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The following report includes details on the efforts ITS has made during the last twelve 
months, as well as recommendations for continuing improvements and changes within the 
ITS workplace. Our progress and recommendations are discussed within the categories 
found in the Framework for Diversity. The report makes many recommendations, which will 
be prioritized in the coming year. This report is an encouraging beginning to an ongoing 
process to create a more inclusive and diverse ITS community.   

Our newly reconstituted Climate and Diversity Advisory Team has been energized by our 
discussions that have led to the recommendations contained within this report. This update 
outlines ITS' commitment to this important effort as we look forward to many positive 
accomplishments in 2007 and beyond.  

 

ITS Continuing Diversity Initiatives 2004-09  

Goal Statements and Recommendations 

 

Challenge 1: Developing a Shared and Inclusive Understanding of 
Diversity  

ITS provides a number of resources to the University community that assist students, 
faculty, and staff in developing their understanding of diversity issues. These resources, 
taken together, provide many growth opportunities for Penn State students, faculty, and 
staff.  

• ITS staff developed the capabilities for the implementation of the Diversity Newswire 
and Faculty/Staff Newswire, both of which are important channels of communication 
for the University community.  

• The Penn State Portal, developed by ITS staff, provides a service that allows 
diversity information, relevant to the University community, to be automatically 
gathered and displayed for review by students, faculty, and staff.  

• ITS provides support to the Office of Human Resource programs listed below. 
These programs provide opportunities for their intended audiences and offer our 
staff opportunities to interact with individuals from varied cultures and 
underrepresented groups.  

• Opportunity Network for Employment Program, which is designed for 
individuals with disabilities.  

• Staff Information Technology Program, which provides summer internships 
for African American students attending information technology schools.  
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• Staff Assistant Training Program, which offers summer internships for young 
African American female students who wish to enter the office professional 
work force.  

• We continue to enhance our training library of Web-based tutorials and make them 
accessible to Penn State students, faculty, and staff for professional and personal 
development. Affirmative action topics include titles such as: Diversity in the Work 
Place, Managing Diversity in the Work Place, What Employees Should Know about 
Diversity, plus others. We will notify the Office of Human Resources when the 
selection of tutorials has been enhanced so OHR can then share this information 
with University Human Resource Representatives and their constituents.  

Challenge 1: Recommendations  

• Identify a minimum of two educational programs per year for ITS staff participation.  

• Develop a suitable assessment instrument to evaluate the effectiveness of the 
educational programs presented.  

• Adopt a suitable methodology for assessing the ITS climate and diversity issues.  

 

Challenge 2: Create a Welcoming Campus Climate  

ITS staff played a large part in the development and the continual maintenance of the 
Report Hate Web site for the Educational Equity Office that is responsible to identify trends 
and address issues as needed.  http://www.equity.psu.edu/reporthate/  

Over the course of the last four years, Gary Augustson, former Vice Provost of Information 
Technology, hosted more than fifty-five climate luncheons for ITS employees. These 
luncheons gave approximately 550 ITS employees an opportunity to attend two to three 
lunches during this time period, and to offer personal insight on the climate within ITS. 
Gary formally stated these exchanges were the single most useful feedback mechanism 
that he had employed within ITS over the many years that he led the organization.  

Challenge 2 Recommendations  

• Actively increase the diversity of ITS staff through more effective recruiting and 
hiring practices by following the guidelines established in the University’s 
Framework to Foster Diversity report.  

• Strive to achieve equal access to education and equal success for all constituent 
groups within ITS as well as encourage staff to explore other opportunities that 
promote intellectual inquiry regarding diverse ideas, peoples, and cultures.  

• Examine new technologies, e.g. blogs, wikis, etc., as a mechanism to facilitate a 
sense of community and communication. 

http://www.equity.psu.edu/reporthate/
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• Create a Web site(s) for new staff to support an easy and welcoming assimilation 
into the ITS culture. The site(s) might also include resources to assist new hires to 
more easily and efficiently develop job skills.  

• Provide opportunities for ITS management and leadership to develop knowledge 
and skills regarding issues of diversity and work climate.  

• Develop concrete action items to address the needs of underrepresented staff. Start 
with focus groups and invite our underrepresented (ethnicity, age, gender) 
employees to join us for discussions and evaluations of ITS diversity efforts.  

• Encourage ITS leaders to support an ongoing effort to elicit staff input in a fashion 
similar to the previous Climate Luncheons. (fifty-five luncheons, 550 attended, cost 
approximately $7700.00, over a period of 3+ years)  

• Offer group lunches with a cultural theme to stimulate discussion and to help 
increase awareness about different cultures. (anticipated cost, $720.00 each group 
lunch)  

• Arrange a periodic refresher of the Sexual Harassment program. (possible 
associated costs, unless provided by Affirmative Action Office)  

• ITS Human Resources should provide an annual repeat of the Sexual Harassment; 
Cultural Competency; and Wisdom of the Ages courses for employees newly hired 
during the previous calendar year. 

• Establish a speaker series covering different ethnic/lifestyle background topics. 
(anticipated cost, $150.00 to $300.00)  

 

Challenge 3: Recruiting and Retaining a Diverse Student Body  

ITS has begun to use student interns from within Penn State and local post-secondary 
schools. The programs include:  

• IST Internship program: the ITS students are paid and receive educational credit. 
Placement depends on educational background and professional interest.  

• South Hills Business School Intern program: the interns are paid for a nine to twelve 
week program.  

• Lincoln Tech (previously Cittone Institute) program: a summer internship program 
which invites students from the Lincoln Tech, located in Philadelphia, to participate 
in a nine to twelve week training program. It is analogous to the Fresh Air program 
for post-secondary aged youth.  

http://www.freshair.org/
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In addition, ITS has been very active, for many years, in the Take Our Daughters to Work 
Day. And has helped to meet the goals of the program, as described in promotional 
materials:  

“When it began, Take Our Daughters to Work Day was a revolutionary way to 
encourage adolescent girls' interest and achievement in math and science. Over the 
years it expanded their understanding of career opportunities and encouraged equal 
opportunities for women in the workplace. The goal in expanding the program to Take 
Our Daughters and Sons to Work Day is to invite boys and girls to examine together 
the issues they will confront in the workplace, to explore their potential, and to realize 
that each other's goals are achievable. We would like participants to leave with ideas 
and impressions that will successfully guide them in the changing workplace culture.” 
Excerpted from http://www.outreach.psu.edu/C&I/Daughterstowork/default.htm  

• Take Our Daughters and Sons to Work Day ITS session description: “Discover how 
ITS@Penn State provides the University community with the latest technology tools 
to support a variety of activities. Explore the possibilities of animation and rendering. 
Find out what podcasts are about. Come see all the latest gadgets and gizmos 
available in the Computer Store at Penn State.”  

Through Project MELD, Multicultural Enhanced Learning for Diversity, ITS plays a 
significant role in helping faculty and staff strengthen how diversity issues are addressed in 
the curriculum. With support from the AT&T Foundation, ITS helped to create a Web site to 
enable faculty to use information technology to leverage resources already created, and 
create new resources to share in a flexible, robust, and scalable way.  

• Project MELD takes advantage of multicultural and international perspectives, 
allowing faculty to integrate this knowledge into their courses, climate, and 
communities. Such integration offers students insight into the larger world and 
prepares them for life and employment in an increasingly complex and diverse work 
environment.  

In addition, the ITS Teaching and Learning Web site provides a quick reference for faculty 
and instructional designers on current research in the development of instructional 
materials. The site also contains helpful information for faculty on working with diverse 
students, including adult learners. See: 
http://tlt.its.psu.edu/suggestions/research/diversity.shtml  

Challenge 3 Recommendations  

• Examine our Lincoln Tech Internship program, work with representatives from 
Lincoln to make sure our internship meets their needs and expectations, and 
encourage more student participation. (Only one student from Lincoln Tech 
participated in our program during 2006.) Input given to the Internship Committee 
suggests that the program could be more effective. The Committee recommends 
that we examine the internship and work with Lincoln to make it a more successful 
program.  

http://www.outreach.psu.edu/C&I/Daughterstowork/default.htm
http://www.computerstore.psu.edu/
http://meld.tlt.psu.edu/about.jsp
http://tlt.its.psu.edu/suggestions/research/diversity.shtml
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Challenge 4: Recruiting and Retaining a Diverse Workforce  

ITS will continue to support our Professional Development Program (PDP). This innovative 
and long-standing program provides three years of continuous training and mentorship for 
recent Penn State graduates from underrepresented groups. Individuals are provided the 
opportunity to work in different ITS units, gaining valuable experience that will aid them to 
broaden their exposure to various IT jobs and the latest technology skills. To date twenty-
one people have participated in this program. Ten have successfully completed the 
program, two of the twenty-one are current participants, and five are current employees of 
Penn State. Four of the five are employed by ITS. This program also benefits ITS staff by 
providing opportunities to mentor and work with individuals from diverse backgrounds.  

ITS has been an active sponsor of an internship program which invites students from 
Lincoln Tech to participate in a nine to twelve week training program. In addition, we invite 
students from the South Hills School of Business and Technology and Penn State’s 
College of Information Sciences and Technology to participate in internships as well. The 
students from the College of Information Sciences and Technology receive degree credit 
for their participation. In all cases, these interns are provided with financial compensation 
and in some cases have been invited to extend their employment with us. We will continue 
this program.  

ITS continues to support the Opportunity Network for Employment (ONE) program that 
serves individuals with disabilities who are seeking employment at Penn State. We 
currently have three staff members that came to ITS via this program.  

ITS supports the Office of Human Resources, Staff Assistant Training program by 
providing computer labs at no charge for the training provided to the participants of this 
program. The program started at Penn State in 1992. In the fourteen years of existence, 
sixty-nine candidates have participated and twenty-three were offered employment - 
nineteen accepted. There are five previous participants still working at Penn State.  

Challenge 4 Recommendations  

We recommend a number of changes to our search and selection process for various 
open positions within ITS.  

Short term goals: 

• Prepare a statement or charge to be provided to every search committee to include 
an ITS diversity statement (beyond the Affirmative Action statement required for all 
job announcements), including a definition of diversity, and our commitment to 
diversity, which will be incorporated into each job announcement.  

• All job announcements will be sent to appropriate publications, listservs, and Web 
links that focus on diverse and under-represented populations. A list of these 
sanctioned sites, which are compiled and maintained by the ITS Human Resources 
Office and will be listed on the ITS Intranet.  
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• ITS will offer training sessions for management and staff who are responsible for the 
hiring process. This training will include, but not be limited to, specifics on how to 
attract a diverse applicant pool, identifying job requirements, preparation of a 
candidate rating or scoring system. The “Hire Power” material developed by the 
Office of Human Resources will be the training tool of choice.  

• All job applicants selected for an interview will be required to address their 
commitment to diversity and give examples of that commitment.  

• ITS should organize separate “search” committees to identify the short list of 
candidates and “interview” teams for any senior and "second level" management 
positions. This will offer the opportunity for broader feedback within ITS.  

• ITS will identify specific criteria to be used by a search committee for rating job 
candidates' qualifications when screening for the “short list of candidates,” the step 
prior to the interview process. This could be modified from what was used for the 
recent CIO search process and the Digital Library Technology Senior Director 
position.  

• ITS should sponsor staff focus groups to include under-represented (ethnicity, age, 
gender) employees and the Climate and Diversity Advisory Team members to 
discuss and evaluate our hiring processes. Topics should include: their experiences 
when going through the review and interview process. What could ITS have done 
differently to make their experience more positive? What did we do right? How 
welcoming was their initial entry to the unit? How comfortable do they feel now?  

 

Long-range goals: The Climate and Diversity Advisory Team will work with the senior 
management within ITS to re-define a hiring process where: 

• Each search committee for senior and "second level" management positions will 
have to have a diverse representation that includes appropriate supervisors and 
staff members. The ITS Climate and Diversity Advisory Team will work to ensure 
that all search committees within ITS will follow the same procedures.  

• If the candidate pool for senior and "second level" management positions is not 
diverse, the CIO may re-initiate the search.   

 

Challenge 5: Developing a Curriculum that Fosters Intercultural and 
International Competencies.  

As an academic support unit, ITS provides access to the information technology that is 
used by colleges and schools to develop their curricula.  
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Challenge 5 Recommendations 

The Team does not have any additional information to add to this challenge at this time.  

 

Challenge 6: Diversifying University Leadership and Management  

In 2004, the IT Leaders Program was begun as an experiment to identify a national 
professional development activity that would help to create the future IT leaders at Penn 
State. The first six participants from ITS resoundingly praised the program and lobbied to 
offer the opportunity to others within the organization. However, they indicated that training 
five to six people every nine months would mean that it would take years for improved 
leadership to be seen in ITS. As a result, ITS helped to initiate a local IT Leaders Program 
as a way to include an additional twenty-five individuals in the learning opportunity, many 
of which come from departmental IT staff outside of ITS.  

This unique program, taught by a partnership including the former CIO from 
Massachusetts Institute of Technology, and a management training professional, blends 
standard management development with an IT emphasis. Topics range from strategic 
thinking, to leadership practices, to leading change and delivering results. A significant 
amount of attention is also placed on personal introspection and individual coaching.  

ITS employees are selected for the program based on demonstrated or potential 
leadership capabilities. Not all participants are currently in a supervisory or management 
position.  

To date, seventy-five Penn State employees have completed the course, and both national 
and local sessions are scheduled through mid-2007. ITS staff has repeatedly commented 
that there has been a positive change in the work environment directly attributable to the IT 
Leaders Program. ITS managers and supervisors have improved their management and 
communication skills. 



 

IT Leaders Summary Data: 2004-2006
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The graph indicates that ITS has had 62 participants in the program, of which 69% are 
males and 31% are females. This compares favorably to the overall ITS gender statistics: 
males comprise 61% and females 39% of total employees. Within the IT manager 
category, ITS has 73% males and 27% females.  

Challenge 6 Recommendations 

No recommendations at this time.  

 

Challenge 7: Coordinating Organizational Change to Support Our 
Diversity Goals  

In 2000 ITS formed its original Diversity Committee which included a representative cross-
section of the ITS staff in terms of gender, ethnic background, and sexual orientation. The 
Committee’s original role was to ascertain the staff's attitudes regarding issues of diversity 
and to identify channels of communication for sharing ideas within ITS. The Committee 
was also charged to develop strategies to improve the ITS work climate and then assess 
their effectiveness.  
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The first Committee surveyed the entire ITS staff using the climate survey questionnaire 
developed by the Office of the Vice Provost for Educational Equity. After a review of the 
climate survey by the Diversity Committee, the following items were recommended as 
strategies to improve the current climate.  

• Hold monthly luncheon meetings hosted by the Vice Provost to discuss climate and 
diversity issues.  

• Implement a training survey to ascertain what types of training ITS employees need 
for career advancement.  

• Provide managers and those at the next level below management with the 
opportunity to develop/learn management techniques to ensure fairness, equity, and 
improved communication within ITS.  

In 2006, ITS reconstituted, and ultimately revitalized, the Diversity Committee. Members of 
the newly formed Team includes a cross-section of all ITS units:  

ITS Climate and Diversity Advisory Team 2006  

Robin Anderson, Sr. Leaders Shane Markey, DLT 

Eric Barthmaier, TNS Mary Ramsey, TLT 

David Beyerle, ASET Bonnie Smith, HR 

Dawn Cox, Financial Services Susan Taylor, Chair, CSS 

Deb Ingram, MAC Charlotte Wilusz, AIS 

Rod Khayat, CSS  

 

Shortly after the ITS Diversity Committee reformed, group members realized that diversity 
and work-climate issues were inextricably intertwined, and the goals of the Diversity 
Committee needed to include issues relating to the overall climate within ITS in addition to 
specific diversity concerns. Consequently, ITS changed the name of the Committee to the 
Climate and Diversity Advisory Team to reflect the broader goals.  

One of the Team’s first efforts was to create a baseline of each ITS unit’s diversity/climate 
efforts. Every member of the senior leadership team was interviewed by a Climate and 
Diversity Advisory Team member and a list was compiled of all of the diversity/climate 
activities that are happening in ITS. This list was then sent on to all of the second level 
managers for their additional input. Unfortunately, a small number of second level 
managers responded. These responses were then added to the original data from the 
senior leadership team, which will be used by the Climate and Diversity Advisory Team in 
a variety of ways:  
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• For information sharing among all ITS units.  

• As a baseline for future comparisons to ascertain growth.  

• As a general map for identifying areas of strengths and weaknesses.  

The Climate and Diversity Advisory took advantage of the last ITS All Staff to conduct a 
short survey of ITS employees’ opinion of the HRDC diversity classes that were offered 
during the previous eighteen months. We were very encouraged by the number of staff 
who responded (236 completed surveys) and by the high percentage of positive and 
constructive comments.  

The Climate and Diversity Advisory is investigating an ITS-specific climate and diversity 
assessment tool, how it should be administered, and what group should do the analysis. 
Using a third party to administer the survey should help us achieve a higher response rate, 
motivate staff-to provide honest responses, and ensure that responses cannot be tied to a 
specific individual.  

The Climate and Diversity Advisory is considering submitting a proposal for funding to the 
Equal Opportunity Planning Committee (EOPC) for diversity initiatives in ITS. One of our 
committee members attended the Fall 2006 EOPC Proposal Writing Workshop to gather 
more information on this process.  

During 2005-2006, ITS organized and strongly encouraged ITS staff to attend three 
courses related to climate and diversity:  

• Sexual Harassment – 453 attendees  

• Wisdom of the ages – 311 attendees  

• Cultural Competency – 330 attendees  

Climate and Diversity Advisory members also are developing a list of programs, classes, 
and activities that will be useful in directing ITS staff to events that can be attended in lieu 
of future diversity/climate classes that staff will be asked to attend. This list will contain 
University programs as well as activities not associated with Penn State. Examples 
include: The Tunnel of Oppression, a multimedia program that is part of the Martin Luther 
King Commemoration Week, other Martin Luther King Week workshops and events 
including the "Day of Service" volunteer activity, and ITS Faculty/Staff Forum luncheons.  

In addition, Susan Taylor, ITS Business Manager and Chair of the Climate and Diversity 
Advisory from ITS, and Susan Lucas, Assistant Dean for Equity and Diversity in the 
College of Information Sciences and Technology (IST), are currently working on a plan to 
create a University-wide Diversity Network that will allow all Diversity Chairs and 
Coordinators an opportunity to network and collaborate on new and existing initiatives. ITS 
will create and maintain a listserv and possibly a wiki to enhance communications for the 
University group. A spring meeting is being planned to kick off this network.  
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Challenge 7 Recommendations  

• ITS should continue climate luncheons since they have been so successful. These 
luncheons have stimulated discussion on many topics important to our staff. 
Discussion topics have included suggestions for improving communications 
between units and with our customers, job shadowing, new employee orientation 
programs, constituency group sessions for individuals with like interests and 
responsibilities, opportunities for professional development and personal growth, 
etc.  

• ITS should encourage all interested staff to participate on the Climate and Diversity 
Advisory Team to:  

• Ensure a structure that supports strong Climate and Diversity Advisory Team 
leadership.  

• Encourage diverse participation and representation of all groups.  

• Provide for continuity as old members leave and new members join.  

• ITS will develop recommendations for a revised Climate and Diversity Advisory 
Team structure that would involve term lengths for members to help encourage 
fresh faces and ideas.  

• ITS will follow through on efforts the Climate and Diversity Advisory Team has 
already begun, including:  

• Create an ITS-specific climate and diversity assessment tool.  

• Apply for an EOPC funding grant for 2007/2008.  

• Continue work with IST on a University-wide Diversity Network.  

ITS has outlined a significant number of recommendations. Many of them involve 
improving programs or efforts that are already in existence. Some of them require funding. 
The Climate and Diversity Advisory Team benchmarked with some of the best-in-class 
organizations at Penn State and found they all had specified budget allocations for their 
diversity efforts. Dedicated funding puts ‘bite’ into the message that diversity and improved 
climate are important. ITS leadership will work with our Climate and Diversity Advisory 
Team to outline a strategy for identifying which recommendations can be implemented in 
2007. 

ITS leadership and the Climate and Diversity Advisory Team will work together with the 
toward a common goal and will be “change agents” in our effort toward a more productive, 
cohesive, and diverse working environment.   
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SUMMARY OF RECOMMENDATIONS 

• Identify a minimum of two educational programs per year for ITS staff participation.  

• Develop a suitable assessment instrument to evaluate the effectiveness of the 
educational programs presented.  

• Adopt a suitable methodology for assessing the ITS climate and diversity issues.  

• Actively increase the diversity of ITS staff through more effective recruiting and 
hiring practices by following the guidelines established in the University’s 
Framework to Foster Diversity report.  

• Strive to achieve equal access to education and equal success for all constituent 
groups within ITS as well as encourage staff to explore other opportunities that 
promote intellectual inquiry regarding diverse ideas, peoples, and cultures.  

• Examine new technologies, e.g. blogs, wikis, etc., as a mechanism to facilitate a 
sense of community and communication. 

• Create a Web site(s) for new staff to support an easy and welcoming assimilation 
into the ITS culture. The site(s) might also include resources to assist new hires to 
more easily and efficiently develop job skills.  

• Provide opportunities for ITS management and leadership to develop knowledge 
and skills regarding issues of diversity and work climate.  

• Develop concrete action items to address the needs of underrepresented staff. Start 
with focus groups and invite our underrepresented (ethnicity, age, gender) 
employees to join us for discussions and evaluations of ITS diversity efforts.  

• Encourage ITS leaders to support an ongoing effort to elicit staff input in a fashion 
similar to the previous Climate Luncheons. (fifty-five luncheons, 550 attended, cost 
approximately $7700.00, over a period of 3+ years)  

• Offer group lunches with a cultural theme to stimulate discussion and to help 
increase awareness about different cultures. (anticipated cost, $720.00 each group 
lunch)  

• Arrange a periodic refresher of the Sexual Harassment program. (possible 
associated costs, unless provided by Affirmative Action Office)  

• ITS Human Resources should provide an annual repeat of the Sexual Harassment; 
Cultural Competency; and Wisdom of the Ages courses for employees newly hired 
during the previous calendar year. 

• Establish a speaker series covering different ethnic/lifestyle background topics. 
(anticipated cost, $150.00 to $300.00)  



 

13 

• Examine our Lincoln Tech Internship program, work with representatives from 
Lincoln to make sure our internship meets their needs and expectations, and 
encourage more student participation. (Only one student from Lincoln Tech 
participated in our program during 2006.) Input given to the Internship Committee 
suggests that the program could be more effective. The Committee recommends 
that we examine the internship and work with Lincoln to make it a more successful 
program.  

• Prepare a statement or charge to be provided to every search committee to include 
an ITS diversity statement (beyond the Affirmative Action statement required for all 
job announcements), including a definition of diversity, and our commitment to 
diversity, which will be incorporated into each job announcement.  

• All job announcements will be sent to appropriate publications, listservs, and Web 
links that focus on diverse and under-represented populations. A list of these 
sanctioned sites, which are compiled and maintained by the ITS Human Resources 
Office and will be listed on the ITS Intranet.  

• ITS will offer training sessions for management and staff who are responsible for the 
hiring process. This training will include, but not be limited to, specifics on how to 
attract a diverse applicant pool, identifying job requirements, preparation of a 
candidate rating or scoring system. The “Hire Power” material developed by the 
Office of Human Resources will be the training tool of choice.  

• All job applicants selected for an interview will be required to address their 
commitment to diversity and give examples of that commitment.  

• ITS should organize separate “search” committees to identify the short list of 
candidates and “interview” teams for any senior and "second level" management 
positions. This will offer the opportunity for broader feedback within ITS.  

• ITS will identify specific criteria to be used by a search committee for rating job 
candidates' qualifications when screening for the “short list of candidates,” the step 
prior to the interview process. This could be modified from what was used for the 
recent CIO search process and the Digital Library Technology Senior Director 
position.  

• ITS should sponsor staff focus groups to include under-represented (ethnicity, age, 
gender) employees and the Climate and Diversity Advisory Team members to 
discuss and evaluate our hiring processes. Topics should include: their experiences 
when going through the review and interview process. What could ITS have done 
differently to make their experience more positive? What did we do right? How 
welcoming was their initial entry to the unit? How comfortable do they feel now?  

 

• Each search committee for senior and "second level" management positions will 
have to have a diverse representation that includes appropriate supervisors and 
staff members. The ITS Climate and Diversity Advisory Team will work to ensure 
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that all search committees within ITS will follow the same procedures.  

• If the candidate pool for senior and "second level" management positions is not 
diverse, the CIO may re-initiate the search.   

• ITS should encourage all interested staff to participate on the Climate and Diversity 
Advisory Team to:  

• Ensure a structure that supports strong Climate and Diversity Advisory Team 
leadership.  

• Encourage diverse participation and representation of all groups.  

• Provide for continuity as old members leave and new members join.  

• ITS will develop recommendations for a revised Climate and Diversity Advisory 
Team structure that would involve term lengths for members to help encourage 
fresh faces and ideas.  

• ITS will follow through on efforts the Climate and Diversity Advisory Team has 
already begun, including:  

• Create an ITS-specific climate and diversity assessment tool.  

• Apply for an EOPC funding grant for 2007/2008.  

• Continue work with IST on a University-wide Diversity Network.  

 

 
 


