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Penn State Berks is halfway through the process of implementing its third Diversity Strategic Plan. 
The 2004-09 Framework for the Penn State Berks initially involved all units of the College 
(Lehigh Valley and Berks campuses) working together to establish goals and objectives and then 
initiating the actions to address each of the goals and objectives.  This update reflects the efforts 
after the restructuring of the University in July 2005, when the Berks and Lehigh Valley campuses 
were separated.  Lehigh Valley was subsumed under the University College and Berks continued 
as a stand alone Commonwealth College.  In addition, the College Diversity Committee refined its 
Action Plan and list of Indicators for Success in fall 2006 (see Appendices A and B, respectively). 

During the past two and one-half years of this framework, the Chancellor provided leadership in 
directing the efforts with input from the College community through the administration and the 
College Diversity Committee.  

The College continues its efforts to address the Challenges in the University’s Framework for 
Diversity.  Section A of this document contains the Midpoint Report, an update of the College’s 
diversity plan. Section B contains Penn State Berks’ Progress Report, the College’s responses to 
the Assessment Challenge Questions.  Information in Appendices A to F was used to help inform 
progress on the Framework and understand better how the College is addressing the Challenges.  
The following is a brief overview of the outcomes. 

Campus Climate and Intergroup Relations 
As an inclusive group, the well-established College Diversity Committee strives to promote Penn 
State Berks’ current Framework for Diversity.  The Multicultural International Counselor (MIC) 
now leads the College Diversity Committee (CDC) and is being viewed as taking the leadership 
role on campus for addressing diversity issues and needs outside of the classroom.  Representatives 
from the three newly formed academic divisions’ Subcommittees on Diversity now participate in 
the CDC, enhancing communication efforts.  The MIC works with the Chancellor to provide 
Diversity Forums (Town Meetings).  Several diversity forums during the past 18 months provided 
opportunities for students to discuss issues.  These meetings lead to enhancing the welcoming 
climate that the College strives to promote. 

The College learned quite a bit from its last Climate Survey in 2001 and the Faculty Staff Survey 
in 2004.  These tools helped to clarify the need for enhanced understanding of specific issues for 
underrepresented students and staff or faculty.  As a result of the Climate Survey and anecdotal 
reports from the HASS division, the Planning, Research and Assessment office established a 
qualitative assessment process for exploring underrepresented student experiences.  One major 
recommendation implemented from the Diversity Focus Group study (see Appendix D) was that 
faculty are encouraged to form groups so underrepresented students do not feel excluded.  Finally, 
the recently implemented Beginning College Survey on Student Engagement, National Survey on 
Student Engagement, and Faculty Survey on Student Engagement will help the College to 
understand students’ participation in conversations and activities with others with different points 
of view and backgrounds, as well as the level of multicultural education occurring in the 
classroom. 

Partnering activities persist with University of Turabo and the PEPP program with the Reading 
School District.  With the addition of the Elementary Education degree program, additional 
opportunities to work with the Reading School District arose, including assisting the school district 
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understand the use of technology in the classroom. This information will be used to enhance grant 
opportunities for the school district.   

Representation (Access and Success)  
The College has been making steady progress towards meeting its original representation goals, as 
highlighted on pages 8 and 9 of Section A of this report. Overall, the results have been positive. 
 
The College student population is experiencing increased enrollment of students from diverse 
backgrounds.  Female and multicultural student enrollments continue to rise. A higher percentage of 
multicultural students are applying to Penn State Berks and converting their offers to paid-accept 
status. A similar trend is occurring for female students; previously representing only 39% of the total 
student population (see Tables 1 to 8, 17 to 22 in Appendix C). 
 
Other progress includes the recent publication of the College’s Retention Plan (see Appendix F).  The 
Retention Plan, developed by the Retention Council in spring 2006, outlines specific actions the 
College has taken, and plans to take, to enhance student retention and persistence.  The plan identifies 
initiatives that have been ongoing for a few years and provides recommendations for areas that need 
to be enhanced.  For example, the Intervention Committee has been reviewing processes that target 
at-risk students for improvement.  In addition, the Registrar’s office now sends notices to first-year 
students in questionable standing within their courses after the first seven weeks of the semester, as 
well as during the traditional mid-semester review. 
 
One recent attempt to address an area that still needs development includes enhancement of programs 
for commuter students.  Programming efforts that provide support for commuter students have been 
increased since fall 2005 with consistent attendance by a select group of adult learners.  A Commuter 
Student Association (CSA) was recently established this past fall.  The CSA is working with the 
Planning, Research and Assessment office at Berks to understand commuter student needs. 
 
The addition of a multicultural admissions counselor position has arisen as a challenge for the 
execution of this plan. The counselor position was approved via the Administrative Council; 
however, the position has not yet been funded due to recent budget changes. 
 
Additional areas that need to be improved include attracting non-traditional students or adult learners.  
The percentage of non-traditional and adult students has declined slightly at the campus.  As a result, 
the Continuing Education and Outreach office is working with the College admissions staff to offer 
information nights for adult learners.  Attendance at the summer 2006 information night increased 
over prior events.  Continuing Education is also investigating the coordination of services specifically 
targeted at the adult student population. 
  
Scholarship funding for underrepresented students continues to be limited at the Berks campus.  The 
Development Officer is open to work with College faculty and staff to identify and prioritize funding 
initiatives that benefit underrepresented groups within the limits of the law. 
 
While the percentage of employees from underrepresented populations has increased slightly, the 
hiring of underrepresented staff and technical services positions occurs primarily within the lower 
pay grade positions.  A female holds the executive leadership position at the College and the newly 
hired Associate Dean (Chief Academic Officer) is from an underrepresented population (not reflected 
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in the 2005 data).  The three staff positions in grade 26 or more continue to be white males (see 
Appendix C, Tables 10 and 12).  The overall ratio of multicultural to white executives, academic 
administrators, staff and technical services employees is slightly lower than that found in the 
surrounding Berks county service area.  Very little turnover occurs in the leadership roles but when 
the opportunities arise, every effort is taken to announcing the opportunities to all groups. 
 
When considering faculty positions, fewer female faculty members hold full professor or assistant 
professor standing.  Full professor ratios may increase for female faculty as several female associate 
professors are due to be considered for full professor rank during the next one or two years (see 
Appendix C, Tables 13 and 14).  The larger percentage of males in the assistant professor rank may 
stem from long-term faculty that were given tenure status but not promoted before the Berks campus 
became designated as a college. 

Education and Scholarship 
Enrollment trends indicate that more female students in recent cohorts that start at the Berks campus 
are being retained after 2 years and are graduating from Penn State when compared to past cohorts.  
A small difference exists between male and female attrition rates after one year (13.8% for females in 
FA03, 16.9% for males in FA03).  A 5.6% drop occurred in graduation rates for multicultural 
students between the academic year 2004-05 graduates and the academic year 2005-06 graduates (see 
Appendix C, Table 6).  White students typically have a higher retention rate from Year 1 to Year 2 
(75.8% FA04 multicultural student cohort compared to 84.6% FA04 white student cohort), with the 
exception of the FA03 cohort (see Appendix C, Table 4). 
 
In the Science Division, faculty report that the use of group work based in active and collaborative 
learning pedagogy appears to have a positive impact on student interaction with members of diverse 
backgrounds from one semester to the next.  Other divisions may consider adopting group work to 
foster a sense of community.  As mentioned earlier, faculty members that do use group work in the 
classroom have been encouraged to form groups instead of allowing students to select their own 
groups. The formation of groups by the instructor prevents underrepresented students from feeling 
isolated. 
 
Faculty members are incorporating more International opportunities for students both inside and 
outside of the classroom.  Students, faculty, and staff from Penn State Berks participated in study 
abroad opportunities to Peru, Africa, the Sudan, and Thailand in the past three years. 
 
While more International opportunities are being offered, outcomes resulting from the incorporation 
of Intercultural and International competencies within the general education curriculum need to be 
explored further.  This challenge persists in all three divisions, especially within Engineering, 
Business and Computing (EBC) and Science. It is unclear how these initiatives are being addressed in 
the classroom.  The 2001 Climate Survey indicated that students (seniors), in particular, were 
uncertain as to how they completed their diversity requirement. The College plans to conduct a 
curriculum map of general education courses to understand how multicultural education is included 
within the classroom.  The College’s Framework for Diversity calls for faculty development activities 
to help faculty integrate multicultural education opportunities into the curriculum using sound 
pedagogical techniques.  The common reading program has been one attempt to integrate diversity 
throughout the first year experience and linked to the first year seminar. The newly instituted 
common reading program selected “Understanding Diversity” as its theme for 2006-07, and is 
selecting “Civility, Integrity, and Ethics” as its theme for the 2007-08 academic year.   
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Institutional Viability and Vitality  
Several programs contribute to the viability and vitality of diversity initiatives within the College.  
Programming events, such as Unity Day and Diversity Forums (Town Meetings), have become 
ingrained in our institutional culture and send a message of tolerance and inclusion to the campus 
community.  The College leadership exemplifies support for diversity initiatives through role 
modeling and financial support.  The Chancellor moderates Diversity Forums (Town Meetings) and 
participates in the College Diversity Committee.   
 
Faculty search committee chairs receive diversity training and all College search committees are 
visited by the Human Resources representative to learn how to understand a candidate’s commitment 
to diversity.  Advertisements for openings at the College are posted in minority publications 
throughout the service area.  
 
The College redesigned its action plan (Appendix A) for this cycle of the Framework for Diversity to 
reflect the recent reorganization within the University.  During this midpoint evaluation and the 
redesign of the Framework’s action plan, it became apparent that while diversity initiatives within the 
strategic plan are funded systematically, initiatives within the Framework for Diversity are funded at 
the Chancellor’s discretion and by each administrative unit within the College. While the Chancellor 
is very supportive of requests pertaining to diversity, funding for the Framework for Diversity 
initiatives needs to be tied to the funding process that occurs annually and is justified by the College’s 
current strategic planning initiatives.  A summary of expenditures that could be identified during the 
last two academic years is included in Appendix E. 
 

College Diversity Vision Statement and Operational Definition of 
Diversity 
Penn State Berks vision statement on diversity and operation definition of diversity have been 
maintained and supported throughout the recent reorganization. To promote the College’s operational 
definition of diversity, the College Diversity Committee was printed on business cards and 
distributed to faculty, staff and students during the 2004-05 academic year.  The following definition, 
based upon the Penn State non-discrimination statement, was made available to the College 
community:  

 Adult/Returning students  
 Age  
 Citizenship  
 Composition of College faculty and 

staff  
 English as a second language  
 Family structures (single parent, 

adoptive parent) 
 Gender  
 Handicapped or disabled 
 International students  

 Learning impairment  
 Physically challenged 
 Race or Ethnicity 
 Religious practices    
 Sensory impairment  
 Socio-economic background  
 Sexual orientation  
 Urban vs. Rural vs. Suburban 

(geographic location) 
 Veterans  
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Penn State Policy AD42 Statement on Nondiscrimination and Harassment  
The Pennsylvania State University is committed to the policy that all persons shall have equal access 
to programs, facilities, admission and employment without regard to personal characteristics not 
related to ability, performance, or qualifications as determined by University policy or by state or 
federal authorities.  It is the policy of the University to maintain an academic and work environment 
free of discrimination, including harassment. The Pennsylvania State University prohibits 
discrimination and harassment against any person because of age, ancestry, color, disability or 
handicap, national origin, race, religious creed, sex, sexual orientation or veteran status. 
Discrimination or harassment against faculty, staff or students will not be tolerated at The 
Pennsylvania State University.  

Penn State Berks strives to:  
 Recognize individual differences and contributions of every member of the College 

community. 
 Commit ourselves to establishing a just community where the dignity of the College 

community members is affirmed and valued. 
 Commit ourselves to enhancing the diversity of the College.  
 Commit ourselves to valuing and serving a diverse population in our communities, the 

nation and the world. 

Progress on the 2004-09 Goals/Objectives  
For the 2004-09 Diversity Plan, Penn State Berks focused its initiatives in four key areas of the 
strategic plan:  
 

A. Campus Climate and Inter-group Relations 
B. Representation (Access and Success)  
C. Education and Scholarship  
D. Institutional Viability and Vitality 

 
The College identified a number of goals and objectives for this Framework cycle. The following is a 
summary of the progress on the original goals.  To address the goals after the restructuring, the 
College Diversity Committee at Penn State Berks formulated an action plan.  An update to the action 
plan is included in Appendix A with the major accomplishments and recommendations listed below. 
Progress on the “Feedback on the Diversity Strategic Plan” from the University Park team has been 
incorporated into this section of the report as well.  
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A. Campus Climate and Intergroup Relations  

Progress: 
(1) The College continues to support a strong relationship with PEPP in the Reading School 

District. 
(2) The College continues to support offering of scholarships to organizations like the Hispanic 

Center in partnership with the Higher Education Council of Berks County, a consortium 
comprising the five higher education institutions in the service area. 

(3) Through Project Lead the Way, a continuing education and outreach initiative into local high 
schools, high school students are becoming more aware of (Science, Technology, Engineering 
and Math (STEM) programs offered at Penn State Berks. 

(4) The Multicultural International Counselor applied for a position upgrade.  The position has 
assumed responsibility for the College Diversity Committee under the direction of her 
supervisor and the Chancellor. 

(5) Each Division within the College developed its own diversity subcommittee.  Representatives 
from the subcommittees are members of the College Diversity Committee. Due to the 2005 
restructuring, the Lehigh Valley campus is no longer connected to Penn State Berks.  Please 
refer to the Lehigh Valley progress report for the creation of a Diversity Committee at that 
campus.   

(6) The College discussed the 2002 Climate Survey Report and the 2004 Faculty Staff Survey. 
These documents were used to develop forum topics.  The results from the 2002 Climate 
Survey as well as anecdotal reports from students to administrators led to the development of 
Diversity Focus Groups.  Diversity Focus Groups provide a qualitative, systematic, and safe 
means to explore underrepresented student experiences in the classroom.  The first Diversity 
Focus Groups were held in spring 2004, and will be revisited in spring 2007 and fall 2008 
pending available resources.  The first Diversity Focus Group Report is available in Appendix 
D.  The report was reviewed by the Administrative Council, the College Diversity Committee, 
and each Division’s respective diversity subcommittees.  Each subcommittee made 
recommendations to address the issues presented by the report.  These recommendations were 
discussed by the Faculty Senate and the College Diversity Committee and are attached.   

(7) All Penn State Berks’ search committees include a question related to diversity.  The Human 
Resource representative visits each search committee during its first meeting and helps the 
committee to understand EEO/Affirmative Action guidelines, as well as appropriate interview 
techniques and questions to understand a candidate’s commitment to diversity.  

(8) Humanities, Arts and Social Sciences (HASS) division faculty members continue to invite 
underrepresented students to informal meals to discuss issues.  Other divisions are seeking 
similar or alternative means to help connect with students. A committee of faculty and staff, 
including the Multicultural International Counselor, is developing a college credit mentor 
class to include a focus on developing mentors to assist minority students beginning the fall 
2007. There will also be a group of faculty and staff who will mentor minority students as 
well. 

(9) While the Penn State Principles have always been shared with new students during 
orientation, an enhanced effort was made in fall 2006 to help students connect to the Penn 
State principles through the common reading program.  The theme for the 2006-07 common 
reading program, “Understanding Diversity,” led to the use of the textbook selection, The Kite 
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Runner, during orientation to explore and gain a better understanding of the Penn State 
Principles. 

(10) A Diversity webpage has been created at 
http://www.bk.psu.edu/Academics/InternationalPrograms/27419.htm?cn711 and includes a 
statement on Diversity. 

(11) Diversity Forums (Town Meetings) continue to be offered each semester.  Since the adoption 
of this cycle’s plan, five diversity forums were held with an average of approximately 50 
students, faculty, and staff in attendance at each meeting.  The following is a list of the 
forums, approximate attendance, and subject addressed: 

 3/14/2004 – Topic Related to Tolerance, Attendance Unknown 
 2/7/2005 – Sticks & Stones; Words Do Hurt - Approximately 75 attendees 
 9/28/2005 – Gay, Fine By Me – panel discussion – Approximately 100 
 3/20/2006 – Violence Is Not The Answer – panel discussion – Approximately 50 
 11/3/2006 – Collaidoscope – The Diversity Game – Approximately 40 

Recommendation(s): 
(1) The College Diversity Committee needs to continue to elaborate on its partnerships with 

external organizations in the community.   
(2) The College plans to continue to offer Diversity Forums. 
(3) The College needs to continue to work to enhance its inclusion of a “Diversity Statement” on 

course syllabi and communicate consistent definitions of diversity within Intercultural and 
International Competence courses. 

(4) Strategic Indicators for diversity initiatives have been developed and are located in Appendix 
B. The indicators need to be realistically refined given what can be accomplished with the 
resources available, including access to information.  The indicators will be used to help 
frame the next cycle of the College’s Framework for Diversity. Identified indicators have also 
been linked to Challenge Assessment Questions. 

 

Original Goals 
 Develop internal and external partnerships with other colleges, businesses, and community 

agencies to improve our diversity initiatives. 
 Design and implement a comprehensive system of responsibility and accountability for increasing 

diversity and improving the campus climate.  
 Design ways to find resources to enable campus administrative units to adequately fund diversity 

initiatives.  
 Enhance the Multicultural International Counselor position to be viewed as the College leadership 

position on diversity issues and needs. 
 Assist in creating a regular process by which students, faculty, and staff are engaged in 

discussions related to diversity and the College such as a Diversity Forum Series. 
 Define how we monitor and measure success of diversity initiatives within the Student Affairs 

Division. 
 Enhance the number of underrepresented staff working within the College. 
 Disseminate and encourage discussion of the College Diversity Committee’s Report on the 2002 

Diversity Climate Survey, which has already been shared with key constituencies: the Chancellor 
and her Administrative Council, the Student Government Associations on both campuses, and the 
College Senate.  
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 Develop a plan for responding to the 2002 Diversity Climate Survey, which indicated that 
understandings of diversity vary widely among students.   

 The College’s Diversity Committee will develop a “Diversity Statement” that faculty will be 
encouraged to include in their syllabi.  

 Ensure that consistent definitions of diversity are communicated to students in the courses 
designated "Intercultural and International Competence."  

 Each academic division will be charged with developing a Subcommittee on Diversity, modeled 
on the one established in the Division of Humanities, Arts, and Social Sciences (HASS).  

 Each academic division will be charged with establishing a diversity link on its home page.  
 Faculty search committees will be encouraged to include diversity as a criterion in search 

processes.  
 Funding will be sought to endow an annual student writing competition on diversity and 

multiculturalism.  
 Following a model established by HASS, each academic division will be urged to determine 

whether minority students feel welcomed in their classes, and to develop an action plan in 
response to those findings.  

 Encourage and support faculty sponsorship of academic conferences focusing on diversity.  
 

B.  Representation (Access and Success)  

Progress: 
(1) The Retention Plan identifies specific target groups that are the focus of retention strategies.  

Retention research is currently being assembled and reviewed to understand the specific 
retention goals. 

(2) As seen in Appendix C, Tables 1 to 8 and Tables 17 to 22, the percentage of underrepresented 
students continues to increase at Penn State Berks.  Female students continue to be 
underrepresented in the EBC division (see Appendix C, Tables 23). A small decline exists in 
multicultural student representation as a percentage of the division student headcount in all 
three divisions (see Appendix C, Tables 23 to 25). 

(3) Interest in a variety of new student organizations that support underrepresented groups have 
been explored by the Multicultural International Counselor.  The following are student clubs 
that support underrepresented groups: 

a. Adult Learners Society (20 members) 
b. Asian Student Organization (25 members) 
c. Step Team (24 members) 
d. Berks Rainbow Alliance (30 members) 
e. Dimensions Multiethnic Society (25 members) 
f. Spiritual Praise Choir (8 members) 
g. Muslim Student Association (no interested students willing to take leadership role) 
h. Society of African American Brotherhood (no interested students willing to take 

leadership role) 
i. Latino Club (no interested students willing to take leadership role) 

(4) The Multicultural International Counselor had a meeting just for multicultural students in 
October 2006 which the students enjoyed and requested to have more meetings. Additional 
meetings will be offered in spring 2007. 

(5) MACA contacts have been incorporated into the Penn State Berks database. 
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(6) Training for students who want to mentor minorities starting fall 2007 is in progress. There 
will be a class for mentors in spring 2007 to be trained and ready to mentor fall 2007.  This 
class will also be training student mentors for FYS and the Talk Line.  

(7) All new faculty members are assigned faculty mentors.   

Recommendation(s): 
(1) An admissions position specifically related to outreach efforts in support of diversity was 

approved by the Administrative Council but funding was withheld after recent revisions to the 
University’s budget model. (All new staff positions are temporarily on hold until a better 
understanding of the budget model exists at the College level.)  

(2) Additional support needs to exist for study abroad and International exchange programs 
involving faculty and students. 

(3) While a few faculty continued to pursue scholarship on topics of diversity and some engage 
students in undergraduate research projects related to diversity, this area needs continued 
support and further exploration. 

Original Goals 
 
 Establish specific retention goals for underrepresented student groups in consultation with the 

Retention Council.  
 Increase the number and percentage of underrepresented students enrolled in the College from the 

base 2003-2004 academic year.  
 Establish an admissions position specifically related to outreach efforts in support of diversity by 

2005.  
 Develop a College publication and web pages that specifically address current and potential 

student interest in diversity needs, issues, and opportunities.  
 Define an early outreach admissions effort, in collaboration with MACA, PEPP, and Continuing 

Education, to identify and work with underrepresented potential students in grades 8-11 to 
enhance college awareness, preparedness and progression to college.  

 To acquire the names of all potential underrepresented students within the service area in 
collaboration with MACA for inclusion within our prospect pool and subsequent contact.  

 Enhance collaboration between the multi-cultural coordinators and initiatives of the area colleges 
and universities, community resources, and for profit businesses to expand opportunities for 
student involvement, programming and connections to community resources.  

 Seek external funding sources to support outreach initiatives and programming opportunities for 
currently enrolled students.  

 Refine the academic tracking system for underrepresented students.  
 Identify increased opportunities (leadership, resident assistants, staffing) for underrepresented 

students.  
 Encourage the development of additional student organizations that support Hispanic students and 

those of Middle Eastern descent.  
 Ensure diversity programming and training is a part of staff training and development with the 

Student Affairs Division.  
 Actively pursue international student and faculty exchanges with universities abroad, aiming at 50 

students a year by 2009. External funding opportunities to support these exchanges will also be 
explored.  

 Intensify the commitment to the recruitment of a diverse faculty, including senior appointments if 
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possible.  
 Appoint a mentor for minority faculty who complements the support of individual faculty 

mentors.  
 Ensure that international and multicultural research is encouraged, supported, recognized, and 

rewarded.  
 Scholarship focusing on diversity will be explicitly encouraged in the College’s Promotion and 

Tenure Policy.  
 The College has initiated proposals to the United States Department of State to offer international 

teacher exchange programs that will enhance opportunities for faculty and students to participate 
in multi-cultural experiences.  

 Continue the development of the partnership between the University of Turabo in Puerto Rico 
with the Masters Degree in Teaching English as a Second Language and the support this option 
offers to the school districts and students of public education in eastern Pennsylvania.  

 

C. Education and Scholarship  

Progress: 
(1) The First Year Seminar committee strongly recommends that FYS instructors encourage 

students to attend workshops or cultural events pertaining to diversity. Students may complete 
a standard reflection of the workshop for their course or one generated by the faculty member.  
The Planning, Research and Assessment office is working with the First Year Experience 
committee to understand the impact of this common reading program. 

(2)  Faculty recently adopted a common reading program which serves to build a sense of 
community among first year students.  The 2006-07 common reading was “The Kite Runner.”  
During fall orientation, first year seminar peer mentors and orientation leaders led first year 
students through a discussion of “The Kite Runner” based on the Penn State Principles.  FYS 
faculty members were required to incorporate 10% of their course assessment on common 
reading. 

(3) Faculty development workshops on campus during the last two academic years included a 
Schreyer’s Institute luncheon on “What’s New to You about Student Learning?” involving 
understanding a culturally responsive teaching, and a Celebrating Teaching Colloquium that 
highlighted how faculty at the Berks campus internationalize their courses. 

Recommendation(s): 
(1) Faculty members are working with the new Associate Dean to offer faculty development in 

areas of multicultural education and “Promoting Diversity” in the classroom.  This includes a 
Teaching Colloquium on diversity in the classroom.  

(2) The first year seminar, in addition to a few IST and Professional Writing courses, offer 
opportunities to enhance awareness of diversity issues. 

(3) Linked FYS or FYS learning communities help to establish a sense of community for first 
year students.  At least 10 learning communities or linked courses were offered in fall 2006.  
Additional opportunities for learning communities and FYS linked courses need to be 
explored. 

(4) Further consideration needs to be given to how scholarship on diversity is considered within 
the College’s promotion and tenure processes. 
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Original Goals 
 
 Assist academic colleagues with educational programming related to diversity and offer such 

programming to FYS and other general education classes.  
 Examine the potential for Penn State Berks scholarships that would consider diversity as one of a 

number of criterions. 
 Organize a teaching colloquium to showcase examples of “Teaching Diversity” across the 

disciplines.  
 Organize a faculty retreat focusing on strategies for “Promoting Diversity.” Include “Diversity 

and Community-Building” as a required component in all first-year seminars.  
 Promote and support service learning opportunities for students to apply academic lessons in 

multicultural settings.  
 Provide resources and opportunities for faculty to pursue scholarship on diversity.  
 Diversity initiatives in teaching and scholarship will be explicitly encouraged and valued in 

tenure and promotion decisions.  
 

D.  Institutional Viability and Vitality  

Progress: 
(1) Staff search committees often include a faculty representative and faculty search committees 

often include a staff representative.  When possible, underrepresented representatives of the 
faculty and staff are reflected on search committees (time constraints may limit 
representation). 

(2) Diversity workshop opportunities are provided.  Two recent workshops included: 
a. Communicating across Generations, January 2006, 17 attendees 
b. Sexual Harassment: Awareness and Prevention, February 2006, 30 attendees 

(3) Diversity issues are addressed as they arise in Administrative Council and throughout 
meetings of units of the College.  The newly established division level Subcommittees on 
Diversity meet on a semi-annual basis to discuss diversity issues and programs within the 
divisions.  Results of these discussions are shared at Division meetings. 

Recommendation(s): 
(1) Underrepresented faculty and staff need more support for identifying and participating in 

leadership development programs and applying for administrative internships. 
(2) The Administrative Council will review the Framework for Diversity Midterm Report and 

University Park feedback and make recommendations for improvements.  Recommendations 
will be shared with College Senate and the College Diversity Committee.  Unit leaders will be 
encouraged to respond to recommendations within their divisions. 

(3) Provide faculty and staff with additional training, workshops, and internship opportunities. 

Original Goals 
 
 Ensure that all search committees within the College are to the extent possible, representative of 

the diversity found within the College.  
 Encourage and support staff members interested in participating in diversity related workshops, 

conferences, and programming.  
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 Encourage and support the participation of minority faculty and staff in leadership development 
programs.  

 Encourage faculty and staff from underrepresented groups to apply for administrative internships. 
 
 Academic administrators will regularly include issues of diversity on the agenda of its weekly 

meetings.  
 Schedule additional diversity/awareness training.  
 Encourage that diversity be criteria in search processes.  
 Emphasize diversity-related activities and professional development in employee performance 

evaluations.  
 The Administrative Council will regularly review progress on diversity initiatives throughout the 

College.  
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Challenge 1:  Developing a Shared and Inclusive Understanding of Diversity 
 

1. How does your unit define or describe diversity?  How is this understanding demonstrated in areas of emphasis 
within your unit? 

 Berks Framework for Diversity defines diversity through 19 components – Adult/Returning Students; 
Veterans; Learning Impairment; Sensory Impairment; Handicapped Disabled; International Students; 
English as a Second Language; Socio-Economic Background; Physically Challenged; Race; Ethnicity; 
Religious Practices; Sexual Orientation; Family Structures (Single Parent, Adoptive Parent); Gender; 
Citizenship; Urban vs. Rural vs. Suburban; Age; Geographic Location; Composition of College Faculty 
and Staff. 

 Business cards listing the 19 components and the address for College and University web sites for the 
Framework for Diversity were created and given out to all faculty members, staff and interested students. 

2. How has your unit distributed information to students about the University’s diversity initiatives?  Does your unit 
have formal mechanisms in place for discussion of diversity initiatives with students?  If so, please describe. 

 Berks Student Government Association (SGA) has a student diversity position on the board. This person 
and leaders of various diverse clubs are part of the College Diversity Committee. 

 The Chancellor holds at least one Diversity Forum each semester. 

3. How has your unit distributed information to faculty and staff about the University’s diversity initiatives?  
Describe your unit’s formal mechanisms for discussion of diversity initiatives. 

 The College Diversity Committee includes representation of all departments and students on campus. 
This Committee discusses diversity issues and needs on campus as well as reviews all plans. 
 

 The Chancellor has charged each administrator to take action on their part of the Diversity Plan and reply.  

4. What is the role of your Diversity Committee?  What is its composition? 

 The Diversity Committee oversees the issues and progress of diversity on campus.  The Committee 
makes recommendations to resolve issues, understand what diversity activities are taking place on 
campus, promote and assist in developing new programs for campus. 

 The Diversity Committee is composed of representatives from each department on campus. The following 
make up the committee – Chancellor, Faculty representatives from each division, the Planning, Research 
& Assessment Officer, Senior Director for Student Affairs, Assistant Director for Support Services, 
Multicultural International Counselor, Educational Opportunity Program (EOP) Coordinator, Campus 
Life Representative, Residential Life Representative,  Housing and Food Services Representative, 
Continuing Education Representative and Student Representatives from the SGA, various clubs and 
anyone else who wants to join. 

5. What is the role of your multicultural coordinator? 

 This position, the Multicultural International Counselor, is to be viewed as the College leadership on 
diversity issues and needs. 

 Chair of the College Diversity Committee. 

 Retention of underrepresented students and international students. 

 Assist Admissions in the recruitment of underrepresented and international students. 

 Work directly with FYS faculty to offer a diversity component. 

 Provide educational diversity events. 
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 Assist students in the adjustment to college, provide a safe place for students and listen to their needs. 

 Assist students to become academically successful. 

 Connect with other regional PSU campuses to discuss various ways to enhance our diversity initiatives. 

 Provide any services needed to enhance Berks Campus diversity initiatives. 

6. Which strategies have been most successful in addressing this Challenge?  Which have been least successful?  
Which could be termed “best practices”?  (Best practices are processes, programs, and procedures that most 
successfully lead to the unit’s ability to reach the University’s diversity goals and can be validated through 
measurable outcomes.) 

            Most Successful (all considered Best Practices): 

• The College Diversity Committee.  

• Chancellor’s initiatives in supporting diversity awareness and progress. 

• Support from the Chancellor, Sr. Director of Student Affairs and Assistant Director of Student 
Support Services for the position of the Multicultural International Counselor.  

•  “Be A Part From The Start” – early arrival orientation program for multicultural students. 

• Educational Opportunity Program. 

• Diversity focused educational programs: “Strange Like Me,” M’zuri , Unity Day, and “Gay, 
Fine By Me” Campaign.  

• International student orientation.  

                 Least Successful: 

• More involvement between faculty and the Multicultural International Counselor. 

• Some Diversity Programs that had few students, staff or faculty attend i.e. the series on “Race, 
The Power of an Illusion.” 

• In the process of designing assessment strategies for diversity educational programs. 

• Marketing and promotion of campus events related to diversity and multicultural topics.         

7. What measures of success have you identified to gauge your progress in this Challenge?  Include data 
demonstrating outcomes. 

 A small committee started to develop a better way to validate our programs in Student Affairs and in the 
College Diversity Committee began to develop action items for the College’s Framework for Diversity.  
These action items are continually being reviewed and may be found in Appendix A. This process is still 
being developed and will be complete by the final report in 2009. 
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Challenge 2:  Creating a Welcoming Campus Climate 
 

1. How does your unit’s leadership demonstrate support for diversity? 

 The Chancellor is an active member of the College Diversity Committee.  She provides funding support 
for many of the committee’s initiatives. 

 The unit leadership supports faculty and staff development opportunities.  

 The Chancellor facilitates and promotes college-wide Diversity Forums (town meetings) at least one time 
per semester.  She has an open-door policy for all members of the community. 

 The Chancellor addresses campus climate and diversity issues to both on and off-campus groups. 

 The Chancellor is personally committed to creating a welcoming climate for all members of the College 
community. 

 Faculty and Staff advise multicultural student interest groups.  

2. How does your unit identify climate issues? 

 Members of the College community may report climate issues to administrators, staff, faculty, or resident 
assistants.  Reported issues are addressed using the appropriate university policy and organizational 
structure. 

 When issues arise that may seem endemic within the community, additional assessment (formal or 
informal) is conducted to understand the extent of the issue.  For example, minority student complaints 
regarding how they were perceived to be treated in the classroom resulted in the establishment of 
Diversity Focus Groups.  While additional assessment initiatives are used to explore the depth of a 
particular issue, the individual issue is addressed appropriately and expediently.  

3. How does your unit monitor climate? 

 Systematically through locally-sponsored climate surveys and University-wide faculty staff surveys.  The 
last local Climate Survey was conducted in 2001 and is scheduled to be conducted in fall 2008 at the 
campus.  The University Faculty Staff survey was last conducted in 2004. 

 The office of Planning, Research, and Assessment conducted Diversity Focus Groups in 2004 to explore 
African American student experiences in the classroom.  The research was initiated by the College’s 
Humanities, Arts & Social Sciences Division and supported by the College Diversity Committee, Student 
Affairs and the Chancellor’s office.  Diversity Focus Groups for other underrepresented groups are 
scheduled throughout the next few semesters. 

 The College uses the National Survey of Student Engagement to understand students’ participation in 
discussions with others from different cultural and religious backgrounds.  This survey results plus the 
results from the Faculty Survey on Student Engagement are also explored to understand student and 
faculty perception of multicultural education initiatives.  The NSSE and FSSE surveys were administered 
in spring 2006 and the results are currently being reviewed by a team of faculty and staff to make 
recommendations to the broader College community. 

4. How does your unit respond to climate issues? 

 Individual issues are addressed confidentially, on a case by case basis, using appropriate University 
policies.  If necessary, the EEO office is contacted for advice or assistance.  The process for addressing 
climate issues involves an immediate response by qualified professional staff, counseling services or 
Police Services to those negatively impacted by the incident.  Police involvement is only considered when 
the incident warrants it.  The staff member notifies senior administrators.  The staff and senior 
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administration monitor the issue until it is resolved.  Issues pertaining to intolerance are reported via the 
web form available through the Office of the Vice Provost for Educational Equity “Report Hate” web site. 

 When appropriate, reported climate issues may become the focus of Diversity Forums.  To protect the 
confidentiality of individuals involved in incidents of intolerance, the reports are often not made until the 
situation has been managed. 

 Faculty and staff are encouraged, when appropriate, to have class discussions or address issues in student 
organizations or with student staff like resident assistants when a climate issue arises.  Programs may be 
developed in response to climate issues. For instance, the newly adopted common reading program theme 
for 2006-07 academic year was “Understanding Diversity.” 

5. What unit-wide and individualized approaches have you developed to enhance overall climate and individual 
satisfaction with the environment? 

 The College’s Retention Council strives to understand student satisfaction and persistence of 
underrepresented groups.  Practices and policies are reviewed to determine how they meet a variety of 
student needs.   

 The results of the Diversity Focus Group and Climate Surveys are shared with the Administrative 
Council, College Diversity Committee, Division Subcommittees on Diversity, appropriate Faculty Senate 
committees, Student Government Association and the Retention Council to discuss and make 
recommendations for improvement to the campus climate.  

6. Which strategies for creating a welcoming campus climate for diversity have been most successful?  Which have 
been least successful?  Which could be termed “best practices”?  (Best practices are processes, programs, and 
procedures that most successfully lead to the unit’s ability to reach the University’s diversity goals and can be 
validated through measurable outcomes.) 

Most successful:  

• As a result of the 2004 Diversity Focus Group study, African-American students reported 
feeling isolated when student groups were formed.  This led to the recommendation that faculty 
assign students to groups during class.  (Best Practice) 

• Faculty formed Subcommittees on Diversity within their academic divisions to enhance 
communication about diversity issues within their academic units.  

• African-American students attended several dinners with a multicultural education specialist to 
provide a confidential forum for discussing acclimation issues. 

Least successful: 

• An additional recommendation was to offer faculty development for multicultural education. 
This has not yet been addressed due to leadership changes in academic affairs and budget 
issues. 

• We have a better understanding for climate issues for our students but not for our staff and 
faculty. 

7. What measures of success have you identified to gauge your progress in this Challenge?  Include data 
demonstrating outcomes. 

 Assessment Strategy 1.  Engagement in Diverse Group and Inter-Group Activities 
Metric:  Engagement in diverse groups and activities identified through questions on BCCSE, FSSE, and 

NSSE instruments 
 

  Timeline: 
   Fall 2005/Spring 2006: Baseline collected 
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   Spring 2009:  Baseline to Final Report (2008-09) 
    
 Data:  The 2005-06 results are currently being reviewed by a faculty and staff team and will be shared 

with students, faculty and staff in spring 2007.  This information will also be used to inform the 
College strategic planning process and the next Framework for Diversity planning cycle. 

 
 Assessment Strategy 2.  Student Climate Survey 

Metric:  Administer Climate Survey to students only in cluster of courses 
 

  Timeline: 
Fall 2008: Baseline to Final Report (2008-09); students and faculty/staff depending on 

timing of Human Resources Faculty/Staff Survey 
 

 Assessment Strategy 3.  Understanding Diversity Issues in the Classroom 
Metric:  Focus groups of underrepresented groups. (Underrepresented population may include Gender, 

Age, Veteran Status, Sexual Orientation, Adult Learner/Returning Student, Race/Ethnicity, 
Socio-Economic, Citizen, Disability/Impairments, Transfer/First-Year student) 

 
  Timeline: 
   Spring 2004: African American Students 
   Spring 2007: Hispanic Students, Adult Learners, LGBT Students 
   Fall 2007: African American Students, Asian American Students, Veterans 
 
  Data:  The report from the spring 2004 Diversity Focus Groups in attached in Appendix D. 
 
 Assessment Strategy 4.  Creating a Welcoming Environment for Faculty and Staff 

Metric:  Use an external consultant to conduct separate focus groups of select underrepresented 
populations to understand faculty and staff perceptions of a “welcoming climate.”  Focus groups 
may be used to provide qualitative feedback to better understand recent Climate or Human 
Resource Faculty/Staff surveys.  

 
  Timeline: 
   Fall 2007: Faculty and Staff Focus Groups 
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Challenge 3:  Recruiting and Retaining a Diverse Student Body 
 

1. Describe specific initiatives your unit may have that are intended to contribute to recruiting or retaining 
undergraduate and/or graduate students from underrepresented groups. 

 The College has an active Diversity Committee comprised of faculty, staff and students who coordinate 
and oversee all diversity programming and initiatives.  In addition, each of the Academic Divisions and 
the Student Government Association has a Diversity Committee that addresses initiatives related to their 
specific areas of responsibilities. 

 The College developed a Retention Council that is comprised of approximately 20 individuals 
representing the key positions (academic and student affairs, institutional assessment, support services, 
admissions, residence life, auxiliary services, College Senate, etc.).  The Council has created and 
implemented a comprehensive retention plan (see Appendix F).  A specific responsibility of this Council 
is to focus upon strategies to improve the retention of students with particular attention to special 
populations including, but not exclusively limited to, underrepresented student cohorts.  Some results 
include: the development of a new intervention program; a special support program for students who 
achieve less then a 2.0 grade point average; focused programming related to adult learners and off-
campus, underrepresented students; in addition to other retention initiatives. 

 The College employs three full-time professionals (Educational Opportunity Program Coordinator, 
Multicultural International Counselor and Disabilities Services Coordinator who meet, track, and offer 
supportive programming for both prospective and currently enrolled students.   

i. The Educational Opportunity Program (EOP) program offers many services including: 

o Once an EOP student is admitted a special, academic scheduling session during the 
summer with the parents is conducted in advance of FTCAP. 

o Periodic progress reports are received directly from faculty regarding student 
performance and are acted upon by either the EOP or Multicultural International 
Counselor. 

o All incoming EOP students are required to complete a college skills course during the 
first semester. 

o Tutors are hired for EOP students when such support is unavailable at the Learning 
Center. 

o EOP provides special events such as (1) award ceremony, (2) “cram n jam” study 
sessions during finals, (3) cultural trips to NYC, Baltimore and Wash. DC. 

ii. The Multicultural International Counselor meets with and provides support and programming for 
Multicultural and International students on an individual level.  This position also provides 
diversity programming for the entire student body.  Multicultural programming includes 
comprehensive program initiatives such as a religious series, multicultural reception; MLK 
program at the local Police Athletic League; Unity Day; Feast of Holidays Program; BAPFTS 
(Be A Part from the Start which is an early orientation program for underrepresented students); 
MLK Remembrance at the Berks Campus; tracking and monitoring of all underrepresented 
students; diversity training of staff by a University Park specialist in 2005 and diversity training 
for the Multicultural International Coordinator at the Summer Institute of Intercultural 
Communications (2006). 

iii. The Disabilities Services Coordinator provides services and accommodations for students with 
learning and physical disabilities.  The Assistant Director of Student Affairs also assists with 
securing accommodations for students.  
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 Efforts related to the recruitment of prospective students include: attendance at National College Fairs in 
urban areas such as Philadelphia and Baltimore; host bus trips/students from schools in the Philadelphia 
region and with the Talent Search program at Reading High School; work with PSU admissions staff 
responsible for out-of-state recruitment initiatives and attend out-of-state recruitment programs; attend 
events hosted at the Reading Hispanic Center including career fairs and financial aid information 
sessions; participate in adult student information sessions hosted by Continuing Education; administer 
Dual Enrollment program that enrolls high school juniors and seniors in college classes; attend events 
sponsored by Reading High School such as college fairs, career fairs, Futurefest program and any other 
community based programs that have the potential to bring Penn State to the attention of 
underrepresented populations; established initiatives to better accommodate disabled visitors by 
establishing a specific campus tour route; recruit Lion Ambassadors to reflect diversity on campus; 
participate in campus program for females interested in science and engineering fields; staff training by 
international counselors at University Park to help with evaluation and support of international students;  
outreach effort to local, small Christian-based schools. 

 A full-time admissions counselor position specifically to help recruit minority students has been identified 
in the Strategic Plan, pending availability of funding. 

 Campus Life supports the efforts of eleven student organizations with a focus on diverse segments of the 
student population (Adult Learners Society; Asian Student Organization; Berks Rainbow Alliance; 
Christian Student Fellowship; Commuter Council; Dimensions, the Multiethnic Society; Multicultural 
Dance; Muslim Student Association; Orthodox Christian Fellowship; Spiritual Praise Choir and Step 
Team); conducts all phases of planning and presentation of college-wide cultural events and lecture series 
which features an average of two engagements per month of the academic year; collaborates on the 
production of campus-wide Unity Day program with Student Support Services; provides orientation 
program on college transition for audiences from under-represented groups, including adult learners. 

 Scholarships are provided for students from the Reading School District to attend summer camps. 

2. Describe specific initiatives your unit may have that are intended to reduce intergroup disparities in enrollment, 
retention, and graduation rates. 

 A number of initiatives were noted in the response to Question 1 above.  In addition, other activities have 
been offered to support enrollment and retention initiatives including: 

i. Special recruitment initiatives focusing upon adult learner including mass media advertising and 
special open house programs. 

ii. Creation of additional on-campus work-study positions to enhance student persistence. 

3. What mechanisms for collaboration has your unit established? 

 The College instituted or continued to strengthen various mechanisms to ensure our efforts are purposeful 
and fully integrated.  As previously noted, the College Diversity Committee representing faculty, staff, 
students and the Chancellor provides oversight and direction for all programming initiatives, in addition 
to Subcommittees on Diversity within each academic division and a diversity position on the executive 
board of the Student Government Association.  The Retention Council similarly is broadly representative 
and directly initiates and oversees all programs that relate to the retention of students. All plans, whether 
they are the Diversity or Retention, are shared with the Administrative Council and the College Senate in 
addition to appropriate College-wide offices. 

 College staff members actively work with the Eastern Regional Multicultural Staff organization within 
Penn State, the Undergraduate Admissions and Continuing Education and Outreach offices to help 
coordinate university-wide and College programming. 

 The partnership with the University of Turabo to offer Master’s degrees in Teaching English as a Second 
Language continues, offering graduate education in the service area. 
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 Project Lead the Way is currently in place at seven urban high schools. 

 The partnership with the Reading School District is underway to provide assistance to the sixth grade 
Technology and Communication Gateway School and the Science and Ecology Gateway School. 

4. What recruitment and retention initiatives have been most successful?  Which have been least successful?  Which 
could be termed “best practices”?  (Best practices are processes, programs, and procedures that most successfully 
lead to the unit’s ability to reach the University’s diversity goals and can be validated through measurable 
outcomes.) 

Most Successful: 

 The development of a Retention Council is considered to be a “best practice” with regard to program 
outcomes and its approach in viewing students in a holistic manner and creating an environment that 
directly supports student engagement and learning. 

 The development of an Intervention Committee that specifically targets students at risk and defines a 
strategy/approach to address student needs. 

 The creation of Subcommittees on Diversity within each of the academic divisions and the board position 
within the campus Student Government Association.  

 Direct leadership and involvement of the Chancellor in diversity related forums, programs and 
committees. 

 Actively managing how residential student spaces are allocated and provide a qualified and diverse 
residential life staff.  

 Strong relationships with other units of the University, including the Philadelphia Community 
Recruitment Center.   

 BAPFTS (Be a Part from the Start) a residential experience for new, incoming students that prepares 
student for college life prior to the start of the academic year.  The target audience is comprised of 
students who are entering the Educational Opportunity Program and those who may initially be 
determined to be at risk. (Best Practice)   

 The Educational Opportunity Program which addresses all aspects of a student’s life that support student 
success.   Students are supported by a full-time staff member. 

Least Successful: 

 While the campus continues to attract additional adult learns and part-time students, the College has been 
limited in its ability to attract an increasingly larger percentage of adult and part-time learners during the 
last few years.  Additional efforts are needed to enhance the adult learner population. 

 Off-campus commuter student programming has increased, but additional efforts are needed. 

 Ability to provide sufficient on-campus housing; additional housing is being considered. 

 Limited scholarships are available to use to influence College choice.  

5. What measures of success have you identified to gauge your progress in this Challenge?  Include data 
demonstrating outcomes. 

 Assessment Strategy 1.  Recruitment: Understanding Trends within the Undergraduate Student Pipeline 
Metric:  Track Applications, Offers, and Paid Accepts for underrepresented groups for which data is 

available (Sample groups to consider include Gender, Age, Veteran Status, Adult 
Learner/Returning Student, Race/Ethnicity, Socio-Economic, Citizen, Disability/Impairments, 
Transfer/First-Year student)   

 
  Timeline: 
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    Fall 2006: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009 Baseline to Final Report (2008-09) 
 
 Data:   Tables 17 and 18 in Appendix C indicates that interest in the college by students of color and 

female students continues to increase (headcount). 
 
   
 Assessment Strategy 2.  Diversity of our Undergraduate Population 

Metric:  (Sample groups to consider include Gender, Age, Veteran Status, Adult Learner/Returning 
Student, Race/Ethnicity, Socio-Economic, Citizen, Disability/Impairments, Transfer/First-Year 
student) In addition, compare by semester standing (FR, SO, JR, SR, non-degree) over time for 
which data is available. 

 
  Timeline: 
   Fall 2006: Baseline (2003-04) to Midpoint (2005-06),  
   Fall 2009 Baseline to Final Report (2008-09) 
   
 Data:   Table 18 in Appendix C indicates in addition to increased enrollments within the adult learner 

population, the College’s multicultural and female populations continue to grow (headcount). 
 

 

 Assessment Strategy 3.  Progress over Time (Retention and Persistence to Degree) 
Metric:  Track Retention and Graduation Rates by Admit Semester over time for which data is available 

(Gender, Age, Veteran Status, Adult Learner/Returning Student, Race/Ethnicity, Socio-
Economic, Citizen, Disability/Impairments, Transfer/First-Year student) 

 
  Timeline: 
   Fall 2006: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009 Baseline to Final Report (2008-09) 
 
 Data: The data are mixed depending on the underrepresented group reviewed and the cohort.  This 

information is available in Appendix C, Tables 1 to 8 and 18 to 22).  While female students 
continue to be underrepresented, the percentage of female students enrolled at Penn State Berks 
continues to increase.  Female students have a slightly higher four-year graduation rate than male 
peers.  For multicultural students, the results vary.  The 2003 cohort experienced a slightly higher 
first-year retention rate than their white counterparts.  The 2004 multicultural cohort, however, 
had a much lower retention rate than their white peers and the 2003 multicultural cohort.  The six-
year graduation rate for multicultural students does not differ considerably from their white peers, 
however, the four-year graduation rate is much lower for multicultural students compared to 
white students.  Data is not presently available for the other underrepresented groups.  The office 
of Planning, Research and Assessment at Penn State Berks is working on obtaining that 
information in conjunction with the campus’ Student Affairs division. 

 
 Assessment Strategy 4.  Academic Success 

Metric:  Compare cumulative grade point average to predicted grade point average of underrepresented 
groups after first-year for which data is available (Sample groups include Gender, Age, Veteran 
Status, Adult Learner/Returning Student, Race/Ethnicity, Socio-Economic, Citizen, 
Disability/Impairments, Transfer/First-Year student) 

 
  Timeline: 
   Fall 2006: Shared with appropriate support staff.  
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    Fall 2009: Baseline to Final Report (2008-09) 
 

Data:  This information is shared with the Assistant Director of Student Affairs/Support Services, the 
Multicultural International Counselor, and the Coordinator, Educational Opportunity Program for 
each group they support.   

 
 
 Assessment Strategy 5.  Financial Aid Support 

Metric:  Compare Pell Grant and other financial aid support of underrepresented groups to majority 
groups for which data is available (Gender, Age, Veteran Status, Adult Learner/Returning 
Student, Race/Ethnicity, Socio-Economic, Citizen, Disability/Impairments, Transfer/First-Year 
student) 

 
  Timeline: 
   Fall 2006: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009 Baseline to Final Report (2008-09) 

 

 Data:   This information must be compiled through the assistance of the Office of Student Aid.  The 
recent report, Completion Rates by Academic Ability and Ability to Pay (Penn State University, 
2006) helped to understand this issue at the university-wide level but not at the College level. The 
report indicates that a difference in 17 percentage points exists between six year graduation rates 
for those students with demonstrated high academic ability yet low ability to pay.  While the 72% 
rate is fairly substantial, it is not acceptable when 89% of those with the same high academic 
ability and high ability to pay graduate within six years. 

 
 Assessment Strategy 6.  Enrollment in Degree Programs 

Metric:  Review trends of underrepresented to majority groups by major and academic division, 
especially SMET (Science, Mathematics, Engineering, and Technology) programs for which data 
is available (sample groups include Gender, Age, Veteran Status, Adult Learner/Returning 
Student, Race/Ethnicity, Socio-Economic, Citizen, Disability/Impairments, Transfer/First-Year 
student).  Note:  Data for a specific group may not be provided if there are less than 5 students in 
a group are present. 

 
  Timeline: 
   Fall 2006: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009 Baseline to Final Report (2008-09) 
 

 Data:   See Appendix C, Tables 23 to 27.  This information was provided to Division Subcommittees on 
Diversity to review as they prepared their diversity reports as well.   
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Challenge 4: Recruiting and Retaining a Diverse Workforce 
 
1. How has your unit actively and successfully engaged in locating and recruiting faculty and/or staff from 

underrepresented groups? 

 In addition to the University employment web site, all staff jobs are posted on the Penn State Berks web 
site and two web sites directed towards minorities, www.hbcuconnect.com and www.ihispano.com. 

 Newspaper advertising at times is placed outside of the Reading area, most frequently in Allentown and 
Philadelphia.   

 Local HR searches the Diversity Talent Bank for resumes with related experiences.   

 HR provides guidance to search committee chairs as to candidates who bring diversity to the pool.  

2. What strategies have been implemented to improve identification and assessment of credentials for purposes of 
hiring and promotion? 

 Staff search committees focusing on the development of behavioral-based criteria to evaluate candidates’ 
materials and for the basis of interview questions.  

3. What retention strategies have you implemented in your unit to retain and promote the success of faculty and/or 
staff from underrepresented groups? 

 The College sponsors many on-site personal and professional development programs to help develop 
tools needed to succeed on the job at Penn State Berks.  

4. Which recruitment and retention strategies have been most successful?  Which have been least successful?  Which 
could be termed “best practices”?  (Best practices are processes, programs, and procedures that most successfully 
lead to the unit’s ability to reach the University’s diversity goals and can be validated through measurable 
outcomes.) 

 Most Successful: 

 The HR representative at the College attends every search committee and provides guidance on 
addressing diversity issues within the search process. (Best Practice) 

 The HR representative enhances the search candidate pools using the Diversity Talent Bank when 
minimum qualifications are met for a position. (Best Practice) 

 Least Successful: 

 The College is asking central OHR to provide data of candidates and hires by recruiting source to 
determine what has been effective.  The central OHR is unable to provide information at this time. 

5. What measures of success have you identified to gauge your progress in this Challenge?  Include data 
demonstrating outcomes.   

 Assessment Strategy 1.  Recruitment: Understanding Trends in Employee Diversity 
Metric:  Track Applications, Offers, and Paid Accepts for underrepresented groups for which data is 

available (Sample groups to consider include Gender, Age, Veteran Status, Adult 
Learner/Returning Student, Race/Ethnicity, Socio-Economic, Citizen, Disability/Impairments, 
Transfer/First-Year student)   

 
  Timeline: 
   Fall 2006: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009: Baseline to Final Report (2008-09) 

 

Data:   Tables 9 to 16 in Appendix C indicate that faculty and staff diversity has not changed much over 
time.  Some discrepancies still exist in salary grades for female and multicultural employees at 

http://www.hbcuconnect.com/
http://www.ihispano.com/
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the lower grades and among grades greater than 26.  This trend continues to persist due to the 
longevity of employees in the three higher grade positions. When turnover occurs in those 
positions, the best practices identified above will be used to help hire the best qualified individual 
for the position.   

 Assessment Strategy 2.  Understanding the local service area demographics.   
Metric:  Review local demographic information to understand how College employee reflect diversity in 

the area. 
 

  Timeline: 
   Fall 2006: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009: Baseline to Final Report (2008-09) 

 

Data:   The percentage of multicultural employees at Berks reflects that of the recent Berks county 
demographics information (U.S. Census Bureau, 2005). In 2005, 86.9% of the executives, 
administrators, staff and technical services staff were identified as white compared to a 89.9% of 
white population in Berks county.  When comparing the subtotal of multicultural residents, 
however, Penn State Berks lags behind the Berks county population by 11.5 percentage points. 
Note that the white population in Berks County appears to include Hispanic or Latino race so 
specific differences are difficult to determine  (see Table 28 in Appendix C). 
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Challenge 5:  Developing a Curriculum that Fosters Intercultural and International 
Competencies  
 

1. What initiatives has your college taken in supporting multicultural curriculum efforts? 

 The following are examples of initiatives taken to support multicultural curriculum efforts: 

i. The Division of Science has focused mainly on individual efforts of the instructors to improve the 
classroom climate, in the belief that “chilly” climates have a negative effect on learning for 
everyone, but especially for women (a consistent minority in science in the US).  

ii. International Projects- Penn State Berks students worked on semester-long projects on teams with 
international partners using technology: 

 Penn State Berks Business students & Middle East Technical University (METU), 
Turkey, Industrial Engineering students worked on a semester long project (72 Berks 
student and 108 METU students were involved in).  All communication was established 
using telecommunications tools such as emails, chats etc. 

 Similarly, 10 students from Penn State Berks Information Sciences and Technology 
(IST), 16 students from METU, Turkey Industrial Engineering and 16 students from 
Technical University of Delft, Netherlands Engineering Management worked on a 
semester project and delivered their presentations through teleconferencing. 

iii. Cross cultural video conference negotiations with students in Estonia, Columbia, Mexico. 

iv. Cross cultural e-mail negotiations with students in Turkey. 

v. Case studies that show the practices of business/finance across the globe. 

vi. Assignments containing international issues such as trade, alternative market forms, fairness of 
tax systems. 

vii. Group assignments.  Students are faced with business problems that they work on in groups.  
These groups are made up of diverse students.  They continuously learn to collaborate and 
communicate and come to a consensus on issues. 

viii. Guess speakers in IST and Business classes from overseas. 

ix. Discussions that highlight minorities in the Information Technology workplace. 

x. International Studies courses included segments on the diversity issues in the US, since the US is 
obviously part of the international community.  INTST 100 Introduction to International Studies 
has focused on political violence and terrorism and included a unit on how diverse ethnic and 
political groups throughout US history have used terrorism on US soil.  In addition, CMLIT 153 
International Cultures through Literature and Film is being taught most recently with a focus on 
"Youth and Children on the Global Margins."  This has included a unit on Hispanic youth in the 
United States and the reading of a Dominican-American novel and viewing of feature films on 
children of Mexican-American families. 

xi. Two courses (HIST 179 Latin American History since 1820 and HIST 467 US-Latin America) 
are cross-listed in both Global Studies and American Studies, reflecting the growing need for 
American Studies to incorporate broader, more diverse views of what the term "America" means 
both historically and today. 

xii. For the last 3 years, the required courses to minor in Spanish have been successfully offered. The 
Spanish Minor at Penn State Berks provides a wonderful opportunity to counteract prejudices 
through the teaching of language, culture and literature courses in a learning-centered approach 
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that equips the students from the community with tools to broaden their awareness and 
understanding of Spanish-speaking cultures. 

xiii. The Spanish Minor also has a Latin American Culture Option in Global Studies (track) that 
emphasizes courses in Latin American Civilization, literature, and history.  

xiv. The HASS division through its Subcommittee on Diversity distributes grants to full-time faculty 
who are seeking to infuse multi-culturalism in their curriculum. 

2. What research and teaching in your college has advanced the University’s diversity agenda? 

 The Division of Science is currently considering the compilation of a data base with information of the 
achievements of role models in science to be shared with students in classes. A number of instructors 
indicated that they would make more regular references to minority role models if the information were 
readily available. 

 Some Faculty members conduct research in Gender in Information Science Programs, especially 
participation of female students in IST. 

 EBC Diversity Committee invited speakers from University Park to facilitate diversity workshops. 

 Showing the students the global perspective of business enhances the diversity agenda. 

 Some Faculty members are investigating issues related to female entrepreneurs. 

 Faculty members with research on International Management Issues such as international joint ventures 
try to mention their research in class. 

 Marketing and IST students collaborated to develop websites for diverse local organizations such as 
church groups, schools, associations, and clubs. Students in MKTG 342 develop research studies; some 
help small businesses and include diversity as topics, i.e., the readership of ethnic magazines versus other 
magazines, marketing an older, female flower arranger to the U.S. market. 

 Marketing and IST students collaborated over the last two years with students in HASS Division and the 
local National Association for the Advancement of Colored People (NAACP) to develop a book about the 
black history in our area and developed a marketing plan to launch the book.  Faculty members and 
students in HASS and EBC divisions worked collaboratively with the NAACP to produce a book and 
website of the history of African Americans in Berks County, PA.  A recent application was submitted for 
and NEH grant to enhance this project by some of HASS Division Faculty. 

 Some faculty in HASS members are currently engaged in book-length project that examines transnational 
left-wing radicalism in the Americas with a focus on Cuban, Mexican and Puerto Rican anarchists in the 
US and in US enclaves like Puerto Rico and the Panama Canal Zone.  The tentative title is "Latin Red in 
Yanquilandia: Latin American Anarchists in the United States, 1890-1930. 

 Recent Theatre Program projects and performances included:  Turandot, The Beauty Queen of Leenane, 
Children Show tours to local elementary schools, Noh Theatre project.  

i. The Theatre Program invited Elizabeth Dowd, coordinator of the esteemed Japanese Noh 
Training Project in Bloomsburg, PA, to visit theatre classes each semester to lead workshops in 
the traditional movement and song of Japanese Noh Theatre.  In the past three years she has 
introduced hundreds of our students and dozens of faculty, staff, and members of the community 
to this ancient and beautiful art form. 

ii. The Penn State Berks students in the Movement for Theatre course created an original multi-
cultural children's show.  That included representations of cultures in Egypt and Africa. The play 
toured to local elementary schools. 

 A HASS faculty member has recently published several articles on diversity issues related specifically to 
how traditional definitions of gender are constructed.  
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3. How is diversity integrated into the curriculum of your college? 

 Some instructors of the Division of Science incorporate diversity issues in the curriculum through the 
choice of problems set for the students. For example, a problem in statistics may use the data for a certain 
minority group rather than an abstract set of numbers.  

 A one credit first-year seminar was offered with the theme “Women in Science.”  

 An incidental integration of diversity in the curriculum comes from the fact that a large number of 
instructors are from minorities themselves. Differences in ethnic, cultural and gender perspectives 
therefore arise naturally from the instructors’ interactions with the students.   

 Courses such as BA 243, BA 321, BA 322, BA 421, MGMT 451, IB303, IST 220, IST 301, IST 431, 
MKTG 301W, MKTG 342, MKTG 422 cover diversity related issues. 

 In upper level courses, some faculty members require attendance at diversity activities on campus.  

 Faculty members talk about cultural differences. 

 Education faculty incorporate the following pedagogical techniques into their coursework to integrate 
diversity into the education curriculum: 

i. Cultural self study - This activity is designed to facilitate student understanding of their own 
culture as a basis for understanding others.  The goal is for each person to reflect upon their 
personal heritage and write a paper on it.  Students then read five of their fellow students' cultural 
papers and respond in writing, considering similarities and differences and any observations and 
questions they might have. 

ii. Role play assignment - Students are assigned different disabilities which they then have to 
simulate while doing self care and work/school routines as well as navigating their larger 
community.  Students then write a paper and participate have in-class discussions regarding these 
experiences.  

iii. Interview/observation - Student interview and observe an individual with a disability to try to 
understand how their disability has affected all aspects of their life such as self care, work, 
leisure, and social participation.  Students write a paper summarizing their findings. 

iv. Adaptive Equipment - Working with students from the engineering program, OTA students create 
a piece of adaptive equipment that could be used by individuals with disability in their home, 
work, and/or social setting.  For the past two years the projects are shared in a meeting that has 
been open to the public and that has been featured on local TV. 

4. Which strategies for developing a curriculum that fosters intercultural and international competencies have been 
most successful?  Which have been least successful?  Which could be termed “best practices”?  (Best practices are 
processes, programs, and procedures that most successfully lead to the unit’s ability to reach the University’s 
diversity goals and can be validated through measurable outcomes.) 

 Most Successful: 

i. Many instructors in the Division of Science use group work as an important part of their 
pedagogy. This allows students to get to know each other, fosters a sense of community and helps 
to expose students to people of other cultures (insofar as they are present in the classroom). 
Anecdotal reports from instructors indicate that students working in groups one semester tend to 
interact positively with each other in the following semesters, even when they are from different 
cultural backgrounds. 

ii. Penn State Engineering supports “Project Lead the Way (PLTW)” which aims building a strong 
pathway to Engineering programs for high school students by hoping to improve the minority and 
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female enrollment in these programs.  A comprehensive summer-training is provided for high 
school teachers.  In addition, students can receive up to 9 college credits at Penn State Berks 
Engineering Technology program if their high school is certified by PLTW and they meet the 
academic requirements. (Best Practice) 

iii. Penn State Berks Business students and Turkish students prepared group websites posting 
information about themselves, their countries and cultures. (Best Practice) 

iv. Honors Students visited Thailand for 11 days. (Best Practice) 

v. Semester long international projects mentioned above in response to #1. 

vi. There is a sincere effort to promote diversity in the challenges set forth in the report.  The time 
line makes it clear that the College is serious about working on these goals in a timely manner.   

 Least Successful:  

i. Continuous efforts need to be enhanced to integrate diversity-related discussions, assignments 
and projects throughout the semester in courses rather than a “one-shot” attempt during only one 
class. 

ii. Both administrative and financial support are needed for more faculty involvement in 
International projects and offer courses offerings with an International focus, such as 
International Marketing. 

iii. The College needs to enhance and track student internships where students work for local 
companies that include working with diversity. Internship coordinators need to report on the 
number of internships with a diversity component or responsibility for diversity related issues. 

iv. More travel support is needed for faculty to attend International conferences with students. 

v. More research grant support is needed to engage undergraduate students in faculty members’ 
research. 

vi. Faculty Workshops addressing some of the above issues and showing the example applications.  

vii. Multicultural education and pedagogical training is needed to provide faculty with appropriate 
training to address challenging diversity-related issues. The EBC Division recommends that 
diversity related workshops are needed for faculty members and students. 

viii. The experiences of individuals with disabilities have not always been considered.  While one 
typically thinks of disabilities being physical in nature, disabilities that are more cognitive or 
mental health in nature are also represented in the College community.  Recently, a table was 
devoted to helping students start to understand the unique needs of individuals with physical 
disabilities at the Unity Day event.   

ix. Involving part-time faculty in promoting diversity in their classes is a challenge.  This challenge 
would be worthwhile to pursue since part time faculty are involved in teaching a significant 
percentage of our courses, especially in the HASS division. 

 

5. What measures of success have you identified to gauge your progress in this Challenge?  Include data 
demonstrating outcomes. 

 For the last three years, the percentage of women enrolled in the Division of Science and particularly in 
the four-year science degree, is consistently higher than the percentage of women enrolled in the College 
over all. This encouraging result cannot be extended to other minorities, i.e. groups sorted by ethnicity 
and age (see Appendix C., Table 25). 
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 A body of data is being produced on both group and individual initiatives of the instructors as it pertains 
to diversity. These studies include a variety of assessments of the outcomes of particular pedagogies, and 
will be compiled in the future.    

 Student feedback indicates that they enjoyed the recent IST initiative involving International projects and 
videoconference negotiations.  Students speak highly about these experiences and desire to be involved in 
similar activities again. 

 Assessment Strategy 1.  Diversity within the Curriculum 
Metric:  Create a curriculum map of diversity and intercultural and international competence courses 

(general education and first-year seminar).  Include in the map if the course syllabi communicate 
consistent definitions of diversity. 

  Timeline: 
   Fall 2007: Curriculum map information collected from faculty 
   Fall 2008: Final Report (2008-09) 

 Assessment Strategy 2.  Understanding what students are learning about diversity and how they apply it 
Metric:   Exit interviews with seniors and Surveys of Graduates of degree programs. 
 

  Timeline: Ongoing 
   

Data: Data is incorporated into Assessment Plan reports that are reviewed by the College’s Associate 
Dean for Academic Affairs and the Planning, Research and Assessment Officer. 

 

For Academic Support Units:  
1. Does your unit contribute to a curriculum that supports the diversity goals of the University? If so, how? What 

practices have been most successful?  Which have been least successful?  Which could be termed “best 
practices”?  (Best practices are processes, programs, and procedures that most successfully lead to the unit’s 
ability to reach the University’s diversity goals and can be validated through measurable outcomes.) 

 The Thun Library participates in the University Library’s Diversity Framework efforts.   

2. What measures of success have you identified to gauge your progress in this Challenge?  Include data 
demonstrating outcomes. 

 The academic support services at Penn State Berks are currently undergoing self-study processes that 
include appreciating diversity as an outcome.  The self-study process is based upon CAS Standards. 
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Challenge 6:  Diversifying University Leadership and Management 
 

1. How are unit leaders actively involved in diversity efforts? 

 Many of the leaders participate in events such as Unity Day, the Diversity Committee, and cultural 
activities. 

 Many of the leaders strive to hire individuals who represent one of the 19 identified components of 
diversity. 

 Unit leaders are responsible for assessing how the unit is doing with respect to their appropriate initiative. 

 

2. What is the diversity profile of the unit’s administrative and executive levels? 

 Administrative level consists of 12 males:  10 Caucasian, 1 Hispanic, 1 Asian; 6 females, all Caucasian 

 Executive level:  1 Caucasian female, 4 Caucasian males and 1 Hispanic male.  

 

3. Describe the procedures followed to create both diverse applicant pools and search committees for administrative 
searches. How is information about expectations regarding candidates’ skills and experience with managing 
diversity communicated to the committee and to the candidates? 

 There have not been many opportunities to advertise for new members of the leadership, but when the 
opportunity does arise, positions are advertised in major educational venues as well as classic minority 
publications.  The applications are reviewed to look for clues to the applicant’s match to one of our 
identified minorities. 

 During the interview process candidates are specifically asked to provide information about how they 
have handled diversity issues. 

 

4. How does your unit identify staff and faculty from underrepresented groups who have administrative aspirations 
and potential, as well as assist them in developing leadership and management skills?  How are such individuals 
supported in identifying opportunities for advancement? 

 Both within the university and through external sources we try to promote individuals who have 
leadership aspirations.  There are several levels of leadership programs that Penn State University offers 
and we do our best to encourage their participation. 

 We learn of leadership interests through direct contact and through conversations with supervisors who 
subsequently let the administration know of the interests. 

 

5. Which strategies for diversifying your unit’s leadership and management have been most successful?  Which have 
been least successful?  Which could be termed “best practices”?  (Best practices are processes, programs, and 
procedures that most successfully lead to the unit’s ability to reach the University’s diversity goals and can be 
validated through measurable outcomes.) 

Most Successful: 

 The Diversity Forums (Town Meetings) deal with delicate issues when they arise.  

 The diversity training that takes place for search committees along with leadership’s strong commitment 
to bring in a diverse population has had a positive impact. (Best Practice) 
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 The College mentoring programs, both for students and employees, help to make persons in identified 
minority groups feel more welcome. 

 In the past, the College’s efforts to minimize negative experiences for persons of varying sexual 
orientations were not having the effect most wanted.  That changed when a strong student used her 
leadership skills to positively bring the negative attitudes to light.  The College was able to deal with the 
issues in a positive sense. 

 The Chancellor makes every effort to lead by example and has also set aside funds to support programs 
that focus on diversity. 

 

6. What measures of success have you identified to gauge your progress in this Challenge?  Include data 
demonstrating outcomes. 

 Outcomes were not identified for this Challenge as it was not addressed in the College’s current 
Framework for Diversity. 
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Challenge 7:  Coordinating Organizational Change to Support our Diversity Goals 
 

1. How does your unit’s strategic plan reflect the importance of diversity for meeting your goals and objectives? 

 The mission of the College addresses commitment to “engaged learning that encourages individual 
growth, cultural awareness, ethical decision-making, and civic responsibility for all members of the 
community.” (2005, Agenda for Growth, 2005 PSU Berks Strategic Plan, p. 1)  Other components of the 
2005-2008 College plan that reflect the importance of diversity: 

i. Goal III:  Nurture a sense of community within the College around shared goals through 
collaboration, open communication, personal growth, and a respect for diversity. 

ii. Strategic Initiative C: Develop and implement a comprehensive and sustained marketing strategy 
focusing on the College’s commitment to recruitment and retention initiatives, demonstrated 
student learning outcomes, serving our diverse constituencies, and enhancing general awareness 
within our service area. 

iii. Strategic Initiative E: Enhance diversity of students, faculty and staff at the College. 

 Penn State Berks strives to reach diverse populations through a variety of publications, marketing efforts, 
advertising media, and public relations strategies. Advertising is placed in The Minority Voice 
Newspaper (M Voice) and The Drum, a newspaper whose target audience is African-Americans. The 
department continues to explore other opportunities to reach diverse audiences. These efforts serve to 
enhance the image of the College, recruit students, and inform and educate the public. 

2. What organizational realignments, systems of accountability, resource mobilization and allocation strategies, and 
long-term planning strategies have been implemented by your unit to ensure the realization of the University’s 
diversity goals? 

 The College recently reviewed funding allocations for diversity initiatives (See attached Appendix X). 

 Requests for funding (operational and personnel) need to be justified using Strategic Planning initiatives.  
A yearly action plan was developed to help guide funding decisions.  As indicated in item 1 above, one of 
the College’s major goals and two of the seven strategic initiatives are linked to diversity.  This emphasis 
in the planning strategies helps to realize the University’s diversity goals.  Several specific examples 
follow: 

i. The College allocates resources to advertising in diversity publications (M Voice and The Drum) 
and to participation in diversity events, such as the Latin American Festival held each July in 
Reading’s City Park. Staff members track the diversity of our students and plan our advertising 
and marketing efforts to focus on diversity goals. 

ii. In addition, Penn State Berks generates news releases on diversity projects in which the College 
participates or hosts. Examples include the College's participation in the Pennsylvania Governor's 
Conference for Women Scholarship Program, in which the campus awarded its first scholarship 
to a nontraditional student, who is also veteran. In September, the College, along with the other 
four institutions of higher education in Berks County, presented a check for $25,000 to El Centro 
Hispano Daniel Torres/ Hispanic Center in Reading, PA. 

iii. Other diversity events that the College hosts and publicizes include this year's common reading 
program and week of activities focusing on The Kite Runner, as well as various cultural events, 
lectures, art exhibitions, theatre programs, and other programs held specifically to celebrate 
diversity on campus. Our diversity events reach 3,054 subscribers to the Penn State Berks 
Newswire and 870 subscribers to the Penn State Diversity Newswire. Diversity news and events 
are also publicized through media outlets in the Berks County area, including The Reading Eagle 
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and WFMZ-TV's Berks Edition, and they receive coverage in the college's alumni magazine, 
which reaches approximately 23,000 subscribers. 

3. What budget and development approaches have been implemented by your unit to ensure financial stability of 
diversity priorities? 

 While the Chancellor often provides funding for new diversity initiatives, budget administrators are 
required to submit staffing and programming budget requests to the Administrative Council.  All new 
budget requests are to be justified through the connection to the College’s current strategic plan.  Given 
the revised budget model for the University, budget administrators are encouraged to support initiatives 
within their budgets via internal recycling.  

 The marketing budget is developed with diversity goals in mind, and the initiatives that are planned to 
reach these goals take the highest priority. Resources are allocated to advertising in diversity publications 
(M Voice and The Drum) and to participation in diversity events, such as the Latin American Festival held 
each July in Reading City Park. 

 The Development Office is open to suggestions for seeking external funding for programming initiatives 
that support diversity goals.  

4. Describe the systems of accountability and reward that support the achievement of diversity goals. 

 Accountability and rewards for diversity goals are considered in the same manner as other goals within 
the College.   

 Achievement of diversity goals can be measured in part in student enrollment. However, public awareness 
of the College among diverse populations is more difficult to measure and would require a marketing 
research study in our service area.  The local newspaper, The Reading Eagle, recently published an article 
announcing the growth in minority enrollment at several University campuses, specifically highlighting 
Penn State Berks.  

5. What partnerships, with internal or external units and/or constituencies, have you created to advance the 
University’s diversity goals? 

 Several partnerships have been created or advanced that include: 

i. University Relations works closely the Admissions Office at Penn State Berks, as well as 
University Park's Marketing and Publications Offices to meet diversity goals. In addition, Penn 
State Berks works with the other four institutions of higher education in Berks County, 
collectively known as the Higher Education Council of Berks County (HECBC), to reach and 
serve diverse populations. For the second consecutive year, the HECBC has awarded a check for 
$25,000 to the El Centro Hispano Daniel Torres/Hispanic Center in Reading. 

ii. Offering the ESL Certificate for teachers.  The ESL Certificate program is a partnership with the 
University of Turabo to offer Masters degree in Teaching English as a Second Language. 

iii. Project Lead the Way is currently in place at seven urban high schools.  A partnership exists with 
the Reading School District to provide assistance to the sixth grade Technology and 
Communication Gateway School and the Science and Ecology Gateway School. 

iv. The College provided scholarships for students from the Reading School District to attend 
summer camps. 



Penn State Berks         Section B. Progress Report 
 

December 2006   
   

- 34 -

6. Which strategies to coordinate organizational change in support of diversity goals have been most successful?  
Which have been least successful?  Which could be termed “best practices”?  (Best practices are processes, 
programs, and procedures that most successfully lead to the unit’s ability to reach the University’s diversity goals 
and can be validated through measurable outcomes.) 

 Most Successful: 

i. Strategies that have been most successful include meeting and communicating regularly with the 
College's diversity coordinator (Multicultural International Counselor), department heads, and 
division heads to find out what diversity events and programs are happening in their areas; 
advertising in publications targeted to diversity groups (Best Practice); and publicizing diversity 
programs and events through the Penn State Berks and Penn State Diversity Newswires and the 
College's alumni magazine (Best Practice). 

ii. Penn State Berks works with the other four institutions of higher education in Berks County, 
collectively known as the Higher Education Council of Berks County (HECBC), to reach and 
serve diverse populations. For the second consecutive year, the HECBC has awarded a check for 
$25,000 to the El Centro Hispano Daniel Torres/Hispanic Center in Reading.  

iii. The perception exists that the public awareness of diversity programs and awareness of Penn 
State Berks among diverse populations has increased, however, market research will need to be 
conducted to substantiate that theory. 

 Least Successful: 

i. The funding strategy for the Framework for Diversity at Penn State Berks needs to be formalized.  
One suggestion is to incorporate funding requests at for Framework initiatives at the same time 
budget administrators request funds based upon the College’s strategic plan.   

ii. The Development Office supports the creation of a College-wide team that would develop and 
prioritize external funding initiatives, including those supporting diversity goals. 

iii. A recommendation is made to occur University-wide, that expenditures that support diversity 
goals are coded within the ISIS system to allow for better tracking of financial support for 
Framework initiatives. 

7. What measures of success have you identified to gauge your progress in this Challenge?  Include data 
demonstrating outcomes. 

 While specific measures were not identified for the Challenge in this cycle, baseline financial data was 
collected and is available in Appendix E.  These data indicate that the College spent $176,716 on 
diversity initiatives in 2005-06, an increase of $27,065 from the previous academic year.  A process for 
coding financial data is being formulated within the College to gain a more accurate sense of expenditures 
on diversity issues.  
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Challenge 1.  Developing a Shared and Inclusive Understanding of Diversity 
 

• Initiative 1.A.  Enhance the Multi-Cultural/International position to be viewed as the College 
leadership position on diversity issues and needs.  This position will work directly with FYS 
faculty to offer a diversity component. 

  
Action Item 1.A.1. Benchmark with other institutions and Penn State campuses and colleges to 
understand role of Multicultural International position within the college or campus. 
 Area Responsible: Student Affairs  
 Timeline:  2005-06    
 Resource Needed:  None. 
 
Action Item 1.A.2. Upgrade the Multicultural/International position whereby there is an increase 
in management duties such as chairing the Diversity Committee.    
 Area Responsible: Student Affairs 
 Timeline:  2006-07    
 Resource Needed:  Staffing, Appx. Amount??? 
 
Action Item 1.A.3.  The Multicultural International position receives additional training on multi-
cultural education and diverse issues. 
 Area Responsible: Student Affairs 
 Timeline:  2006-07  
 Resource Needed: None. 
 
Action Item 1.A.4.  The Multicultural International Counselor interacts more with faculty and 
students in the classroom (specifically First-Year Seminars and Intercultural and International 
competency-designated courses. 
 Area Responsible: Student Affairs 
 Timeline:  2006-07  
 Resource Needed: None. 
 

• Initiative 1.B. Define how the College monitors and measures success of diversity initiatives. 
 

Action Item 1.B.1. Review strategic indicators identified for Penn State Berks current “Framework 
for Diversity” 
 Area Responsible: Planning, Research & Assessment Officer, College Diversity 

Committee, Chancellor 
 Timeline:  2005-06 
 Resource Needed: Programming, No cost other than time. 
 

 Action Item 1.B.2. Track student, faculty and staff participation in diversity-related programs.  
Provide program evaluations to understand participant perception of activities. 
 Area Responsible: Multicultural International Counselor, Planning, Research & 

Assessment Officer 
 Timeline:  2005-06 
 Resource Needed:  None. 
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Action Item 1.B.3. Establish desired learning outcomes for diversity program and determine how 
such outcomes can be measured. 
 Area Responsible: Multicultural International Counselor,  Planning, Research & 

Assessment Officer 
 Timeline:  2005-06 
 Resource Needed:  None. 

 
• Initiative 1.C. Reward faculty and staff for participation in diversity-related programs.  

 
Action Item 1.C.1. Staff and faculty list diversity-related professional development activities on 
employee evaluations and Faculty Activity Reports. 
 Area Responsible: Unit Leaders 
 Timeline:  2005-06, 2006-07, 2007-08 
 Resource Needed: None. 
 

• Initiative 1.D. Enhance faculty and staff communication about diversity issues. 
 
 Action Item 1.D.1. Create an ANGEL group to communicate about diversity issues. 

 Area Responsible: College Diversity Committee, Instructional Designers 
 Timeline:  2006-07 
 Resource Needed: None. 
 

 Action Item 1.D.2. Establish an active diversity committee within each academic division. 
 Area Responsible: Academic Affairs 
 Timeline:  2005-06 
 Resource Needed: None. 
 
Action Item 1.D.3. Include diversity-related issues as topics of discussion at regularly-scheduled 
staff and faculty meetings. 
 Area Responsible: Unit Leaders 
 Timeline:  2005-06, 2006-07, 2007-08 
 Resource Needed: None. 
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Challenge 2.  Creating a Welcoming Campus Climate 
 

• Initiative 2.A. Establish specific retention goals for underrepresented student groups.  
Underrepresented is defined by  . . . .  

 
Action Item 2.A.1. Continue to establish and implement a defined monitoring and tracking system 

for underrepresented students under the direction of the Multicultural/International counselor. 
 Area Responsible: Student Affairs 
 Timeline:  2005-06  
 Resource Needed: None. 
 
Action Item 2.A.2. Increase by 3% the persistence rate of underrepresented students from the first 
to the second year of enrollment. 
 Area Responsible: Student Affairs, Retention Council 
 Timeline:  2008-09  
 Resource Needed:  Programming,  
 
Action Item 2.A.3. Increase the total number of underrepresented students entering College degree 
programs.  [how are we defining underrepresented?] 
 Area Responsible: Student Affairs 
 Timeline:  2008-09  
 Resource Needed:  Programming, Estimated Amount:  TBA 

 
• Initiative 2.B. Establish an admissions position specifically related to outreach efforts in 

support of diversity.   
  
 Action Item 2.B.1.  Hire an admissions counselor that supports outreach efforts related to 

diversity.  
 Area Responsible: Student Affairs 
 Timeline:  2007-08  
 Resource Needed: Staffing, Estimated Amount: $40,000 

 
• Initiative 2.C. Develop a college publication and enhance web pages that specifically address 

current and potential student interest in diversity needs, issues and opportunities. These web 
pages and publications also include religious and international student information. 
 
Action Item 2.C.1. Enhance publications and college web pages to enhance student interest in 
diversity needs, issues, and opportunities. 
 Area Responsible: Multicultural International Counselor, University Relations, 

Information Technology 
 Timeline:  2008-09  
 Resource Needed: None. 
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• Initiative 2.D. Define an early outreach admissions effort, in collaboration with MACA, 

PEPP and CE to identify and work with potential students in grades 8-11 to enhance college 
awareness, preparedness and progression to college. 

 
 Action Item 2.D.1. Continue to work with the above listed groups in bringing students on campus. 

 Area Responsible: Student Affairs, Continuing Education 
 Timeline:  2006-07, 2007-08, 2008-09 
 Resource Needed: Programming, Estimated Amount:  

 
 Action Item 2.D.2.  Continue implementation of Project Lead the Way. 

 Area Responsible: Continuing Education 
 Timeline:  2006-07, 2007-08, 2008-09 
 Resource Needed: Programming, Estimated Amount:  

 
 Action Item 2.D.3.  Continue Reading High School mentoring project with urban school districts. 

 Area Responsible: Continuing Education, Academic Affairs, Student Affairs 
 Timeline:  2006-07, 2007-08, 2008-09 
 Resource Needed: Programming, Estimated Amount: TBA 

 
 Action Item 2.D.4.  Enhance support for Women in Science and Engineering programs that 

promote STEM majors to elementary and high school students.  
 Area Responsible: EBC Division, Science Division 
 Timeline:  2006-07, 2007-08, 2008-09 
 Resource Needed: Programming, Estimated Amount: TBA 
 
Action Item 2.D.5. Continue the development of the partnership between the University of Turabo 
in Puerto Rico with the Masters Degree in Teaching English as a Second Language and the 
support that this option offers to school districts and students of public education in eastern 
Pennsylvania. 
 Area Responsible: Continuing Education 
 Timeline: 2005-06, 2006-07 
 Resource Needed: None. 

 
• Initiative 2.E.  Continue to understand climate issues through systematic assessment. 

 
Action Item 2.E.1. Conduct a faculty and staff climate survey. 
 Area Responsible: Planning, Research & Assessment Officer 
 Timeline:  2006-07  
 Resource Needed: None. 
 
Action Item 2.E.2. Conduct diversity focus groups for underrepresented student groups to 
understand the classroom climate. 
 Area Responsible: Planning, Research & Assessment Officer 
 Timeline:  2006-07, 2007-08, 2008-09 
 Resource Needed: Meals. Grant funding for participation incentives. 
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• Initiative 2.F. Units within the College are encouraged to sponsor initiatives that promote a 
welcoming and inclusive environment.   
  

 Action Item 2.F.1. Units promote diversity initiatives through academic and campus activities 
calendars. 
 Area Responsible: Unit Leaders 
 Timeline:  2006-07, 2007-08, 2008-09 
 Resource Needed: None. 
 
Action Item 2.F.2. Units report diversity initiatives to Multicultural / International position on 
annual basis.  Reports include number of faculty, staff and students participating in each program 
as well as general perception of the program. 
 Area Responsible: Unit Leaders, Planning, Research & Assessment Officer 
 Timeline:  2006-07, 2007-08, 2008-09 
 Resource Needed: None.  
 

• Initiative 2.G. Promote appropriate processes for reporting harassment incidents within 
student body and among faculty and staff. 

 
Action Item 2.G.1. Reminders regarding harassment polices are distributed annually to appropriate 
constituents. 
 Area Responsible: Unit Leaders, Student Affairs, Human Resources, Multicultural 

International Counselor 
 Timeline:  2006-07, 2007-08, 2008-09 
 Resource Needed: None.  
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Challenge 3. Recruiting and Retaining a Diverse Student Body 
 

• Initiative 3.A. Examine the potential for BK scholarships that would consider diversity as 
one of a number of criterion. 

 
Action Item 3.A.1. Establish a campus funded scholarship program to support diversity. 
 Area Responsible: Student Affairs,  Development Office 
 Timeline: Recurring 2005-06 through 2008-09 
 Resource Needed: Programming, Estimated Amount: $10,000 each of the planning 

years 
 

• Initiative 3.B. Enhance marketing efforts to underrepresented groups.   
 
 Action Item 3.B.1. Enhance advertising in print media such as the M VOICE and The Drum. 

 Area Responsible: University Relations 
 Timeline: Recurring 2005-06 through 2008-09 
 Resource Needed: Programming, Estimated Amount: $10,000 each of the planning 

years (although $12,000 would be needed in 2005-06) 
 
 Action Item 3.B.2. Communicate with the Hispanic community through direct mail (printing and 

postage) advertising.  
 Area Responsible: University Relations 
 Timeline: Recurring 2005-06  through 2008-09 
 Resource Needed: Programming, Estimated Amount: TBA 

 
 Action Item 3.B.3. Communicate with the Hispanic community through running television ads 

during Channel 69’s Hispanic broadcasts. This would require having our existing commercial 
rerecorded.  
 Area Responsible: University Relations 
 Timeline: Recurring 2005-06 through 2008-09 
 Resource Needed: Programming, Estimated Amount: TBA 

 
 Action Item 3.B.4. Staffing would need to be hired in Admissions to answer Hispanic calls. 

 Area Responsible: University Relations 
 Timeline: Recurring 2005-06 through 2008-09 
 Resource Needed: Staffing, Estimated Amount: TBA 

 
• Initiative 3.C. Contribute to student retention efforts through diversity outreach efforts. 

  
 Action Item 3.C.1.  Expand programming and resources for groups of diverse students 

(e.g., returning adult students, “Be a Part from the Start”, disabled students, International 
students, LGBT). 

 Area Responsible: All Unit Leaders, Student Government Association 
 Timeline: Recurring 2005-06 through 2008-09 
 Resource Needed: None. 
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Challenge 4. Recruiting and Retaining a Diverse Workforce 
 

• Initiative 4.A. Recruit, develop, and retain a diverse and qualified faculty and staff. 
  

Action Item 4.A.1. When promoting open positions within the college, advertise in publications 
and avenues that minority populations access.  
 Area Responsible: All Unit Leaders,  Human Resources,  University Relations. 
 Timeline: Recurring 2005-06 through 2008-09  
 Resource Needed:  None. 
 
Action Item 4.A.2.  Human Resources representative shares diversity guidelines with all search 
committees (faculty and staff) prior to announcing position. 
 Area Responsible: Human Resources.   
 Timeline: Recurring 2005-06 through 2008-09  
 Resource Needed:  None. 

 
• Initiative 4.B. Encourage and support diversity-related research among faculty and staff.   

  
Action Item 4.B.1.  Funding support is provided for diversity-related research initiatives. 

Area Responsible: Academic Affairs; Development; Planning, Research & Assessment 
Officer 

Timeline:  Recurring 2005-06 through 2008-09 
Resource Needed: None. 
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Challenge 5. Developing a Curriculum that Supports the Goals of our New General 
Education Plan 
 

• Initiative 5.A. Acquire materials to support diversity issues in courses and programs at 
Berks. 

  
Action Item 5.A.1.  Enhance educational resources on campus for use by faculty and staff 
involved in multicultural education.  
 Area Responsible: Academic Affairs, Library, Multicultural International Counselor 
 Timeline: Recurring 2005-06 through 2008-09  
 Resource Needed:  TBA 

 
• Initiative 5.B. Increase percentage of budget spent on diversity-related initiatives by xx% 

yearly. 
 

Action Item 5.B.1. Enhance spending on diversity-related initiatives. 
 Area Responsible: Unit Leaders 
 Timeline: Recurring 2005-06 through 2008-09  
 Resource Needed:  TBA 
 
Action Item 5.B.2.  Enhance tracking of expenditures on diversity-related initiatives by using 
diversity codes in purchasing processes. 
 Area Responsible: Unit Leaders 
 Timeline: Recurring 2005-06 through 2008-09  
 Resource Needed:  None. 

 
• Initiative 5.D.  Stress incorporating diversity-related initiatives in course and program 

development. 
 

Action Item 5.D.1.  Provide faculty development opportunities that allow faculty to incorporate 
teaching methods that support multicultural education and diverse learning styles. 

Area Responsible: Academic Affairs 
Timeline:  Recurring 2005-06 through 2008-09  
Resource Needed: None. 
 

Action Item 5.D.2.  Use NSSE and FSSE results to understand faculty and student perception of 
engagement in multicultural education in the classroom. 

Area Responsible: Academic Affairs, Planning, Research & Assessment Officer 
Timeline:  2006-07  
Resource Needed: None 
 

 Action Item 5.D.3. Award grants to faculty that promote the teaching of diversity and diversity 
issues in divisional courses.  

  Area Responsible: Academic Affairs 
  Timeline:  Recurring 2005-06 through 2008-09  

Resource Needed: TBA 
 



Appendix A. Diversity Action Plan           Penn State Berks 
 
 

December 2006   - 43 -

• Initiative 5.E.  Establish the Common Reading program which has focused on the 
community-building and diversity-themed lessons that in co-curricular programming 
focused on multiculturalism.  

 
 Action Item 5.E.1.  Enhance the common reading program. 

  Area Responsible: Academic Affairs, Student Affairs 
  Timeline:  Recurring 2005-06 through 2008-09  

 Resource Needed: TBA 
 

• Initiative 5.F.  Establish the Common Reading program which has focused on the 
community-building and diversity-themed lessons that in co-curricular programming 
focused on multiculturalism.  

 
 Action Item 5.F.1.  Enhance the common reading program. 

  Area Responsible: Academic Affairs, Student Affairs 
  Timeline:  Recurring 2005-06 through 2008-09  

 Resource Needed: TBA 
 

• Initiative 5.G. International scholars participate in classes and College-sponsored social 
gatherings with students.  

 
 Action Item 5.G.1.  Offer panel presentations for campus community where invited college or 

guest International scholars share educational experience and path to their academic career. 
Area Responsible: Academic Affairs (Science) 
Timeline:  2005-06  
Resource Needed: None. 
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Goal A. Campus Climate and Inter-Group Relations 
 

Assessment Strategy 1.  Engagement in Diverse Group and Inter-Group Activities 
 
Metric:  Engagement in diverse groups and activities identified through questions on BCCSE, 

FSSE, and NSSE instruments 
  Timeline: 
   Fall 2005/Spring 2006: Baseline collected 
   Spring 2009:  Baseline to Final Report (2008-09) 

Assessment Strategy 2.  Student Climate Survey 
 
Metric:  Administer Climate Survey to students only in cluster of courses 

  Timeline: 
   Fall 2005: Baseline (compare to 2003-04 student data) 
 Fall 2008: Baseline to Final Report (2008-09); students and faculty/staff depending 

on timing of Human Resources Faculty/Staff Survey 

Assessment Strategy 3.  Understanding Diversity Issues in the Classroom 
 
Metric:  Focus groups of underrepresented groups. Selection of the focus group population may 

depend on the results of the Climate Survey Fall 2005. (Underrepresented population may 
include Gender, Age, Veteran Status, Sexual Orientation, Adult Learner/Returning 
Student, Race/Ethnicity, Socio-Economic, Citizen, Disability/Impairments, Transfer/First-
Year student) 

  Timeline: 
   Spring 2004: African American Students 
   Spring 2006: Underrepresented Population TBA 
   Spring 2007: Underrepresented Population TBA 

Assessment Strategy 4.  Creating a Welcoming Environment for Faculty and Staff 
 
Metric:  Use an external consultant to conduct separate focus groups of select underrepresented 

populations to understand faculty and staff perceptions of a “welcoming climate.”  Focus 
groups may be used to provide qualitative feedback to better understand recent Climate or 
Human Resource Faculty/Staff surveys.  

  Timeline: 
   Fall 2006: Faculty and Staff Focus Groups 
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Goal B.   Representation (Access and Success) 
 

Assessment Strategy 1.  Recruitment: Understanding Trends within the Undergraduate 
Student Pipeline 

 
Metric:  Track Applications, Offers, and Paid Accepts for underrepresented groups for which data 

is available (Gender, Age, Veteran Status, Adult Learner/Returning Student, 
Race/Ethnicity, Socio-Economic, Citizen, Disability/Impairments, Transfer/First-Year 
student) 

  Timeline: 
   Fall 2005: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009 Baseline to Final Report (2008-09) 

Assessment Strategy 2.  Diversity of our Undergraduate Population 
 
Metric:  Compare by Semester Standing (FR, SO, JR, SR, non-degree) over time for which data is 

available (Gender, Age, Veteran Status, Adult Learner/Returning Student, Race/Ethnicity, 
Socio-Economic, Citizen, Disability/Impairments, Transfer/First-Year student) 

  Timeline: 
   Fall 2005: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009 Baseline to Final Report (2008-09) 

Assessment Strategy 3.  Progress over Time (Retention and Persistence to Degree) 
 
Metric:  Track Retention and Graduation Rates by Admit Semester over time for which data is 

available (Gender, Age, Veteran Status, Adult Learner/Returning Student, Race/Ethnicity, 
Socio-Economic, Citizen, Disability/Impairments, Transfer/First-Year student) 

  Timeline: 
   Fall 2005: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009 Baseline to Final Report (2008-09) 

Assessment Strategy 4.  Academic Success 
 
Metric:  Compare cumulative grade point average to predicted grade point average of 

underrepresented groups after first-year for which data is available (Gender, Age, Veteran 
Status, Adult Learner/Returning Student, Race/Ethnicity, Socio-Economic, Citizen, 
Disability/Impairments, Transfer/First-Year student) 

  Timeline: 
   Fall 2005: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009 Baseline to Final Report (2008-09) 

Assessment Strategy 5.  Financial Aid Support 
 
Metric:  Compare Pell Grant and other financial aid support of underrepresented groups to majority 

groups for which data is available (Gender, Age, Veteran Status, Adult Learner/Returning 
Student, Race/Ethnicity, Socio-Economic, Citizen, Disability/Impairments, Transfer/First-
Year student) 

  Timeline: 
   Fall 2005: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009 Baseline to Final Report (2008-09) 
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Assessment Strategy 6.  Enrollment in Degree Programs 
 
Metric:  Review trends of underrepresented to majority groups by major and academic division, 

especially SMET (Science, Mathematics, Engineering, and Technology) programs for 
which data is available (Gender, Age, Veteran Status, Adult Learner/Returning Student, 
Race/Ethnicity, Socio-Economic, Citizen, Disability/Impairments, Transfer/First-Year 
student).  Note:  Data for a specific group may not be provided if there are less than five 
students in a group are present. 

 
  Timeline: 
   Fall 2005: Baseline (2003-04) to Midpoint (2005-06) 
   Fall 2009 Baseline to Final Report (2008-09) 
 
 
Goal C. Education and Scholarship 
 

Assessment Strategy 1.  Diversity within the Curriculum 
 
Metric:  Create a curriculum map of diversity and intercultural and international competence 

courses (general education and first-year seminar).  Include in the map if the course syllabi 
communicate consistent definitions of diversity. 

  Timeline: 
   Fall 2005: Baseline  
   Fall 2009 Baseline to Final Report (2008-09) 
 

Assessment Strategy 2.  Understanding what students are learning about diversity and how 
they apply it 

 
Metric:  Exit interviews with seniors and Surveys of Graduates of degree programs 

  Timeline: 
   Ongoing   
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Table 1. Penn State Berks Undergraduate Student Enrollments, by Gender, Fall 2001 to Fall 2006 
 

 2001 2002 2003 2004 2005 2006 

Headcount (n) (2316) (2443) (2394) (2382) (2444) (2631) 
Gender % % % % % % 

Female 40.0 39.3 38.9 38.6 40.5 42.2

Male 60.0 60.7 61.1 61.4 59.5 57.8

Total 100.0 100.0 100.0 100.0 100.0 100.0
1 Source: EIS Fall Official Enrollments 
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
 
 
Table 2. Penn State Berks Undergraduate Student Enrollments, by Ethnicity, Fall 2001 to Fall 2006 
 

 
2001 2002 2003 2004 2005 2006 

Headcount (n) (2316) (2443) (2394) (2382) (2444) (2631) 

Ethnicity 
% % % % % % 

Asian American 4.2 4.6 4.4 4.7 4.2 3.9

Black American 5.9 5.9 5.8 6.3 6.6 7.3

Hispanic/Latino 2.8 3.1 2.8 3.4 3.5 4.1

Native American <1 <1 <1 <1 <1 <1

Non-White Subtotal 12.9 13.6 13.0 14.4 14.3 15.3

White 79.5 78.1 79.3 78.2 78.9 78.7

International <1 <1 <1 <1 <1 <1

Declined to Report 7.2 7.7 7.2 6.8 6.1 5.4

Total 99.6 99.4 99.5 99.4 99.3 99.4
1 Source: EIS Official Student Enrollment Tables, Fall Semesters 
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 3.  Penn State Berks Retention and Graduation Rates, First Time Baccalaureate Admits, by Gender, 
Fall 1997 to Fall 2004 

 
Female Students 

Admit Semester FA97 FA98 FA99 FA00 FA01 FA02 FA03 FA04 

Headcount (n) (268) (259) (294) (306) (318) (289) (283) (293) 
Percent Retained at same 
location after : % % % % % % % % 

1 year 76.8 73.7 69.3 77.4 77.3 76.1 74.9 73.0

2 years 11.9 13.5 22.1 17.3 16.9 15.2 20.4 

3 years 7.4 7.7 17.0 11.4 14.1 12.8  

Percent Graduated after: % % % % % % % % 
4 years 45.8 53.2 45.2 54.5 55.6   

5 years 55.2 61.3 56.8 66.6   

6 years 57.0 63.7 58.8   

 
Male Students 

Admit Semester FA97 FA98 FA99 FA00 FA01 FA02 FA03 FA04 

Headcount (n) (343) (384) (413) (465) (430) (452) (412) (433) 
Percent Retained at same 
location after : % % % % % % % % 

1 year 74.6 71.3 73.1 76.3 75.1 71.2 76.9 74.1

2 years 15.7 16.9 21.0 18.2 25.1 19.9 20.1 

3 years 6.9 10.4 14.2 12.6 18.3 14.1  

Percent Graduated after: % % % % % % % % 
4 years 33.2 35.6 39.9 37.6 39.5   

5 years 51.6 52.6 55.9 56.9   

6 years 54.5 55.9 58.3   
1 Source: Data from AIDAE – RPM System, November 2006.  Fall 2005 cohort data not available until after semester ends.  Only 
includes first time baccalaureate students, does not include advance standing, provisional, non-degree or readmit students. 
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 4.  Penn State Berks Retention and Graduation Rates, First Time Baccalaureate Admits, by Ethnicity, 

Fall 1997 to Fall 2004 
 
The following tables provide retention and graduation rates for successive cohorts of baccalaureate regular admit 
students for each fall semester from fall 1997 through fall 2004.  The data are for 1) multicultural students 
(African/Black American, American Indian/Alaskan Native, Asian and Pacific American, and Latino/Hispanic 
American) and 2) white students.  Retention data indicate the percentage of students retained at any Penn State 
location within any Penn State college (excluding Penn College).  Graduation data indicate the percentage of students 
who graduated from any Penn State location with any Penn State degree, including students who change to associate 
degree status and graduate with associate degrees (excluding Penn College). 
 
Multicultural Students 

Admit Semester FA97 FA98 FA99 FA00 FA01 FA02 FA03 FA04 

Headcount (n) (64) (82) (83) (99) (101) (97) (88) (112) 
Percent Retained at same 
location after: 

% % % % % % % % 

1 year 84.3 74.3 74.6 83.8 85.1 79.3 88.6 75.8

2 years 67.1 59.7 68.6 74.7 66.3 68.0 77.2 

3 years 60.9 56.0 61.4 69.6 59.4 60.8  

Percent Graduated after: % % % % % % % % 

4 years 39.0 34.1 38.5 51.5 39.6  

5 years 51.5 50.0 56.6 61.6  

6 years 54.6 56.0 56.6  

White Students 

Admit Semester FA97 FA98 FA99 FA00 FA01 FA02 FA03 FA04 

Headcount (n) (526) (532) (581) (616) (594) (597) (578) (562) 
Percent Retained at same 
location after: 

% % % % % % % % 

1 year 81.9 81.5 79.1 85.0 82.8 80.7 83.7 84.6

2 years 65.9 70.4 67.9 74.3 70.8 69.8 73.3 

3 years 58.5 64.6 60.4 69.9 64.9 64.4  

Percent Graduated after: % % % % % % % % 

4 years 39.3 44.5 42.5 44.4 47.8  

5 years 53.8 57.7 56.2 62.5  

6 years 56.2 60.3 58.8  
1 Source: Data from AIDAE – RPM System, 2006.  Fall 2005 cohort data not available until after semester ends.  Only includes 
first time baccalaureate students, does not include advance standing, provisional, non-degree or readmit students. 
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 5. Penn State Berks Baccalaureate Degree Student Graduation Profiles, by Gender, 2001 to 2006 
 

 
200102 200203 200304 200405 200506 

Headcount (n) (109) (183) (182) (176) (210) 
Gender % % % % % 

Female 43.1 36.6 42.3 39.2 40.5

Male 56.9 63.4 57.7 60.8 59.5

Total 100.0 100.0 100.0 100.0 100.0
1 Source: Data Warehouse Student Semester and Student Bio Tables.  Note Graduation Headcount includes graduates from 
previous summer, fall and spring.  For example, academic year 200102 data includes SU01, FA01 and SP02 graduates. 
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 

 
 
Table 6. Penn State Berks Baccalaureate Degree Student Graduation Profiles, by Ethnicity, 2001 to 2006 
 

 
200102 200203 200304 200405 200506 

Headcount (n) (109) (183) (182) (176) (210) 

Ethnicity 
% % % % % 

Asian American 2.8 1.6 5.5 6.3 2.4

Black American 6.4 7.1 7.1 8.5 6.7

Hispanic/Latino <1 4.4 4.9 2.8 2.9

Native American <1 <1 <1 <1 <1

Non-White Subtotal 9.2 13.1 17.5 17.6 12.0

White 85.3 80.3 78.6 75.0 80.0

Declined to Report 4.6 6.0 3.8 6.8 7.6

Total 99.1 99.4 99.9 99.4 99.6
1 Source: Data Warehouse Student Semester and Student Bio Tables.  Note Graduation Headcount includes graduates from 
previous summer, fall and spring.  For example, academic year 200102 data includes SU01, FA01 and SP02 graduates. 
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 7. Penn State Berks Associate Degree Student Graduation Profiles, by Gender, 2001 to 2006 
 

 
200102 200203 200304 200405 200506 

Headcount (n) (58) (60) (75) (72) (66) 
Gender % % % % % 

Female 51.7 31.7 30.7 45.8 40.9

Male 48.3 68.3 69.3 54.2 59.1

Total 100.0 100.0 100.0 100.0 100.0
1 Source: Data Warehouse Student Semester and Student Bio Tables.  Note Graduation Headcount includes graduates from 
previous summer, fall and spring.  For example, academic year 200102 data includes SU01, FA01 and SP02 graduates. 
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 

 
 
Table 8. Penn State Berks Associate Degree Student Graduation Profiles, by Ethnicity, 2001 to 2006 
 

 
200102 200203 200304 200405 200506 

Headcount (n) (58) (60) (75) (72) (66) 

Ethnicity 
% % % % % 

Asian American <1 1.7 1.3 <1 1.5

Black American 1.7 1.7 5.3 2.8 1.5

Hispanic/Latino 3.4 3.3 1.3 <1 1.5

Native American <1 <1 <1 <1 <1

Non-White Subtotal 5.1 6.7 7.9 2.8 4.5

White 81.0 88.3 89.3 95.8 86.4

Declined to Report 13.8 5.0 2.7 1.4 9.1

Total 99.9 100.0 99.9 100.0 100.0
1 Source: Data Warehouse Student Semester and Student Bio Tables.  Note Graduation Headcount includes graduates from 
previous summer, fall and spring.  For example, academic year 200102 data includes SU01, FA01 and SP02 graduates. 
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 

 



Appendix C.  Tables  Penn State Berks 
 

December 2006 - 52 -

Table 9. Penn State Berks Executives, Administrators, Academic Administrators, Staff, and Tech Services, 
by Gender, 2001 to 2006 

 
 

 Fall 2001 Fall 2002 Fall 2003 Fall 2004 Fall 2005 
 

Headcount (n) (127) (143) (154) (163) (159) 
Females 

 % % % % % 
 Executives <1 <1 <1 <1 <1
 Academic Administrators 0.0 0.0 0.0 0.0 0.0
 Staff 41.7 42.0 43.5 43.6 23.3
 Technical Services 9.4 11.2 1.7 11.0 20.7
 Subtotal 51.2 53.3 55.3 54.7 44.1

Males  
 Executives 0.0 0.0 0.0 0.0 0.0
 Academic Administrators <1 <1 <1 <1 <1
 Staff 22.8 23.1 22.7 23.9 44.0
 Technical Services 24.4 22.4 20.8 20.2 10.7
 Subtotal 47.3 45.6 43.6 44.2 55.8

Total 98.5 98.9 98.9 98.9 99.9
1 Source: EIS Employee Census, October snapshots, Regular Employees (not part-time). Does not include academic positions.   
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 10. Penn State Berks Executives, Administrators, Academic Administrators, Staff, and Tech Services, 
by Gender, Fall 2005 

 

Class Grade Female Male Totals 

Executives   1 100.0%  1

Executive Subtotal   1 100.0%  1

Academic   1 100.0% 1

Academic Subtotal   1 100.0% 1

Staff 26-32 3 100.0% 3

  20-25 18 60.0% 12 40.0% 30

  11-19 49 77.8% 14 22.2% 63

  Comp 3 27.3% 8 72.7% 11

Staff Subtotals   70 65.4% 37 34.6% 107

Technical 8-12 17 44.7% 21 55.3% 38

  1-7 11 100.0% 11

Technical Subtotals   17 34.7% 32 65.3% 49

 Totals   88 55.7% 70 44.3% 158
 



Appendix C.  Tables  Penn State Berks 
 

December 2006 - 54 -

Table 11. Penn State Berks Executives, Administrators, Academic Administrators, Staff, and Tech Services, 
by Ethnicity, 2001 to 2006 

 
 

 Fall 2001 Fall 2002 Fall 2003 Fall 2004 Fall 2005 
 

Headcount (n) (127) (143) (154) (163) (159) 
Multicultural 

 % % % % % 
 Executives 0.0 0.0 0.0 0.0 0.0
 Academic Administrators 0.0 0.0 0.0 0.0 0.0
 Staff 4.7 6.3 6.5 5.5 6.3
 Technical Services 5.5 6.3 5.2 5.5 5.7
 Subtotal 10.2 12.6 11.7 11.0 12.0

White  
 Executives <1 <1 <1 <1 <1
 Academic Administrators <1 <1 <1 <1 <1
 Staff 59.8 58.7 59.7 62.0 61.0
 Technical Services 28.3 27.3 26.0 25.8 25.8
 Subtotal 88.3 85.1 85.8 87.9 86.9

Total 98.4 98.7 97.5 98.9 98.9
1 Source: EIS Employee Census, October snapshots, Regular Employees (not part-time). Does not include academic positions.   
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 12. Penn State Berks Executives, Administrators, Academic Administrators, Staff, and Tech Services, 
by Ethnicity, Fall 2005 
 

Class Grade 

Black/ 
African 

American 

Asian 
American 

/ 
Pacific 

Islander 
Hispanic/

Latino 

Multi-
cultural 
Subtotal White Totals 

Headcount (n)  (7) (1) (9) (17) (141) (158) 

  % % % % % (n) 

Executives           100.0 (1) 

Executive Subtotal           100.0 (1) 

Academic           100.0 (1) 

Academic Subtotal           100.0 (1) 

Staff 26-32         100.0 (3) 

  20-25 10.0     10.0 90.0 (30) 

  11-19 3.2 1.6 3.2 7.9 92.1 (63) 

  Comp     9.1 9.1 90.9 (11) 

Staff Subtotals   4.7 0.9 2.8 8.4 91.6 (107) 

Technical 8-12 5.3   13.2 18.4 81.6 (38) 

  1-7     9.1 9.1 90.9 (11) 

Technical Subtotals   4.1   12.2 16.3 83.7 (49) 

 Totals   4.4 0.6 5.7 10.8 89.2 (158) 
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Table 13. Penn State Berks, Faculty Rank, by Gender, 2001 to 2005 
 

 2001 2002 2003 2004 2005 

Headcount (n) (87) (92) (100) (101) (105) 

Female % % % % % 

Professors 0.0 0.0 0.0 <1 <1

Associate Professors 4.6 7.6 10.0 9.9 10.5

Assistant Professors 20.7 17.4 19.0 18.8 17.1

Lecturers/Instructors 16.1 14.1 14.0 12.9 15.2

Female Faculty Subtotal 41.4 39.1 43.0 42.6 43.8

Male  

Professors 2.3 3.3 5.00 4.0 4.7

Associate Professors 12.6 10.9 11.00 11.9 12.4

Assistant Professors 33.3 30.4 28.00 27.7 26.7

Lecturers/Instructors 9.4 16.3 13.00 13.9 12.4

Male Subtotal 58.6 60.9 57.0 57.4 56.2

Total 100.0 100.0 100.0 100.0 100.0
1Source:  EIS Official Annual Academic and Academic Administrator Counts. 
a <1 Indicates less than 1%. 
 
 
Table 14. Penn State Berks Faculty Rank, by Gender, Fall 2005 
 

Professor 
Associate 
Professor 

Assistant 
Professor Instructor Totals  

# % # % # % # % # % 

Female 1 16.7% 11 45.8% 18 39.1% 16 55.2% 46 43.8%

Male 5 83.3% 13 54.2% 28 60.9% 13 44.8% 59 56.2%

Totals 6 100% 24 100% 46 100% 29 100% 105 100%
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Table 15. Penn State Berks Faculty Rank, by Ethnicity, 2001 to 2006 
 

 
2001 2002 2003 2004 2005 

Headcount (n) (87) (92) (100) (101) (105) 

Non-White  % % % % % 

Professors 0.0 0.0 0.0 0.0 0.0

Associate Professors 0.0 0.0 0.0 0.0 <1

Assistant Professors 3.5 3.3 3.0 4.9 5.7

Lecturers/Instructors 0.0 0.0 1.0 <1 <1

Non-White Faculty Subtotal 3.5 3.3 4.0 5.9 7.6

White  

Professors 2.3 3.3 5.0 5.0 5.7

Associate Professors 17.2 18.5 21.0 21.8 21.9

Assistant Professors 50.6 44.6 44.0 41.6 38.1

Lecturers/Instructors 26.4 30.3 26.0 25.7 26.7

White Subtotal 96.5 96.7 96.0 94.1 92.4

Total 100.0 100.0 100.0 100.0 100.0
1Source:  EIS Official Annual Academic and Academic Administrator Counts. 

  a <1 Indicates less than 1%. 
 
 
Table 16. Penn State Berks Faculty Rank, by Ethnicity, Fall 2005 
 

Professor 
Associate 
Professor 

Assistant 
Professor Instructor Totals 

 

# % # % # % # % # % 

American 
Indian/Native Am. 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%

Black American 0 0.0% 0 0.0% 2 4.3% 0 0.0% 2 1.9%

Asian American 0 0.0% 0 0.0% 3 6.5% 1 3.4% 4 3.8%

Hispanic/Latino 0 0.0% 1 4.2% 1 2.2% 0 <1% 2 1.9%

Subtotal 0 0.0% 1 4.2% 6 13.0% 1 3.4% 8 7.6%

White 6 100.0% 23 95.8% 40 87.0% 28 96.6% 97 92.4%

Totals 6 100% 24 100% 46 100% 29 100% 105 100%
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Table 17.  Gender and Race/Ethnicity of Students in Paid Accept Status 
 

 Headcount of Paid Accepts 

 
Fall 2003 Fall 2005 Difference 

First  Time New    

Female  315 363 48

African-American 45 62 17

Hispanic/Latino  19 35 16

Asian-American 34 41 7

International 3   6 3

 

Transfer Students 

Female  42 56 14

African-American 4 4 n/c

Hispanic/Latino  5 3 (2)

Asian-American 2 2 n/c

International 0 0 0

  Source: Penn State Berks Student Affairs 
 
Table 18. Gender, Race/Ethnicity, and Age of Enrolled Students (All Levels) 
 

 Enrollment (Headcount) 

 
Fall 2003 Fall 2005 Difference 

Total Enrollment 2428 2488 60

Female  963 1026 63

African-American 141 162 21

Asian-American  105 103 ( 2)

Hispanic/Latino 68 89 21

International 10 12 2

Adult Learners 256 312 56

  Source: Penn State Berks Student Affairs 
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Table 19. Gender, Race/Ethnicity, and Age of Enrolled Veteran Status Students 
 

 Academic year 
 2003 - 2004 2004 - 2005 2005 - 2006 2006 - 2007 

Headcount (n) (85) (80) (62) (53) 
 % % % % 
ETHNICITY     

Declined to Report 7.1 6.3 9.7 9.4 
American Indian / Alaskan Native 0 1.2 1.6 0 

Black / African American 5.9 5.0 1.6 3.8 
Asian / Pacific American 1.2 1.3 1.6 0 

Latino / Hispanic American / Puerto Rican 4.7 2.5 1.6 1.9 
White 81.2 83.8 83.9 84.9 

     
GENDER     

Female 17.7 16.3 14.5 20.8 
Male 82.3 83.7 85.5 79.2 

     
AGE     

17 years old or younger 0 0 0 0 
18  - 23 years old 35.3 33.8 27.4 26.4 

24 years old or older 64.7 66.2 72.6 73.6 
*Penn State Data Warehouse - Student Semester and Bio Tables   
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 20. Gender, Race/Ethnicity, and Age Adult Learners or Non-Traditional Students  
 

  Academic year 
 2003 - 2004 2004 - 2005 2005 - 2006 2006 - 2007 

Headcount (n) (320) (318) (272) (259) 
 % % % % 
ETHNICITY     
Declined to Report 6.3 7.7 8.1 8.5 
American Indian / Alaskan Native <1 <1 <1 0 
Black / African American 7.8 6.3 5.9 5.0 
Asian / Pacific American 1.6 1.6 2.2 2.7 
Latino / Hispanic American / Puerto Rican 5.6 5. 5.5 6.9 
White 78.1 78.0 76.8 76.1 
International <1 <1 <1 <1 

         
GENDER     

Female 35.3 34.9 37.9 42.5 
Male 64.7 65.1 62.1 57.5 

    
AGE     

17 years old or younger <1 0 0 0 
18  - 23 years old 33.1 25.5 18.0 18.5 
24 years old or older 66.6 74.5 82.0 81.5 
*Penn State Data Warehouse - Student Semester and Bio Tables   
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 21. Gender, Race/Ethnicity, and Age of Enrolled Advanced Standing (Transfer) Students 
 

  Academic year 
 2003 - 2004 2004 - 2005 2005 - 2006 

Headcount (n) (204) (214) (225) 
 % % % 
ETHNICITY    

Declined to Report 10.8 9.8 8.0
American Indian / Alaskan Native 0 0 <1

Black / African American 3.4 3.7 4.9
Asian / Pacific American 2.4 2.3 2.2

Latino / Hispanic American / Puerto Rican 5.4 5.1 3.1
White 77.4 78.0 80.4

International <1 <1 <1
        
GENDER    

Female 47.5 43.9 47.6
Male 52.5 56.1 52.4

    
AGE    

17 years old or younger 0 0 0
18  - 23 years old 60.3 57.5 60.9

24 years old or older 39.7 42.5 39.1
*Penn State Data Warehouse - Official Student Enrollment Table  
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 22. Gender, Race/Ethnicity, and Age of Enrolled First Time Provisional Students 
 

  Academic year 
 2003 - 2004 2004 - 2005 2005 - 2006 

Headcount (n) (22) (27) (23) 
 % % % 
ETHNICITY    

Declined to Report 9.1 11.1 8.7 
American Indian / Alaskan Native 0 0 4.3 

Black / African American 13.6 18.5 8.7 
Asian / Pacific American 0 3.7 0.00 

Latino / Hispanic American / Puerto Rican 0 7.4 8.7 
White 77.3 59.3 69.6 

International 0 0 12.5 
        
GENDER    

Female 13.6 22.2 21.7 
Male 77.3 77.8 78.3 

    
AGE    

17 years old or younger 0 3.7 4.3 
18  - 23 years old 77.3 77.8 91.3 

24 years old or older 22.7 18.5 4.4 
*Penn State Data Warehouse - Official Student Enrollment Table  
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 23.  Ethnicity, Gender, and Age Trends in the EBC Division, 2003-04 to 2005-06 
 

  Academic year 
 2003-04 2004-05 2005-06 

Headcount (n) (479) (457) (458) 
% % % 

ETHNICITY  
Declined to Report 5.2 6.6 6.1 

American Indian / Alaskan Native 0 0 <1 
Black / African American 7.1 6.1 6.1 
Asian / Pacific American 4.4 4.2 2.8 

Latino / Hispanic American / Puerto Rican 3.5 2.8 3.5 
White 84.1 79.9 81.0 

International <1 <1 0 
   

GENDER    
Female 28 25 27 

Male 72 75 73 
   

AGE    
17 years old or younger 0 0.0 <1 

18  - 23 years old 69.5 72.2 73.3 
24 years old or older 30.5 27.8 26.3 

*Penn State EIS - Student Enrollment Table   
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 24.  Ethnicity, Gender, and Age Trends in the HASS Division, 2003-04 to 2005-06  

 
  Academic year 
 2003-04 2004-05 2005-06 

Headcount (n) (150) (165) (208) 
 % % % 
ETHNICITY    

Declined to Report 7.3 4.8 3.9 
American Indian / Alaskan Native <1 <1 <1 

Black / African American 9.3 10.3 7.7 
Asian / Pacific American <1 1.8 2.9 

Latino / Hispanic American / Puerto Rican 3.3 5.5 4.3 
White 78.7 77.0 80.3 

International 0 0 <1 
    
GENDER    

Female 71 65 69 
Male 29 35 31 

    
AGE    

17 years old or younger <1 0 <1 
18  - 23 years old 78.7 74.5 76.0 

24 years old or older 20.6 25.5 23.5 
*Penn State EIS - Student Enrollment Table   
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
   

 
 



Appendix C.  Tables  Penn State Berks 
 

December 2006   - 65 -

Table 25.  Ethnicity, Gender, and Age Trends in the SCI Division, 2003-04 to 2005-06 
   

  Academic year 
 2003-04 2004-05 2005-06 

Headcount (n) (44) (47) (69) 
% % % 

ETHNICITY  
Declined to Report 9.1 12.8 8.7 

American Indian / Alaskan Native 0 0 0 
Black / African American 13.6 6.4 4.3 
Asian / Pacific American 0 2.2 2.9 

Latino / Hispanic American / Puerto Rican 4.6 6.4 2.9 
White 72.7 72.3 81.2 

International 0 0 0 
   

GENDER    
Female 61 51 55 

Male 39 49 45 
   

AGE    
17 years old or younger 0 0 0 

18  - 23 years old 80 85 84 
24 years old or older 20 15 16 

*Penn State EIS - Student Enrollment Table   
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 26.  Ethnicity, Gender, and Age Trends for Penn State Berks College Majors Summary (Undergraduate Students in 
Berks College Programs Pipeline), 2003-04 to 2005-06 

 
  Academic year 
 2003-04 2004-05 2005-06 

Headcount (n) (170) (193) (240) 
 % % % 
ETHNICITY    

Declined to Report 7.6 4.1 5.0 
American Indian / Alaskan Native 0 0 0 

Black / African American 7.7 8.8 7.9 
Asian / Pacific American 4.7 3.6 1.3 

Latino / Hispanic American / Puerto Rican 5.3 3.6 5.0 
White 74.1 79.8 80.4 

International <1 0.00 <1 
       
GENDER    

Female 50.6 51.3 61.3 
Male 49.4 48.7 38.7 

    
AGE    

17 years old or younger <1 2.1 1.3 
18  - 23 years old 87.1 83.9 88.7 

24 years old or older 12.4 14.0 10.0 
*Penn State EIS - Student Enrollment Table   
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 27.  Ethnicity, Gender, and Age Trends for DUS Students, 2003-04 to 2005-06    
 

  Academic year 
 2003-04 2004-05 2005-06 

Headcount (n) (334) (345) (395) 
 % % % 
ETHNICITY    

Declined to Report 3.9 4.9 4.3 
American Indian / Alaskan Native 0 0 0 

Black / African American 5.4 6.1 5.6 
Asian / Pacific American 6.6 7.8 6.8 

Latino / Hispanic American / Puerto Rican 2.7 2.6 4.1 
White 81.4 77.7 79.9 

International 0 <1 <1 
       
GENDER    

Female 44.3 42.1 40.5 
Male 55.7 58.0 59.5 

    
AGE    

17 years old or younger 2.4 2.9 2.5 
18  - 23 years old 96.1 96.5 97.0 

24 years old or older 1.5 <1 <1 
*Penn State EIS - Student Enrollment Table   
* Percentages may not round to 100% due to rounding. 
a <1 Indicates less than 1%. 
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Table 28. Berks County Demographics, 2005, 2000 

 

Multicultural Background 

2005  
Percent of  

Berks Population 

2000  
Percent of  

Berks Population 
Estimated Total Population 382,917 373,638

Am. Indian or Alaska Native <1 <1

Asians or Pacific Islander 1.2% 1.0%

Black or African American  4.5% 3.7%

Hispanic or Latino (of any race) 14.5% 12.5%

Other 3.2% 5.4%

Subtotal 23.5% 22.6%

White 89.9% 88.2%

 Source: U.S. Census Bureau, (2005). American Community Survey Data Profile Highlights.  
http://factfinder.census.gov/servlet/ACSSAFFFacts?_event=Search&_lang=en&_sse=on&geo_id=05000US42011
&_county=Berks%20County

  * Percentages may not round to 100% due to rounding. 
  a <1 Indicates less than 1%. 
 

http://factfinder.census.gov/servlet/ACSSAFFFacts?_event=Search&_lang=en&_sse=on&geo_id=05000US42011&_county=Berks%20County
http://factfinder.census.gov/servlet/ACSSAFFFacts?_event=Search&_lang=en&_sse=on&geo_id=05000US42011&_county=Berks%20County


  

2003-04 2004-05 2005-06 2006-07
Budget Budget or Cost Center Description Budget Actual Budget Actual Budget Actual Budget Actual

001-03 BK CEO
Planning, Research Assessment $0 $0 $0 $0 $0 $120 $0 $0

001-51BK Special Projects
Rainbow Alliance (Gay, Lesb., Bi-sexual) $2,250 $2,085 $2,250 $2,063 $2,250 $1,788 $2,250 $0
Diversity Committee 2,250 562 2,250 500 2,250 1,376 2,250 0
EOPC - UP 696 696 0 0 0 0 0 0
Women's Commission 2,000 1,103 2,000 1,761 2,239 2,012 2,000 0
Adult Learner 500 378 622 664 500 95 500 0
Multicultural Ed. Center 1,000 - 2,000 - 2,000 - 1,000 0
Labyrinth - - 1,000 933 1,711 1,460 1,251 0
EOPC - Summer Camp 768 768 0 0 0 0 0 0
Wise 350 397 350 336 350 333 350 0
Hispanic Center - - - - 5,000 5,000 5,000 -
Chancellor's Contingency (05/06-gay fine by me) - - - 1,113 3,000 3,000 - -

189-10 BK Multicultural Recruit & Retention $46,624 $45,752 $43,335 $41,972 $45,898 $45,236 $45,555 0

189-26 BK Student Services $0 $0 $0 $4,379 $0 $0 $0 $0

189-32 BK EOP $62,931 $46,031 $69,679 $46,742 $75,664 $62,447 $50,353 $0
   (Budget amounts include carryover) 

189-35 BK Disability Services $0 $30,606 $45,484 $43,569 $45,977 $44,457 $48,580 $0

190-54 BK Student Activity Fees
Diverse Population & Issues $21,390 $14,661 $2,500 $2,500 $0 $0 $0 $0
Feast of Holidays $0 $0 $0 $0 $500 $500 $0 $0
"D" (diversity) Day $0 $0 $0 $0 $1,000 $1,000 $0 $0
Soul Food Night, Bollywood Night $0 $0 $0 $0 $0 $1,000 $0 $0

260-01 BK Academic Affairs
Adult Learner $0 $0 $0 $0 $2,500 $1,331 $3,000 $0
NAACP - Grobman 0 0 0 0 5,500 5,563 0 0

968-77 BK Beaver Guest Lecturer $0 $0 $0 $3,121 * $0 $0 $0 $0
* Same Sex Marriage debate

$140,759 $143,039 $171,470 $149,653 $196,339 $176,718 $162,089 $0

FRAMEWORK FOR DIVERSITY
Expense Analysis
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Appendix F. Penn State Berks Retention Plan, 2006-2009 

To remain a viable institution, a college must be successful in recruiting and retaining students. But 
what does it take to recruit and retain students? Why do students come to college and why do they 
stay? All students come to our college with individual expectations and needs, and our ability to 
recruit and retain students will depend on our ability to meet those expectations and needs. Therefore, 
a retention plan must focus on anticipating the needs and expectations of our incoming students and 
fostering the kind of environment and experiences that meet or exceed them. As we discuss in greater 
detail below, we must take into account how needs and expectations differ among diverse populations 
of students and develop programs that are sufficiently flexible to respond to those differences. 
 
Students' expectations for college, however, are not necessarily aligned with goals and values 
appropriate for college. Although some students enter college with clearly defined academic or 
professional goals, many have neither academic motivation nor direction and many lack the skills to 
succeed in college. Unless a college is able to engage such students, to motivate and challenge them 
intellectually, to provide them with the support and security that they need to succeed, and to enable 
them to experience a sense of belonging to a vibrant intellectual community, some will fail or 
withdraw. A critical measure of a retention plan will be its ability to foster in students the values, 
skills, and goals appropriate for college.  
 
The retention plan will need to be explicit about the intended outcomes of students' experiences and 
to outline strategies for helping students to achieve them at each level of their collegiate career. 
Several outcomes identified in the College’s Strategic Plan include: 

• individual growth 
• cultural awareness 
• ethical decision-making 
• social responsibility  
• research 
• critical thinking 

• information literacy 
• communication 
• teamwork and group process 
• creativity 
• general education knowledge 
• discipline specific knowledge 

.  
Thus, a retention plan is ultimately intended to help students be successful in college, because we 
assume that students who succeed will choose to remain in college. But our conception of 
"success" is not limited to academic success.  
 
The ultimate goal of a college education is to ensure that students are educated and prepared for 
satisfying lives as individuals, as successful professionals, and as responsible citizens. A 
comprehensive retention plan must envision a holistic approach to the education of students, 
which includes attention to their emotional, cognitive, civic, and ethical development. As called 
for in the College's Strategic Plan, the Penn State Berks’ plan for retention must encourage 
"individual growth, cultural awareness, ethical decision-making, and civic responsibility for all 
members of the community."  Such a plan recognizes that the commitment to student learning 
must extend well beyond the classroom to encompass the totality of our students' experiences in 
college and to include our organizational structures and physical environment.  Every member of 
the faculty and staff has a part to play in promoting and supporting student learning, and we must 
dedicate ourselves as a college community to creating a climate in which contributions to student 
learning are made explicit, encouraged, and rewarded as integral to everyone's responsibilities at 
the College. As President Spanier affirmed in his recent address, "Everyone must be part of the 
solution." Such an institutional commitment is precisely what is called for in our vision to 
become "a nurturing, learning-centered environment." If we are able to achieve this bold vision, 
we believe that students will increasingly elect to complete their education at our college.  



Penn State Berks Mid-Point Report 

 
Retention at Penn State Berks  
 
As Figures 1 and 2 below indicate, enrollment at Penn State Berks has received serious attention, 
whether the challenge has been to attract new students or to retain them in subsequent semesters.  
Faculty and staff have focused time and energy on programs and practices to support enhanced 
enrollments, and the College’s twenty year history of enrollment growth speaks to their success. 

 
However, in 2003, the Student Affairs Committee of the College Senate questioned whether 
even more could be accomplished to increase the retention of students, particularly of those from 
underrepresented populations.   These initial discussions led to the creation of a Retention 
Council in 2004, named by the Chancellor, to provide leadership, coordination, and analysis of 
retention and of those efforts that support retention initiatives.   
            
The Retention Council was formed during the fall semester of 2003 with the specific charge to 
provide leadership, coordination and analysis of retention and those efforts that support retention 

Figure 1. Undergraduate Student Enrollment Trends At PSU Berks
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Figure 2.  Graduation Trends at Penn State Berks
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Penn State Berks Mid-Point Report 

initiatives undertaken by the College.  The Council’s work has focused upon five broad areas of 
activity: 

 Identification of current retention initiatives 
 Identification of “best practices” in retention 
 Development and use of retention data  
 Development of specific retention initiatives 
 Development of a master retention model 

 
To date, the Council has carried out the following initiatives: 

 Analyzed student progression from fall to spring semesters 
 Analyzed student progression from fall to subsequent fall semesters 
 Conducted a phone survey of students who were eligible to return and did not 
 Studied first-year persistence at Penn State Berks 
 Created and implemented a process by which all non-scheduled students for a subsequent 

semester are contacted, during the current semester of enrollment, in multiple ways to 
address their specific needs 

 Explored and supported an on-line student tracking system to identify and respond to 
students who are experiencing academic difficulties 

 Created an intervention process including faculty and identified staff to ensure that any 
student considered “at risk” receives an appropriate and timely personal contact(s) 

 Supported a working group that attended a Noel-Levitz conference on retention 
 Supported the Penn State Berks sponsored Retention Conference “Educating, Supporting 

and Serving Returning Adult Learners.”  This conference was attended by faculty, staff 
and students from other Penn State campuses and other institutions of higher learning. 

 Analyzed the Student Satisfaction Survey 
 Identified “best practices” in retention 
 Submitted three grant proposals to Undergraduate Education, one of which was funded 

and implemented to support programming initiatives for off-campus students who are not 
residing with their families 

 Prepared the College Retention Plan 
 
Retention and Graduation.  Analysis of retention trends at the College indicates that our 
retention trend is fairly stable and well above the National average for public institutions (72 to 
79 percent) (Pascarella & Terenzini, 2005).  The most current retention information available of 
all full-time bachelor's (or equivalent) degree-seeking undergraduate students who entered Penn 
State Berks freshmen is for the fall 2003 cohort (or the preceding summer term). At Penn State 
Berks, 83.6% percent of the fall 2003 cohort was enrolled in fall 2004.  (Retention data for the 
fall 2004 cohort is not available until late spring 2006.)  Table 1 provides a comparison of the 
Berks campus retention rate for the fall 2003 cohort compared to other Penn State locations. 
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Penn State Berks Mid-Point Report 

Table 1.  Percentage of fall 2003 full-time bachelor’s degree seeking freshmen returning fall 
2004 

 
Penn State Campus Percentage a Number
University Park 92.6% 6040
Harrisburg 85.2% 56
Altoona 85.1% 1318
Berks 83.6% 766
Erie 82.9% 837
Abington 75.5% 779

a Source:  Penn State Common Data Set  
 

Penn State Berks needs to improve its six-year graduation rate when compared to Penn State 
stand alone colleges. (See Figure 2 and Table 2).  Retention literature indicates that higher 
selectivity yields higher retention and graduation rates. Of the stand-alone colleges, Berks has 
the lowest admission standard, which suggests that we should retain the smallest percentage of 
students, but we do not. The 1998 cohort is the second freshmen cohort to be eligible to begin 
and complete their degree program at the Berks campus.  Several majors and extracurricular 
opportunities have been added to the Berks campus experience since the fall 1998 cohort.  These 
factors have implications for improved retention and graduation rates.  Of the first-year students 
enrolled in college at a baccalaureate institution in fall 1996, only 55% completed their degree at 
that institution within six years (63% completed it either at their initial institution or at another 
institution to which they transferred) (ACT, 2004).   In 2005, only 42.5% of college students 
beginning at public, four-year institutions completed their baccalaureate degree within five years 
of entry (ACT, 2005 [http://www.act.org/path/policy/pdf/retain_charts.pdf]).  This degree 
completion rate has dropped steadily since 1988. 
 
Table 2.  Six-year graduation rate for 1998 freshmen cohort. 

 
Penn State Campus Percentage a Cohort n
University Park 83.8% 3716
Erie 64.1% 780
Altoona 63.7% 1374
Berks 57.7% 697
Abington  41.8% 749

a Source:  Penn State Common Data Set 
 

Several variables shape student persistence behaviors from one term to the next, one year to the 
next, or to degree completion.  Two of the variables that contribute to student persistence include 
student satisfaction and student engagement in learning.  
 
Student Engagement. Overall, our students perceive that they are engaged in learning to nearly 
the same extent as students at other baccalaureate institutions.  When considering all five 
benchmarks (Level of Academic Challenge, Active & Collaborative Learning, Student-Faculty 
Interaction, Enriching Educational Experiences, and Supportive Campus Environment) our first-
year and senior-year students either exceeded the score predicted for our campus or matched or 
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exceeded their peers at other baccalaureate institutions when controlling for certain institutional 
characteristics.  
 
When looking within our college and comparing first-year and senior-level perceptions of 
engagement, differences exist in perception of student engagement for the following 
benchmarks:    

 Active & Collaborative Learning:  Senior students scored almost 10 points higher than 
first-year students in this area.   

 Student-Faculty Interaction:  Seniors scored slightly higher then first-year students on 
this benchmark.  

 Enriching Educational Experiences:  Seniors actual scores were 5.0 less than the first-
year student scores.   

 Supportive Campus Environment:  First-year students’ actual scores were 6.5 points 
higher than seniors’.     

 
Student Satisfaction. The Student Satisfaction Survey has been conducted on a periodic basis 
since the mid-1990’s, with the most recent sampling of Berks students in spring 2004.  This 
survey is administered across all locations of the University and provides campus specific data, 
in addition to comparative data.  The survey queries students about their experiences with 
approximately 80 aspects of their engagement, ranging from the classroom environment to food 
services.  The recent results show students are most pleased with 

 On-campus counseling services  
 Library services 
 Sense of safety and security 
 Formal academic experiences 
 Efforts to encourage academic integrity 
 Opportunities to meet with faculty outside of the classroom 
 Quality of teaching 
 Quality of academic courses 
 Student health care services 
 Computer support 
 Learning support 

 
Students were least pleased with: 

 Food services 
 Career services 
 Campus bookstore 
 Availability of courses 
 Organized extra-curricular activities 
 Quality of academic advising 

 
Survey results also reflected that 91% of the first year students would select Penn State again and 
that 59% would graduate from this campus, if the appropriate academic major were offered. In a 
five-year study of student satisfaction at the national level, Noel-Levitz (2005) reported that 
students indicate the following areas to be most important to students regarding satisfaction:  
quality of instruction, academic advising, safety, tuition, course registration, libraries and 
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computer labs, and financial aid delivery.  Items that are of least importance to student 
satisfaction include tutoring and academic support, student center, and intercollegiate athletics. 
The next survey is tentatively scheduled for spring 2006. 

 
The Financial Aid Gap. The College recognizes that students with demonstrated financial need 
are not having that need met through federal, state and institutional funds.   An approximate 
$2000 differential exists between demonstrated student need and the availability of student aid to 
address this need. 
 
Current Retention Research Initiatives. The Office of Institutional Research and Assessment 
at Penn State Berks recently conducted several studies for which it has presented or is currently 
preparing reports.  These projects include  

• focus groups involving student perception of treatment of underrepresented 
groups in the classroom 

• study of the common-year experience 
• comparison of student and faculty perception of student engagement 
• exit interviews from various associate and baccalaureate degree programs 
• drop-out survey, and 
• study of the effectiveness of academic advising.  

Regarding this last item, a longitudinal study was conducted to track student satisfaction with 
their academic adviser. The data collection from this study is nearly finished with publication of 
results to be available in late spring 2006.  Finally, one additional study to begin in fall 2006 will 
seek to determine which factors influence students’ decision to complete their degree at Penn 
State Berks.  
   
One study that is currently in progress seeks to understand variables that lead to student 
retention. This study involves a comparison of characteristics of those students who succeed 
compared to those that do not succeed.  The primary purpose of this study is to determine which 
of our students are most “at risk” of not returning to Penn State.  
 
Retention in the Strategic Plan 
 
At Penn State Berks, we are committed to the belief that achieving the strategic goals of our 
college is the key to the retention of our students. The Strategic Plan’s roadmap for creating a 
culture that encourages, supports, and values student learning includes the following strategies: 

 Create and implement a systematic process to assess student learning outcomes and levels 
of satisfaction with the collegiate experience that helps to inform college-wide decision 
making.  

 Develop appropriate physical space to support student engagement, the offering of 
services not yet provided (i.e. day care, adult learner space, lounges, health and wellness, 
support services, etc.) and the clustering of similar services to better serve students.   

 Establish a broadly representative Learning Council to coordinate the development of 
College-wide learning outcomes for students and initiatives to support those outcomes 
(such as Learning Development Grants that provide financial incentives to encourage and 
facilitate collaborations between faculty and staff on projects to promote student 
learning).   
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 Engage all students both inside and outside of the classroom in active and experiential 
learning experiences that promote knowledge, skills, attitudes, and values respected by 
the College and enhance student commitment to the College. These experiences will 
include communication-intensive activities, internships, undergraduate research, service 
learning and other co-curricular opportunities such as community service, projects with 
real audiences, and student organization involvement. The college should develop 
mechanisms to facilitate communication, coordination, and collaboration between faculty 
and staff and across units in providing students with such experiences. 

 Intensify our commitment to orient, integrate, and engage first-year students. Some of the 
measures called for in the Strategic Plan are to increase academic participation in 
orientation and to implement a common reading program. Other initiatives should include 
implementing a robust first-year seminar model that helps students acquire the skills and 
knowledge to be successful in college, including meaningful co-curricular experiences; 
and expanding first-year students’ participation in learning communities.  

 Improve the quality of advising by promoting a “mentoring” model of advising that 
encourages advisers to cultivate relationships with their advisees, by enhancing faculty 
advising training opportunities, by having advisers document their advising activities, by 
assessing advising performance, and by rewarding advising excellence. 

 Enhance professional development opportunities for faculty and staff specifically related 
to strategies for enhancing student learning. The Strategic Plan calls for establishing a 
Center for Student Learning that will administer programs and provide resources to help 
faculty and staff improve student learning and promote academic excellence. 

 Adjust the reward system to recognize contributions to promoting student learning. 
Utilize the staff recognition system (Staff Review and Development Plan) to allow 
employees to demonstrate involvement in enhancing student learning opportunities or the 
student learning environment. Explore changes and as appropriate, implement 
recommended changes to the Faculty Activity Report and Promotion and Tenure criteria 
to recognize and reward contributions to student learning beyond the conventional 
teaching and advising responsibilities, including student mentoring, co-curricular 
collaborations, and non-academic learning initiatives, etc.   

 The vision of creating a “nurturing, learning-centered environment” requires attention to 
providing a “user friendly” physical environment that anticipates and supports not only 
the intellectual needs of learners but also their practical and social needs, as well as their 
need to feel safe.  The Strategic Plan calls for creating multipurpose spaces that can 
accommodate meetings, social events, informal gatherings, spiritual reflection, play, and 
relaxation. It calls for ongoing facility upgrades to support and enhance curricular and co-
curricular opportunities. We also need to ensure that existing services adequately serve 
the needs of students and to make necessary adjustments or innovations, including 
extending hours of operation. The Strategic Plan also underscores the importance of 
maintaining a visibly safe campus environment.  

 
Planning Assumptions 

 
The ability of Penn State Berks to retain students is shaped concurrently by factors that can be 
influenced through purposeful campus planning and by those to which the College can only 
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respond.  The following assumptions may influence retention efforts during the period of 2006-
2008: 

 The College’s Strategic Plan emphasizes the importance of retaining students through 
offering the highest quality programs and services, the continued enhancement of a 
vibrant learning community and the widespread participation of faculty, staff and 
students in all aspects of the College’s life. 

 Retention efforts much be “front loaded” into the broadly defined “first-year experience” 
and at critical juncture points that represent a potential for departure of our students.  

 Retention initiatives must be clearly focused, measurable and responsive to specific 
cohorts of individuals that reflect the students’ broad range of abilities, backgrounds and 
needs.  

 The cost of attending Penn State will be a challenge to many students and their families.  
Our institutional aid programs are inadequate to meet demonstrated students’ need. 

 Demand for on-campus student housing will continue to be significant and no new 
housing is planned during this period. 

 No new physical facilities will be constructed during this period. 
 Admission standards will not change. 
 The challenge persists to be continuously mindful of the mobility of our students within 

the Penn State multi-campus system.  In tandem with this issue is the awareness that 
students exist at our campus at varying levels of progression towards their degree. 

 The College will be encouraged to increase enrollments as both a benefit to this location 
and as a source of additional fiscal resources to help support other campuses of the 
University. 

 The College will be challenged financially and will increasingly see internal competition 
for discretionary funds to support retention related initiatives and best practices that 
contribute to student persistence.  
 

Guiding Principles for Student Retention at Penn State Berks College 
 

The following five core principles serve as an overall guide to the activities of the retention plan. 
 Fostering a welcoming and nurturing environment for student growth and development is 

the responsibility of all staff and faculty. 
 The purpose of the retention strategies is to assist a diverse student body, with different 

levels of academic skills, motivation, attitudes and habits to achieve according to their 
needs and potential.   

 Students should be provided with opportunities to engage actively in learning both in and 
out of the classroom. 

 A core component of retention is to identify and intervene with students who exhibit at-
risk behaviors. 

 Resources should be available to help students who need assistance.   
 
Best Practices in Student Retention  
  
Best practices need to address both the individual and college community levels of intervention 
strategies.  The following best practices serve as recommendations from which to develop the 
Action Plan. 
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 Provide a Comprehensive First-Year Experience 
o Create an integrated first-year experience that includes such elements as a common 

reading program, an integrated FTCAP and extended orientation program, and a 
learning-community experience linking the first-year seminar with a general 
education course. 

o Implement a robust first-year seminar model that includes meaningful co-curricular 
experiences and that helps students acquire the skills and knowledge they need to be 
successful in college.  

 Enhance the Advising Model 
o Improve the quality of advising by promoting a “mentoring” model of advising that 

encourages advisers to cultivate relationships with their advisees, by enhancing 
faculty advising training opportunities, by having advisers document their advising 
activities, by assessing advising performance, and by rewarding advising excellence. 

o Assign advising responsibilities to all first-year seminar instructors to assist students 
with academic success and adjustment to college. 

o Consider the impact and role that academic advisers have with diverse, special 
populations and build the appropriate advising structure. 

  Address the Needs of Our Diverse, Special Populations 
Our college’s mission is to enable “students with a range of abilities to reach their full 
potential,” and our retention strategies must respond to this diversity. There are a number 
of initiatives that the College will need to take to support the learning needs of specific 
populations of students:  
o Educate members of our community about diverse backgrounds, needs, cultures, and 

learning styles and about their impact on how students learn.  
o Devote our greatest energies should to student cohorts most at risk of leaving college 

without completing their degrees.  Broadly speaking, these cohorts include first-time 
students, students from low-income families, students with weak academic 
backgrounds, and those with social and personal adjustment issues. We need to 
intensify our efforts to reach out to these students beyond the pro forma exercise of 
sending them warnings.  

o Overcome the indifference of the many reluctant learners whose only motivation in 
college is to acquire the credential necessary to obtain a career. We need a better 
understanding of such students, of what they value, and of what motivates them.  
Although they may not conform to our ideal of the intrinsically motivated learner, 
insights into their values may enable us to design learning experiences to which they 
will respond.   

o Challenge our top students.  
o Address the needs and interests of commuter and residential students.   
o Make the diverse members of the community feel welcome, safe, and respected. The 

College must promote opportunities for students, faculty, and staff to practice 
acceptance, experience diversity, and model appropriate attitudes and behaviors.  The 
College must also monitor its diversity climate and support ongoing efforts to 
improve it.   
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 Create a Learning-Centered Environment 
We will need to involve all members of our community, including students, in defining 
an inclusive student culture that promotes and values learning among both residence hall 
and the commuter students.  
o Provide appropriate professional development to educate faculty and staff about the 

process of changing students’ academic values and habits and about incorporating 
such processes into interactions with students in the classroom and beyond 

o Ensure that our services and physical plant meet the needs of our diverse populations 
and optimally support a culture of learning.  

o Use technology to extend such a culture throughout the College and beyond.  
Technology can never be a substitute for the services that faculty and staff provide, 
but it can supplement those services and extend their scope and reach.  Because many 
students prefer electronically mediated communications to face-to-face encounters, 
we must be sufficiently flexible to accommodate such preferences and provide the 
support, professional development, and resources for the necessary changes in our 
practices and infrastructure.   

• Interactive learning modules (or “objects”) can be developed to help students 
master course content or to help them learn concepts essential for academic 
success.  

• Electronically mediated discussions can promote community through 
collaborative learning beyond the classroom.   

• Hybrid learning models may draw on the powerful appeal of electronic 
multimedia to motivate students and promote their engagement with course 
material outside of class, thus allowing for more dynamic forms of interaction 
in the classroom.  

• The creative use of technology may also be used to support other forms of 
learning that may not be tied directly to classroom instruction. Thoughtfully 
developed online instruments and virtual tutors may assist students with self-
assessment, support their career searches, respond to their health queries, as 
well as support their academic learning.   

 Institutionalize an Ongoing Commitment to Retention 
The success of the College’s retention efforts will depend on putting into place the 
following procedures and structures for promoting and monitoring student retention:  
o Continue the informed dialogue on enhancing retention at Penn State Berks.  
o Define measurable outcomes and assign responsibility for initiatives to specific 

individuals. 
o Identify what actions, involvements and desired outcomes we wish to espouse and 

support as we bring prospective students through the three critical phases on their 
way to enrollment.   

o Identify a standard methodology to measure retention on a year-to-year and semester-
to-semester basis. 

o Gather information about ongoing initiatives to promote student learning, for 
identifying exemplary practices at other institutions, and for benchmarking. 

o Develop and implement measures to assess the attainment of learning outcomes, and 
to use the findings of these assessments to make changes in practices, programs, and 
curricula to improve student learning. 
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o Monitor the College’s diversity climate and support ongoing efforts to improve it.  
  

   
Action Items 

 
 The following action items are arranged according to the five categories of “Best 
Practices of Retention” identified in this Retention Plan.  Within each category, the items are 
further organized by the anticipated time frame needed to complete each step.  
 
A. Provide a Comprehensive First Year Experience 

  
Short Term (1 to 12 months) 

 
o Action Item A.1. Ensure the consistency and efficacy of communications and services to 

students throughout their recruitment, admission, orientation and matriculation. 
Area(s) Responsible: Orientation Committee/ Sr. Director of Student Affairs/ 
Admissions / University Relations   
Resources Needed:  

o Action Item A.2. Establish a cross-functional team to develop and oversee the 
coordination of an integrated first year experience for entering students. This group will 
be charged with defining outcomes for our students at the conclusion of their first year 
and the structures and processes needed to support this experience. 

Area(s) Responsible:  Academic/ Student Affairs (Learning Council)/ Institutional 
Research & Assessment  
Resources Needed:  

o Action Item A.3. Organize professional development activities for faculty and staff to 
support and facilitate the integration of first year experiences in the curriculum and co-
curriculum.  

Area(s) Responsible:  Academic Affairs, Student Affairs 
Resources Needed:  Additional Funding 

o Action Item A.4. Organize workshops, discussion groups, and other activities to support 
first year students’ academic success.    

Area(s) Responsible:  Academic Affairs (Learning Center)  
Resources Needed:   

 
 Medium Term (12 to 24 months) 

 
o Action Item A.5. Student Support Services incorporate the identified first year outcomes 

into services and programs provided. 
Area(s) Responsible:  Academic/ Student Affairs/ Finance Office /Police Services  
Resources Needed:   

o Action Item A.6. Explore, identify and implement an assessment protocol for each 
entering student during the first year experience that helps to identify a student’s learning 
style, vocational/educational interests and other insights that assist a student in self-
understanding, enhances information available to advisors and assists the college in 
understanding the needs of its entering student body.  
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Area(s) Responsible: Academic Affairs/ Institutional Research and Assessment/ 
Learning Center 
Resources Needed:  Additional Funding 

o Action Item A.7.  Explore the feasibility of a summer program to help incoming first 
year students’ transition to college.  

Area(s) Responsible:  Academic Affairs/ Student Affairs 
Resources Needed: 

 
 Long Term (two or more years) 
 
B. Enhance the Advising Model 
 
 Short Term (1 to 12 months) 

 
o Action Item B.1. Create a “mentoring” model of advising for entering students that is 

holistic (concerns itself with all aspects of a student’s enrollment including cognitive, 
social, financial and personal) and focuses upon each individual’s needs.   The approach 
might parallel the current EOP initiative and other, intrusive counseling models.     

Area(s) Responsible: Academic Affairs 
Resources Needed: 

o Action Item B.2. Establish and implement a process for intervening at critical junctures 
in the college experience that impact student persistence, such as when a student needs to 
make key decisions or learns about placement in specific programs.  Such times include 
the end of the first year, the middle of the sophomore year, or when students do not get 
into their major of choice.  

Area(s) Responsible: Academic Affairs 
Resources Needed: 

o Action Item B.3. Redefine College expectations for the faculty advising role that 
includes documenting contacts with advisees (this process must use appropriate 
technology, be simple in its application and be user-friendly), mentoring advisees, and 
conducting an Academic Review once per year.    

Area(s) Responsible: Academic Affairs/ Faculty Senate/ Academic Advising 
Resources Needed:  

o Action Item B.4. Require that all first-time, non-degree students are contacted by an 
appropriate staff member or meet with an adviser before signing up for classes.  

Area(s) Responsible:  Registrar / Admissions / Academic Advising / Continuing 
Education 
Resources Needed: 

o Action Item B.5. Formally structure the Intervention Team’s current practice of actively 
intervening with students whose behavior is not conducive to successful student 
persistence.  Such behaviors may include inappropriate actions in or outside of the formal 
classroom, irregular class attendance or failing to schedule classes for the subsequent 
semester at the appropriate time.    

Area(s) Responsible: Retention Council/ Sr. Director of Student Affairs/Faculty 
Senate 
Resources Needed: 
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o Action Item B.6. Organize annual professional development activities for faculty 
advisers, including sharing of best practices. 

Area(s) Responsible: Faculty Senate / Retention Council/ Sr. Director of Student 
Affairs 
Resources Needed:  Additional Funding 

 
 Medium Term (12 to 24 months) 

 
o Action Item B.7. Explore a process building the adviser / advisee relationship that might 

include a FTCAP advising process that utilizes a student’s actual adviser.  The student’s 
initial adviser in the summer program should be the same one assigned to the student in 
August to ensure continuity and an appropriate connection to a key individual who 
supports academic success and student persistence.   

Area(s) Responsible: Academic Affairs 
Resources Needed:  Summer funding for faculty advisers 
 
 

 Long Term (two or more years) 
 

 
C. Address the Needs of Our Diverse, Special Populations 
 
 Short Term (1 to 12 months) 
 

o Action Item C.1. Create a “Parent or Family” informational program that identifies the 
messages and manner of interaction with families that support student persistence and 
achievement.  

Area(s) Responsible: Student Affairs/ University Relations 
Resources Needed: 

o Action Item C.2. Create processes to address the learning needs of students in 
organizations that are commonly referred to as affinity groups.  Other student groups 
(athletic clubs, cheerleaders, resident assistants, student organization leaders or Lion 
Ambassadors) may similarly benefit.  

Area(s) Responsible: Academic Affairs/ Student Affairs 
Resources Needed: 

o Action Item C.3. Consider the investment of resources into programs to ensure the 
academic and personal success of various categories of students including, but not limited 
to student-athletes, non-traditional and evening students.  Programs may include 
mentoring, skill enhancement seminars and required study options that would contribute 
to student success. 

Area(s) Responsible: Learning Center 
Resources Needed:   Additional funding for tutors 

o Action Item C.4. Sponsor meetings for adult and commuting student cohorts, utilizing 
alternative channels for communicating with them and considering alternative course 
schedules that can support the needs of these students.  

Area(s) Responsible: Student Affairs/Academic Affairs 
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Resources Needed: Additional funding 
  
Medium Term (12 to 24 months) 
 
o Action Item C.5. Establish required program for students whose GPA is below 2.0 

Area(s) Responsible: Academic Affairs/Student Affairs 
Resources Needed: Additional funding for staff and related expenses 

o Action Item C.6. Pursue authorization from the Schreyer Honors College to offer a four-
year honors program.    

Area(s) Responsible: Associate Dean/ Coordinator of Honors Program  
Resources Needed: 

o Action Item C.7. Establish living-learning experiences for honors students and discipline 
related programs, which could include taking courses in the residence halls. 

  Area(s) Responsible: Academic Affairs and Residence Life 
  Resources Needed: Additional Funding 
 

 Long Term (two or more years) 
 
o Action Item C.8. Create a scholarship program that will generate financial support in the 

amount of 15% of the yearly tuition revenue generated.  
Area(s) Responsible: Development Office 
Resources Needed: 

o Action Item C.9. Work with service area high schools’ students and teachers to establish 
a “college readiness” program; a program that enhances the skills and abilities of students 
from diverse backgrounds and abilities to succeed their first semester in college. 

Area(s) Responsible: Academic Affairs/Continuing Education/ Development 
Office 
Resources Needed:  STEM grant from United States Department of Education 
 

 
D. Create a Learning-Centered Environment 
 
 Short Term (1 to 12 months) 

 
o Action Item D.1. Define a common core of integrated experiences and outcomes for our 

College degree-seeking students, collegiate environment and culture necessary to support 
them. Implicit in the collegiate experience is the inside and outside of classroom 
environments.  

Area(s) Responsible: Academic/ Student Affairs (Learning Council) 
Resources Needed: 

o Action Item D.2. Implement the Web-based early identification process for students 
experiencing academic and/or personal difficulty.  Ensure that any identified student be 
contacted by appropriate individuals as identified in the model created by the Retention 
Council.  

Area(s) Responsible: Registrar/Intervention Committee 
Resources Needed: 
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 Medium Term (12 to 24 months) 
 

o Action Item D.3. Provide professional development for instructors to understand 
students’ varied learning styles and their implications for pedagogy.  

Area(s) Responsible: Academic Affairs 
Resources Needed: 

o Action Item D.4. Create and implement a systematic process to assess student learning 
outcomes and levels of satisfaction with the collegiate experience that helps to inform 
college-wide decision making.  

Area(s) Responsible: Institutional Research and Assessment 
Resources Needed: 

o Action Item D.5. Explore and invest in innovative uses of technology to support student 
learning beyond the classroom (e.g., online instruments, e-learning and virtual tutors to 
support students’ self assessment, career searches, health queries, as well as academic 
learning)  

Area(s) Responsible: IT (Center for Learning Technologies) / Academic Affairs 
(Learning Center and Career Services), Student Affairs (Health Services) 
Resources Needed:  Additional Funding 

 
Long Term (two or more years) 

 
o Action Item D.6. Create and establish college traditions that support student engagement 

and persistence.  Such traditions may include an opening convocation, a college 
community service event, creative social events and competition.  

Area(s) Responsible: Academic/ Student Affairs/Development 
Resources Needed:  Additional Funding 

o Action Item D.7. Develop appropriate physical space to support student learning and 
engagement, the offering of services not yet provided (i.e. day care, adult learner space, 
lounges, health and wellness, support services, etc.) and the clustering of similar services 
to better serve students.  

Area(s) Responsible: Administrative Council 
Resources Needed: 

o Action Item D.8. Develop additional residential capacity with building designs that 
encourage a positive living/learning environment.  

Area(s) Responsible:  Chancellor 
Resources Needed: 

o Action Item D.9. Establish a student culture that values learning among both the 
residential and commuting students.  

Area(s) Responsible: Academic/ Student Affairs (Learning Council) 
Resources Needed: 

o Action Item D.10. Provide space for student collaboration to support student learning 
both in and out of the classroom. 

Area(s) Responsible: Chancellor 
Resources Needed:   
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E. Institutionalize an Ongoing Commitment to Retention 

 
 Short Term (1 to 12 months) 

 
o Action Item E.1. Adopt a “retention model” for the campus that is understood and 

approved by the current Retention Council, the Administrative Council and the Senate.  
Area(s) Responsible:  Retention Council 
Resources Needed: 

o Action Item E.2. Offer a series of on-campus programs to faculty and staff that share 
best practices contributing to a learner-centered community and providing outstanding 
service to its members.   

Area(s) Responsible: Academic / Student Affairs 
Resources Needed: 

o Action Item E.3. Continue to review standardized retention indices that consider 
semester-to-semester, year-to-year, and student patterns of persistence to graduation.  

Area(s) Responsible: Institutional Research and Assessment 
Resources Needed: 

o Action Item E.4. Define and practice “excellence” in customer service among all internal 
and external constituencies of the College.  

Area(s) Responsible: Chancellor and Administrative Council 
Resources Needed:  Funding for programming 

o Action Item E.5. Institute an annual colloquium that highlights best practices in retention 
among all units of the College (Academic Affairs, Business Services, Chancellor’s 
Initiatives, Development & Alumni Relations, Faculty Senate, Finance, Housing & Food 
Service Information Technology, Institutional Research & Assessment, Library, Student 
Affairs, Student Support Services, and University Relations).   

Area(s) Responsible: Chancellor  
Resources Needed: 

o Action Item E.6. Identify institutions that reflect “best practices” in student learning and 
persistence and gather information that will help to evaluate our efforts and offer 
potential for improvement.  

Area(s) Responsible: Academic/ Student Affairs/Learning Council 
Resources Needed: 

 
 Medium Term (12 to 24 months) 
 

o Action Item E.7. Identify and implement an annual monitoring process of the retention 
model, its effectiveness and outcomes that will be shared with the College Advisory 
Board, Administrative Council, Faculty Senate, and Learning Council for feedback and 
recommendations for improvement. 

Area(s) Responsible: Institutional Research and Assessment / Retention Council 
Resources Needed: 
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o Action Item E.8. Link the goal-setting process and reward system for faculty and staff to 
individual contributions supporting the college’s efforts to attract and retain students. 

Area(s) Responsible: Chancellor/ Human Resources 
Resources Needed: 

o Action Item E.9. Identify and implement a self-study process for all student support 
services.  This process may utilize appropriate professional standards such as CAS 
(Council for the Advancement of Standards in Higher Education) and recognized “best 
practices”; be conducted on an established timeline; utilize both internal and external 
faculty and staff resources and include visits to other institutions recognized for 
outstanding programs.  

Area(s) Responsible: Institutional Research and Assessment  
Resources Needed: 
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