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Introduction 
 
Presented below are updates to the Action Items for each Challenge reported in Finance 
& Business’ initial response to the Framework to Foster Diversity. Additional Action 
Items are designated by italics. Where this symbol ▲ appears in the text, please refer to 
Appendix 12 for the associated URL. 
 
Finance and Business (F&B) continued its integration of this diversity plan into its over-
arching administrative tool – the 2005-08 F&B Strategic Plan (▲).  As one of 6 Key 
Initiatives in the Strategic Plan, oversight of the Diversity Key Initiative (DKI) still 
remains with a team of staff members from all levels and sectors of the organization. An 
appointed KI Manager reports directly to Gary Schultz, Senior Vice President for Finance 
& Business/Treasurer.   
 
Tom Gibson served as the Diversity KI Manager until his retirement in June 2006.  Lydia 
Abdullah was appointed by Gary Schultz to fill this leadership position. Appendix 1 is an 
updated list of the Diversity KI Team.  All members serve on this team as an addition to 
their regular job responsibilities. Where feasible, Action Items that result in on-going 
programs are integrated into the operations of existing administrative areas (typically, the 
Office of Human Resources).  The most recent profile of F&B employees, by gender and 
ethnicity, is detailed in Appendix 2. 
 
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 
 
Action #1 
Finance and Business will refine its definition of diversity with the emphasis on the 
importance of diversifying the workforce and providing an inclusive, welcoming 
environment. 
 

F&B has adopted a new definition of diversity. It states: Diversity within Finance 
and Business encompasses acceptance and understanding that everyone is unique. 
Differences may include, but are not limited to: Race, Ethnicity, Gender, Sexual 
Orientation, Socioeconomic Status, Mental Abilities, Age, Physical Abilities, 
Religious Beliefs, Political Beliefs, Work Experiences, Educational, Geographic 
Location, Marital Status, Military Experience, and Parental Status. 
 
Recent recommendations from the DKI Team are to add “gender identity and 
gender expression” to the definition. 
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Action #2 
University-wide and Finance & Business specific diversity initiatives will be 
communicated in a clear and consistent manner to all staff. This will be accomplished 
through the Finance & Business website, regular staff meetings, the Finance & Business 
Newsletter, incorporated into the annual spring retreat agenda and Finance & Business 
unit head meetings. 
 

F&B has a diversity website (▲) dedicated to relevant diversity information and 
resources, as well as, links to diversity programs and activities within F&B, the 
university, and the community. The website is currently being overhauled to 
update static data and to meet the University’s new website guidelines. 
Information/links on the website include: The Framework to Foster Diversity; 
F&B Diversity Profile; Best Practices; Training & Development Opportunities; 
Diversity Resources/Contacts; Multicultural Calendar; PSU Diversity Events 
Calendar.  
 
In addition, diversity is a regular topic at F&B Staff (the Sr VP’s direct reports) 
meetings and is featured in the F&B Newsletter (▲).  Many of the larger 
administrative units have their own diversity teams to facilitate information 
sharing and educational programs, and celebratory activities. Particular 
education/emphasis for 2007 will be on transgender issues in the workplace.   
 
The DKI Manager makes an annual, in-depth presentation to the Administrative 
Unit Heads (AUH) at a Fall Retreat.  Progress reports and areas needing 
improvement are presented and discussed.  Resolutions are then discussed and 
accounted for at subsequent F&B Staff meetings throughout the year.  

   
Action #3 
Administer a survey every 3 years to assess progress on diversity/climate issues. The 
survey will assess the understanding and commitment to diversity and identify 
opportunities for improvements. Results will be communicated to all staff through the 
diversity website, all unit newsletters, Finance & Business Staff meetings and unit staff 
meetings.  
 

F&B participated in the University-wide Faculty Staff Survey in 2004. Results 
were broken down by administrative unit and were transmitted to the AUH’s.  
They, in turn, shared the results and held consultative meetings within each 
individual unit. Unit heads, as necessary, incorporated appropriate action steps 
into unit strategic plans to address specific unit diversity issues.  A summary of 
the survey results for F&B appear in Appendix 3. 
 
A diversity climate survey is being planned for all of F&B for early 2007.  F&B 
has conducted similar surveys in 1995/96 and 1998.  The same basic line of 
questions will be used to assess progress over the years.  Open ended responses 
will also be encouraged to gain further insight. Any corrective or follow-up 
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actions will be developed by the DKI Team and AUH’s.  The results will be 
broadly distributed within the F&B organization.  

 
Action #4 
Actively support The Penn State Principles and the University’s nondiscrimination 
policy. 
 

The entire F&B Framework to Foster Diversity is intended to support The Penn 
State Principles and the nondiscrimination policy.  The Principles are also 
highlighted and linked on the F&B homepage (▲). To make them even more 
visible to all staff, the Sr VP produced laminated poster copies and made them 
available to all work units for posting to bulletin boards.  

Challenge 2: Creating a Welcoming Campus Climate 
 
Action #1 
Continue annual Diversity Focus Group meetings with diverse staff in F&B and the 
Senior Vice President for Finance & Business. 
 

For several years, the Sr VP has met with women and people of color in small 
groups to have open discussions about challenges that they may be experiencing 
or observing in the workplace and to provide updates on the DKI and the F&B 
Strategic Plan.  The DKI Manager joined these intimate meetings in 2004.  
Confidentiality is ensured and feedback on our progress is encouraged. A focus 
group for LGBT employees was added in 2005.  These individuals have the 
opportunity to share not only their perceptions, but any “corporate” information 
that they may have gathered throughout the year.  Summaries of the meetings are 
reviewed with DKI Team and the F&B AUH’s. Action items are developed to 
resolve organizational issues and managerial intervention is taken for any drastic 
circumstances requiring immediate follow-up. 

 
In this year’s round of meetings, the women reported improvement in the 
workplace over the years and the LGBT employees noted positive changes with 
the exception of the climate among the technical service ranks.  People of the 
color were the least satisfied and the most frustrated at this point.  This was 
recognized by the Sr VP and particular efforts will be made to acknowledge these 
problems and seek resolution at the departmental levels. Additionally, all three 
groups indicated that there is an overall fear of repercussions if individuals report 
acts of intolerance.  The Sr VP has addressed this at F&B Staff meetings and will 
be facilitating further discussion with leadership as to how to resolve this.   

 
In an effort to further foster a "safe" place to discuss concerns, the Sr VP has 
agreed to support a second meeting within 6 months with just the DKI Manager 
present.  Hopefully this will deter some concerns about repercussions. 
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Action #2 
Utilize the Office of Physical Plant’s statement on intolerance and process for dealing 
with intolerance across Finance & Business. 
 

F&B has officially adopted and communicated division-wide a statement on 
intolerance and a process to report such acts of intolerance. The statement is 
prominent on the main page of the F&B website.  Refer to Appendix 4.   
 
At the recommendation of the DKI Team, the Sr VP is currently considering a 
public statement on his commitment to diversity, modeled after the Office of 
Physical Plant’s Leadership Statement (Appendix 5). 

 
Action #3 
Specifically address the uncomfortable climate for LGBT employees in Finance & 
Business. The Senior Vice President will meet annually with a group of LGBT 
employees similar to the women and underrepresented minority employee annual 
meetings. Using information gathered in these meetings as well as results from the 
various climate and satisfaction surveys, Finance and Business will determine appropriate 
training and other activities to improve the environment within Finance & Business for 
LGBT employees. 
 

Beginning in the summer of 2004, the Sr VP and the DKI Manager began meeting 
with a group of lesbian, gay, bisexual and transgender (LGBT) employees. The 
purpose of the meetings was to open a dialogue between LGBT employees in 
F&B and the Sr VP so that climate issues could be identified and addressed. An 
upcoming F&B Newsletter will be devoted to diversity and will feature some 
LGBT employees that have volunteered to be interviewed and photographed. 
 
Additionally, the DKI Team has created a sub-group to work on LGBT issues.  
They have participated in a “Transgender 101” presentation in order to learn more 
about the subject and to be positioned to handle questions and concerns in their 
work units. 

 
Some specific unit activities related to improving the climate for LGBT 
employees have included:  
 

1. The Office of Physical Plant has added content specific to LGBT 
issues to its diversity awareness training for all new employees. 

 
2. In early 2005, The Office of Physical Plant provided specific 

training to over 100 employees on understanding sexual orientation 
in direct response to an intolerance report. 

 
3. Hospitality Services updated their diversity bulletin boards with a 

poster and a personal activity for exploring individual inclusion of 
LGBT employees.  
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4. The University Budget Office held a “Straight Talk” session in 

March 2004 for its entire staff. The panel of speakers included 
LGBT employees, and a representative from the LGBTA Student 
Center. The program was well received. 

 
The Commission on Lesbian, Gay, Bisexual, and Transgender Equity, LGBT 
Allies Student Center, and the Office of Affirmative Action were consulted in the 
development of these programs. 

 
Action #4  
Mitigate the perception that gender/race plays a larger role in the selection process than 
qualifications.  
 

Further assessment needs to be done to understand why this perception exists. The 
2007 Diversity Climate Survey will address this perception as well as further 
discussions with Diversity Focus Groups.  Results and action steps, if any, will be 
included in a future update to this report.   
 
The Office of Human Resources’ (OHR) new Hire Power initiative (▲) will be 
promoted throughout F&B to assist in filling staff vacancies.  The intent of this 
effort is to increase ethnic diversity in all employee ranks. 

 
Action #5 
Continue to fund mandatory diversity training for all new hires. Provide professional 
development opportunities in diversity for all Finance & Business staff.  
 

Mandatory diversity training is required for all new hires within F&B and is 
included in a three-part series of orientation programs which also includes 
continuous improvement and customer service development. In addition, the Sr 
VP has requested that all employees receive annual diversity updates either 
through self-developed training programs or through the Human Resource 
Development Center.  A process to collect and report this diversity training needs 
to be developed for F&B so that all AUH’s can be held accountable for their 
employees. 
 
In 2006, F&B’s Focus on People Key Initiative held a session to review the 
content of the F&B New Employee Orientation Program.  Administrators, 
management, Human Resource Representatives, the DKI Team, and members of 
the Office of Affirmative Action were a part of this assessment.  Extensive time 
was dedicated to the module on diversity to ensure that it was current, inclusive 
and contained sufficient resource information for the university and the 
community.  The module has since been revamped to include this feedback. 
Evaluations are completed after each session and will be used to determine how 
these changes have been received. 
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The DKI Team is currently planning a return visit in 2007 of SST 
Communications, Inc. (▲).  A series of workshops on pertinent diversity topics 
will be presented by this theatrical group that was so well received in the past.  
The preliminary plans include several workshops that will be staggered over a few 
days so that all staff members will have an opportunity to attend. 
 
Within Hospitality Services’ customer service training, there is an exercise 
included on evaluating each individual’s comfort level with interacting with 
individuals that have disabilities as well as showing the video, "Ten 
Commandments of Communicating with Individuals with Disabilities".  This is a 
focus for a number of reasons, including many of our guests have disabilities and 
many of our employees also have disabilities.  Our goal is for all individuals, no 
matter their ability, to be treated respectfully and served no less than to their 
expectations.  In Hospitality Services’ New Employee Orientation, they review 
the equipment/tools and accessibility provisions that are available to guests with 
disabilities who come for events, conferences and stay over in our rooms.  One 
specific group is the National Autism Conference, a week-long event with over 
2,000 attendees staying at both of our hotels.  Without preparing our employees 
ahead of time regarding the types of interactions and challenges they may face in 
serving these guests, they would not know how to meet and exceed the guests' 
expectations. 

 
Action #6 
Track staff development hours by unit. Establish standards and minimum hours per year 
devoted to diversity/climate issues for each employee.  
 

In conformance with University policy, all staff development hours are 
individually identified and reported to central OHR as part of the Staff Review 
and Development Plan process. The Sr VP reviews the overall professional 
development hours for each F&B unit and discusses results at his individual AUH 
meetings.  
 
Standards and minimum hours per year for diversity training have not yet been 
established beyond the requirement that there will be annual diversity training for 
all staff.  A formal system for identifying and reporting this information will be 
developed in conjunction with the unit’s the Human Resource Representatives.  

Challenge 3: Recruiting and Retaining a Diverse Student Body 
 
Action #1 
Provide diversity/climate training opportunities for all student employees.  
 

As of September 2006, F&B employed over 1500 part-time students.  The bulk of 
these employees are in Housing & Food Services.  Currently, only Police Services 
and Hospitality Services are providing mandatory diversity training for this group 
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of employees.  The DKI Team will assist in developing standards for diversity 
training for all student employees within F&B. 

 
Action #2 
Collect statistical information on student employees working within Finance & Business 
including race/gender and other demographics.  
 

Most part-time employees enter the University’s database via a Wage 
Appointment Form.  This form does not require that this demographic information 
be collected.  Therefore, gender and ethnicity information cannot be readily 
obtained.  When contacted, not all F&B Human Resource Representatives within 
F&B have collected this information on their own. Consideration will be given to 
developing a process to collect and report this data by administrative unit. 

 
Action #3 
Assess student employee level of satisfaction with their work environment and 
relationships and the impact of their working experience on their college career. 
 

Methods to assess student employee satisfaction have not yet been developed.  
We will consider a survey geared for these employees at the time of the 2007 
Diversity Climate Survey for full-time staff. 
 
Five women and three people of color that are F&B staff members serve as 
advisors to student organizations; 5 of the organizations serve a diverse 
population.  There are 10 staff members who are mentors in the Alumni 
Association’s FastStart Mentoring Program (▲) for ethnically diverse first-year 
students.  Additionally, two female staff members are mentors for Women’s 
Leadership Initiative (▲) in the College of Health & Human Development. This 
personal interaction with students broadens their understanding of the University 
and increases opportunities to provide a more welcoming environment through 
the development of interpersonal relationships outside of the context of the formal 
workplace. 

Challenge 4: Recruiting and Retaining a Diverse Workforce 
 
Action #1 
Continue to sponsor and fund the Diversity Internship Program within Finance & 
Business. Move the management of this program from the Diversity Key Initiative Team 
to the Office of Human Resources establishing the diversity internship as an institutional 
program of the University. 
 

The day-to-day management of this program has moved to the Office of Human 
Resources (OHR) and is an additional responsibility of a full-time professional 
within the office. Funding is still in place to sponsor up to three interns per year; 
however we have not been able to consistently sustain this level in recent years.  
The brochure was updated in 2006 (see Appendix 6).  There have been 14 interns 
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since the program’s inception in 2002. Twelve were offered and accepted 
positions within F&B.  However, only 4 still remain.  In most cases, those that 
have left did so for better professional opportunities or to pursue graduate 
education.  Refer to Appendix 7 for the most recent status report on the 
participants. 
 
The Sr VP will facilitate a planning session with F&B Staff and their Human 
Resource Representatives in February 2007.  The purpose of this meeting will be 
to strategically assess the challenges and best practices of this program so that all 
3 slots can be filled every year.  The plan is to be more aggressive in how we 
approach retention of these individuals, whether in the unit they interned in, or 
another unit within F&B.   

 
This effort to increase the number of ethnically diverse employees has not 
resulted in major changes, but we believe that the program has long-term 
implications and is still a viable program for F&B to pursue. We have discovered 
in our exit interviews that a deciding factor to leave the university has been the 
difficulty in retaining single professionals in this community.  This seems to be a 
problem regardless of gender or ethnicity. 

 
Action #2 
Support the Dual Career Employment Assistance. Finding employment for a “trailing” 
spouse/partner is an important factor in providing a welcoming environment for new 
employees. Utilize current assessment tools to measure the success rate of this initiative 
within Finance & Business. 
 

This OHR program supports the entire University and is now managed by the 
Dual Career Coordinator (▲). The Coordinator maintains official statistical data, 
by administrative unit, of those seeking assistance in their job search.  For the 
period of January 2003 through November 2006, 157 spouses/partners have been 
hired by the university out of the 419 seeking assistance.  F&B has hired 12 of 
these individuals during this time period.  

 
Action #3 
Further promote the University’s Professional Entry Program (PEP) as a method to 
diversify the workforce within Finance & Business and the University. 
 

The PEP brochure has been revised and a description of the program is now on 
the OHR website as a resource for the University community  (▲). Of the 55 
participants in this program since its inception in 1985, 21 are still employed by 
the University (6 within F&B).  There is currently one PEP intern in F&B.  
Because of the F&B Diversity Internship Program, there has been limited use of 
PEP within F&B units. 
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Action #4 
Require a diverse applicant pool for all management positions within Finance & 
Business. Utilize the resources of the University-wide Diversity Talent Bank, the Office 
of Human Resources diversity website, two new contracted diversity recruitment web 
sites (LATPRO.com, JobCircle.com) and continued attendance at diversity orientated job 
fairs. Create an assessment tool to track progress and accountability. 
 

F&B further defines a “diverse” applicant pool to include males and females as 
well as under-represented ethnic groups.  These are the only demographics 
captured on University employment applications.  We cannot initially determine 
those that fall into other protected categories. 
 
Human Resource Representatives assist search committees by advising them on 
the diversity of applicant pools, upon request.  Additionally, the Sr VP has 
instructed that all search committees be charged with ensuring that applicant 
pools are diverse.  A greater effort has been made to advertise in publications and 
websites that target diverse populations. 

 
In the most recent searches for F&B administrative positions (University Budget 
Officer, Associate Vice President for Auxiliary & Business Services, and the 
Senior Associate Vice President for Finance & Business), there has been diversity 
within the search committees and non-typical sources have been used to 
encourage diverse applicants.  An assessment of the diversity make-up of search 
committees for management positions as well as the diversity of the applicant 
pools will be made over the next few years.  This information is not readily 
available at this time.  However, tracking reports will be developed for future 
analysis.  
 
The Coordinator of Outreach & Special Programs position in OHR is responsible 
for attending diversity oriented job fairs for the entire university. He also 
maintains the Diversity Talent Bank and attends approximately 10 job 
fairs/conferences throughout the state.  Additionally, he makes presentations at 
select higher education institutions that serve diverse student populations. 

 
Action #5 
Initiate and fund a mentoring program for minority new hires within Finance & Business.  
 

The Diversity Mentoring Program was initiated in the fall of 2004 with eight 
mentor/mentee pairs. Recently hired employees of color are paired with seasoned 
mentors for 9 months.  The intent of this program is to contribute to a better 
climate within F&B, Penn State, and the communities for F&B employees of 
color.  This is not a professional internship program and does not promote job 
advancement as a goal. The long-term goal is to retain people of color within 
F&B.  
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Group activities include: a facilitated orientation program on what to expect in a 
mentoring relationship, 2-3 social events (including invitations to Blue & White 
Game), mid-year and final evaluations, and a graduation luncheon. The pairs are 
responsible for planning other activities to meet their unique goals for the 
program. Release time is provided by F&B to attend these activities.  The Sr VP 
participates in the orientation, graduation and social events. 
 
October 26, 2006 marked the graduation of the 2005-06 pairs and the orientation 
for the 2006-07 participants. In its 3rd year, the program will have successfully 
paired 16 mentees with experienced employees that are also willing to share their 
personal time. The feedback has been very positive and most relationships extend 
past the conclusion of the official program. See Appendix 8 for a list of 
participants. 

 
Action #6 
Participate in the Profiles of Success magazine.  This publication was recently 
introduced to the Diversity Key Initiative Team by the Vice Provost for Educational 
Equity as a means to expose Pennsylvania to the diversity talent at the University.  This 
additional visibility may also help with attracting diverse applicants for posted 
vacancies.    
 

The Sr VP has agreed to finance the submission of 2-3 profiles of F&B employees 
for the next annual issue of the magazine.  We will monitor if there is any notable 
impact on future job vacancies. 

 
Action #7 
Continue to use the Opportunity Network for Employment (ONE) program to include 
individuals with disabilities in the Finance & Business workforce.   
 

Hospitality Services has enriched its workforce over the years with employees 
gained through ONE (▲).  21 have been hired since 2001 (statistics were not 
maintained prior to that time).  And the Office of Physical Plant has hired 1 
participant as a full-time employee and has provided part-time and temporary 
opportunities for others. 

 
Challenge 5: Developing a Curriculum That Fosters Intercultural and International 
Competencies 
 
Finance & Business does not directly impact this challenge. 

Challenge 6: Diversifying University Leadership and Management 
 
Action #1 
Create standard process/criteria to ensure that there is a diverse representation on 
committees, strategic teams and project groups within Finance & Business. Provide 
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opportunities for diverse appointments to University-wide commissions, advisory 
committees & task forces.  
 

Although no standard process/criteria have yet been established for F&B, many 
underrepresented staff members serve on such committees and tasks forces.  Two 
of the five F&B Strategic Plan Key Initiative Mangers are women and one is a 
person of color.  

 
Some of the diverse appointments to university-wide efforts include:  
 

- The Assistant Director for Reporting (woman of color) has served on the 
Equal Opportunity Planning Committee since 1990. 

- The current Chair of the Commission for Women is an F&B employee, as 
well as 3 former Chairs.   

- The Commission on Racial and Ethnic Diversity has had an F&B 
employee of color as a Chair.  And the Assoc Vice President for Human 
Resources (female) is an ex-officio member.   

- Commission on LGBT membership data is not readily available but we 
are aware of at least 2 F&B employees that work closely with this 
organization. 

- Campus Environment Team includes the Assoc Vice President for Human 
Resources (female). 

- The Director of Facilities Resources & Planning (female) serves as 
secretary to the Facilities Resource Committee and the University 
Committee on Instructional Facilities.  She is also the Chair of the 
Integrated Planning for UP Committee. 

- The Assistant Director of Police Operations (person of color) serves on the 
Commission for Substance Abuse Prevention and The Partnership: 
Campus & Community United Against Drinking. 

 
Action #2 
Identify inside and outside of the organization, opportunities to fill potential vacancies. 
For inside candidates, develop specific and tailored leadership and professional 
development programs to ensure that a diverse candidate pool is available when positions 
open. 
 

This will be one of our next priority issues – developing specific and tailored 
leadership programs.  Management needs to be able to recognize future leaders 
and determine the best means to develop them for managerial and administrative 
positions. Joint, strategic efforts throughout the F&B administrative units will be 
needed to determine the best means to accomplish this. 
 
Two current administrative searches are under way. Women and people of color 
from F&B serve on the search committees and interview teams.  Specific 
questions regarding diversity are mandatory in the initial interviews with all final 
candidates.  One of the positions is to replace the Corporate Controller (retiring in 
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March 2007) and one for the new position of Senior Associate Vice President for 
F&B.  The latter is a critical appointment for F&B as this position will work 
closely with the Sr VP.  An earlier search for this position yielded a diverse pool 
of applicants – both ethnically and gender. However, the final interviews (which 
included 2 female candidates) did not conclude with a placement. To increase our 
success, the current search effort is employing an independent, national search 
firm to obtain the best possible pool of national candidates. Advertisements have 
been placed with nationally diverse sources and the consultants contact base will 
be diverse.  The Sr VP is expecting a diverse applicant pool.  

 
Per the current organizational chart (▲) of the Sr VP, there are 2 female 
Associate Vice Presidents of the 9 executive positions for F&B.  There are 
currently no people of color at this level in the organization.  
A new, permanent position was created within the Office of Physical Plant. The 
Contract Liaison is responsible for developing and increasing outreach to 
construction contractors and service providers. He will also administer the 
Minority Business Enterprises and Women Business Enterprises contracting 
initiatives and monitor participation levels in each.  An F&B employee of color 
was appointed to this position. 

 
Other critical leadership positions recently filled with diverse candidates in F&B: 
 

- Assistant Director for Reporting (woman of color) 
- Assistant Director for University Police (man of color) 
- Director of Purchasing (female) 
- Financial Officer & Special Assistant to the Provost (female) 
- Director of Student Loans & Scholarships (female) 
- Associate Bursar (woman of color) 
- Assistant Director for Budgeting (female) 
- Assistant Director for Information Resources (female) 
- Assistant Controller (female) 

 
Action #3 
Continue to support the Administrative Fellows Program. Finance & Business was one of 
the original units that helped to create and administer this university-wide program.  At 
its inception, it was targeted for women and people of color. The fellowship experience is 
designed to allow the participants to become more effective in their existing positions 
within the University and to provide a base for them to compete at higher levels of 
administration for advancement in the future. 
 

F&B Administrative Fellows are included as members of the F&B Staff and are 
included in all but the most confidential activities of the Sr VP’s position.  Each 
year, all Administrative Fellows are invited to attend at least one F&B Staff 
meeting and to have individual meetings with those under the purview of the Sr 
VP.  The Sr VP is available to the Fellows even after their fellowship year.  
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Since the inception of this program, F&B has had 16 women and people of color 
serve as Administrative Fellows. Refer to Appendix 9 for a historical overview of 
these Fellows and where they are now. With the exception of 5 of the 21 years 
that this program has been in existence, there has been an Administrative Fellow 
appointed to F&B to serve under the Sr VP.  We will participate again in the near 
future. 

 
Action #4 
Continue to support the Leadership Centre County (LCC) Program. The LCC Program 
brings together a mix of existing and emerging leaders with diverse backgrounds and 
experiences in the county. These individuals have demonstrated the talent and desire to 
serve their communities. Through active participation in a succession of program days, 
participants become more aware of the dynamics of the social and economic changes of 
today and the potential impact on our communities. Each person completing the program 
is better informed and more skilled in active community leadership.   

 
Tuition and release time for these employees has been provided by Finance & 
Business since the inception of this program in 1993.  As of the current class, 50 
F&B employees (33 women and 11 people of color) have participated in LCC 
(▲).  The Sr VP advocates for nominations with the F&B Staff and particularly 
encourages nominations of women and people of color.  A greater effort will be 
made to make F&B management below this level more aware of the program and 
its advantages.  

 
F&B has seen positive benefits from participation in this program – both within 
the University and in the community.  Many are now a part of leadership in their 
work units   See Appendix 10 for a list of F&B staff who have participated in 
LCC.  

Challenge 7: Coordinating Organizational Change to Support our Diversity Goals 
 
Action #1 
Review the current mission statement and strategic plan for Finance & Business to ensure 
there is the proper emphasis on the University objectives for diversity. Communicate to 
all Finance & Business staff any changes and the commitment to the plan from the Senior 
Vice President. 
 

An annual Strategic Planning Retreat is held each fall with the Sr VP’s direct 
reports and Key Initiative Managers.  Updates and revisions to the plan are 
presented and discussed. Then, at a Spring Retreat with close to 300 staff 
members from F&B’s leadership ranks, the Key Initiatives are presented with 
pertinent updates.  Additionally, Key Initiatives are regularly featured in the F&B 
Newsletter. 
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Action #2 
Strengthen the diversity representative system within Finance & Business and require 
that there is a representative from each unit.   
 

The members of the DKI Team are now the “diversity representatives” for F&B. 
Currently, the only administrative unit that does not have representation on the 
team is very small and has experienced some recent turnover and cannot take on 
more duties. The AUH is responsible for communicating diversity information to 
that area.  As the unit grows, the Sr VP will consider adding a representative from 
this unit.  

 
Action #3 
Commitment to diversity and attainment of diversity goals becomes an integral success 
factor within Finance & Business. All unit heads will be evaluated on progress in 
diversifying the workforce and providing leadership opportunities within their units.  
 

As a part of leadership’s commitment to furthering our efforts in diversity, the Sr 
VP, the former DKI Manager and the current DKI Manager attended the October 
2005 and April 2006 Best Practices in Diversity Strategic Planning workshops. 
Information was shared with the DKI Team. 

 
F&B AUH’s annual evaluations with the Sr VP and merit salary increases take 
into consideration their performance related to diversity leadership.  AUH 
leadership is measured based on several factors:  
 

1) regular University faculty/staff surveys and F&B Diversity Climate 
surveys provide an evaluation of the climate within each unit 
2) participation in diversity initiatives such as the Diversity Internship and 
Mentoring Programs and support for the F&B New Employee Orientation 
Program 
3) finally, employee demographics are reviewed regularly to determine 
progress in improving the diversity of the F&B workforce 

 
Action #4 
The Senior Vice President reviews annually the funding requests for current and future 
diversity initiatives. The Diversity Key Initiative Team annually makes recommendations 
to the Senior Vice President on the priorities and status of all programs. 
 

Quarterly meetings are held with the DKI Manager and the Sr VP’s Financial 
Officer to discuss funding needs.  Currently, over $100,000 per fiscal year is 
budgeted from central F&B for the activities that support the F&B Diversity 
Strategic Plan. This does not include the staff support dedicated to facilitating 
these programs. Funding covers initiatives that have not become a part of 
operations in an administrative unit. 
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The Office of Physical Plant provides staff support, consulting, research and 
project management for the University Access Committee.  The committee is a 
University-wide effort that receives requests for building and program access 
from students, faculty, staff and visitors at all locations.  The Facilities Resources 
Committee provides annual temporary funds to support the physical projects that 
need to be completed to improve access to our buildings, rooms and programs.  
Each year numerous projects are completed to install automatic door openers, 
improve pedestrian circulation paths buildings, ADA restroom conversion, 
elevator installation and specific program access needs.  

 
Action #5 
Continue to support the Community Diversity Group’s (CDG) efforts to provide diversity 
awareness training for the retail/service sector in the greater State College area. 
 

With the help of several community organizations and university departments, 
this group has offered diversity training to local businesses to improve their 
customer service to people of minority groups -- “Enhancing Excellence in 
Service to Diverse Customers.”  Typically, these sessions are offered twice a year 
and on-site programs can also be arranged. Over the past three years, 31 
business/organizations have participated in this training (see Appendix 11 for a 
list of participants).  F&B provides financial assistance for training materials as 
well as release time for the employees that assist in the sessions. 
 
While the CDG was formed to serve the Centre Region, the group’s activities and 
success has been applauded by representatives of both Penn State and local 
communities. The CDG has received requests to assist in developing similarly 
focused efforts in other areas of the Commonwealth. As a result, the CDG and 
CORED have agreed to partnering in this initiative. The mission of the 
partnership is to connect and bring together key stakeholders at Penn State and in 
the Commonwealth Campus communities to share program elements for potential 
implementation in Commonwealth Campus communities. 

 
Upon completion of the pilot initiative, the CDG/CORED partnership will review 
the outcome, evaluate lessons learned, quantify results realized and develop a plan 
to embark on similar initiatives at other Commonwealth Campuses. The 
anticipated result of this partnership is to develop community based focus groups 
whose mission is to make off-campus life more welcoming to diverse staff and 
their families and thereby increase employment retention. 
 
Community Resource Fair was held on 9/27/06 in the State College Municipal 
Building.  The CDG, OHR’s Multicultural Staff Support Center and 5 other key 
organizations within the community sponsored this successful program.  
Community businesses and service organizations had booths set-up to explain 
their purpose and how they impact diverse populations within the region.  The 
target audience was those of ethnically diverse backgrounds. There were 200-300 
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participants and it was covered by local radio and television.  Plans are underway 
for another in 2007. The target audience may expand to other populations. 

 
Conclusion 
 
As F&B moves towards the next phase of the diversity plan, we expect to further 
integrate solid programs into the daily operations of applicable administrative units.  This 
is critical to ensure that they will not expire with the end date of the Framework.  The 
planned Diversity Climate Survey will add to our assessments of how F&B is progressing 
and where new challenges may exist.   
 
"Quality Service. Quality People." – the F&B theme, appropriately describes our vision 
to provide quality service through personnel that are deeply committed to the success of 
Penn State.  And that success includes our success with diversity. 
 
 



Appendix 1 

Finance & Business Diversity Key Initiative Team 
 

Lydia Abdullah - Key Initiative Manager 

Assistant Director for Reporting 

University Budget Office 

 

Deborah Blythe 

Director, Facilities Resources & Planning 

Office of Physical Plant 

 

Duane Bullock 

Manager, Supplier Diversity & Environmentally 

Responsible Purchasing 

Auxiliary and Business Services 

 

Carol Eicher 

Assistant Director of Human Resources, Hospitality 

Services 

Auxiliary & Business Services 

 

Mary Jane Fisher 

Human Resources Coordinator 

University Budget Office 

 

Steve Hayes 

Coordinator of Outreach & Special Programs  

Office of Human Resources 

 

Deb Johnson 

Training, Development & Recruitment Specialist 

Auxiliary & Business Services 

 

Mi A Kim 

Environmental Systems Technician 

Office of the Physical Plant 

 

 

Tyrone Parham 

Assistant Director for Police Operations 

University Police 

 

Susan Rutan 

Assistant Director of Human Services 

Office of Physical Plant 

 

Roseann Sieminski 

Assistant Controller & Bursar 

Office of the Corporate Controller
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Appendix  2 

Finance & Business Official Annual Reporting Counts (Full-time Only) 

  2005  2004  2003  2002  2001  2000  1999  1998  1997  

Female 987 1008 1008 997 983 987 950 939 916 

Male 1482 1415 1370 1343 1324 1314 1266 1263 1245 

White 

*Gender 2469 2423 2378 2340 2307 2301 2216 2202 2161 

Female 10 10 10 8 7 9 10 9 9 

Male 6 7 4 4 5 4 2 2 2 

Asian 

American 

*Gender 16 17 14 12 12 13 12 11 11 

Female 13 13 13 13 11 13 18 21 19 

Male 28 28 29 28 25 31 29 29 32 

African 

American 

*Gender 41 41 42 41 36 44 47 50 51 

Female 8 9 6 6 3 4 4 5 4 

Male 3 3 4 4 3 3 4 5 6 

Hispanic 

*Gender 11 12 10 10 6 7 8 10 10 

Female 2 3 3 3 5 5 3 4 4 

Male 3 3 3 2 2 2 2 2 2 

American 

Indian 

*Gender 5 6 6 5 7 7 5 6 6 

University Park 

Total University Park 2542 2499 2450 2408 2368 2372 2288 2279 2239 

Female 118 115 117 118 123 120 120 116 115 

Male 64 51 51 48 56 59 60 56 51 

White 

*Gender 182 166 168 166 179 179 180 172 166 

Female 1 1 1 1 0 0 0 0 0 

Male 1 1 1 1 1 1 1 1 1 

Asian 
American 

*Gender 2 2 2 2 1 1 1 1 1 

Female 3 2 2 3 5 4 3 3 4 

Male 3 3 3 3 3 3 2 4 4 

African 

American 

*Gender 6 5 5 6 8 7 5 7 8 

Female 3 1 2 2 0 0 0 0 0 

Male 1 2 1 1 1 1 0 0 0 

Hispanic 

*Gender 4 3 3 3 1 1 0 0 0 

Commonwealth 

Campuses 

Total Campuses 194 176 178 177 189 188 186 180 175 

Male 1 1 0 0 0 0 0 0 0 White 

*Gender 1 1 0 0 0 0 0 0 0 

Hershey 

Total Hershey 1 1 0 0 0 0 0 0 0 

Total Finance & Business 2737 2676 2628 2585 2557 2560 2474 2459 2414  
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Appendix 4 

 

Statement on Acts of Intolerance 

 There will be no verbal or written personal attacks on any individual or group of individuals based on age, ancestry, color, disability or handicap, 

national origin, race, religious creed, sex, sexual orientation, or veteran’s status.  All employees are required to treat each other and all of the 

University community with respect and courtesy.  Examples of unacceptable behavior include but are not limited to such actions as:  

1. Email sent with any degradation of any individual or group of individuals based on race, culture, religion, sexual orientation, or other 

group associations. 

2. Racial or sexual jokes told while on the job. 

3. Any communication whether verbal or written meant to deny any University benefit to any individual or group of individuals based on 

race, culture, religion, sexual orientation, or other group associations. 

4. Email that includes a personal attack on any individual. 

5. Verbal communication that discriminates or includes derogatory language against an individual because of race, culture, religion, or 

sexual orientation. 

6. Joke or verbal comments which degrades an individual because of sexual orientation  

7. Personal verbal attacks against a person that includes any derogatory comment in relation to race or sexual orientation when that 

individual is not present. 

8. Obvious physical gestures of disapproval behind the back of or in the presence of any individual because of sexual orientation, race, 

religion, or disability. 

9. Insulting verbal comments or play-acting in relationship to physical characteristics of any individual or group of individuals. 

10. Any kind of verbal or written communication that includes racial slurs, unkind language or other insulting nicknames or names.  
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It is not acceptable to deny any individual any opportunity or benefit authorized by the University or Finance & Business based on age, 

ancestry, color, disability or handicap, national origin, race, religious creed, sex, sexual orientation, or veteran’s status.  Examples of 

unacceptable acts include but are not limited to the following:  

 

1. To deny an individual a job promotion based on gender. 

2. To deny an individual travel opportunity based on an individual’s sexual orientation. 

3. To exclude an individual from participation in a project because of race. 

4. To exclude an individual from an all-inclusive event such as a holiday lunch, office celebration or other event because of sexual 

orientation. 

5. To deny an individual a work opportunity because of perceived gender ability differences. 

6. To deny an individual benefits or awards based on a person’s sexual orientation.  

It is not acceptable to treat work colleagues in a disrespectful manner in order to create a hostile environment.  Examples include but are 

not limited to:  

1. Leaving intimating or derogatory newspaper articles in an anonymous fashion to tease or harass an individual. 

2. Continual teasing of an individual or group of individuals in a mean-spirited manner. 

3. Isolating an employee from group work activities. 

4. Sending or leaving anonymous notes that harasses individuals based on sexual orientation. 

5. Making verbal comments of a sexual manner or any physical advances. 

6. Physical contact in any hostile or threatening manner. 

7. Ganging up against an individual or group of individuals because of personality conflicts or past issues. 

University employees are prohibited by University policy and by state and federal law from engaging in behaviors, which create an offensive, 

hostile or intimidating working environment.  These behaviors interfere with and undermine the respect and trust that must exist between co-

workers in order to maintain a positive and productive work environment.  As a University employee, each person is responsible for establishing 

and maintaining a professional relationship with others in full compliance with University policies and applicable laws. 

Process to Report Acts of Intolerance 

The following is the process to report any situations similar to the above or other forms of harassment, intolerance, or intimidation.   

1. Speak up whenever you feel harassed or offended, unless you feel uncomfortable. 

2. Document any events as much as possible to include time, individuals involved or present, date and description. 

3. Report the incident or environment to your immediate supervisor.  If for any reason you are fearful or uncomfortable with reporting any 

incident or discussing climate issues with your supervisor, please contact any of the individuals listed as Diversity Contacts or the Sexual 

Harassment Contacts. 
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4. Supervisors should contact any of the Diversity or Sexual Harassment Contact individuals for assistance in addressing a situation reported 

by an employee: 

 

Diversity Contacts: 
Lydia Abdullah:  308 Old Main, 865-7641, lpa1@psu.edu 

Deb Blythe: Business Administration Building II, 865-1610, dzh2@nw.opp.psu.edu 

Duane Bullock:  101 Procurement Services Building, 865-5417, dmb5@psu.edu 

Carol Eicher:  420 Penn Stater Conference Center Hotel, 863-5071, ece2@psu.edu 

Mary Jane Fisher:  308 Old Main, 865-7642, mjf1@psu.edu 

Steve Hayes:  Box 31 Rider Building, 865-1387 (ext. 4), lsh5@psu.edu 

Deb Johnson:  105 Housing & Food Services, 863-2825, daj8@psu.eduMi A Kim:  115 Agricultural Engineering 

Building, 880-0660, mxk203@nw.opp.psu.edu 
Tyrone Parham:  25 Eisenhower Parking Deck, 865-6458, tap3@psu.edu 

Susan Rutan:  102 Physical Plant Building, 863-0671, smr9@psu.edu 

Roseann Sieminski:  103 Shields Building, 865-6528, rks1@psu.edu 

 

Sexual Harassment Contacts:  Visit the following Web address for a complete list of contacts: 
http://www.psu.edu/dept/aaoffice/sexresources.htm 

5. Following contact with one of the above individuals the process shall be as follows: 

 

a. Confidential discussion with employee/employees and Diversity Contact.  

b. Discussion of possible action plan, recommendations and alternatives with employee/employees. 

c. Diversity Contact discusses situation, plans, and recommendations with Supervisor, Manager and/or Director. 

d. Final action plan may be reviewed with Senior Vice President. 

e. Implement recommended actions and review action plans with employee/employees. 

f. Notify employee/employees when corrective action has occurred. 

g. Schedule follow-up review to verify that the situation is corrected or improved and to assure that there has been no reprisal to any 

employees in relation to reporting acts of harassment or intolerance. 

h. NOTE:  Any action taken will be in compliance with University policies and applicable University-Union agreement. 

 

6. Any employee who for any reason does not want to discuss situations of intolerance or harassment with anyone in Finance & Business is 

encouraged to contact their HR Representative, the Affirmative Action Office located in 328 Boucke (863-0471), or Employee Relations 

at 865-1412. 

 
dlb  8/01, rev. 7/02 
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Appendix 7 

 

Finance & Business Diversity Intern Program 
 

Start Date Intern Title Host Unit Completed Hiring 

decision 

status 

1/14/2002 Kofi Ofori Buyer II Purchasing yes full-time 
6/2002 

accepted offer at another 
institution 

8/26/2002 Sonya Sessoms Ass't 

Accountant 

Corporate 

controller 

yes full-time 

1/2003 

left to pursue graduate 

degree 

9/16/2002 Juan Tabon Designer II Office of Physical 
Plant 

yes full-time 
3/2003 

left to accept another offer 

9/16/2002 Ferris Joanis Designer II Office of Physical 

Plant 

yes full-time 

3/2003 

left to accept another offer 

7/14/2003 Luke Phan App/Pgmmr 
Analyst 

Budget Office  no none left for another opportunity 

8/4/2003 O'Ryan Goring Banquet Ass't Hospitality Services yes part-time 

2/2004 

current employee - Ass't 

Banquet Mgr 

10/14/2003 Boswell Lecky Ass't Mgr, 
Housing 

Housing  yes full-time 
4/2004 

left to accept another offer 

9/1/2003 Sonali Dalal Ass't Budget 

Anyst 

Office of 

Investment 

Management 

yes full-time 

3/2004 

current employee - Sr. 

Financial Analyst 

9/22/2003 Gregory Jenkins Data Analyst Office of Physical 

Plant 

yes full-time 

3/2004 

left to attend graduate 

school 

6/7/2004 Kenesha Bentley Employ Spec I Office of Human 

Resources 

yes full-time 

12/2004 

current employee - 

Human Res. Specialist 

11/22/2004 Juanita Bowser Ass't 

Accounting 

Corporate 

Controller 

yes full-time - 

5/2005 

Left to pursue graduate 

studies 

3/1/2005 Jasmine Gates Ass't Mgr Housing  yes full-time 
9/2005 

Left to to return to Buffalo, 
NY 

2/1/2006 Jason Godinez Ass't 

Accountant 

Corporate 

Controller 

yes full-time 

8/2006 

current employee - Acc't 

Ass't 

8/1/2006 Asmara Gebremedhin Ass't Mgr Housing/Apts new new Current intern 
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Appendix 8 

Finance & Business 

Diversity Mentoring Program 
 

 

MENTORS MENTEES 

2006/07:  

Mark Bodenschatz, Director of Design & Construction Services, Physical Plant Maurice Freeman 

Karen O'Brien, Senior Budget Planning & External Reporting Specialist, University Budget Office Cecille Orabona 

Chad Spackman, Facilities Project Manager, Physical Plant Rahul Shrivastav 

Deb Johnson, Human Resources Coordinator, Auxiliary & Business Services Kenesha Bentley 

  

2005/06:  

Roseann Sieminski, Assistant Controller & Bursar, Corporate Controller Juanita Bowser 

James Smith, Manager of Information Technology, Physical Plant Abbas Badani 

Kelley King, Systems Planning Specialist, Corporate Controller Olga Perez 

Billie Willits, Associate Vice President, Human Resources Minnie Reska 

  

2004/05:  

Deb Blythe, Director of Facility Resources, Physical Plant Emma Tackie 

Jay Sonti, Financial Officer, Corporate Controller Sonali Dalal 

Wes Bumbarger, Financial Officer, Corporate Controller O'Ryan Goring 

Joan Coble, Administrative Assistant, Sr. Vice President for Finance & Business Ok Soo Yoon 

Tyrone Parham, Assistant Director, University Police Kenneth Frederick 

Gail Gwynn, Property Protection Guard, University Police Yong Joo Kim 
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Appendix 9 

FINANCE & BUSINESS ADMINISTRATIVE FELLOWS 

PRE- AND POST-FELLOWSHIP EMPLOYMENT 

YEAR FELLOW 
PRE-FELLOWSHIP 

POSITION 
POST-FELLOWSHIP POSITION 

1986-87 Patricia Farrell Associate Professor of Leisure 

Studies 

1987: Associate Professor of Leisure Studies 

1997: Retired Professor Emerita 

1987-88 Mary M. Dupuis Professor of Education and 

Secondary Education 

1988: Professor in Charge, Reading, Communication and 

Language Education, Department of Curriculum and 

Instruction 

1989: Director of Teacher Education 

1990: Associate Dean for Undergraduate Education 

1992: Acting Director of Academic Affairs, then 

Director of Academic Affairs, Penn State DuBois 

1996: Retired 

1988-89 Roseann K. Sieminski Financial Officer, Smeal 

College of Business 

Administration 

1989: Bursar 

1992: Assistant Controller/Bursar 

1989-90 Lydia P. Abdullah Audit Manager, Office of the 

Corporate Controller 

1990: Senior Budget Planning Specialist, Office of 

Budget and Resource Analysis 

2000: Senior Budget Planning and External Reporting 

Specialist, University Budget Office 

2003: Senior External Reporting Specialist, University 

Budget Office 

2005: Assistant Director for Reporting, University 

Budget Office 

1990-91 Edie C. Hertzog Manager, Systems Engineering 1991: Coordinator, Finance and Business Information 

Systems 

1999: Associate Director, Information Resources, 

University Budget Office 
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1991-92 Silvia Cabrera Director of Administrative 

Services, Alumni Association 

1992: Coordinator of Computer and Donor Services, 

University of Texas at El Paso 

1995: Presidential Management Intern for the National 

Cancer Institute 

1998: Senior Program Analyst, National Cancer 

Institute 

2003: Resource Manager for the Threat and 

Vulnerability Testing and Assessment Portfolio, 

Department of Homeland Security 

1992-93 M. Rachel Miller Manager of Salary Administration 

and Classification Division 

1993: Manager of Commonwealth Educational System 

Human Resources 

1997: Director of Human Resources, Commonwealth 

College 

2005: Director of Human Resources, University 

College 

2006: Chief, Labor and Employee Relations, Internal 

Revenue Service, Chicago/Detroit Branch 

1993-94 Janeen M. Grasser Manager, Financial Management, 

Associate Treasurer’s Office 

1994: Financial Officer for Finance and Business, 

Office of the Corporate Controller 

1995: Financial Officer, Office of the Senior Vice 

President for Finance and Business/Treasurer 

2002: Financial Officer, College of Arts and 

Architecture 

1994-95 Cynthia L. King Director of the Minority Staff 

Development Center, Office of 

Human Resources 

Director of Education, Imani Christian Academy, 

Pittsburgh, Pennsylvania; Deceased 

1995-96 Robin L. Anderson Senior Information Systems 

Consultant, Office of 

Administrative Systems 

1996: Coordinator for Process Improvement, Computer 

and Information Systems 

2004: Director, Customer Communications, 

Information Technology Services 
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1996-97 Gail A. Hurley Director, Residence Life 1997: Special Assistant to the Vice President for Student 

Affairs and Director of Residence Life, Office of the Vice 

President for Student Affairs 

2001: Director of Residence Life and Housing, Special 

Assistant to the Vice President for Student Affairs, Office of 

the Vice President for Student Affairs 

2002: Assistant Vice President for Housing, and Residence 

Life, Office of the Vice President for Student Affairs 

2005: Assistant Vice President for Housing, Food Services and 

Residence Life, Office of Associate Vice President for 

Auxiliary and Business Services 

2006: Associate Vice President for Auxiliary and Business 

Services, Office of the Senior Vice President for Finance and 

Business 

1997-98 Terri L. Parker Financial Officer, Computer 

and Information Systems, 

Student Affairs, Development 

and Alumni Relations 

1998: Manager, Capital and Space Planning, Facilities 

Resources and Planning Department, Office of Physical Plant 

2001: Director, Administrative and Financial Services, Office 

of Physical Plant 

1998-99 Linda C. Strauss Assistant Director, Science and 

Technology Diversity 

Initiatives, Eberly College of 

Science 

1999: Doctoral student, Department of Higher Education 

2000: Director, Penn State LEAP, Office of Undergraduate 

Education 

2001: Institutional Research Associate, Office of 

Undergraduate Education 

2002: Senior Project Associate/Affiliate Assistant Professor of 

Education 

1999-00 Susan J. 

Wiedemer 

Senior Assistant Bursar, Office 

of the Bursar 

2000: Senior Assistant Bursar, Office of the Bursar 

2001: Coordinator, Financial Analysis and Cash Management, 

Corporate Controller’s Office 

2005: Assistant Controller 

2004-05 Rachel E. Smith Financial Officer and Director, 

Budget and Finance, 

Commonwealth College 

2005: Financial Officer and Director, Budget and Finance, 

University College 

2006: Financial Officer and Special Assistant to the Executive 

Vice President and Provost 
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Appendix 10 

Leadership Centre County  
Participants from Finance & Business 

(Sponsoring Unit and Class Year) 
 

 
Cynthia King  Office of Human Resources -- 1993  

Lydia Abdullah* University Budget Office -- 1994  

Rachel Miller Office of Human Resources -- 1994  
Steve Koths Corporate Controller -- 1995  

Roseann Sieminski* Corporate Controller -- 1996  

Phil Melnick* Office of Physical Plant -- 1996  

Deb Meder* Corporate Controller-- 1996  
Terri Parker* Office of Physical Plant -- 1996  

Gail Hurley* Auxiliary & Business Services -- 1996  

Sandy Vactor  Office of Human Resources -- 1996  
Jim Purdum* Auxiliary & Business Services -- 1997  

Mike Gerber Corporate Controller -- 1998  

Sam Glasgow Auxiliary & Business Services -- 1998  

Steve Hayes Office of Human Resources -- 1998  
Fran Levin* Auxiliary & Business Services -- 1998  

Mike Conti Auxiliary & Business Services -- 1999 

Edie Hertzog* University Budget Office -- 1999  
Duane Bullock Auxiliary & Business Services -- 2000  

Jan Grasser Corporate Controller -- 2000 

Judy Moyer Auxiliary & Business Services -- 2000  
Sandra Podgurski University Police -- 2000  

Stephen Shelow* University Police -- 2000  

Joan Coble Finance & Business Central -- 2001  

Carol Eicher* Auxiliary & Business Services -- 2001  
Carolyn Fisher* Auxiliary & Business Services -- 2001  

Al Matyasovsky  Office of Physical Plant -- 2001  

Kim Patishnock*  Corporate Controller -- 2001  

James Burket*  Auxiliary & Business Services -- 2002  

Sue Cromwell* Office of Human Resources -- 2002  

Mi A Kim  Office of Physical Plant -- 2002  
Edna Melendez Auxiliary & Business Services -- 2002  

Pam Fuller  Corporate Controller -- 2002 

Diane Byron  Auxiliary & Business Services – 2003 

Lynn DuBois*  Auxiliary & Business Services – 2003 
Michele Newhard  Auxiliary & Business Services – 2003 

Janine Andrews  Office of Human Resources -- 2004 

Carol Griffin  Office of Human Resources -- 2004 
April Martell  Auxiliary & Business Services -- 2004 

Sue Sampsell  Corporate Controller -- 2004 

Tim Shuey*  Auxiliary & Business Services -- 2004 

Gary Ward Office of Physical Plant -- 2004 
Sue Wiedemer* Corporate Controller -- 2004 

Mary Jane Fisher University Budget Office – 2005 

Dorothy Green Office of Physical Plant -- 2005 
Kenneth Stout* Auxiliary & Business Services -- 2005 

Deb Johnson  Auxiliary & Business Services -- 2006 

Ricardo Veruete  Auxiliary & Business Services -- 2006 
Joann Dornich  Auxiliary & Business Services -- 2007 

Eunice Enciso-Herbert  

 Auxiliary & Business Services – 2007 

Tyrone Parham* University Police -- 2007 
 

 

 

 

Bold indicates person of color. 

 *indicates currently in a leadership position at Penn State.
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Appendix 11 
Community Diversity Group 
 
Organizations receiving training since 2003:  

 

State College Boro Municipal Employees  

Bar Association Members  
Human Resource Association of Centre County  

Human Resource Association of Blair County  

TIPS Group  
CATA  

Penn State Hospitality Services  

Adelphia  
Applied Research Lab  

COHR PSU  

Private Industry Council of Centre County  

PSU Housing and Food Services  
Preferred Staffing Solutions  

Foxdale Village  

PSU Hotel Restaurant & Institutional Management Major  
Corning Asahi  

State College Boro Water Authority  

Centre County Government  
Centre Community Hospital (now Mount Nittany Medical Center)  

Glenn O. Hawbaker  

S&A Homes  

Goodall & Yurchak  
Geisinger Health Plan  

Supelco  

Krauss & Pasternack  
HR Consultants  

Tadpole Crossing  

PSU Multicultural Resource Center  

Christina Fetzer Consulting 
State College Area School District 

Centre County United Way 

 



 
Appendix 12 

URL References for Finance & Business Mid-progress Report 
 

Finance & Business 2005-08 Strategic Plan: 
http://www.fandb.psu.edu/fbstrategicplan.pdf 

Finance & Business Diversity Web site: 
http://www.fandb.psu.edu/fbdiversity/  
 
Finance & Business Newsletter: 
http://www.fandb.psu.edu/news/newsletters/ 
 
Finance & Business Penn State Principles Web site: 
http://www.psu.edu/ur/principles.pdf 

Office of Human Resources’ Hire Power Initiative: 
www.ohr.psu.edu/diversity/downloads/RecruitmentRetention.ppt 

SST Communications, Inc. Web site: 
http://www.sstcommunications.com/ 

Alumni Association’s FastStart Program: 
http://www.alumni.psu.edu/get_involved/mentor/faststart/default.htm 

Health & Human Development’s Women’s Leadership Initiative Program: 
http://www.hhdev.psu.edu/wli/ 
 
Dual Career Program: 
http://www.ohr.psu.edu/Dual_career/Home/Home.htm 

Professional Entry Program: 
http://www.ohr.psu.edu/emplment/Programs.htm#MPEP 

Opportunity Network for Employment Program: 
http://www.ohr.psu.edu/diversity/services/one.cfm 

Senior Vice President for Finance & Business/Treasurer Organizational Chart: 
http://www.fandb.psu.edu/F&B_Org_Chart.pdf  
 
Leadership Centre County: http://www.leadershipcentrecounty.org 
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