
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Time Line: Spring 2004-ongoingResponsible Person/s: Academic Affairs, 
Student Affairs, and Coordinator of Intercultural Affairs 

      Resources Needed: To be determined through assessment 
 
2. Establish a task force to develop retention strategies to be implemented 

throughout the academic year and summer based on, but not limited to, 
results of the academic support focus groups and surveys listed above.  

 
Time Line: Fall 2005 
Responsible Person/s: Academic Affairs 
Resources Needed: To be determined 

 
3. Examine ways to build an infrastructure (for academics, housing, etc.) to 

facilitate increased student participation in Abington College’s international 
exchange programs. 
 

Time Line: Fall 2004-2006 
Responsible Person/s: Dean, Associate Dean, Academic Affairs, Student 
Affairs, and Coordinator of Intercultural Affairs 
Resources Needed: Already budgeted for 2004-05 

 
4. Based on the results of the above examination, establish procedures and 

policies to address specific concerns of the Abington College international 
exchange programs. 
 

Time Line: Fall 2006 
Responsible Person/s: Dean, Associate Dean, Academic Affairs, and 
Coordinator of Intercultural Affairs 
Resources needed: To be determined 

 
 
Challenge 4: Recruiting and Retaining a Diverse Workforce 
 

Action Steps 
 

1. Continuously update resource list and identify additional professional 
associations and organizations that support underrepresented faculty and staff 
in order to send postings of employment opportunities at Abington College to 
organization listserves and key contacts. 
 

Time Line: ongoing 
Responsible Person/s: Librarian, Search Committee Chairs 
Resources Needed: Already budgeted for 2004-05 

 
 
 



Page 8 of 13 

2. Periodically review and assess recruitment strategies for finding faculty and 
staff candidates for from underrepresented groups for open positions. 
 

Time Line: Ongoing 
Responsible Person/s: Dean and Multicultural Climate Committee 
Resources Needed: Already budgeted for 2004-05 

 
3. Establish a scholar-in-residence position for scholars from underrepresented 

groups, including recent Ph. D. graduates and ABD’s. 
 

Time Line: Fall 2006 
Responsible Person/s: Dean, Associate Dean, and Division Heads 
Resources Needed: Minimum of $35,000, including recruitment and 
retention activities 

 
 
Challenge 5: Developing a Curriculum That Fosters Intercultural and 
International Competencies 

 
Action Steps 

 
1. Encourage continued incorporation of intercultural and international competencies 

across the curriculum. The college’s Baccalaureate Programming Task Force is 
currently reviewing a proposal for a new major dealing with Intercultural 
issues. In addition, the Academic Environment Committee and the Office of 
Intercultural Affairs actively support a Diversity Lecture Series in which the 
work of visiting lecturers is incorporated into the curricular syllabi of several 
courses each semester. 
 

Time Line: Summer 2004 and ongoing 
Responsible Person/s: Academic Affairs 
Resources Needed: Already budgeted for 2004-05 

 
2. Support efforts of the Pedagogy Series to invite speakers who will focus on 

strategies for incorporating international and intercultural perspectives into all 
content-area courses. 
 

Time Line: ongoing 
Responsible Person/s: Associate Dean and Academic Affairs 
Resources Needed: Already budgeted for 2004-0 

 
3. Develop a common understanding of Intercultural Competency and how it can be 

integrated into formal instructional settings, and apply this understanding locally 
through faculty discussion and sharing of best practices. To help implement this 
action, Abington College will host a regional conference for Teachers of 
English to Speakers of Other Languages (TESOL). Faculty, staff, and students 
will contribute through participation in conference panels, discussion groups, 
and workshops that focus on best practices for working with culturally diverse 
students. 
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Time Line: Fall 2004 
Responsible Person/s: Academic Affairs 
Resources Needed: Already budgeted for 2004-05 

 
4. Institutionalize Abington’s vision of diversity by establishing a resource center for 

faculty, staff, and students which focuses on diversity and intercultural pedagogical 
materials, grant information, opportunities to study/teach abroad, and opportunities 
for intercultural communication training. 
 

Time Line: Spring 2006 
Responsible Person/s: Academic Affairs and Continuing Education 
Resources Needed: Endowment (Proposal in preparation) 

 
5. Encourage and support undergraduate research initiatives, including Faculty 

Development Grants and ACURA projects that provide students with 
opportunities to develop an understanding of multicultural and intercultural 
issues. 
 

Time Line: Fall 2005 
Responsible Person/s: Dean and Academic Affairs 
Resources Needed: Additional $10,000 to be provided by development  

 
6. Institute on-going workshops for faculty and staff by a qualified specialist in English 

as a Second Language to develop skills in working with language learners and in 
applying for grants to carry out diversity-focused initiatives. 
 

Time Line: Spring 2005 
Responsible Person/s: Coordinator of ESL 
Resources Needed: Already budgeted for 2004-05 

 
7. Encourage faculty applications for Intercultural Awareness Fund grants to 

support pedagogical efforts to incorporate diversity/intercultural issues across 
the curriculum. 
 

Time Line: Fall 2004 
Responsible Person/s: Multicultural Climate Committee 
Resources Needed: Already budgeted for 2004-05 
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8. Provide thorough training for Learning Center tutors in English as a Second 
Language and in intercultural communication. 
 

Time Line: Fall 2004 
Responsible Person/s: Coordinator of ESL 
Resources Needed: Already budgeted for 2004-0 

 
9. Assess and analyze outcomes of intercultural initiatives, in order to better 

understand how our students, faculty, and staff benefit from such initiatives 
and how to improve the effectiveness of the initiatives. 
 

Time Line: ongoing (see Challenge 3, action step 1), with increased 
emphasis 
Responsible Person/s: Academic Affairs, Student Affairs, and 
Coordinator of Intercultural Affairs  
Resources Needed: Already budgeted for 2004-05 

 
 
Challenge 6: Diversifying University Leadership and Management 
 

Action Steps 
 

1. Seek and encourage underrepresented faculty and staff to participate in 
leadership development programs. 

 
Time Line: ongoing 
Responsible Person/s: Associate Dean, Division Heads, and Division 
Councils 
Resources Needed: Already budgeted for 2004-05 

 
2. Conduct a feasibility study regarding the establishment of an Administrative 

Fellows Program (locally or regionally) similar to the one at University Park. 
 

Time Line: Fall 2006 
Responsible Person/s: Dean, Dean’s Council, and Staff Advisory 
Committee 
Resources Needed: To be determined 

 
3. Establish guidelines and procedures to help improve New Faculty and New 

Staff Orientation mentoring processes. Recent and current mentors and 
mentees, aided by consultation with the University’s Senior Faculty Mentor, 
should be included in a task force to establish these guidelines. 
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Time Line: Fall 2004 
Responsible Person/s: Dean, Associate Dean, Division Heads, and 
Division Councils 
Resources Needed: Already budgeted for 2004-05 

 
 
 

Challenge 7: Coordinating Organizational Change to Support our 
Diversity Goals 

 
Action Steps 

 
1. Continue to fund diversity initiatives as a college priority. 

 
Time Line: Ongoing 
Responsible Person/s: Dean and Staff Advisory Committee 
Resources Needed: Already budgeted for 2004-05 

 
2. Identify diversity as a strategic strength in all college-wide and unit plans. 

 
Time Line: Ongoing 
Responsible Person/s: Strategic Planning, Implementation, and 
Assessment Committee  
Resources Needed: Already budgeted for 2004-05 

 
3. In all planning for curricular change (First Year Seminars, Learning Communities, 

Honors, etc.), identify and support initiatives that enhance the college’s diversity. 
 

Time Line: Ongoing 
Responsible Person/s: Academic Affairs and Academic Council 

 Resources Needed: Already budgeted for 2004-05 
 
4. Continue to make establishing and maintaining diverse volunteer boards a top 

priority. 
 

Time Line: Ongoing 
Responsible Person/s: Dean, Associate Dean, and Division Heads 
Resources Needed: Already budgeted for 2004-05 
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Strategic Indicators 
 

• Number of persons from underrepresented groups in faculty and staff and 
percentage increase/decrease. 

 
• Tenure Track retention of faculty from underrepresented groups. 

 
• Results and follow up actions based on Climate Study. 

 
• Response to the Staff Satisfaction Survey conducted by the university every four 

years and by the college every three years. 
 

• Rate of retention and mean GPA for students from underrepresented groups. (This 
is an ongoing strategic indicator in the college-level strategic plan.) 

 
• Number of students who participate in study abroad programs.  
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APPENDIX A 

 
COLLEGE-LEVEL STRATEGIC GOALS 2004-2007 

 
 

VISION STATEMENT 
 
The Abington College of the Pennsylvania State University will be recognized as a 
top-tier regional public college, distinguished by its integration of teaching, learning, 
research, service, and public scholarship. 
 
 
Goal 1: ACADEMIC EXCELLENCE (Revised) 
 
Create a learning environment for a diverse body of students, faculty, and staff that 
(1) cultivates academic engagement and success, intellectual curiosity, lifelong 
learning, and citizenship; (2) promotes the pursuit of excellence in teaching, 
research, service, and their integration; and  (3) provides high quality curricular, co-
curricular, and support programming in preparation for life and work. 
 
 
 
Goal 2: COLLEGE OUTREACH (Revised) 
 
Extend the resources of Penn State Abington through teaching, research, and service 
to the people and institutions of the region for the purpose of engaging the 
community with the college for mutual enrichment and prosperity. 
 
 
 
Goal 3: COLLEGE CLIMATE 
 
Actively foster and sustain a diverse and caring college community, as well as a 
culture of mutually respectful interaction and of quality service for all Abington 
College constituents. 
 
 
 
Goal 4: INSTITUTIONAL RESOURCES AND ADVANCEMENT 
 
Pursue the efficient and effective use of institutional resources within the context of 
the prevailing vision, mission, and goals of the Abington College in order to maintain 
fiscal soundness and increase the college’s financial base. 
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