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In 2009 Undergraduate Education (UE) adopted a new Statement on Diversity, which is comprehensive and 
thoughtful. All twelve sub-units within UE participated in developing the statement. It is also noteworthy that UE 
has reconstituted its Diversity Team with the assistant vice president serving as chair. The review team 
recommends that UE continue to nurture the mission and membership of the Diversity Team so that it will remain 
vital to the UE organization. Given that many different sub-units comprise UE, the update could be strengthened 
by more detail at various points, reflecting each sub-unit’s activity for each Challenge. UE has made substantial 
progress towards its Framework objectives, with “global thinking” being a particular strength, though the absence 
of LGBT programming and initiatives stand out. Especially considering UE’s critical role within the University, 
adding LGBT programming will be valuable to UE. Response: 
 

--Diversity Team members have been appointed for the new academic year with a combination of 
continuing and new members. We will be scheduling a meeting with the Vice President and Dean and 
both last year’s and current membership. 
 
--The feedback on our last update suggested that chronicling in detail the activities of UE units 
resulted in a disjointed report; we were encouraged to take a more unified approach instead. 
Therefore, this update focused on key developments and overall progress. 
 
--At least three leadership positions in Undergraduate Education (director, assistant director) are held 
by members of the LGBT community (internal promotions). The Diversity Team will be asked to 
explore program ideas related to LBGT issues. 

 
Campus Climate and Intergroup Relations 
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 
 UE is commended on its interactive process of seeking input throughout UE in formulating its diversity 

statement. 
 It is positive that UE has reconstituted its Diversity Team and given the team a new charge. Effective 

diversity programs also include Schreyer workshops on disabilities, the dean serving as an administrative 
fellow, and helping the new Faculty Senate plans for engaging first-year students. Response: March 2010 
diversity program, Raising the Awareness of Racial and Ethnic Profiling with Barbara and Edgar 
Farmer, approximately 100 participants. 89% of evaluation respondents said they will continue to 
think about the issues raised in the program. 

 Does UE have any staff that are members of the Commission for Women, Commission on Racial/Ethnic 
Diversity, or Commission on Lesbian, Gay, Bisexual and Transgender Equity or have any meaningful 
partnerships with any of these commissions? It would be helpful to clarify and/or add this information in 
the update report. Response: UE staff currently associated with Commissions/Committees: CORED: 1 
member, development officer (technically not UE) past chair; CFW: 2 affiliate members and former 
chair; CLGBTE: 1 member, several staff members in support network; Adult Learners Commission: 4 
members and co-sponsor; EOPC: 1 member. 

 
Challenge 2: Creating a Welcoming Campus Climate 
 It is commendable that UE is reviewing its Faculty/Staff Survey results with UE leadership and staff, 

though more detail on follow up would be helpful (e.g., what steps are being taken on behalf of the 18% 
who reported that they had experienced conduct that interfered with their ability to work on campus?). 
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Representation (Access and Success) 
Challenge 3: Recruiting and Retaining a Diverse Student Body 
 The focus on first-generation, low-income students, students-in-transition, new summer programming, 

Bunton-Waller Fellowships, and the Trustee Scholarship Programs are positive steps for optimizing goals 
under this Challenge. Has UE done any analysis on potential causes for the declining number of Bunton-
Waller scholars? Could it be that higher tuition rates are a factor? Response:  
 
--LinkU.P. held in April 2010; 47 percent of the 300 participating students came from under-
represented groups. 
 
--Minority and international admissions for summer/fall 2010  
 

  6% increase in UP African American paid accepts (increase of 20) 
  0% increase in UP Hispanic/Latino paid accepts (increase of 1) 
16% increase in UP paid accepts reporting 2 or more races (increase of 25) 
21% increase in CWC African American paid accepts (increase of 162) 
24% increase in CWC Hispanic/Latino paid accepts (increase of 111) 
  9% increase in CWC paid accepts reporting 2 or more races (increase of 16) 
21% increase in UP international paid accepts (increase of 102) 
54% increase in CWC international paid accepts (increase of 63)  

 
 The initiative to potentially develop a shared position between the Office of Student Aid and Educational 

Equity, creating better Student Aid support for diverse students, is likewise commended, as is the Web 
microsite in Spanish. Response: Undergraduate Admissions created and filled a new position focused 
on Hispanic/Latino recruitment (new funding). 

 The lack of undergraduate retention and graduation data is obvious in the update and is somewhat 
confusing. Why wouldn’t these data be “the” metric for UE, since retention and graduation comprise such 
a large component of UE’s overall charge. Not only should these data be reported and disaggregated 
appropriately, but UE can benefit from being in the forefront on analyzing what drives these rates, 
especially for diverse student populations. Response: Responsibility for retention is centered in the 
colleges and campuses. The Office of Planning and Institutional Assessment (working with our Office 
of Student Aid) has been the primary provider of retention studies including, for example, recent 
reports on Characteristics of Students at Risk (looking at family income and academic performance) 
and Retention, Attrition, and Graduation Rates of Baccalaureate Students. While Undergraduate 
Education has contributed to these efforts, our involvement relates primarily to specific UE activities, 
for example, financial aid or change-of-campus issues. We will consider Undergraduate Education’s 
role in tracking retention rates, including by ethnicity. 
 

Challenge 4: Recruiting and Retaining a Diverse Workforce 
 The composition of the UE staff has remained more or less constant during the Framework 2004-09 

reporting period. Gender diversity in UE is an obvious strength; however, the percentage of employees 
from diverse racial and ethnic groups has declined during the current reporting period. In the past two 
years, it appears that UE has done a respectable job hiring staff from racial and ethnic groups, so is 
retention of these staff the main problem? If so, have any interventions been directed to retaining these 
staff? Response: We feel we are making good progress, however most UE hires are in entry level 
positions from which good staff have and seek upward mobility, thus our turnover. 

 
Education and Scholarship 
Challenge 5: Developing a Curriculum That Fosters Intercultural and International Competencies 
 Facilitating the implementation of Faculty Senate legislation and the development of the minor in Civic 

and Community Engagement are laudable. 
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 The Capacity to Sustain Democracy seminars are clearly a signature UE initiative, as demonstrated by the 
involvement of the provost. Further, the fact that UE has intentionally included 15-30% of participants 
from diverse populations in the seminars is impressive. Has UE ever attempted to assess the impact of the 
seminars? Response: Seminar held in May at Penn State Brandywine: Higher Education for a Higher 
Purpose: The Role of the Academy in Promoting Social Justice; keynote focused on women in 
education. 

 
Institutional Viability and Vitality 
Challenge 6: Diversifying University Leadership and Management 
 Senior appointments in UE have increased gender diversity, a noteworthy accomplishment. However, 

among staff from diverse racial and ethnic groups, upward mobility appears to be negligible. Has any 
advancement occurred? If not, why not? The issue of racial and ethnic group mobility should be a priority 
among the leadership ranks of UE. 

 Participation in the Administrative Fellows Program is commended. 
 
Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
 Collaboration with the Commission for Adult Learners, the On-line Early Progress Report Design Team 

and International Enrollment at Campuses Task Force is exemplary. 
 More details would be useful under this Challenge. More explicit systems of accountability would be 

helpful to outline the achievement of diversity goals and how the diversity statement is actualized 
throughout the Unit. 


