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CHALLENGE 1: 
Developing a Shared and Inclusive Definition of Diversity  
 
1. How does your college define or describe diversity? How is this understanding 
demonstrated in areas of emphasis with your college?  
 
To reflect a culture striving to be inclusive and respectful of individual talents and 
differences, in December, 2001, the diversity committee developed the following definition 
that continues to drive our commitment to diversity, community building, and enhanced 
climate:  
 
The College of Information Sciences and Technology has developed and will continue to 
develop a welcoming and nurturing climate to foster diversity. Towards that end, IST 
supports and is committed to the University’s statement on anti-discrimination.  
 
Our college focuses on two dimensions of diversity:  
 
• Demographic diversity: We are committed to respecting and accepting the entire 

spectrum of diversity as articulated in the university’s diversity mission including, but 
not limited to, race, ethnicity, gender, age, sexual orientation, physical ability, religious 
affiliation, and veteran’s status.  
 

• Intellectual diversity: The hallmarks of the college include our multi-theoretical and 
inter-disciplinary views of information technology, the diversity represented in the 
multiple campuses at which our programs are offered, and our commitment and 
respect for the wide range of theories and practices that define the information sciences 
and related technologies.  

 
This understanding is shared and emphasized by IST leadership at faculty and staff events, 
including faculty and staff monthly meetings, faculty retreats, and staff retreats. This 
definition was also communicated to the college’s advisory board during its 10th 
anniversary meeting, held at the Penn Stater Conference Center in October 2009. 
Additionally, Dean Foley consistently shares this information during meetings with 
representatives of our current and potential corporate partners. 
 
Most effectively, however, is the presence of the definition of diversity printed and hanging 
on banners and posters strategically placed throughout the IST building. Printed posters 
have been placed in the hallways of the building as well as in each classroom to 
communicate to the student body, faculty and staff, as well as visitors, that we boldly 
embrace creating a community in which diversity is valued and welcomed. 
 
Our definition of intellectual diversity is also alive and well in our faculty, whose 
educational disciplines range from computer science, to psychology, to business, to 
sociology, and other diverse fields. This disciplinary diversity also exists among our 
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graduate student body as well.  It is also our desire to enhance and facilitate this 
intellectual diversity among our undergraduate students as part of the interdisciplinary 
context of the college’s team/problem based learning methodology. 
 
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. 

 
Diversity issues continued to be incorporated as an important part of the First-Year 
Seminar (PSU 17) through spring, 2009. A pilot course implemented in fall 2007 
introduced students to issues around prejudice and hate, gender issues related to 
technology, lesbian, gay, bisexual, and transgender equity, and international study abroad 
opportunities. These sections included writing assignments that had students reflect on 
their experiences with these important topics. 
 
In addition to the aforementioned, students engaged in a series of technology tours that 
were attempts to bring intellectual diversity into the freshman year experience. PSU 17 
students in fall, 2007 visited IST’s CAVE visualization room and createIT studio. These 
facilities are appealing because they highlight areas of information technology that do not 
appear in our formal curricula but are of interest to many students. For instance, the CAVE 
allows students to see the possibilities of combining visual and graphic design with IT to 
develop rich information and scientific visualizations. The createIT studio houses musical 
instruments, a 3D printer and scanner, robots, and other tools that also highlight the 
intersections of art and design disciplines with the information sciences.  
 
The First Year Seminar PSU 17 shifted to the first-year engagement seminar, IST 110S, in 
fall 2009. We currently have a module on globalization that all students see in this course. 
We began developing content on diversity issues in summer, 2009 but were unable to have 
these ready for inclusion in the fall courses. We hope to introduce diversity into IST 110S as 
well as some of our other courses in the near future. 
 
Dr. Lisa Lenze, director of the Office of Learning Initiatives, currently works with faculty 
members to inject diversity case study problems into the curriculum to encourage 
discussions in their classes. Additionally, Dr. Lenze had her Learning Assistants (LAs) 
engage in diversity workshops with the director of the Office of Multicultural Affairs to 
enhance their knowledge base and sensitivity for and toward those students with whom 
they will work in the IST classes throughout the year. Dr. Lenze facilitates the learning 
assistant program where undergraduate students assist faculty in coordinating classroom 
activities while supporting student learning. 
 
Information about our diversity initiatives and resources can be found via the college’s 
website. This information is also presented and discussed during undergraduate student 
and graduate student orientation, as well as during parents’ and family weekends. 
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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. 

 
IST continues to distribute information to faculty and staff:  
 
- Updates from the dean based on discussions at Academic Leadership Council and the 
Council of Academic Deans via email, meetings, Undergraduate Advisory Council, and 
yearly staff meetings to name a few examples. 
- Members of faculty recruiting committees and the director of multicultural affairs are 
required to attend a special orientation session on guidelines for recruiting a diverse 
workforce offered by the Affirmative Action Office. These guidelines are also part of 
standard fall orientation sessions for both faculty and staff. 
- For all staff searches, a member of the human resources staff was part of every 
interview. This member’s role was to ensure that diversity based questions were asked and 
discussion took place. Additionally, the human resources director makes sure that 
candidate diversity is present before the final short list of candidates is determined; this 
occurs by speaking with Steve Hayes, Assistant Manager, Diversity Recruitment Outreach, 
Inclusion and Special Programs, about his diversity pool or taking the search to the 
‘outside’ in an effort to further diversify the pool. 

 
4. What is the role of your diversity committee? What is its composition? 

 
The diversity committee, first established in 2001, has changed strategies and composition 
from year to year as the college has changed. The committee is composed of undergraduate 
and graduate students, faculty and staff to give a broad representation of the college. The 
original charge of the diversity committee was to draft the diversity strategic plan and 
provide updates on its implementation. Over time, the charge of the committee evolved and 
was more closely involved in community building activities to enhance the climate of the 
college. The committee planned events that included professional development 
opportunities, brought in speakers, hosted an international luncheon, etc. After two 
changes in leadership, the committee lay dormant for about 6 months each time. With the 
hiring of Dr. Barbara Farmer as the director for the Office of Multicultural Affairs, the 
committee will once again be revitalized with new faces and fresh new ideas in January 
2010, as Dr. Farmer is settled in her new role. 
 
5. What is the role of your multicultural director?  
 
Historically, IST’s multicultural coordinator role was taken on by the human resources 
director. In 2003, with some restructuring of the college, a new position was created to 
focus exclusively on diversity issues. Dr. Susan Lucas was the first Assistant Dean for Equity 
and Diversity in the college beginning, September 2003. Her primary responsibilities 
included developing strategies to recruit and retain a more diverse student, staff, and 
faculty body; developing international study opportunities; looking for ways to diversify 
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the college’s Scholar’s Program; engaging the IST community in understanding and 
respecting diversity in all its forms; chairing the diversity committee; and engaging in 
activities internally and externally to promote a culture of diversity and respect. These 
activities included climate surveys, building relationships with historically black colleges, 
and working with our 18 campuses in recruiting, retaining, and invigorating the role of 
women and members of underrepresented groups in IST.  
 
The dean charged a diversity task force, after Dr. Lucas’s retirement in 2007, to look at 
issues of recruitment and retention of underrepresented groups. The chair of that 
committee, Dr. Eileen Trauth, was named Associate Dean of the Office for Diversity, 
Outreach, and International Engagement (DOING). The task force had a composition that 
reached across the constituents of the college. 
 

- Eileen Trauth, associate dean, Diversity, Outreach and International Engagement, task 
force chair 

- Amy Freeman, assistant dean, Engineering Diversity 
- Erica Garner, coordinator for diversity outreach and engagement 
- Haiyan Huang, research assistant 
- Brent Hurley, IST liaison for Division of Undergraduate Studies 
- Lynette Kvasny, associate professor 
- Lisa Lenze, director, Office of Learning Initiatives 
- Madhu Reddy, associate professor 
- Stan Supon, assistant dean, Undergraduate Programs 

 
Due to budgetary constraints, the position of associate dean was discontinued in summer, 
2009 and the DOING office reorganized.  
 
In August, 2009, the new director of multicultural affairs was hired to continue the mission 
set forth in the college’s strategic plan. Dr. Barbara Farmer will be responsible for 
recruitment and retention of underrepresented groups for undergraduate and graduate 
students, enhancing the climate for faculty, staff and students, acting as liaison to 
strengthen partnerships with our colleagues across the university, strengthen partnerships 
the college has with historically black colleges and universities (HBCU’s), chairing the 
diversity committee and other tasks that are deemed appropriate given the nature of the 
audience. 
 
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.)  
 
What we have done well is develop a definition of diversity that is genuinely felt. We have 
developed a pamphlet titled What We Value that is shared with graduate students and 
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other interested parties. Some components of the definition are included in this pamphlet, 
but not the definition in its entirety. There is not 100 percent awareness of the definition, 
but we have taken steps to improve this by strategically placing banners and posters 
throughout the building. Posters will be placed inside each classroom so that students will 
not only have a deeper sense of awareness and consciousness but will have no excuse for 
stepping over emotional and physical boundaries with others.  We continue building a 
community to attract diversity and making efforts to highlight it.  
 
Our marketing and communication team has been rethinking the ways we present 
diversity within the college. For example, our college magazine, iConnect, moved from an 
exclusive print format to PDF and online flipbook formats to increase its audience. iConnect 
acts as a source of information for current members of the college as well as our alumni, 
advisory board, prospective students and parents, and others. It regularly features articles 
that demonstrate our commitment to demographic and intellectual diversity (e.g., 
international internships and interviews with underrepresented groups).  
 
We have also developed conduits on major social media outlets such as Facebook, Twitter, 
and YouTube. These allow for more frequent updates of news and events occurring in the 
building. They also present opportunities for conveying our diversity message. For 
instance, our YouTube channel, though small, already features video clips representing our 
demographic and intellectual diversity. 
 
In addition to the marketing efforts that are ongoing, the director of multicultural affairs 
has also begun to hold focus groups that specifically ask students of underrepresented 
groups what they feel would be most beneficial. One such focus group of African-American 
and Hispanic females gave insight on their view of the climate in the college. Their feedback 
was very clear that they did not feel the need for a whole separate support mechanism for 
their group. They were all very comfortable with the current structure that provides 
support for either females of any race/ethnicity or persons of color regardless of gender.  
 
7. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes. 
 
A number of formal approaches have been used in the past to gauge the college progress. 
These include (See Appendix H – Excerpt from Task Force Report Section 2): 
 
- student/parent telephone surveys (2004) 
- focus groups with faculty, staff, graduate students and the advisory board (2004) 
- diversity climate reports (2006, 2008) 
- value clarifications (2006) 
- retention studies (2007) 
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CHALLENGE 2:  
Creating a Welcoming Campus Climate  
 
1. How does your unit’s leadership demonstrate support for diversity?  

 
The dean continues to communicate our goals and views of diversity through very clear 
verbal statements as well as in his presence at diverse events, during internal and external 
meetings, presentations and other gatherings.  He has created a contagious atmosphere 
where others have become even more engaged in conversations about diversity. His 
encouragement and support for the efforts and behaviors of others have enhanced 
invitation and participation in the discourse.  During the recent October 10, 2009 
celebration of the college’s 10th year anniversary, the dean and other members of the 
faculty and staff spoke passionately about the commitment to and steps toward increasing 
not only awareness but also the appreciation for progress made toward diversity. They also 
began formulating strategies for future engagement and progress.  Additionally, high 
visibility of the dean, as well as faculty and staff communicating this same message 
throughout the IST Connections Day and the IST Pro Expo was quite fruitful in student, 
staff, and corporate connections.  
 
Evidence of this commitment to diversity continues to be expressed through hiring a new 
director of multicultural affairs. The college has also realigned the purpose this office more 
closely to the college’s strategic plan for becoming engaged in minority students’ affairs. 
This has been done in a number of different ways. For example, financial and emotional 
support was provided for two African-American male students whose financial 
sustainability in the college was in jeopardy. This was also done for an African-American 
female scholar with dire health issues that impacted her class attendance but not her class 
performance. Additionally, a Hispanic female student was provided financial support for 
her summer classes that fell outside of the range of her scholarship.  Due to this 
commitment to community service, there has been an increase in student visits/meetings 
in the dean’s suite, with engaging and supportive guidance from the administrative staff 
and faculty, thus enhancing community building and camaraderie. 
 
Additionally, the dean’s presence and recognition at the Forum on Black Affairs (FOBA) 
beginning of the year orientation, plus his offer of sponsorship and hosting of this event for 
the 2010 school year, was quite well received and celebrated by FOBA members—thus, 
potentially forging a deeper relationship with the offer of group membership in the 
organization for the college. “Walking the talk” of diversity has certainly been 
demonstrated by the dean’s leadership. 
 
2. How does your unit identify climate issues?  
 
Our emphasis on community lends itself to open conversations about climate issues and 
ways to prevent them from occurring. We also use an “open door” policy of members on 
the executive council. Concerned faculty, staff, and students have brought concerns forward 
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to the highest levels of the organization. The dean is quick to investigate complaints and to 
respond as necessary and appropriate.  
 
Another way to identify climate issues is to understand where they do not exist. An 
example of this is the expression of comfort that a female IST student made in a Daily 
Collegian article. She wrote about her IST classroom experiences, “The women are sought 
out, respected, listened to—not something I can say for how I’ve been treated in my other 
classes”.  
 
3. How does your unit monitor climate?  
 
A number of formal approaches have been used in the past to gauge the college climate. 
These include student/parent telephone surveys (2004), focus groups with faculty, staff, 
graduate students and the advisory board (2004), diversity climate reports (2006), value 
clarifications (2006), retention studies (2007), and an encouraging diversity report (2008). 
(See Appendix H) 
 
Follow-up communication is also held with new and continuing undergraduates and 
Bunton-Waller scholars, meetings with student government leader, meetings with a 
member of the LGBT organization, and focus groups consisting of new and continuing 
minority females.  Communicating the open door policy to students has increased the flow 
of student traffic in the multicultural affairs office and dean’s suite, with the outcomes 
resulting in community building and trusting relationships, acceptance of direction and 
next steps for student concerns, and a networking system that flows, however slowly and 
gently at this point, from student(s) to student(s). 

 
4. How does your unit respond to climate issues? 

 
Our response to climate issues is first to have a zero policy tolerance for hate. We also 
investigate incidents to ensure all sides of the story are heard. At times, people with 
concerns are referred to additional faculty and staff in the college for further discussion or 
strategizing of solutions.  
 
We have, on occasion, identified situations where students have felt uncomfortable in the 
classroom environment. We responded by having our diversity task force create a number 
of instructional scenarios for faculty to help them understand the nature of these issues 
and ways to remedy them in lectures, assignments, and other classroom activities. These 
scenarios have been shared in faculty meetings as well as focused workshops run by our 
Office of Learning Initiatives.  
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5. What unit-wide and individualized approaches have you developed to enhance 
overall climate and individual’s satisfaction with the environment?  
 
IST faculty and staff regularly get together at social events to strengthen personal 
connections and introduce new hires to the community. These have been tailgates during 
football season, holiday parties, gatherings for new and departing employees, a Halloween 
costume party where women in the college are thematically dressed and so on. These 
events are valuable parts of creating and maintaining a climate where people feel they are 
part of a meaningful community.  
 
Open forums to discuss community matters are also scheduled each semester for faculty, 
staff, and students. Student sessions have produced valuable feedback for the dean and his 
executive committee when thinking about curriculum, climate, and other issues. Faculty 
and staff have taken these forums to seed things like an activity to articulate the core values 
of our community.  
 
Since some people are not comfortable expressing their views in public forums, we placed 
suggestion boxes on all floors of the building. A Web site (http://ist.psu.edu/feedback) was 
also developed to allow anonymous contributions of ideas to strengthen community 
and/or point out weaknesses.  
 
Diversity poster contests were held in 2005 and 2007 with participants generating their 
visions of diversity for the college. IST students, faculty, and staff participated in the 
competition, and all of the posters have been displayed in our building’s first floor atrium. 
These are public reminders of the importance of diversity and a way to engage the 
community in defining their vision of a welcoming climate. 
 
Additionally, the college has diversity related student organizations. One such group, 
Diversity Network (D-Net), has a goal "to provide a comfortable environment for minorities 
(both culturally and talent based) to familiarize themselves with college life”. It is also a 
goal to give our members the opportunity to start or expand their professional networks 
with companies with whom we have established relationships." Throughout the year, D-
Net held a number of events to meet this goal. Some of these events consisted of a cultural 
extravaganza (an event to showcase different cultures through live performances), a talent 
show (another community building event with memorable performances from members of 
the college, including students and faculty/staff), a games night in collaboration with the 
Women in IST (WIST), as well as a group building workshop which spoke to the diversity of 
teams and how to handle different team member styles (e.g. the slacker, the over achiever, 
and the inhibited member). 
 
 
 
 

http://ist.psu.edu/feedback�
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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.)  
 
A best practice instituted in 2008 consists of conducting exit interviews with graduating 
masters’ and Ph.D. students. The results of these one-on-one conversations with the dean 
are compiled, made anonymous, and reported to the faculty. Dr. Lisa Lenze, the director of 
the Office of Learning Initiatives, is responsible for doing exit interviews with faculty 
members. Her position, which was once part-time, has been upgraded to a full time 
appointment, allowing her to increase her commitments to both undergraduate and 
graduate education.  
 
Undergraduate learning assistants (LA) numbers have also increased dramatically to 
approximately 60 undergraduate students. With an increase in LA’s, our classroom 
environment becomes more welcoming and better equipped to help students learn. In 
addition to assisting faculty with course management, LA’s help their peers to learn course 
content. LA’s are well poised to assist with learning for two reasons: 1) students enrolled in 
the course are often less intimidated about approaching the LA than they are about 
approaching a professor with a question and 2) the LA, having just learned the material 
recently, remembers well the problems and hurdles in learning the content and, often, 
remembers what helps get through the trouble spots. With a more supportive learning 
environment, we hope to both recruit and retain students from underrepresented 
populations. 
 
The fact that a climate survey for faculty and staff exists, has been used, revised, and 
approved for future use is a successful strategy; however, there still needs to be a strategy 
to better assess the climate for students. It also is not clear if students are aware of the 
various places on campus that are available to hear complaints and respond. In the past, we 
also failed to widely distribute our early reports on diversity. This led to a best practice of 
distributing reports directly from the dean’s office. 
 
IST’s student government was initially labeled the Dean’s Advisory Group. It was designed 
to provide input about climate and other issues; that function still remains. In addition, 
each semester the dean holds an open forum, most recently occurring in November 2009, 
where students can bring and discuss issues. Issues raised tend to be classroom-related or 
curriculum-related rather than diversity-related.  
 
Although this may not be widely known throughout the college, procedures to report 
sexual harassment are currently in place. All members of the IST community need to be 
made aware of these and other procedures for reporting sexual harassment and other 
forms of harassment. There are three staff members that were asked to act as the points of 
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contact for harassment issues. A faculty ombudsperson was elected last year to provide 
faculty a “safe” place to talk.  
 
In summary, we believe some of our best practices include polling the community through 
student/parent telephone surveys, focus groups with faculty, staff, and graduate students 
and the advisory board, diversity climate reports, value clarification, retention studies, and 
presenting their results to all members of the college. Our weakness is sometimes our 
inability to effectively communicate findings and results from these discussions and polls. 
 
7. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes. 

 
The dean hired a director for the newly created Office of Multicultural Affairs whose 
background is in K-12 education, diversity, and leadership. During the director’s time on 
board, the dean’s commitment to diversity initiatives has been evidenced through the 
authorization and support for recruitment. For instance, the director has already visited 
Hampton University, Norfolk State University, and Tennessee State University during her 
short appointment. These and other HBCU’s have become important targets for our 
undergraduate and graduate student recruiting efforts.  
 
The dean also authorized a diverse group of faculty (Asian and African American) to form a 
collaborative effort with the National Science Foundation to strengthen the broader impact 
component of grant proposals. These enhancements would lead to greater attraction and 
retention of underrepresented groups and women. 
 
The college has conducted the following surveys (see the Task Force Appendix H, Section 2 
for more details on each): 
 
- Student/Parent Telephone Survey (2004). The partial goal was the development of a 

marketing campaign to help increase the percentage of minorities and women in the 
undergraduate program.  

- IST Graduates (April, 2004) and Faculty/Staff (October, 2004)  
- Focus Groups 
- Diversity Climate Survey Report (May, 2006): This produced consensus among faculty, 

staff, and administrations about the importance of diversity, however, resulting in 
considerable variation in students’ perceptions and attitudes.  
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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.   

 
Undergraduate Recruitment 
From the beginning, the goal was to recruit a diverse student body. Ongoing activities have 
included participation in bus trip information sessions conducted by Penn State. Recruiting 
staff also attend the Philadelphia Convocation, the Pennsylvania School Counselor’s 
Association’s State Conference, Spend a Summer Day, Spend a Fall Day, and Penn State’s 
College of Engineering’s Open House. “Offer Sessions” provide prospective students from 
underrepresented groups with information about the college to facilitate an informed 
decision regarding the pursuit of studies. Individual interviews are conducted with 
prospective students from underrepresented groups and their families; follow-up activities 
include letters and telephone contacts.  With the departure of the recruiting coordinator in 
2007, the college decided to form a recruiting committee.  The recruiting committee’s role 
was to recruit students to the college.  This initiative has now changed hands and the Office 
of Special Events now handles recruiting events for all students. 
 
The Business, Engineering, Science and Technology Scholars Summer Program and the 
Hispanic Education Program provide IST staff the opportunity to interact with high school 
students from underrepresented groups. The Office of Undergraduate Programs, then the 
recruiting committee, and now the Office of Special Events, coordinates the IST Phone-a-
thon, with members of Women in Information Sciences and Technology (WIST), and 
Volunteers In IST Association (VISTA) calling prospective students from underrepresented 
groups and women who have been offered admission to Penn State. During the First Year 
Testing, Counseling, and Advising Program (FTCAP), academic advisers work with Bunton-
Waller scholarship recipients to welcome them into the college, and prepare their fall 
schedules.   
 
Students also had been active in the Lion Scout program, going back to their high schools to 
represent the College of IST and Penn State. With the hiring of a recruiter in 2003, 
strategies specific to the recruitment of women and members of underrepresented groups 
have been developed and implemented. These include collaboration with the Philadelphia 
and Pittsburgh recruitment centers, targeting urban locations for the annual “May 
information nights”, and utilizing the Campaign Tool to identify students of a target 
population. The Division of Undergraduate Studies (DUS) adviser continues to be a 
resource to the college for recruiting undecided students.   
 
During the past five years, faculty, staff and students including members of WIST have 
participated in “Expanding Your Horizons” and WISE Summer Camp, programs that 
provide interactive demonstrations related to information sciences and technology to 
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middle school females.  For instance, the 2009 WISE Summer Camp taught the girls about 
privacy and cyber-security issues related to social networking and on-line behaviors.  
Another program, Digital Divas is a WIST-developed program designed to reach middle and 
high school girls, through Second Life.  
 
Graduate Recruitment 
Several methods are used to locate and recruit graduate students. First, a relationship has 
been developed with the Applied Research Laboratory and historically black colleges and 
universities (HBCU) for recruiting graduate students from under-represented student 
groups and for providing research opportunities. Second, direct visits are made to colleges 
such as Hampton University, Norfolk State University, and Tennessee State University and 
to meet with administrators, faculty, and students. Third, a special mailing of the graduate 
brochure is sent to HBCU departments and schools. Fourth, current graduate students are 
used as recruiters during the graduate recruiting weekend. Finally, the college has 
participated in several events such as the McNair Summer Research Conference and the 
Achievement Conference held at Penn State University to recruit high-potential 
underrepresented undergraduate students to the college.  The college participated in the 
2009 Consortium for Institutional Cooperation (CIC) Summer Research Opportunity 
Program (SROP), which identifies students from underrepresented groups with a research 
interest in IST, through a dedicated CIC website.  
 
The college has revamped the graduate recruiting website to represent various aspects of 
the diverse population of graduate students (including intellectual diversity, ethnic 
diversity, gender diversity, etc.).  The college also hosted visits of prospective graduate 
students by arranging meetings with faculty members with similar research interests. 
 
Since spring 2008, the college has organized and implemented a graduate recruiting 
weekend for inviting admitted graduate students to visit IST@PENNSTATE to meet the 
faculty and the current graduate students.  Diversity initiatives include a buddy system that 
pairs admitted graduate students with current graduate students.  This event has 
successfully promoted the graduate program and encouraged the underrepresented 
students to accept the offer to enter the program. 
 
Undergraduate Retention 
From its inception, leadership has stressed that individual attention is key to retaining all 
students, but especially those who are female and/or from underrepresented groups. 
Academic advising and mentoring, both formal and informal, have served to identify 
students who may be heading for trouble and find opportunities for intervention. On their 
own, students from underrepresented groups in particular have found faculty and staff to 
talk with about both personal and academic problems. These faculty and staff have 
developed a loose network and look out for each other’s students. The combination of 
highly individualized and proactive attention to students along with strong support for the 
activities of student groups creates an integrated retention strategy that has been very 
effective.  
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D-NET continues to be a successful student organization in providing a forum for all 
students to discuss diversity related issues and a safe place to talk about their experiences. 
In addition, D-NET continues to foster relationships with corporations to explore career 
and networking opportunities.  Throughout the semesters D-NET holds events to make the 
College, as a whole more aware of the importance of diversity.  Examples of some of the 
events are: 
 
- D-NET Fashion Show 
- Collaboration with the Office of Equity & Diversity to put on Community Building 

Activities 
- Prepare Awareness campaigns for diversity celebrations   
- Organized Straight-Talks 
 
WIST continues to hold monthly meetings and offer special programs while actively 
helping with the recruiting of female students. Following are just some of their activities 
over the past five years:  
 
- Taught at the WISE Camp  
- Presentation at Arrival Day orientation  
- Met with AOL executive  
- Participated in “Expanding Your Horizons” and “Exploring Your Future in Sciences and 

Technology”  
- Organized a panel of professional women: “Women in IT: Balancing the Personal and 

Professional”  
- Sponsored program, “IBM: Past, Present, and Future.”  
- Participated in AT&T Leadership Seminar  
- Developed and delivered “Digital Divas” during Girls Utilizing Technology and Science 

Camp  
- Participated in Lockheed-Martin’s “Live Ethics Game”  
 
The Office of Business and Career Solutions, now Career Solutions work to partner with 
female leaders within companies as they look for programmatic and internship 
opportunities for IST students. These partnerships involve real-world company-sponsored 
student projects in the classroom and student-employee mentoring relationships. The 
college also tries to promote the selection of female and members of underrepresented 
groups as project leaders in student teams; these individuals carry significant levels of 
responsibility in managing client relationships and team dynamics. The college has 
contracted with a number of female guest speakers in the field of information technology. 
And, the career solutions group participates in Monster.com's annual "Diversity and 
Inclusion Fair." The program encourages ethnically diverse students to seek internships 
and full time jobs online through Compass (previously Monster.com's MonsterTRAK online 
service).  The career solutions team helps promote diversity initiatives offered by the 
companies we partner with including diversity leadership conferences, InRoad Internships, 
and various internships offered to female and underrepresented groups.  
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The dean holds town hall meetings with the undergraduate students on a regular basis to 
discuss issues and brainstorm solutions. These sessions have proved invaluable to 
strengthening the connection between administration and the student body. The students 
have even proposed changes to the curriculum to greater inclusion of diverse topics in the 
classroom. 
 
Graduate Retention 
From the start, the practice of offering every graduate student funding via a research 
assistantship, teaching assistantship, or fellowship has been continued. Graduate students 
are monitored closely to ensure they are making good academic and research progress and 
being proactive in identifying any problems they may be experiencing. An annual 
evaluation process enables both the graduate students and their advisers to assess the 
progress of the research, to identify issues, and, if applicable, to modify the original 
research plan.  Based on these annual evaluations, the Office of Graduate Programs 
provides feedback to each student regarding whether their progress is satisfactory.  
 
Furthermore, graduate students meet with the dean and the associate dean for graduate 
programs in town hall meetings to discuss visions, issues, and strategies about the graduate 
program and research initiatives.  These meetings are important for retaining graduate 
students with a diverse intellectual background because issues for student with different 
backgrounds do differ.  Hence, these meetings facilitate the communication and the 
understanding regarding the balance of “breath” and “depth” in each student’s graduate 
training experience.   
 
A rich set of informal learning experiences is provided to the graduate students to enhance 
the retention of a diverse graduate student population.   Students are strongly encouraged 
to participate in activities such as the graduate student research fair and the Achievement 
Conference.  
 
With the support of the college, graduate students take initiative in organizing the IST 
Graduate Symposium.  This annual event is designed and implemented by a team of 
graduate students with diverse backgrounds.  This event has successfully shown corporate 
partners the intellectual diversity of IST graduate programs through panel discussions, 
invited speakers and graduate student papers and posters.  The event also enhances the 
interactions and the networking between graduate students and researchers from 
industry, which helped a significant number of graduate students to secure internship 
opportunities. 
 
Starting 2007, the college has also organized career workshops for College of IST faculty to 
provide advices, experience, best practices, and resources to help students identify 
internship opportunities and a wide range of career paths (e.g., academia, industrial labs, 
government agencies, think tank, etc.) for diverse research topics. 
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wConnect is an NSF-funded research project, conducted by a community of IST women led 
by Dr. Mary Beth Rosson, for encouraging women to understand information technology as 
an option for their futures.  Through IT-related outreach activities at local high schools, 
focus groups, and an online community, wConnect effectively enhanced the retention of 
female graduate students in IST. 
 
Graduate Student Association of IST, formally established in 2007, organizes social events 
to help students feel they are “part of the IST community.”   
 
An annual research retreat enables the technical exchanges of intellectually diverse 
research ideas, which results in interdisciplinary research initiatives to help graduate 
students with diverse background work together.  In a similar way, the Distinguished 
Lecturer Series (DLS) has featured top scholars from topics ranging from social networks, 
network science (held in conjunction with the Network Science Distinguished Speaker 
Series organized by Office of Senior Vice President for Research), health informatics, 
human-computer interaction (HCI), cyber security, and social informatics.  These DLS 
speakers brought together faculty and graduate students from IST as well as those from 
other colleges. 
 
2. Describe specific initiatives your unit may have that are intended to reduce 
intergroup disparities in enrollment, retention, and graduation rates. 

 
The college is continuing to create a climate and sense of community that fosters 
intergroup collaboration among the IST community (staff, faculty and students).  Initiatives 
we have are embracing of all groups and the activities provided information on different 
types of programs. Specifically, the multicultural office held focus groups with minority 
women, asking them what they need in terms of support.  These students felt that creating 
a separate organization was not necessary because they were being supported by an 
existing organization (WIST), as well as by the faculty, and staff members.  
 
The college piloted a First Year Seminar in fall 2007, targeted to reach a diverse population 
of DUS students.   
 
The college also requires students to participate in an internship to fulfill graduation 
requirements that later supports student employment opportunities.  In addition the 
college provides students professional development guidance via faculty, advisers, and the 
career solutions office.  
 
The IST curriculum has a strong emphasis on interactive learning, which includes working 
in teams with peers of diverse backgrounds.  This approach enables students to learn how 
to interact, and communicate with peers of various backgrounds.   
 
Regarding the recruiting and retention of graduate students for enhancing diversity, the 
college has launched a wide range of initiatives including graduate recruiting weekend, IST 
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Graduate Symposium, Graduate Career Workshop, and town hall meetings with the dean.  
The college has also facilitated the formation of a graduate student association, which 
organizes social events for building a diverse graduate student community. 
 
3. What mechanisms for collaboration has your unit established? 

 
The college has continued to recruit and retain underrepresented students by collaborating 
with various units within the university. There are two kinds of collaborations, internal and 
external. 
 
Internal involvement includes pro-actively partnering with other units throughout the 
university by contributing to the design, implementation, and execution of activities 
initiated by these units. The College of IST is a stakeholder within these groups. An example 
of this is the Council of College Multicultural Leadership (CCML). CCML is comprised of the 
college multicultural directors/coordinators who gather to discuss issues pertaining to 
their target population. Our director of multicultural affairs actively participates and 
benefits from the knowledge and experience of the multicultural leadership. Additionally 
the Administrative Council of Multicultural Affairs gathers top leadership in the realm to 
discuss issues affecting this underrepresented target population. This type of collaboration 
and networking is at the heart of what IST is about. We can say that this is a wonderful 
model for our students to see and understand the benefits that are gained by taking 
advantage of available resources. 
 
Additional units within the university that IST collaborates with as resources for our 
multicultural students are Comprehensive Studies Program, Upward Bound, Multicultural 
Resource Center, Office of the Vice Provost for Educational Equity, Women In Science and 
Engineering (WISE) and the Bank of America Career Services Center. Another example of 
internal collaboration is working with the Division of Undergraduate Studies (DUS).  
 
External involvement includes collaborative relationships we have established with school 
districts and corporations outside the university. Local and surrounding high schools, such 
as State College Area School District and Lewistown Area School District work with our 
college to bring in underrepresented populations to highlight the learning experiences the 
College of IST offers.  
 
We have developed strong relationships with various corporations. These businesses are 
always present at our two career fairs, Pro Expo and Future Forum. They have a vested 
interest in our students and we offer them the opportunity to recruit potential employees 
with these informational fairs. 
 
In collaboration with the admissions office, the IST recruiter participated in the university’s 
recruitment fairs, traveling throughout the north east, east coast and surrounding areas.  
These events targeted areas such as New York, New Jersey, Washington, D.C., Virginia, 
Maryland as well as cities around Pennsylvania.  
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The college publishes iConnect to share stories about students, faculty, and alumni with the 
broad IST community.  In 2009, the paper form of iConnect was replaced by a digital form, 
which further enhances its distribution while reducing its cost.   
 
The college utilizes Campaign Tool, which is a mass email tool to reach diverse populations 
about events and activities that happen within the college.  In addition, we utilized 
TechTrak, Twitter, social networks (Facebook), YouTube, inter-college list serves, and 
building kiosks, to reach students.   Other non-technical forms of communication are 
research video that highlights the research activities of the college, a video about cyber 
security research, and a video for introducing the college to prospective undergraduate 
students. 
  
4.  Which 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.) 
 
With respect to undergraduate students, the most successful initiatives have been those 
involving current students recruiting other students. The WIST organization is an excellent 
recruiting group as well as a group working to retain female students. In addition D-NET is 
a successful, operating student organization that promotes diversity amongst peers and the 
college community.   
 
The recruiting coordinator worked to recruit students from all backgrounds from the large 
urban areas.  She was aware of the commitment to recruit female students and students 
from underrepresented groups, and strategized with the assistant dean for equity and 
diversity and the assistant dean for undergraduate programs on the best ways to 
accomplish this.  
 
The college has scholarship money available targeted at women and members of 
underrepresented groups for both graduate and undergraduate students. Undergraduate 
Advising, Office of College Advancement and the scholarship committee additionally 
advertise to students’ scholarship money available outside of IST via the student list serve.  
 
The college has also increased the presence of diversity on marketing material by utilizing 
diverse students in videos, brochures, web images throughout marketing campaigns.   
 
The most successful strategy in recruiting graduate students is utilizing current students 
and faculty as recruiters during the graduate recruitment weekend event; one less 
successful strategy was collaborating with the Princeton Review and four other iSchools in 
generating a series of e-newsletters for recruiting graduate students.     
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While the college participated in the 2009 Committee on Institutional Cooperation (CIC) 
Summer Research Opportunity Program (SROP), to identify students from 
underrepresented groups, this was not successful.  The students that we tried to recruit 
during the summer program chose to attend a different institution for SROP.  However we 
are dedicated to continued participation in the SROP program for student recruitment.   
 
 
5.  What measures of success have you identified to gauge your progress in this 
Challenge?  Include data demonstrating outcomes. 
 
Not having written procedures is a process to improve. We have data available to show the 
trend in student enrollments at the undergraduate and graduate level. See Appendix A.  
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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? 
 
To maintain the commitment of search committees to developing diverse candidate pools, 
the assistant dean for equity and diversity and now the director of multicultural affairs 
serves on faculty committees and the director of human resources serves on committees 
looking for staff. The dean continues to stress the importance of aggressively recruiting 
faculty and staff from underrepresented groups so that we can better provide our students 
with perspectives and strategies to help them live and work in a global economy.  
 
The Minority Vita Data Bank now called the Penn State’s Diversity Talent Bank is used 
during the search process.  Whenever possible and appropriate, job postings are taken to 
external audiences in an effort to further diversify the pool.   
 
For faculty searches, during the interview process, candidates have the opportunity to meet 
with members of the underrepresented group with whom they affiliate. This gives them the 
chance to understand the nature of the climate for diversity, which can be a factor in their 
decision to join IST and Penn State.  We continue to make progress in hiring more female 
faculty, but only slight progress in changing the racial/ethnic makeup of the faculty. Clear 
attention is being paid to this in our search processes.  
 
Few changes have been experienced with respect to the racial/ethnic diversity of our staff. 
The gender balance remains predominately female as we grow our staff. (See Appendix B) 
 
The leadership of the school has not changed in its lack of diversity beyond the hiring of a 
female administrator.  Two Caucasian male administrators (Senior Associate Dean Joe 
Lambert, Assistant Dean Stan Supon) retired at the end of this reporting period, and the 
administration chose not to fill these positions during this time.  The administration has 
recognized that diversifying the leadership team is important and has taken strides to 
improve these numbers. While the leadership at the executive level has not seen an 
increase in diversity and has in fact flattened out, the level of what could be termed “middle 
management” has increased in both numbers and diversity. As the college continues to 
grow, staff that had been supervisory administrative support has been given opportunities 
for greater responsibilities and these are the individuals that would best suited for 
promotional opportunities in the future. Several of these are females including an Asian 
woman. 
 
Other ways the college has engaged in recruiting underrepresented faculty has been to post 
search announcements in the Chronicle of Higher Education.  In addition, the college has 
had a representative on the IST faculty search committee (Dr. Lucas and Dr. Trauth and 
now Dr. Farmer) to specifically address underrepresentation of faculty candidates.   
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The college participates in the annual “How to Conduct a Faculty Search” workshop, 
presented by the vice provost of affirmative action, to talk about the processes, and how to 
diversify the college faculty. 
 
Faculty job postings are distributed to a wide variety of list-serves reaching many diverse 
discipline scholarship communities.  Other ways the college has posted faculty job postings 
is by distributing job announcements to conference attendees, colleagues, alumni and other 
intellectually diverse populations. 

 
2.  What strategies have been implemented to improve identification and assessment 
of credentials for purposes of hiring and promotion? 
 
The faculty search committee, which is appointed by the dean, is chosen in an effort to best 
represent the diverse intellectual interest of the college.  The committee proactively seeks 
and reviews the candidate’s credentials for an intellectually diverse pool. 
 
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 continues to not have specific retention strategies but rather addresses 
concerns on an individual level. The dean and human resources director, with the 
assistance of the director of multicultural affairs, monitor the climate for women and 
members of underrepresented groups and develop special solutions to address faculty and 
staff concerns. In both faculty and staff reviews, contributions to the community of the 
college are explicitly addressed. Community, diversity, and financial stewardship are three 
unit-specific criterion that the college gauges community involvement by on annual staff 
reviews. 
 
Faculty and staff members have been appointed to leadership roles.  For example, Dr. Brian 
Smith was placed as the director of the Solutions Institute and later as the director of the 
createIT Studio.  
 
Professional development for staff members is strongly encouraged by engaging in 
university-wide activities, as well as other professional development opportunities.  Forty-
six staff members participated in leadership-based professional development and 41 of 
them were female, during 2004 – 2009.  This was a percentage of 89%. (See Appendix C) 
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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.) 
 
IST has been more successful in diversifying the faculty than the staff, a challenge faced by 
colleges across the university. Constant vigilance and commitment to attaining a diverse 
staff community needs to be more of a priority.  Faculty members participate in informal 
face-to-face interviews with potential applicants at professional conferences such as 
International Conference on Computer and Information Science (ICIS), HCI conferences, 
and iConference. This has proven to be effective in identifying and recruiting diverse, 
qualified candidates. 
 
There have been a number of underrepresented faculty and staff members in the college 
that have been promoted to management level positions.  The positions include the 
leadership and the management of the following offices:  
 
- The Career Solutions Office 
- Office of Special Events 
- Advising Center 
- E.I.I. Center 
- Office of Learning Initiatives 
- Multicultural Affairs 
- Solutions Institute 
 
Not having written procedures is a process to improve upon. 
 
5.  What measures of success have you identified to gauge your progress in this 
Challenge?  Include data demonstrating outcomes. 
 
Not having written procedures is a process to improve. Some of the data that has been 
collected has only been captured over the last few years. This is an area that will be 
corrected during the next reporting period. 
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CHALLENGE 5: 
Developing a Curriculum That Fosters U.S. and International Cultural Compentencies 
 
1. What initiatives has your college taken in supporting multicultural curriculum 
efforts? 
 
The College of IST has undertaken three initiatives to support multicultural curriculum 
efforts. First, three new diversity-related courses were developed and approved by the 
Faculty Senate: 
 
IST445H: Globalization Trends and World Issues  
IST442: Information Technology in an International Context 
IST341: Human Diversity in the Global Information Technology 
 
In designing these courses, IST faculty effectively leveraged Penn State resources to design 
and teach these courses. Dr. Eileen Trauth attended the Multicultural Teaching Academy at 
the Schreyer Honors College, and used the diversity content and pedagogical techniques 
presented in this course to develop IST 341. Dr. Carleen Maitland received an award from 
the Pennsylvania State University Equal Opportunity Planning Committee (EOPC) for the 
development of IST 442: The international context of information technology. Dr. Andrea 
Tapia, a 2009 Rock Ethics Faculty Seminar Fellow, will be integrating ethics into IST445H: 
Globalization Trends and World Issues. 
 
Second, the College has offered 11 outreach programs to expose girls in middle school and 
high school to information technology education and career opportunities. (See Appendix 
D) 
 
Third, Dr. Lisa Lenze, Director of the Office of Learning Initiatives, consults with instructors 
to incorporate inclusiveness criteria across the curriculum. The Graduate Teaching Fellow 
course development program trains IST graduate teaching assistants to incorporate 
diversity into problems. The Office of Learning Initiatives also provides in-house education 
consultant to review course content created by faculty instructors. The Office of Learning 
Initiatives also hosts monthly Teaching and Learning Community luncheons teaching 
faculty, graduate and undergraduate students discuss curricular and pedagogical 
techniques to improve learning. Oftentimes, these discussions feature diversity-related 
topics such as strategies for reducing the challenges faced by under-represented students 
working on team projects and weaving diversity into course content. 
 
2. What research and teaching in your college has advanced the University’s 
diversity agenda? 
 
wConnect is an on-going innovative research community dedicated to introducing the 
option of a future in computing to women ( http://wconnect.ist.psu.edu ). The core 
community, led by IST Professor Mary Beth Rosson, is comprised of faculty, undergraduate 

http://wconnect.ist.psu.edu/�
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and graduate women in the College of Information Sciences and Technology. However, 
wConnect also reaches out from Penn State, using social connections between our 
members and their high schools to engage with younger women, and using links to our 
alumni in the corporate world or in graduate school, to bring in perspectives and advice 
from more experienced women.  The collaboration within each branch, and as a whole, 
provides the solid foundation for a change, to encourage women to understand and 
approach information technology as an option for their futures. Through IT workshops at 
local high schools, a physical presence at Penn State, focus groups, and an online 
community, wConnect studies the mechanisms for how to initiate this change. wConnect is 
funded by the National Science Foundation through the “Broadening Participation in 
Computing” program. 
 
The Center for the Information Society was established in 2003 and was operational 
until 2009. This research center was the intellectual home and support network to the IST 
faculty and graduate students engaged in diversity-related research.  
 
The mission of the Center for the Information Society was to pursue the human context of 
the global information society at multiple levels of analysis: individual, group, 
organizational, institutional, societal and global. In doing so, the center served as a focal 
point within the college and at The Pennsylvania State University for interdisciplinary 
social science research, publication, education and outreach into the human context 
surrounding the emerging global, information society. By "human context" we mean 
individuals, groups, organizations, institutions and societies. Within this context people use 
information and communications’ technologies in their work, in their homes, and in their 
communities. Thus, the uses of information and communication technologies are 
embedded into human use, and must be evaluated in this context. 
 
The director of the center was Dr. Eileen Trauth. Dr. Trauth's research is concerned with 
societal, cultural and organizational influences on information technology and the 
information technology professions with a special focus on the role of diversity and social 
inclusion. Trauth's research interests comprise the intersection of socio-cultural and 
organizational influences on information technology and the IT profession. 
 
Dr. Trauth has received several awards, which support her diversity-related research. She 
was awarded a Distinguished Chair in Gender Studies through the National Fulbright 
Award Program. Through the National Science Foundation she was awarded a grant to 
study “A Field Study of Individual Differences in the Social Shaping of Gender and IT.” Most 
recently she was awarded another National Science Foundation Award entitled 
“Exploration of the Effects of Race, Ethnicity and Socio-economic Class on Gender 
Stereotyping.” Through her research she is working with several IST faculty members, 
including Lynette Kvasny and Jan Mahar and several graduate students. 
 
During these years Dr. Trauth has published or presented 77 articles concerning diversity-
related research. In addition, Dr. Trauth has developed and taught three courses related to 
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diversity issues; (1) Gender & Information Technology: Issues & Theories, (2) Gender in the 
Global Information Economy: IT Consumers & Producers, (3) Human Diversity in the 
Global Information Sector. 
 
Dr. Lynette Kvasny was also one of the founders and core members of the Center for the 
Information Society and who also primarily conducts diversity-related research. Her 
research focuses on how and why historically underserved groups appropriate information 
and communication technologies (ICT). She has designed, implemented and assessed 
community computing projects in economically challenged neighborhoods in Atlanta, GA 
and West Philadelphia and Harrisburg, PA. Her current research examines the performance 
of racial and ethnic identities in virtual communities, ICT education and workforce 
participation in the African Diaspora, and the influence of racial, class and gender identities 
on health information seeking and content creation. Kvasny holds herself accountable to 
praxis, and uses research knowledge to facilitate social justice and increase political and 
economic empowerment. Kvasny's research contributes to two discourse communities: 1) 
socio-technical policy interventions for redressing digital inequality, and 2) critical and 
feminist perspectives on the intersection of gender, race and class in shaping digital 
inequality. 
 
In addition to the research support she received alongside Dr. Trauth mentioned above, Dr. 
Kvasny has received several grants which support her diversity-related work. In 2009 she 
received a college seed grant for “Social Media to Tailor HIV/AIDS Health Messages for 
College Students in Cameroon.” In 2006 she received a grant from the Children, Youth and 
Family Consortium for Intergenerational Learning Using IT in Low-Income, African 
American Families. Also in 2006 she received a grant from the Penn State Economic and 
Workforce Development Advisory Team in the amount of $15,000 for “Creation of an 
Internet-based GIS Driven Jobs Networking Application” in West Philadelphia. In 2004 and 
2005 she received a grant from the Africana Research Center for African Diaspora. Perhaps 
most importantly, in 2003 she received a National Science Foundation (Faculty Early 
Career Development Award) for CAREER: Broadening the Participation of 
Underrepresented Groups in the Information Society.  
 
During this time Dr. Kvasny has published and presented her diversity-related work in 
more than 60 venues. 
 
Dr. Andrea Tapia also joined the Center for the Information Society in 2003. Dr. Tapia is a 
scholar of “Public Informatics,” the intersection of people, information, and technology in a 
public setting. Her work addresses critical social problems facing the world today, such as 
humanitarian relief, emergency response, and social and economic development and social 
exclusion. Her work has contributed directly to the policy-making bodies of the United 
Nations, the Obama administration and the largest international relief and development 
organizations globally. 
 

http://www.nsf.gov/awardsearch/showAward.do?AwardNumber=0238009�
http://www.nsf.gov/awardsearch/showAward.do?AwardNumber=0238009�
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While Dr. Tapia conducted some of her early research on the role of gender in new 
enterprises during the dot com boom-bust cycle and the role of gender in computer gaming 
environments, these have not been her most recent work. Dr. Tapia has spent the last few 
years investigating the development of public broadband networks on the quality of life in 
disenfranchised communities as well as on the development of coordination and 
collaboration efforts between humanitarian relief and emergency response information 
managers. Dr. Tapia has published and presented more than 40 papers related to diversity 
issues during this time period. 
 
Dr. Angsana Techatassanasoontorn (“Angsana”) is an assistant professor of IST and also 
was a member of the Center for the Information Society. Her research interests focus on 
theory-building and empirical analysis on the adoption and diffusion of technology, digital 
divide and technology policy. Angsana has received funding from the AIS-Microsoft 
Unlimited Potential Program to conduct research in rural Thailand entitled, “Evaluating the 
use and benefits of community-based technology centers: The case of Thailand.” From this 
research she has published  three noteworthy works, (1) “The Integrated Self-
Determination and Self-Efficacy Theories of ICT Training and Use: The Case of the Socio-
Economically Disadvantaged,” (2)“The Bottom-up and Horizontal Spillovers of Quality of 
Life from Continued ICT Use: The Case of Community Technology Centers,” and (3) “Is 
There a Global Digital Divide for Digital Wireless Technology?” In addition, Angsana has 
taught several courses on telecommunications and organizational theory (IST 220, IST 
532) into which she has brought international concepts and diversity issues into the 
classroom. 
 
One teaching initiative that the college undertook to advance the University’s diversity 
agenda was to institutionalize professional development offerings on the topic of diversity 
for our undergraduate and graduate students who work as assistants in the classroom. The 
college now offers two professional development courses (one for graduate students and 
one for undergraduate students) every semester. In Dr. Lisa Lenze’s IST 297B, the course 
for undergraduate learning assistants, students discuss ways to invite, include, and 
encourage students of diverse populations on classroom teams, during course activities, 
and outside of class. In Dr. Lenze’s IST 602, the course for graduate students who will be 
TA’s or Graduate Teaching Fellows, students teach each other about best practices for 
working with undergraduates from underrepresented groups.  
 
3. How is diversity integrated into the curriculum of your college? 
 
Diversity has been integrated into the curriculum "from the top" as it is one of our 
curricular goals for all undergraduates. Specifically, IST Curricular Goal #3 states that our 
students need to “Communicate and work effectively (both individually and in teams) with 
a range of perspectives and audiences through a variety of media.” Objectives associated 
with Goal #3 include: 
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- Seek out, analyze, and incorporate diverse ideas and broader perspectives represented 
in the diversity of people  
- Make respectful and inclusive choices in interacting with customers, peers, supervisors, 
and/or subordinates with a diversity of identity characteristics (e.g., age, ancestry, color, 
disability or handicap, national origin, race, religious creed, sex, sexual orientation, gender 
identify, or veteran status) 
 
Conversely, “from the bottom,” the importance of providing a classroom experience that 
enhances diversity has been recognized. To this end, several activities have been 
accomplished.  In terms of problem based learning (PBL) classroom materials, the Office of 
Learning Initiatives (OLI), as an in-house education consultant, is available to review 
problems created by instructors with regard to inclusiveness and other diversity aspects.  
Additionally, OLI has incorporated inclusiveness criteria for the creation of PBL materials 
into its Graduate Teaching Fellow course. 
 
In efforts to integrate diversity across the curriculum, a variety of courses have included 
activities focused on diversity.  For example, IST 110S (Information, Technology and 
People) includes modules for globalization and under-representation of women in the 
information technology workforce. IST 301 (Information and Organizations) includes a 
course project where students work on teams with students outside of the U.S. to 
experience first-hand and learn how to work with people from different cultures and 
backgrounds. IST 431 (Information Environment) includes modules on the global digital 
divide, outsourcing of information technology jobs, social identities and information and 
communication technology use.  The capstone course, IST 440W (Information Sciences and 
Technology Integration and Problem Solving) includes a course project where students 
work on teams to develop technology solutions for businesses, including women- and 
minority-owned firms. 
 
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.) 
 
The most successful strategies/best practices for developing curriculum that fosters 
intercultural and international competencies include: 
 
- Providing financial support and training opportunities to assist faculty with course 
development and revision. Faculty members that possess international and intercultural 
competencies, developed through active research agendas, have proven to be the best 
suited to effectively leverage these resources. They are able to leverage their relationships 
with industry and community partners to bring diverse speakers into the classroom, 
develop course content and activities that force students to address real-world problems, 
and use technology to engage students globally through distributed team experiences. 



Assessment of the Diversity Plan Framework to Foster Diversity 2004-09 
 
 

College of Information Sciences and Technology          December 1, 2009  28 
 
 
 

- Establishing an office devoted to curriculum development, student learning, and 
instructional support. The Office of Learning Initiatives has played in integral role in 
developing goals and objectives, supporting instructors and students, and assessing 
outcomes. 
 
The least successful strategy has been to concentrate the international and intercultural 
competencies in elective courses. Currently, it is possible for our students to complete a 
course of study in IST with limited exposure to diverse global perspectives. 
 
Unfortunately, we cannot confidently offer best practices in this area.  
 
5. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes. 
 
Given the changes in our college’s diversity office in the past five years (that is, three 
different deans and directors of diversity), our measurement plan in this area is almost 
non-existent. Except in the case of our Senior Exit Survey (which includes a few questions 
about diversity in the curriculum), no other data was routinely collected to report our 
progress on this challenge. However, the lack of routinely collected data does not mean that 
nothing occurred.  
 
In preparing this report, we have collected information from individual faculty who 
responded to requests for information and from offices that work on initiatives to foster 
intercultural and international competencies through the curriculum. Information gathered 
on specific goals and objectives for this challenge appears in the diversity assessment 
matrix. Most of the data is qualitative, consisting of examples of faculty and student 
activities and accomplishments.  
 
This challenge is an area for growth in our college. Data from our Senior Exit Survey shows 
that students feel we need to do more to foster intercultural and international 
competencies. Overall, students rate their curricular experience in IST favorably—with 20 
of 39 items receiving at least 90% of students responding agree or strongly agree. For the 
past two years, most items that are keyed to diversity1

 

 have a smaller percent of students 
responding strongly agree, compared to most items on the survey.  

We track the percent of students responding agree or strongly agree for each item on the 
survey.  A summary of diversity items falling into excellent, good, acceptable, and needs 
improvement categories follows. Cut-scores were determined from trends this year and 
last. 
                                                      
1 Items on the survey are keyed to our curricular goals and objectives for the undergraduate curriculum. Our third 
curricular goal is to “communicate and work effectively (both individually and in teams) with a range of 
perspectives and audiences through a variety of media.”  Our fourth curricular goal on professional responsibilities 
includes diversity in one of the objectives: “Demonstrate an understanding of the cognitive, social, legal, ethical, 
diversity, and security perspectives surrounding a given problem.” 
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Category  Percent of Students Agree/Strongly Agree    Diversity  All Items 
Excellent    > 89%      0   20 

Good      85%-89%     2     6 

Acceptable    80%-84%         1     4 

Needs improvement    < 80%              2     9 

 
Ratings for the specific diversity items on the Senior Exit Survey this past year follow.  
 
 Diversity items ranked from the highest to the lowest by the combined percentage of 
“strongly agree” and “agree” 

Survey 
Item 
number Item  Percentage  

37 

My IST education has helped me develop an 
understanding of information processing and use in a 
global setting.   86.21% 

39 

I have gained international understanding and 
insight about the contexts in which information 
technologies are used.   85.96% 

41 

My IST education prepared me to interact effectively 
with people who have different identity 
characteristics (e.g., age, race, sex, etc.) than I do.   82.76% 

34 
My IST education helped me value cultural diversity 
in the workplace.   77.59% 

51 
My IST education prepared me to work effectively 
across multiple countries.   65.52% 

 
Looking forward to the next Framework for 2010-2015, we need to specify measures for 
this challenge and set goals to strive for, so that we can capitalize on the work that faculty 
and students have accomplished in the past five years and strengthen the degree to which 
our curriculum fosters intercultural and international competency. 
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CHALLENGE 6: 
Diversifying University Leadership and Management  
 
1. How are unit leaders actively involved in diversity efforts? 
 
The college encourages women and members of underrepresented groups at all levels of 
the organization to participate in professional development. During the time of our 
previous report, however, only eight women participated in leadership development 
activities such as the Penn State Leader or Mastering Supervision, four have completed the 
Office Professional Program, and three have attended the Women’s Leadership Conference. 
This is an area with room for improvement.  During the period of 2004 – 2009, the college 
supported professional development for 46 employees in management or leadership 
activities such as Mastering Supervision, Penn State Leader, Office Professional Certificate 
(OPC) and the Management Institute.  Of those 46 employees 41 of them were females.  
With the addition of the new director of multicultural affairs, it is likely that more 
opportunities for women and underrepresented employees will be identified and taken 
advantage of.  
 
Assistance is provided to faculty from underrepresented groups in proposal development 
and research management. Five of our faculty members (Drs. Lynette Kvasny, Prasenjit 
Mitra, Madhu Reddy, Brian Smith and James Wang) recently won a prestigious National 
Science Foundation Career Award. Training is provided to all faculty members on research 
grants, research management, grant writing, and mentoring of graduate students.  
 
Women have assumed leadership positions such as the associate dean for Diversity 
Outreach and International Engagement, Ph.D. program adviser, as the director of the 
Office of Learning Initiatives, as director of Career Solutions and director of the Enterprise 
Informatics and Integration Center.   The director for Multicultural Affairs is female 
African-American.  Additionally, the associate dean for Strategic Initiatives is a Chinese-
American male and the director for Solutions Institute and later the createIT Studio is an 
African-American male. 

 
2. What is the diversity profile of the unit’s administrative and executive levels?   
 
During the timeline of this frame work our young organization has gone through several re-
adjustments as the School turned into a College.  Our administrative profile: 
 
Dean - White male 
Associate Dean for Research and Graduate Programs – Chinese American male 
Associate Dean for Diversity, Outreach and International Engagement – White female 
Assistant Dean for Undergraduate Programs – White male 
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The Dean’s Executive Council is made up of the college’s administrative deans as well as the 
heads (Professor-in-Charge, directors, and senior managers) of all of the departments and 
areas that make up IST.   
 
Here is our executive profile:   
 
Dean – White male 
Associate Dean for Strategic Initiatives – Chinese American 
Professor-in-Charge (PIC) – White male 
Director of Multicultural Affairs – African-American female 
Senior Director for College Operations – White male 
Director of College Advancement – VACANT 
Director of Learning Initiatives – White female 
Director of Finance and Budget – White male 
Director of Network-Centric Cognition and Information Fusion (NC2IF Center) – White 
male 
Director of Information, Communications, and Technology – White male 
Director of Campus Champions – White male 
 
Several other middle management underrepresented appointments that have been added 
to the college since last framework study: 
 
Administrative Director of Undergraduate Advising Center – White female 
Director Career Solutions – Indian female 
Special Events Coordinator – White female 
Program Manager Research Education – White female 
 
We acknowledge we are not where we want to be.  It has been the middle management 
group that the college has been able to the most positive changes allowing females and 
underrepresented individuals to be placed in these positions. 

 
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? 
 
Every staff search must demonstrate that all efforts have been made to diversify and enrich 
the search.  There will be a search debrief with the dean, the director of multicultural 
affairs and the senior director for operations.  This debrief will discuss the lengths the 
search team took to diversity the applicant pool including, but not limited to, taking the 
search “outside” the university for its search as well as attempting to utilize the Diversity 
Talent Pool at every opportunity. 
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Faculty searches will continue to follow the annual search committee briefings by the vice 
provost for affirmative action.  Our new director for multicultural affairs serves as ex-
officio for the search committee.  The procedure in place to make sure the faculty 
advertisement placements are properly placed by the Affirmative Action Office as well as 
checking the committee’s final short list has proven to be very helpful. 
 
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? 
 
This college believes in putting resources into professional development for faculty and 
staff.  We have found that during the time of our previous report, however, only eight 
women participated in leadership development activities such as the Penn State Leader or 
Mastering Supervision, four have completed the Office Professional Program, and three 
have attended the Women’s Leadership Conference. This is an area with room for 
improvement.  During the period of 2004 – 2009, the college supported professional 
development for forty-six employees in management/leadership activities such as 
Mastering Supervision, Penn state Leader, Office Professional Certificate (OPC) and the 
Management Institute.  Of those 46 employees 41 of them were females.  Our plan is to 
continue this development for our staff. 
 
We find that through our annual faculty activity reports that we have been able to identify 
faculty who want to do more to develop professionally and as a result we were able to 
place one female faculty into a new center and one female faculty member into the Office of 
Learning Initiatives as director.  The dean enjoys one-on-one discussions with faculty.  We 
need to have a more developed succession planning system in place for both faculty and 
staff to develop their potentials. 

 
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.)   

 
The most successful strategy is the commitment from top leadership that diversifying our 
faculty and staff is important, and that part of this involves developing leadership skills. 
Mentoring plays a large part in this.   Our size does not give us the number of opportunities 
we would like to have to give the right people an opportunity to lead. 
 
 
 
6. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes. 
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We need metrics; we have not done a satisfactory job of developing metrics nor 
measurables. We don’t know what we don’t know.  We plan on seeking out those “best 
practices” that exist here at Penn State. We believe that the dean’s administrative council is 
a great place to develop our middle management team that can produce good bench 
strength for upper management positions within the college. 
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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? 

 
This year’s strategic plan has 13 goals in its Five-Year Plan.  Diversity is central to achieving 
five of those goals.   
 
- Diversify the college so that it is well prepared to weather the storms that will face us in 
the not too distant future from the downward trend in student demographics in the 
Commonwealth of Pennsylvania, to the continuing upward cost of education. The college 
should be “built to last” with a business plan that allows it to fulfill its legacy mission to the 
state and its people by leveraging its global position and intellectual currency.   
- Transform the self-image and culture of the college to one that is a community based on 
partnerships, IST@PENNSTATE is a set of interlocking partnerships among people, groups, 
and organizations that must work in concert in order to attain our vision, to fulfill our 
mission and to achieve our goals. Execution to achieve outcomes is the gold standard for 
partner performance at all levels.   
- Invest in and continue to enhance the college’s unique culture by “on-boarding” new 
undergraduates, graduate students, staff, and faculty. Teach our history, why we are built 
as we are, operate as we do, and teach the way we do. Articulate our expectations for each 
different set of partners and explain why — in seeking to attain our vision, to fulfill our 
mission, and achieve our goals — they must do their part.  
- Diversify the student populations so that IST@PENNSTATE is built to last; more 
aggressively and successfully recruit and retain outstanding women and minority students; 
construct partnerships with high school teachers, guidance counselors and administrators 
and create support and mentoring partnerships within the college.  
- Raise endowments, unrestricted funds, and gifts through active and ongoing college 
advancement to provide access for all qualified students and to provide lift for our 
programs of education, research, and engagement; make IST@PENNSTATE the best it can 
be. 
 
2. What organizational realignments, systems of accountability, resource 
mobilization and allocation strategies, long-term planning strategies have been 
implemented to ensure the realization of the University’s diversity goals?  
 
The objectives outlined in the last diversity plan continue to be important to the school:  
 
- There will be zero tolerance for discrimination, harassment, or hostile work 

environment.  
- Managers and supervisors will be educated regarding diversity.  
- A workforce will be recruited that better reflects the inclusion of underrepresented 

groups.  
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- A workforce will be retained that better reflects the inclusion of underrepresented 
groups.  

 
Within these fundamental objectives lay the college Framework for the rest of the plan to 
work. In 2003, the dean funded a new position within the dean’s office, assistant dean for 
equity and diversity, with the direct charge to work strategically with the dean to diversify 
the college’s student body, especially at the undergraduate level, but also at the graduate 
level.  In this capacity, the assistant dean sought to build networks with state and regional 
schools having large minority populations in order to create student recruiting pipelines to 
IST.  The position itself has since undergone structural changes and is now the director for 
multicultural affairs. The charge of the position has changed but will continue to seek not 
only the recruitment, but also retention of students who come to IST for their education by 
creating and leading programs of support and by enhancing the inclusiveness of the college 
as a community of learning.  The director has also been the primary liaison to the 
multicultural activities, resources, and organizations that exist on campus through the 
Office of the Vice Provost for Educational Equity.  In particular, the director is the person 
responsible for our participation in the Bunton-Waller scholarship program for 
undergraduates and the McNair scholarship program for potential graduate students.  The 
director is in charge of all IST programs and events that seek to embrace diversity of all 
kinds and across all groups including women, African Americans, Native Americans, 
Latinos, gay, lesbian and transgender individuals. 
 
Every staff search must demonstrate that all efforts have been made to diversify and enrich 
the search.  There will be a search debrief with the dean, the director of multicultural 
affairs and the senior director for operations.  This debrief will discuss the lengths the 
search team took to diversity the applicant pool including but not limited to taking the 
search “outside” the university for its search as well as attempting to utilize the Diversity 
Talent Pool at every opportunity. 
 
Faculty searches will continue to follow the annual kick off with the search committee 
briefings held by the vice provost for affirmative action.  Our new director for multicultural 
affairs serves as ex-officio for the search committee.  The procedure in place to make sure 
the faculty advertisement placements are properly placed by the Affirmative Action Office 
as well as checking the committee’s final short list has proven to be very helpful. 
 
3. What budget and development approaches have been implemented by your unit to 
ensure financial stability of diversity priorities? 

 
The dean has always budgeted a full stand alone operational budget for diversity initiatives 
whether it was within the assistant dean for equity and diversity, the associate dean for 
diversity, outreach and international engagement (DOING), or the director of multicultural 
affairs, monies were always included to allow that office to sponsor items such as tables at 
the annual Dr. Martin Luther King Jr. memorial banquet, Penn State Forum luncheon tables, 
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and the Women’s Leadership Conference.  As other projects or initiatives arise the Dean 
has always supported as the budget has allowed. 
 
4. Describe the systems of accountability and reward that support the achievement 
of diversity goals. 
 
The college has an annual award for diversity for the outstanding faculty and/or staff that 
has shown through their day to day actions their commitment to making IST a welcoming 
environment.  The Susan B. Lucas award is given annually to a staff and/or faculty member 
that significantly contributed to the improvement of our efforts to make IST a welcoming 
and nurturing climate to foster diversity at all Penn State locations across the state.  Each 
award recipient will be presented with the IST Diversity and Equity Award and a check for 
$250.   
 
Additionally, there is a unit-specific criterion on the annual staff development plan that 
directly addresses diversity.  
 
 
5. What partnerships, with internal or external units and/or constituencies, have you 
created to advance the University’s diversity goals? 
 
As referenced in the IST Strategic Plan 2008 – 2013, there needs to exist a strong 
relationship between the student partners with the faculty partners as well as the staff 
partners.  We know and embrace the diversity of thought in the matters that show us as 
different actually make us stronger.   
 
We see the future partnerships through our new Office of Multicultural Affairs that will 
connect the college within the university as well as establishing long-lasting relationship 
outside Penn State that IST remains committed to being a welcoming environment that 
embraces change. 
 
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).  
 
The creation of the Office of Equity and Diversity and its continuation to the Office of 
Diversity, Outreach and International Engagement and finally the Office of Multicultural 
Affairs is the most successful strategy as it signals to the university that we are morally and 
financially committed to reaching our own diversity goals as well as contributing to the 
university’s success in reaching the overarching strategic goals. Through all the changes 
there has remained an office and a budget dedicated to creating a welcoming environment 
for all. A less successful strategy has been the recruitment of a diverse staff.  
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7. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes. 
 
We believe there are two ways to measure the success of our framework as we measure 
the results.  First, we do have a diversified faculty; it is our responsibility to maintain it.  
Where we have not been successful is in our recruitment of underrepresented minorities 
as staff partners.  We also need to improve the number of females and underrepresented 
minorities in our undergraduate population.  In both these areas we know that when 
measured whether all the metrics, programs, and efforts worked to make the outcomes 
more positive. 
 
Secondly, we also need to make the priorities of the framework push the priorities of the 
overall College Strategic Plan.  This can only happen if there is a total commitment from the 
top of the organization. 
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Campus Climate and Intergroup Relations 
Challenge One: Developing a Shared and Inclusive Understanding of Diversity  
Several years ago, the Diversity Committee developed a definition of diversity that included respect for demographic and intellectual 
differences and commitment to the University’s nondiscrimination policy. However, we have learned that not all members of our 
community are aware of the definition or even of the existence of the Diversity Committee. Awareness of both is critical as they are 
examples of leadership’s commitment to diversity and community. 
Goal 1: Make all members of the IST community aware of the definition of diversity. 
Objective 1: Enhance the visibility of the definition of diversity. 
Activities Responsible Party Timeframe Results Next Steps 
Have the definition and plan a single 
click away from a searcher’s eye on 
the web site. 
 
 

Marketing & 
Communications; 
Multicultural Affairs 

Ongoing Currently located on IST 
website. However, it is 
not one click away. This 
will be updated on the 
new website version on 
9/1/2010 
 

Work with Web team to 
develop new version 

Request faculty embed definition of 
diversity in coursework 
 
 
 

Marketing & 
Communications; 
Multicultural Affairs 

Ongoing Currently included in 
many faculty syllabi, but 
still not at level of full 
implementation 

To be implemented in 
2010-15 Framework 

Incorporate definition into 
marketing brochures 
 
 
 

Marketing & 
Communications; 
Multicultural Affairs 

Ongoing Some brochures 
currently discuss 
diversity, but do not 
explicitly list the full 
definition. The 
marketing and 
communications 
committee is in the 
process of updating and 
including it in future 
brochures for 
distribution. 
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Activities Responsible Party Timeframe Results Next Steps 
Put definition into framed posters 
placed throughout building 
 
 
 

Marketing & 
Communications; 
Multicultural Affairs 

Ongoing This took place during 
Fall 2009 

 

Objective 2: Attention to definition in all student orientation activities 
Activities Responsible Party Timeframe Results Next Steps 
IST Connections Day 
 
 
 

Career Solutions Annually Implemented in the first 
week of September each 
year 

 

Parents & Families Weekend 
 
 
 

Formerly 
Undergraduate 
Programs (Advising and 
Career Solutions) now 
Special Events, Career 
Solutions, Multicultural 
Affairs 

Annually Implemented in October 
each year 

 

IST Orientation Weekend 
 
 
 

Formerly 
Undergraduate 
Programs (primarily 
Advising) now Special 
Events, Career 
Solutions, Multicultural 
Affairs 
 

Bi-Annually Implemented at the end 
of August each year 

 

Multicultural Resource Center Multicultural Affairs Annually Implemented at the end 
of August each year 
 

 

Spend a Fall Day Multicultural Affairs Annually Implemented annually in 
November 
 

 



Assessment of the Diversity Plan Framework to Foster Diversity 2004-09 
 
 

College of Information Sciences and Technology          December 1, 2009  40 
 
 
 

  

Objective 3: Attention to definition in all faculty/staff orientation activities 
Activities Responsible Party Timeframe Results Next Steps 
Faculty/Staff Retreat 
 
 

Human Resources, 
Special Events, 
Professor-In-Charge, 
Multicultural Affairs, 
Senior Associate Dean 
 

Annually/Bi-
Annually 

Faculty retreat occurs in 
September each year, 
and staff retreat occurs 
in October each year 

 

Objective 4: Develop “Diversity in IST” conferences 
Activities Responsible Party Timeframe Results Next Steps 
Conferences 
 
 
 

Career Solutions, 
Special Events, Equity 
and Diversity 
 

Alternate Years Failed to implement in 
2009 

IST will evaluate the 
feasibility of planning 
such a conference in the 
2010-15 planning period 

Goal 2: Increase IST awareness of the Diversity Committee 
Objective 1: Increase visibility of diversity committee 
Activities Responsible Party Timeframe Results Next Steps 
Multi-year strategic plan Multicultural Affairs 

 
 Strategic Plan revised in 

2008. Plan in effect until 
2013. 

 

Contribute to educational 
opportunities 
 

Multicultural Affairs 
 
 

Ongoing Failed to implement   
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Challenge Two: Creating a Welcoming Campus Climate 
Developing and maintaining an inclusive climate in the College that encourages diversity of expression and appreciation of differences has 
from the start been a high priority. An unwelcome climate discourages the creation of learning communities. It also discourages effective 
teamwork, which is at the core of our teaching. 
Goal 1: Developing and maintaining an inclusive climate that encourages diversity of expression and appreciation of differences. 
Objective 1: Conduct climate survey of faculty and staff 
Activities Responsible Party Timeframe Results Next Steps 
2001 Diversity Climate Survey 
 
 
 
 

Equity and Diversity, 
Educational Equity 

First in 2001, 
Every other 
year 

Analyzed by Educational Equity 
 
 

Recommendations 
made and acted upon 
as appropriate 

2004 Diversity Climate Survey Equity and Diversity, 
Educational Equity 
 

2004, Every 
other year 

  

Penn State Faculty/Staff Survey 
 

Penn State 
 
 
 

As 
administered 
by the 
university 

Results for the college are shared 
with the dean to address issues 

 

Objective 2: Develop strategies to assess climate for students 
Activities Responsible Party Timeframe Results Next Steps 
Focus Groups 
 
 
 

Multicultural Affairs Annually or as 
needed 

Most recently held October 2009  

Interviews with Students 
 
 

Multicultural Affairs Annually or as 
needed 

Most recently held November 
2009 

 

Written or Web-based surveys 
 
 
 

Multicultural Affairs As needed, at 
least every 
three years 
 

Diversity climate surveys 
conducted most recently in 2006 
(See Appendix E) 
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Activities Responsible Party Timeframe Results Next Steps 
Suggestion box 
 
 
 
 

Human Resources; 
Staff Advisory 
Committee 

Ongoing Suggestion boxes are strategically 
located throughout the building. 
The boxes are checked monthly 
and a committee reviews all 
comments. The Staff Advisory 
Council may assume this role in 
the future. 
 

 

Protected web site 
 
 
 

Staff Advisory 
Committee 

Fall 2009 https://www.ist.psu.edu/feedback 
website has been developed. 

 

Forums to include students, 
faculty, staff and administrators 
 

Dean, Multicultural 
Affairs 

Bi-annually Most recently held November 
2009 by Dean Foley 

 

Objective 3: Research ways for climate issues to be identified and addressed 
Activities Responsible Party Timeframe Results Next Steps 
Relationship-Community 
Building 
 
 

Multicultural Affairs, 
Diversity Committee 

Ongoing The Diversity Committee 
contributed to many community 
building events as well as 
professional development & 
awareness opportunities. The IST 
Multicultural Advisory Council 
was established in Fall 2009 as an 
umbrella for IST student 
organizations.  
 

Diversity Committee 
will be revitalized 
Spring 2010 with new 
membership as it had 
been dormant after the 
Office of Diversity, 
Outreach and 
International 
Engagement was 
discontinued. 

Examine language and behavior 
to determine how actions may 
be viewed 
 

Multicultural Affairs 
(previously Equity 
and Diversity) 

Ongoing 
 
 

Negative language and behavior 
are reported to faculty/staff and 
reviewed by the dean 
 
 

 

https://www.ist.psu.edu/feedback�
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Objective 4: Provide opportunities for awareness and skill training 
Activities Responsible Party Timeframe Results Next Steps 
Professional Development 
 
 

Human Resources, 
Multicultural Affairs, 
Diversity Committee 

Ongoing For faculty, presentations by 
Affirmative Action Office. 
For students, diversity 
presentation for learning 
assistants.  The Diversity 
Committee planned many 
opportunities for learning and 
awareness training. 

 

Global Appreciation Day (China 
focus) 

- Keynote speaker from 
the president (Chinese 
American) of a leading 
IT company 

- A panel about study 
abroad  

- A faculty panel about 
Chinese culture 
 

Faculty, International 
Program, Dean 

Ongoing Implemented March 2006. Broaden it to a series 
that feature different 
culture/regions (e.g., 
India, East Europe, 
South America, Africa, 
etc). 
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Representation (Access and Success) 
Challenge Three: Recruiting and Retaining a Diverse Student Body 
Having a diverse student body is generally the first way in which people think about diversity. But it goes beyond demographics. Having a 
population of students who come to problems with different perspectives increases the likelihood that good solutions will be found. It also 
hones students’ critical thinking skills and, in the best scenario, enhances their abilities to have civil conversations around difficult issues. 
Goal 1: Recruit a diverse student body 
Objective 1: Strengthen partnerships 
Activities Responsible Party Timeframe Results Next Steps 
Continue to work with Admissions, 
the Philadelphia Recruitment 
Center, Talent Search and CAMP, etc.  

Undergraduate 
Advising; Marketing 
and Communications; 
Multicultural Affairs 

Annually/Ongoing IST participates in 
annual orientation 
programs, FTCAP, Spend 
a Summer Day, Spend a 
Fall Day, Open House 

Continue to collaborate 
with University 
Admissions  
Need to implement a 
tool or process to keep 
track of diverse students 
who attend any UAO 
events.  

Benchmark student profiles with 
similar schools to develop goals 

Undergraduate 
Advising; Multicultural 
Affairs 

Annually Benchmarking with 
other iSchool 
institutions has been 
done but is a continual 
process as the field 
changes 

 

Encourage student groups to 
continue partnerships with Lion 
Scouts and PA Governor’s School 

Undergraduate 
Advising, Special 
Events, Student 
Organizations. 

Ongoing Women in IST (WIST), 
wConnect, Diversity-
Network and the 
Student Government is 
very active in 
community service, 
training opportunities 
and outreach programs 
for recruitment and 
retention 
 

Continue to collaborate 
with student groups 
and to gain leverage 
from the newly funded 
Center of Excellence for 
Intelligence 
Community for support 
for outreach and 
recruiting activities.  
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Objective 2: Recruit Undergraduate students to the College of IST by holding events and activities 
Activities Responsible Party Timeframe Results Next Steps 
Develop IST Girls Camp and fund 
programs to reach middle and high 
school students.  

Undergraduate 
Programs; Multicultural 
Affairs; Office of Special 
Events 

Ongoing The most recent camp 
was held summer 2009. 
Middle school students 
learned basic 
programming concepts 
through an animation 
environment involving 
children story, character 
design, and dialogues.  
See Appendix D 

 

Partner with WISE for the design 
and the delivery of a module on 
cyber security and privacy for the 
WISE summer camp. 

WISE, Multicultural 
Affairs 

Annually Enhanced awareness 
and interests of camp 
participants regarding 
cyber security, IST, and 
SRA during WISE camp 
2009 

Expand the module into 
multiple modules. 

Visit HBCU’s for recruiting graduate 
students from under-represented 
groups 

Multicultural Affairs, 
Graduate Programs 

Ongoing Enhanced visibility of 
IST grad programs 
among HBCU’s. Visited 
Hampton University, 
Norfolk State University, 
and Tennessee State 
University fall 2009. 
 
 

Invite students from 
HBCU for a field trip at 
IST. 

Actively participated Summer 
Research Opportunities Program 
(SROP) 

Multicultural Affairs, 
Graduate Programs 

Annually Enhanced engagements 
with SROP applicants. 

Proactively identify and 
recruit 
underrepresented 
students from HBCU for 
SROP. 
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Activities Responsible Party Timeframe Results Next Steps 
Actively participated in McNair 
Scholars Summer Symposium 

Multicultural Affairs, 
Graduate Programs 

Annually Enhanced visibility of 
IST for McNair Scholar 
2005-2006; 2006-2007 

Proactively identify and 
engage McNair Scholars 
for their interests in IST. 
 

Grad Recruiting Weekend; Focus on 
recruiting students in U.S. who were 
offered admission.   

Grad Programs Annually The weekend includes 
discussions about the 
graduate program, panel 
with the faculty, 
interactions with 
current graduate 
students, and a 
reception at the Dean’s 
house.  Additionally, two 
separate recruiting 
visits were arranged for 
two groups of students 
who could not attend 
the recruiting weekend. 
High yield among those 
who attended the event. 
 

Online graduate 
recruiting session for 
international students 
who were offered 
admission. 

Ad-hoc Task Force Task Force Committee Fall 2007 Report completed 
January 2008. See 
Appendix H 
 

 

Goal 2: Retain a diverse student body 
Objective 1: Involve student organizations in the retention process 
Activities Responsible Party Timeframe Results Next Steps 
Develop D-Net; Diversity Network Faculty Adviser; 

Multicultural Affairs 
Spring 2004 and 
ongoing 

D-Net is still an involved 
student group focused 
on creating networks for 
diverse students 
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Activities Responsible Party Timeframe Results Next Steps 
Engage students in faculty research Undergraduate 

Advising; Multicultural 
Affairs; Faculty 

Ongoing Student groups met with 
faculty candidates 
during interview 

 

Mentoring Program 
 

Undergraduate 
Advising; Diversity, 
Outreach and 
International 
Engagement; 
Multicultural Affairs 

Ongoing The program has shifted 
to various offices in this 
reporting period. 
Monthly activities and 
training had been held 
for new 
mentors/mentees 
 

The new Multicultural 
Affairs office will 
revitalize the mentoring 
program in the 2010-15 
planning period 

Create database of IST-related 
scholarships available for 
underrepresented students 

Undergraduate 
Advising; Multicultural 
Affairs 

Annually Has not been 
implemented as 
intended but a plan is in 
place to catalog and 
advertise these 
opportunities 

 

Grad Symposium; The symposium 
features keynotes and invited 
speeches by leading researchers 
from the government and the 
industry in a broad range of areas.  
The symposium also includes panel 
discussions, student paper 
presentations, and poster 
presentations on a broad range of 
interdisciplinary topics (e.g., 
extreme events, micro-blogging, 
security and privacy, network 
science, energy and IT). 
 
 

Grad Programs Annually This event enhances the 
intellectual diversity of 
the graduate program 
through invited 
speakers. The event has 
also helped graduate 
students to find 
internships by meeting 
representatives from 
industry partners. 
 

Continue to strengthen 
the relationships with 
alumni and industry 
partners and to broaden 
the interview sessions 
for internship and 
career opportunities. 
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Activities Responsible Party Timeframe Results Next Steps 
Grad Career Workshop; The event 
consists of panels by faculty and 
graduate students to share advice, 
best practices, and resources for 
summer internship, for a career in 
the academia, in industry research 
labs, or in think tanks. 

Grad Programs; Faculty Started in 2007; 
Annually 

This event contributes 
to the retention of 
underrepresented 
students. This is one of 
several activities that 
occurs to help students 
find a career placement 
in many diverse fields, 
not only academia 
 

Enhance the 
involvement of the 
alumni of the graduate 
program to share their 
experience and success 
stories. 
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Challenge Four: Recruiting and Retaining a Diverse Workforce 
Having a diverse workforce is necessary to provide students with different ways of thinking and doing and helping them to work and 
learn in a global society. We are proud of our successes in diversifying our faculty, less so in diversifying our staff. 
Goal 1: Recruit a diverse workforce 
Objective 1: Engage faculty and staff in recruitment and interview process 
Activities Responsible Party Timeframe Results Next Steps 
Encourage faculty and staff to 
identify qualified candidates for open 
positions within the college. 

Search Committee 
Chairs; Human 
Resources; 
Multicultural Affairs 

During searches Instances of current 
faculty/staff 
recommendations has 
not been documented 

 

Educate search committees about 
appropriate hiring processes and 
affirmative action procedures. 

Human Resources; 
Multicultural Affairs 

Each fall for 
faculty; Each 
search for staff 

  

Research Retreats 
 
Included presentations and 
discussions by Directors of HUCK 
Institute, SSRI, PSIEE, MRI, and 
Institute of Cyber Science (ICS). 
 
 

Research  Annually in Fall The research retreats 
have contributed to the 
intellectual diversity of 
the research agenda of 
the college. It fosters 
interdisciplinary 
research that cuts across 
multiple scholarship 
interest groups of the 
college to identify 
interdisciplinary 
research themes.  
Examples of such 
themes include Extreme 
Events System Science, 
Smart Space, eScience, 
Relational Networks and 
Complexity, and Health 
Informatics. 
 

Continue to strengthen 
partnership with 
institutes, especially in 
areas related to Energy 
and IT, cyber security, 
Smart Space, and 
Network Science. 
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Goal 2: Retain a diverse workforce 
Objective 1: Maintain/Strengthen university opportunities 
Activities Responsible Party Timeframe Results Next Steps 
Work with Senior Faculty Mentor 
 
 

Professor-in-Charge; 
Multicultural Affairs 

Ongoing No formal process for 
involving the Senior 
Faculty Mentor has been 
documented; however, 
Dr. Grace Hampton, the 
newly appointed SFM, 
has been contacted to 
establish a relationship 
 

 

Provide and fund professional 
development 
 
 

Human Resources; 
Multicultural Affairs 
(formerly Equity and 
Diversity, then 
Diversity, Outreach and 
International 
Engagement) 

Ongoing The previous Office of 
Equity and Diversity 
funded 
underrepresented 
faculty members and 
graduate students to 
attend conferences. 
These were 
supplemental funding 
when other sources 
were not available or not 
sufficient.  

This process will be 
enhanced in the 2010-15 
planning period with a 
recommendation that 
the Office of 
Multicultural Affairs 
fund all diversity related 
professional 
development 
opportunities to better 
track who is going, what 
opportunities are being 
utilized, and what could 
be offered within IST 
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Education and Scholarship 
Challenge Five: Developing a Curriculum That Fosters U.S. and International Cultural Competencies 
Information sciences and technology is one of the forces that created a global economy, yet most of us remain benignly ignorant of other 
cultures and their rich histories. Our students across the state need to understand how to effectively work in cultures different than their 
own as well as perhaps living in societies that are radically different from where they came from. 
Goal 1: Interest / Experience to Enhance Diversity 
Objective 1: Increase international education and internship opportunities 
Activities Responsible Party Timeframe Results Next Steps 
Establish international internship 
program 
 
 

Career Solutions; Office 
of Diversity, Outreach 
and International 
Engagement, 
Multicultural Affairs 

Ongoing IST has organized two 
international internship 
opportunities: Five 
students interned at the 
Department of 
Education in the 
Ministry of Grenada and 
Four students interned 
at Honeywell in 
Bangalore, India 
 
 

We are continuing to 
collaborate with faculty 
and corporations to 
provide more 
international 
opportunities for our 
students. 
 

International Student Exchange and 
International Collaborative 
Education Programs 

Multicultural Affairs, 
Professor in Charge, 
Undergraduate 
Advising, Graduate 
Program. 

Ongoing Established a Letter of 
Intent with National 
Chiao Tung University 
regarding student 
exchanges.  Engaged 
with Peking University 
about a 2+3 (graduate 
level) collaborative 
education program. Met 
with University of India 
representative 
 
 

Establish Memorandum 
of Agreement and 
implement student 
exchanges that include 
international internship 
opportunities. 
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Objective 2: Ensure intercultural and international issues are taken into account when identifying and selecting guest speakers 
Activities Responsible Party Timeframe Results Next Steps 
Bring international speakers into 
classrooms 

Faculty Ongoing IST 445H: Globalization 
Trends and World 
Issues; IST 442: 
Information Technology 
in an International 
Context; IST 341: Human 
Diversity in the Global 
Information Technology; 
IST 301:  Information 
and Organizations 
 
 

Part of curriculum 

Schedule distinguished speakers 
from underrepresented groups 
 
 

IST 590: Colloquium 
committee; 
Distinguished Lecture 
Series 

Ongoing Four women presented 
in the Distinguished 
Lecture Series (Nancy 
Lorenzi, Vanderbilt; Geri 
Gay, Cornell; Sarah 
Gatson, Texas A&M; Suzi 
Iacono, NSF);  
 

 

Host international visiting scholars Drs. John Carroll and 
Mary Beth Rosson 

Academic year 
2007-2008 

Reciprocal invitation for 
IST hosts to visit 
Universidad de Carlos, 
de Espana. 

 

Outreach to middle school and high 
school students from under-
represented groups 

Equity and Diversity; 
Diversity, Outreach and 
International  
Engagement; 
Multicultural Affair 

Ongoing See Appendix D  
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Goal 2: Classroom experience to enhance diversity 
Objective 1: Assess degree of inclusiveness in problems use in Problem Based Learning (PBL) 
Activities Responsible Party Timeframe Results Next Steps 
Weave into course development 
process a step to consider 
inclusiveness of Problem Based 
Learning (PBL) problems 
 
 

Office of Learning 
Initiatives 

Ongoing Incorporated 
inclusiveness criteria 
into Graduate Teaching 
Fellow course 
development program to 
get diversity into 
problems.  Office of 
Learning Initiatives will 
provide in-house 
education consultant to 
review problems created 
by instructors 

 

Objective 2: Develop classroom problems specific to diversity issues 
Activities Responsible Party Timeframe Results Next Steps 
Integrate diversity across the 
curriculum 

Professor in Charge; 
Faculty 

Ongoing See assessment question 
#3 for Challenge    

 

Objective 3: Incorporate more diversity content into course outlines in the IST curriculum 
Activities Responsible Party Timeframe Results Next Steps 
Include diversity in major curricular 
goals for all students in the college 
 

Office of Learning 
Initiatives 

Ongoing See assessment 
questions for Challenge 

 

Objective 4: Ensure minority and female students receive leadership opportunities, including class projects 
Activities Responsible Party Timeframe Results Next Steps 
Students from underrepresented 
groups attended the IST Teaching 
Community Seminars to express 
ideas and concerns to faculty 
instructors about their leadership 
and team experiences in the College 
 

Office of Learning 
Initiatives 

Academic Year 
2008-2009 

Faculty awareness of 
under-represented 
students’ experiences; 
and engagement of 
Schreyer Institute for 
Teaching Excellence for 
support and resources 
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Activities Responsible Party Timeframe Results Next Steps 
Students from underrepresented 
groups are extended opportunities 
for leadership; WIST, D-NET, Student 
Government, UPUA, Graduate 
Student Association, Game Design 
Club 

Students Ongoing Tammara Ross, an 
African American 
female, headed WIST in 
2009. Korey Wallace, an 
African American male, 
headed D-NET in 2008.  
Female students have 
held leadership roles in 
the IST Student 
Government. Catherine 
Allison leads the 
academic issues 
committee; Jessica 
Newlen serves as 
treasurer, and Gretchen 
Braun serves as UPUA 
(the College’s Student 
Representative to the 
University Faculty 
Senate).  Anastassia 
Ioujanina is president of 
the Game Design Club 
(2009-2010). 
A woman has presided 
over the IST Graduate 
Student Association for 
three consecutive years: 
Kayla Hales (2007-2009) 
and Bridget Blodgett 
(2009-2010) 
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Goal 3: Organizational exposure to enhance diversity 
Objective 1: Identify internship opportunities in female- and minority-owned businesses 
Activities Responsible Party Timeframe Results Next Steps 
Placed students in internships at 
female- and minority-owned 
businesses 
 

Career Solutions; Office 
of Diversity, Outreach 
and International 
Engagement 
 

Ongoing Students placed with 
Information Systems 
Solutions, Inc. which is a 
Service Disabled 
Veteran, Women Owned 
Small Business 
(SDVWOSB) government 
contractor. They have 
been in business for over 
a decade and have 
provided Information 
Technology personnel to 
the government. 
 

 

Objective 2: Engage female- and minority-owned companies in class projects 
Activities Responsible Party Timeframe Results Next Steps 
Invite female- and minority-owned 
business owners sponsor class 
projects 

Career Solutions; Office 
of Diversity, Outreach 
and International 
Engagement 
 

Ongoing Multiple projects were 
completed in 
partnership with a 
female-owned company, 
Visalign. The owner was 
a member of the 
advisory board at one 
time. 
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Institutional Viability and Vitality 
Challenge Six: Diversifying University Leadership and Management  
This is one of the biggest challenges facing the University and the College of Information Sciences and Technology. As all units have a 
natural tendency to hire people who “look” like them, conscious and deliberate efforts must be made to nurture future leaders, leaders 
who are not only women or from underrepresented groups, but leaders who “walk the talk.” 
Goal 1: Diversify Leadership 
Objective 1: Looking to place females and underrepresented males into leadership positions within the college 
Activities Responsible Party Timeframe Results Next Steps 
Hire diverse faculty Dean Ongoing IST Solutions Institute 

(SI), Dr. Brian Smith 
(African-American) 
appointed as director 
July 2007. In July 2009, 
SI dissolved, college 
moved strategically 
away from how & why SI 
was formed originally  

 

Resources placed to start createIT 
Studio.  A collection of cutting edge 
IT ‘sandbox’.  

Dean July 2008 Dr. Smith selected as 
Director of createIT 
Studio 

 

Eileen Trauth appointed as Associate 
Dean of DOING Office (Diversity, 
Outreach, International Engagement 

Dean July 1, 1007 - 
January 1, 2008 

Position eliminated due 
to budgetary restraints 
and by an effort to have 
the office 
responsibilities 
performed by several 
other offices within the 
college 

 

Creation of a new college center, 
Enterprise Informatics and 
Integration (EII Center).    

Dean January 1, 2007 
– June 19, 2009 

Dr. Irene Petrick 
appointed as Professor 
of Practice and Director 
of EII, resigns as director 
June 19, 2009. 
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Activities Responsible Party Timeframe Results Next Steps 
Office of Learning Initiatives is given 
an institutional face lift and college 
assessment is added to the OLI 

Dean July 1, 2008, Dr. 
Lenze placed as 
Director of OLI 

Ongoing  

Restructure office for diversity 
 

Dean August 2009 Dr. 
Barbara Farmer 
hired as 
Director of 
Multicultural 
Affairs 

Office of Multicultural 
Affairs created to work 
strategically to diversify 
the college’s student 
body, especially at the 
UG level but also at the 
graduate level.  
Recruitment as well as 
retention, climate and 
organizational change. 

 

Objective 2: Encourage/offer Training 
Activities Responsible Party Timeframe Results Next Steps 
Include women and members of 
underrepresented groups in 
leadership training 
 

Leadership in each unit; 
Human Resources; 
Dean 

Ongoing See Appendix C  

Develop School of IST Fellows 
program 
 
 

Human Resources; 
Multicultural Affairs; 
Dean 
 

Planned to be in 
place 2005 

Not implemented  

Objective 3: Encourage participation in service and better understanding of Diversity 
Activities Responsible Party Timeframe Results Next Steps 
Encourage participation in the three 
presidential commissions for equity; 
Commission for Women, Commission 
on Racial/Ethnic Diversity, 
Commission for Lesbian, Gay, 
Bisexual, Transgender Equity. 
 

Leadership of each unit Ongoing See Appendix F; Dr. 
Susan Lucas served as 
co-chair of CLGBTE and 
Olivia Lewis served as 
chair of CORED. 
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Activities Responsible Party Timeframe Results Next Steps 
Five separate training sessions 
arranged to have AA Office do a 
Hostile Workplace and Sexual 
Harassment sensitivity training set 
up for all faculty, staff and graduate 
students. 
 
 

Chris Fivek, HR, Susan 
Lucas, Asst Dean for 
Diversity, and Dean 
Foley 

November 2006 
– March 2007 

This was in response to 
a situation in the college 
that in September 2006 
resulted in the 
termination of an IST 
manager. We wanted to 
make sure we had 
communicated to every 
person in IST with the 
message that sexual 
harassment and being 
part of a hostile 
workplace had zero 
tolerance in this college.  
We plan to conduct a 
refresher program with 
all groups again in 2010. 
 
 

 

Creation of IST Staff Advisory 
Committee.   
 
 
 
 

Dean Spring 2009 The Dean created a staff 
committee that would 
handle staff concerns, 
community and 
work/life balance and 
have a voice with the 
Dean to improve the 
quality of life within IST.  
A constitution was 
created and seven 
members and one ex-
officio were elected. 
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Activities Responsible Party Timeframe Results Next Steps 
Commitment of IST to developing 
staff with Mastering Supervision, 
Penn State Leader, OPC, and 
Management Institute) 

Dean and Human 
Resources 

Ongoing The Dean has continued 
his commitment to 
developing the staff 
through leadership 
professional training 
with 41 of the 46 
employees receiving 
training was female 
(89%). See Appendix C 
 

 

Objective 4: Commitment to diversified workforce in faculty and staff searches 
Activities Responsible Party Timeframe Results Next Steps 
Have diversity as a criterion for each 
candidate.  
 
 

Search Committee Ongoing Commitment is part of 
search committee’s 
diversity presentation 
by Affirmative Action 
Office. All faculty 
searches get annual AAO 
discussion. For staff 
positions, HR Director 
makes sure that before 
the final short list of 
candidates is 
determined that 
diversity is included by 
speaking with Steve 
Hayes on his diversity 
pool or taking the search 
to the ‘outside’ in an 
effort to further diversify 
the pool. 
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Activities Responsible Party Timeframe Results Next Steps 
Include questions related to 
commitment to diversity in interview 
process. 

Human Resources Ongoing For all staff searches a 
member of HR staff was 
part of every interview 
to make sure that 
diversity based 
questions or discussion. 

Inclusion of process for 
consult with Diversity 
Talent Bank and taking 
staff searches to include 
external applicants with 
all searches for the 
2010-15 planning period 
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Challenge Seven: Coordinating Organizational Change to Support Our Diversity Goals 
In 2003, the School’s leadership structure was reorganized to include a new position: assistant dean for Multicultural Affairs. The creation 
of a position at this level clearly demonstrates the school’s moral and financial commitment to diversity. The assistant dean reports 
directly to the dean and serves on the leadership groups of the dean’s Executive Council and Council of Deans. A full-time student 
recruiter was also hired. 
Goal 1: Identify Links between office of Multicultural Affairs and all units 
Objective 1: Prioritize organizational change 
Activities Responsible Party Timeframe Results Next Steps 
Development activities, focus on 
diversity initiatives 
 
 

Development and 
Alumni Relations; 
Career Solutions; 
Multicultural Affairs 

Ongoing IST Development 
continues to expand 
scholarships for 
underrepresented and 
female students as well 
as “contribute to the 
diversity of the student 
body” through two 
endowed scholarships 
(tot $23,393) and two 
annual scholarships (tot 
$71,229) affecting a total 
of 30 students.   

 

Continue/Expand diversity 
initiatives with Corporate Partners 

Development and 
Alumni Relations; 
Career Solutions; 
Multicultural Affairs 

 See Appendix G  

Internal diversity initiatives 
 

Human Resources Ongoing One of three Unit 
Specific Goals for IST 
during staff SRDP is 
Diversity starting 2007 – 
08.  “Actively 
participates in diversity 
programs or activities 
this year.  Contributes to 

Implementation of a 
minimum 5 hour a year 
requirement for all Staff 
Development Plans for 
the 2010-15 planning 
period 
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a welcoming 
environment for 
individuals regardless of 
their background or 
culture.  Positively 
impacts diversity in the 
IST workplace and 
community”. 
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APPENDIX A – STUDENT ENROLLMENT 
Fall 2005 Undergraduate Student Enrollment  
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APPENDIX A – STUDENT ENROLLMENT (Cont’d) 
Fall 2008 Undergraduate Student Enrollment 
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APPENDIX A– STUDENT ENROLLMENT (Cont’d) 
Fall 2005 Graduate Student Enrollment 
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APPENDIX A – STUDENT ENROLLMENT (Cont’d) 
Fall 2008 Graduate Student Enrollment 
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APPENDIX B – FACULTY/STAFF/ADMINSITRATION 
Fall 2005 Executives, Academic Administrators, Staff and Tech Service by Gender 
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0

5

10

15

20

25

30

35

EXEC ACAM STAFF 20-25 STAFF 11-19 STAFF Comp Totals

Female

Male

0

5

10

15

20

25

30

35

40

45

50

EXEC ACAM STAFF 20-25 STAFF 11-19 STAFF Comp Totals

Female

Male



Assessment of the Diversity Plan Framework to Foster Diversity 2004-09 
 
 

College of Information Sciences and Technology          December 1, 2009  68 
 
 
 

APPENDIX B – FACULTY/STAFF/ADMINSITRATION (Cont’d) 
Fall 2005 Executives, Academic Administrators, Staff and Tech Service by Ethnicity 

 

Fall 2008 Executives, Academic Administrators, Staff and Tech Service by Ethnicity 
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APPENDIX B – FACULTY/STAFF/ADMINSITRATION (Cont’d) 
Fall 2005 Faculty by Gender 
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APPENDIX B – FACULTY/STAFF/ADMINSITRATION (Cont’d) 
Fall 2008 Faculty by Gender 
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APPENDIX B – FACULTY/STAFF/ADMINSITRATION (Cont’d) 
Fall 2005 Faculty by Ethnicity 
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APPENDIX B – FACULTY/STAFF/ADMINSITRATION (Cont’d) 
Fall 2008 Faculty by Ethnicity 
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APPENDIX C – PROFESSIONAL DEVELOPMENT 
Penn State Leader Participants for College of IST  

1/1/2004 - Present 
 

Office Professional Certificate Participants for College of IST  
1/1/2004 - Present 

EMPLOYEE NAME PROGRAM START DATE 
 

EMPLOYEE NAME PROGRAM START DATE 
BECK, ELIZABETH G 3/24/2006 

 
AMMERMAN, LISA A 10/3/2006 

KARI, MADHAVI 5/9/2006 
 

BOOB, AUDREY 10/2/2007 
PARLETT, ROBERTA 11/4/2008 

 
BROWN, ANNETTE M 9/17/2009 

STUBBS, JENNIFER L 3/19/2009 
 

ELLIOTT, JACQUELINE 10/3/2006 
STANTON, PEGGY 3/19/2009 

 
HOMAN, CHRISTA S 9/24/2009 

KELLER, SHANNON J 5/9/2006 
 

KOZEL, DEBRA A 9/17/2009 
AMMERMAN, LISA A 12/1/2005 

 
KOZEL, DEBRA A 9/24/2009 

SMITH, ABIGAIL L 4/7/2005 
 

LEWIS, OLIVIA K 10/3/2006 
DONAHUE, RUTH M 10/14/2004 

 
PARLETT, ROBERTA 9/17/2009 

DONAHUE, RUTH M 12/1/2005 
 

REESE, MARIE M 9/24/2008 
EMIGH, JEANINE 9/23/2004 

 
STRINGER, KRISTI M 10/1/2008 

EMIGH, JEANINE 4/7/2005 
 

WIEST, KATHLEEN M 10/3/2006 
WAZONTEK, LAUREN 3/19/2009 

 
WOOD, BRANDY D 10/4/2005 

KACHIK, SHELLY E 1/20/2004 
   REESE, MARIE M 11/3/2006 
   Mastering SuperVision Participants for College of IST  

1/1/2004 - Present 
 

Management Institute Participants for College of IST     
 1/1/2004 - Present 

EMPLOYEE NAME PROGRAM START DATE 
 

EMPLOYEE NAME PROGRAM START DATE 
AMMERMAN, LISA A 9/11/2007 

 
BREWSTER, KAREN 1/22/2008 

BREWSTER, KAREN 9/11/2007 
 

COUGHLIN, JULIE 1/22/2008 
ELLIOTT, JACQUELINE 9/11/2007 

 
FIVEK, CHRISTOPHER A 1/12/2005 

GARBRICK, AMY H 9/8/2009 
 

HUNTSINGER, KIRBY C 8/27/2008 
HUNTSINGER, KIRBY C 9/11/2007 

 
KARI, MADHAVI 1/13/2009 

KACHIK, SHELLY E 9/14/2004 
 

MAHAR, JAN 1/18/2006 
KARI, MADHAVI 9/11/2007 

 
MILITO, CHRISTOPHER 8/27/2008 

MILITO, CHRISTOPHER 9/11/2007 
 

VAN VACTOR, SUSAN B 1/13/2009 
REESE, MARIE M 9/21/2004 

   ROSS, JAIME 2/5/2008 
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APPENDIX C – PROFESSIONAL DEVELOPMENT (Cont’d) 
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APPENDIX D – GIRLS OUTREACH PROGRAMS 
 
Outreach to middle school and high school students from under-represented groups in the 
form of a series of workshops and summer camps including: 
 
“Introduction to Game Design and Scripting”, fall 2004, two Saturdays, High school, 30 boys 
in attendance 
 
“Gaming for Girls”, fall 2005, five Saturdays, High school, 25 girls 
 
“Gaming for Girls: The Sequel”, spring 2006, six Saturdays, High school, 25 girls 
 
“Gaming for Girls: Digital Storytelling”, summer 2006, week-long day camp, middle school, 
27 girls 
 
“Graphics for Girls: Creating Computer Animations and Designs”, fall 2006, four Saturdays, 
high school, 28 girls 
 
“Gaming for Girls: Online and Multiplayer”, fall 2006, five Sundays, high school, 14 girls 
 
“Maya for Girls”, December 2006, two 3-hour sessions, middle school, total of 46 girls 
 
“Graphics for Girls: Imaging People and Places”, spring 2007, three Saturdays, High school, 
21 girls 
 
“e-Portfolio”, May 2007, one-day, high school, 15 students, 6 girls, 9 boys 
 
“Graphics for Girls: Digital Moviemaking”, summer 2007, week-long day camp, middle 
school, 40 girls 
 
“Create Your Own Virtual Adventure”, summer 2007 with Action Potential Science 
Experience, week-long day camp, middle school, 18 girls, 21 boys 
 
“Tech Savvy Camp for Girls:  Adventures in Alice” summer 2008, week-long, middle school, 
27 girls 
 
“Tech Savvy Camp for Girls:  Adventures in Alice” summer 2009, week-long, middle school, 
45 girls 
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APPENDIX E – CLIMATE SURVEY 
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The Study 
 

In March 2006, the School of Information Sciences and Technology (IST) and the Survey Research 
Center administered a survey to understand diversity-related experiences in the IST community.  
Each University Park IST faculty and staff member and all IST undergraduate and graduate students 
were asked to complete the survey. The results of the survey are intended to help build a 
sustainable community of mutual respect among those in IST.  This report summarizes the findings. 

 

Survey Response 
 

Of the 945 invitations sent out to University Park IST faculty, staff, graduate, and undergraduate 
students, 261 surveys were returned for a response rate of approximately 27.6%. Males make up 
about two-thirds of the respondents (64%).  About 74% of those who responded identify as White 
American, while the other 26% identify with another race or ethnic group or multiple races or 
ethnic groups. A majority of respondents are undergraduate students (about 73%).  Of the 
undergraduate student respondents, the largest group represented by class standing is juniors 
(about 36%).  Of those who indicated their sexual orientation, about 93% are heterosexual and 
about 5% are gay, lesbian, or bisexual. The percentages of respondents by demographic 
characteristics are described below in Table 1. 
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Table 1: The percentage of respondents by demographic characteristics. 

 

Characteristic Percentage 
Gender  
   Male 64.4 % 
   Female 33.3 % 
  
Race/Ethnicity  
   White American (only) 73.9 % 
   Other (includes all other categories and  
   multiple those who selected more than 1  
   category) 

26.1 % 

  
Position  
   Executive/Administrator 1.5 % 
   Faculty member 3.8 % 
   Staff member 11.1 % 
   Graduate student 8.4 % 
   Undergraduate student 72.8 % 
  
Undergraduate Student Status  
   Freshman 23.6 % 
   Sophomore 19.1 % 
   Junior 36.4 % 
   Senior 20.9 % 
  
Sexual Orientation  
  Heterosexual 93.1 % 
  Gay/lesbian/bisexual 5.0 % 
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Comfort with Climate 
 

Respondents were asked to rate how comfortable they are with the IST climate overall. Comfort 
with climate refers to respondents feelings about behaviors or attitudes about people that are 
expressed in the working and learning environment.  Overall, 38.7% said they feel the climate is 
very comfortable, 47.9% feel it is comfortable, 7.3% feel it is neither comfortable nor 
uncomfortable, 5% feel is it uncomfortable, 0.4% feel it is very uncomfortable, and 0.8% don’t 
know. 

 

Differences in comfort ratings were examined between males and females.  Men were significantly 
more likely than women to say that the climate is very comfortable.  Women are significantly more 
likely than men to say that the climate is neither comfortable nor uncomfortable or uncomfortable. 
Table 2 describes how males and females responded to the question: How comfortable are you with 
the climate in IST as a whole?  

 

 

Table 2: Comfort with IST climate by gender. 

How comfortable are you with the climate 
in IST as a whole? 

Gender 
Males Females 

Very comfortable 42.9 % 33.3 % 
Comfortable 49.4 % 47.1 % 
Neither comfortable nor uncomfortable 5.4 % 10.3 % 
Uncomfortable 1.8 % 6.9 % 
Very uncomfortable 0.0 % 0.6 % 
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Comfort ratings by status were also examined.  For these analyses, respondents were grouped into 
two status categories.  Faculty, staff, and administrators were combined into one category; and 
undergraduate and graduate students were combined into another category.  Compared to 72% of 
faculty/staff/administrators, about 92% of students reported they are comfortable or very 
comfortable is the IST climate overall.  About 16% of faculty/staff/administrators said the climate 
is uncomfortable or very uncomfortable, whereas about 2% of the student respondents said the 
climate is uncomfortable or very uncomfortable.  Graph 1 shows the results.   

 

Graph 1: Comfort with IST by status. 
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Respondents were also asked to rate how comfortable the climate in IST for different types of 
people. Of those who responded to the items in question 1, Table 3 shows the extent to which they 
thought the climate for different types of people was comfortable.  There were no significant 
differences between men and women in their perceptions of the climate for any of the different 
types of people. 

 

 

Table 3: Perceptions of IST climate for different types of people. 

How would you rate the climate 
in IST for each of the following 
types of people? 
 

Comfortable/ 
Very 

Comfortable 

Neither 
Comfortable 

Nor 
Uncomfortable 

Uncomfortable/ 
Very 

Uncomfortable 

Don’t 
Know 

Racial and ethnic minorities 83.3 % 8.9 % 4.3 % 3.5 % 
Women 81.7 % 8.1 % 8.2 % 1.9 % 
Gay/lesbian/bisexual/transgender 
     people 

52.4 % 17.1 % 11.6 % 14.0 % 

People under age 30 91.4 % 5.4 % 1.2 % 1.9 % 
People age 30-50 63.2 % 20.3 % 7.7 % 8.8 % 
People over age 50 54.7 % 16.7 % 15.5 % 13.1 % 
People not born in the U.S. 78.7 % 15.0 % 3.5 % 3.8 % 
People expressing various 
     religious beliefs 

67.4 % 19.8 % 3.9 % 8.9 % 

People with Physical or mental  
     disabilities 

53.1 % 22.7 % 11.2 % 13.1 % 

 

Comparisons were made between the percentage of faculty/staff/administrators and the 
percentage of undergraduate/graduate students who rated the climate as comfortable or very 
comfortable.  These results are shown in Graph 2. A higher percentage of 
faculty/staff/administrators reported that they think the climate is comfortable/very comfortable 
for people aged 30-50 and people over 50 compared to undergraduate/graduate students.  
However, a higher percentage of undergraduate/graduate students think the climate is 
comfortable/very comfortable for people under age 30. 
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Graph 2: Percentage of those who feel the IST climate is comfortable/very comfortable for different 
groups by status. 
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Negative Experiences and Behaviors 
 
Out of the 261 IST respondents, 76 (29%) said that they have had negative experiences in the past 
year based on different characteristics.  Of these 72, 51% were male and 49% were female.  Overall, 
most said these negative experiences were related to gender (50%), race (33%), and ethnicity (29 
%).  Negative experiences were least noted for physical disability (6%) and mental disability (10%).  
Women most often reported that the negative experience was related to gender, while men most 
often reported race. Graph 3 shows the percentages of those who reported they have had negative 
experiences based on specified characteristics. 
 
Graph 3: Percentage reporting negative experience based on certain characteristics. 
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Of those respondents having negative experiences in the past year, about 14 were faculty/staff/ 
administrators, and 57 were undergraduate/graduate students. Graph 4 shows the percentages of 
those who reported they have had negative experiences based on specified characteristics by 
status. 

Graph 4: Percentage reporting negative experience based on certain characteristics by status. 
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Respondents who had a negative experience were asked to report on the behavior associated with 
the experience.  Most reported they heard an offensive casual conversation (63%), followed by 
being deliberately ignored (52%), and hearing offensive jokes (51%). No one reported that they 
were the target of graffiti and 3% reported that they received threats of physical violence or were 
physically assaulted.  Of those who heard an offensive causal conversation, or who were 
deliberately ignored, women were significantly more likely to have these experiences than men.  
Graph 5 shows the percentage of respondents who have had negative experiences for each type of 
experience. 

Graph 5: Percentage reporting types of negative experiences. 
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The type behavior associated with the experience is differentiated by status in Graph 6.  A greater 
percentage of faculty/staff/administrators who had a negative experience(s) in the past year 
compared to undergraduate/graduate students, reported the experience(s) to be overhearing a 
casual conversation, being deliberately ignored, or being the target of derogatory remarks.  

Graph 6: Percentage reporting types of negative experiences by status. 
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Respondents were also asked to report if they witnessed negative experiences in the past year, and 
100 (38.3%) reported that they had. Most said the negative experiences they witnessed were 
related to race (50%), gender (46%), or sexual orientation (43%).  Graph 7 shows the percentage of 
respondents who reported they witnessed a negative experience for the different characteristics. 

Graph 7: Percentage reporting characteristic associated with negative experience witnessed. 
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Of those who witnessed negative experiences in the past year, 18 were faculty/staff/ 
administrators, and 76 were undergraduate/graduate students. Those who witnessed negative 
experiences in the past year are broken down by type of experienced witnessed and IST status in 
Graph 8 below. 

Graph 8: Percentage reporting characteristic associated with negative experience witnessed by status.
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Respondents who witnessed a negative experience were asked to report on the behavior associated 
with the experience.  Most reported they heard an offensive casual conversation (75%), closely 
followed by hearing offensive jokes (72%). Graph 9 shows the percentage of respondents who have 
witnessed negative experiences for each type of experience. 

 
Graph 9: Percentage reporting the types of negative experiences witnessed. 
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The witnessed negative experiences are broken down by the behavior associated with the 
experience and status in Graph 10 below. 

Graph 10: Percentage reporting the types of negative experiences witnessed by status. 
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Having a Positive Climate for Diversity 
 

Respondents were asked to rate the extent to which they agreed to statements about having a 
positive climate for diversity.  Table 3 shows the percentage of respondents who agreed/strongly 
agreed or disagreed/strongly disagreed with each statement.    Most agreed/strongly agreed that 
having a positive climate for diversity provides opportunities for growth and development (85.8%), 
is everyone’s responsibility (85.5%), and leads to a productive working/learning environment 
(80.4%).  Most respondents disagreed/strongly disagreed that having a positive climate for 
diversity is not something to spend more time on (58.3%), although 20.3% feel it is not something 
to spend more time on.  Men were significantly more likely than women to agree/strongly agree 
that having a positive climate for diversity is a top priority, but there were no significant differences 
between men and women for the other items listed in Table 4. 

 

Table 4: Percentage of respondents who agreed or disagreed with statements on having a positive 
climate for diversity. 

 

Having a positive climate for diversity  . . . Agree/  
Strongly Agree 

Disagree/ Strongly 
Disagree 

Is a top priority. 77.7 % 4.9 % 
Is everyone’s responsibility. 85.5% 3.8 % 
Is an issue that stirs irritation and resentment. 36.4 % 36.0 % 
Leads to a productive working/learning environment. 80.4 % 4.2 % 
Fosters an environment that supports teamwork. 79.0 % 3.8 % 
Provides opportunities for growth and development. 85.8 % 3.8 % 
Is not something we should spend our time on. 20.3 % 58.3 % 
Is a clear commitment by the administration of IST. 60.9 % 7.6 % 
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The percentage of those who agree/strongly agree with the statements on having a positive climate 
for diversity was examined by status. The percentages are shown in table 5. 

 

Table 5: Percentage of respondents by status who agreed with statements on having a positive climate 
for diversity. 

 

Having a positive climate for diversity  . . . Faculty/Staff/ 
Administrators 

Who Agree/ 
Strongly Agree 

Undergraduate/ 
Graduate Students 

Who Agree/ 
Strongly Agree 

Is a top priority. 90.7 % 76.9 % 
Is everyone’s responsibility. 95.3 % 87.1 % 
Is an issue that stirs irritation and resentment. 31.0 % 38.2 % 
Leads to a productive working/learning environment. 93.0 % 90.8 % 
Fosters an environment that supports teamwork. 93.0 % 79.0 % 
Provides opportunities for growth and development. 93.0 % 86.4 % 
Is not something we should spend our time on. 24.4 % 21.0 % 
Is a clear commitment by the administration of IST. 69.0 % 63.7 % 
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Open-Ended Responses 
 

Respondents were asked to provide any additional comments they related to the IST climate, 
including any suggestions they have to enhance the climate.  Below are responses to this question 
with any identifying information removed.  The responses have been grouped by status. 

 

 

Faculty / Staff / Administrator Responses 
 
A sense of community and teamwork is discussed but not always practiced.  Open honest 
communication is often met with criticism, and power control issues.   
 
People talking about others and being unaccountable for what is their job.  This isn't a racially 
motivated issue but still a very big issue at IST. 
 
No additional comments. 
 
Wheel Chair Accessibility for those not in a wheelchair found it difficult and they struggle 
sometimes to reach the opposite end of the hallway on first floor.   
 
I am concerned that our student body is primarily white and male i.e. lacking in diversity in terms 
of sex and race.  A focus on outreach with appropriate resources could help.  I am also concerned 
that a welcoming climate that embraces diversity does not exist in our Special Living Option 
because of the experiences of a current student who lives there and has been subjected to remarks 
and harassment. 
 
I find IST very cliquish. I would like to see more College wide retreats. Maybe this would bring 
faculty and staff closer together. I enjoyed the Fish Philosophy and the Staff Christmas luncheon 
building Gingerbread houses. 
 
I think IST goes a little overboard in trying to give the image of being Diverse.  We have had an 
average employee who lost her job due to circumstances that weren't of her own and our Diversity 
unit did nothing to try to keep her. The Diversity unit had an opening of which this person was 
totally qualified for but did nothing to keep her.   I think if she would have been of a different race, 
etc. it would have been a different outcome.  I don't see IST as taking care of their own as much as 
they concentrate more on setting an image outside the realm.    Diversity starts within and grows 
and I don't see our Diversity unit making a sincere effort within its own employees. The Diversity 
problems in IST are not because of Race, Color or religion; it's based on who you are and where you 
fall in the ladder of advancement.  I think IST should work harder at being DIVERSE and EQUAL 
within as well.   
 
In professional business meetings, research meetings, hallways, talk, etc., some faculty bring up 
political beliefs and opinions. These are usually the dominant political beliefs of academia. One, I 
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don’t believe that professional settings are the place to discussion such things. Two, it is 
inconsiderate of those of us, not only faculty students, and staff, who may have other political 
opinions. (During the political election season, I talked with members of the staff who felt very 
uncomfortable.). ----- is the worst about it, but -----, -----, and ----- do it also. It is just unprofessional. 
 
I note that there is not discussion of political diversity, and that would be a useful data set to have.... 
 
I have witnessed the same faculty member repeatedly use racially offensive language. He is 
unapologetic, even vicious, when asked to refrain from doing so. Even though I believe his actions 
constitute illegal harassment he has not been fired. I do not, however, know if he has been 
disciplined. If it continues I would suspect the university would be liable for failing to protect 
people from harassment.   
I have significant cognitive disabilities (deafness).  I am very proud of IST because I believe 
diversity is extremely important and I believe IST is genuinely committed to it. 
 
Most of the emphasis on diversity in IST is on appearance, and on appeasing the couple of faculty 
who spend all their time complaining about it (and making it worse). 
 
Upper administration is not clear in the commitment to diversity.  Few resources are devoted to the 
assistant dean for equity and diversity or to undergrad ed for recruitment.  Upper administration is 
white men, meaning white male decisions.   
 
We need more women hired as supervisors that way younger women would get more exposure to 
good role models and feel that there is a chance for promotions.  I see smart women sometimes 
getting 'trashed' by people in this College because they seem to be thought of as a threat. 
 
 
Undergraduate and Graduate Student Responses 
 
I really do not think it is a problem. It is often the movements and protests for pro diversity that stir 
up trouble like the homosexual group that i guess kissed on the front of old main. 
 
This isn't a problem with faculty, but it seems that the vast majority of white, male, Republican 
students are completely intolerant of different races, beliefs, or lifestyle choices. It's not uncommon 
to be called a 'fag' for not eating meat, or to hear someone make some kind of negative comment 
about the amount of Asian students who go to school here. It's not a problem in IST particularly 
though, it affects the whole campus. 
 
Too much effort is a failure here. 
 
I think the bad habits of students plays a big role in IST team work too. I am working with 3 guys in 
IST 210 currently who all have bad habits with alcohol. Basically the amount of work is all up to me 
and I cannot count on the members. Trust is a big role and the members have to be trustworthy and 
will do their work.  
 
The majority of the time, the climate in IST is very comfortable. There are a few instances, where I 
am clearly pointed out because I am female, and the ratio in the class is very uneven - usually not 
with a negative connotation.    I briefly mentioned this earlier in the survey. My first year in IST, I 
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was a victim of assault over the internet. There was no way to identify the individual(s). The 
person(s) knew many details about me, a few things that most people don't know, and they claimed 
to know me through an IST course. I was discriminated against based on my sex, race, religion, and 
ethnicity. This happened over a few AOL screen names - I switched screen names, and haven't had 
an issue since. This also happened through webmail, so I reported it to those in charge, but they 
could never get a real email address, or IP address. I never reported this to the police, because it 
eventually stopped. 
 
I didn't understand question 7, is that what I think IST is or what I think?  Poorly written.  I know 
many individuals who are LGBT in IST who are very concerned about coming out.  A lot of 
stereotypical white IST students are very negative.  See interest house for a good example. 
 
Instructors should be more sensitive to diversity in creating pbl groups. I have witnessed members 
of certain racial/ethnic/religious groups that are unwilling/lack motivation to pull their own 
weight, when placed in groups comprised entirely of white students. However if approached in a 
one on one basis, or in a diverse work environment excel at the same tasks. Further, English 
speaking students consistently have to compensate for poor language skills of their pbl group 
members. Native English speakers have the choice to either fix the poor grammar of the foreign 
student, or get a worse grade on projects due to their lack of English skills. It’s a requirement to 
take programming classes before you take higher level IST classes, but there is no requirement to 
complete ENGL 15 first!! All this occurs in an environment where that minority student is in all 
likelihood receiving additional tuition funding to take the class - essentially, white English speaking 
students not only pay more for the class, but have to compensate for this 'under qualified' minority 
student to participate. Promote diversity and equality, don’t promote diversity at the cost of 
qualified students. This is particularly a problem in the CORE of the IST curriculum where at least 
40% of our grades are based on group contribution. 
 
IST should really try to encourage women to come into the field.  IST is a great program, and does 
not require deep technical knowledge like computer science does.  This should result in a lower 
barrier of entry for female students who are perhaps daunted by programming.   
 
It seems like IST is male-dominated and I fear that the male-female ratio has only gotten worse over 
the years. This seems to create opportunities for trouble. 
 
I think that political and religious arguments should basically be kept out of the classroom with 
regards to IST. The professors and students here usually do not really know what they are talking 
about, and on those subjects, I don't always either. Political and religious conversations can 
sometimes lead to conflict and/or arguments that can be harmful to the minds of students 
unprepared. Professors in particular should be told to avoid conversations about politics or religion 
in general, even if a student brings it up. The only exception I can think of is that of professional 
development and the like, teaching about how to deal with the issues involving these topics, and 
reinforcing tolerance and acceptance between different views so as to promote peace and 
cooperation in a workplace. 
 
I prefer to dislike everyone equally, regardless of their race, religion or gender.  I think the majority 
of students today are non-prejudiced towards most people.  Surveys like this make me think 
something is wrong.  Rarely do I notice prejudice as an issue day-to-day except when i see surveys 
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and pro-diversity posters asking how nice and equal something/person/place is to other people.  If 
prejudice in IST is a problem then that’s news to me. 
 
None come to mind. 
 
All I can say about the climate in IST is that everyone seems to be very accepting and welcoming.  I 
haven't experienced or seen any issues regarding diversity yet. 
 
I think it’s wonderful that IST is taking the initiative to improve upon the diversity within the 
college.  
 
IST is fine on its own. Please do not try to change it for what you think is better, since you are not in 
the school. 'Laissez faire, laissez aller, laissez passer,' that is French for 'let do, let go, let pass.' 
 
Penn State cannot avoid diversity issues as long as there are people with differing backgrounds in 
the school.  In other words, tension will always exist as long as we are willing to accept the fact that 
people are different.  Therefore, there is nothing wrong with the mere existence of diversity or the 
issues caused by diversity; the problem lies in how everyone deals with it. 
 
It seems for the most part many ethnicities kind of stick together, but interaction is not a problem 
in any way either.  I don't think there is any problem with the current climate. 
 
The climate in IST has mostly been positive. I noticed in my first year some students did not like 
working with females but that changed quickly. 
 
The climate at IST is very particular. There is a fair degree of integration between ethnicities, 
genders, and other individual characteristics, but there is a distinct division between Asian 
(Chinese, Korean, etc) and non-Asian students. It also feels like the majority of the department is 
populated by such students who prefer not to interact with anyone outside their race/language. It's 
a strange feeling, as we've tried integrating both groups a few times in social outings, but have so 
far failed. It makes it difficult to be culturally inclusive and respectful when you are mostly left out 
and ignored. It also feels very disrespectful to speak in another language in the halls/public spaces 
simply so that others will not understand you. The same behavior extends to the classroom, where 
groups are created along Asian/non-Asian lines in most occasions. After a year or two in IST, it just 
becomes the norm and you don't try to change it.   On another issue, there is a distinct feeling of 
discrimination against those of us who are not pursuing careers in academia. Although we work 
just as hard as any other student, the comments and looks we went when we mention we're moving 
on to a job instead of a PhD or research position is almost derogatory. This may not sound like your 
traditional form of discrimination, but it's important to understand that everyone at IST has a 
different goal (MS, PhD, part-time, etc).  
 
Climate for diversity should be focused more upon entering the major, since then is when I feel a lot 
of students need the help fitting in. People have to prove themselves so much in the beginning that 
if everyone was accepted there might be greater retention. As a female, the climate is not so 
welcoming freshman and sophomore year as males constantly look down upon you. Once you 
finally make it to junior and senior year, males finally realize that you must have enough knowledge 
to make it this far so they cut you some slack. Focusing on welcoming diversity on entering students 
might help reduce this problem. 
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Sometimes with diversity comes cultural difference such as comprehension. Certain professors of 
foreign background have a skewed view of what they expect and how they expect us to understand, 
and sometimes it doesn't cohere properly. TAs are typically diverse making it difficult to 
understand sometimes when they administer projects.  
 
IST is too focused on this issue and should focus more on the technical aspects of the curriculum. 
The only problems I ever observed was a professor using the term 'oriental' which isn't considered 
PC anymore (I think this was a genuine misunderstanding, he apologized) and conservative 
students being lectured about the Bush administration (which had nothing to do with the 
classroom topic).  Also, I took IST 402 on human diversity during fall 2005.  It was a total waste of 
time and had no academic value whatsoever.  We (IST) are losing sight of the reasons the school 
exists and are spending too much time focusing on bullshit. 
 
You can't force feed it like some professors try to.  My favorite comment after the IST 402 diversity 
class fall (05) was from an Asian kid who said the class made him feel like he should be white!   
 
I think this survey was rather pointless. 
 
I think the climate of IST is great and wouldn't change anything.  I like the freedom IST provides 
plus the interaction with different groups of people.  I do feel however that forcing diversity among 
ethnic groups does more hurt than good.  I've witnessed in other programs, and throughout my life, 
that when you give ethnicity preference over ability (much like affirmative action) it creates a tense 
working and learning environment and hinders progress rather than assisting it.  I like how IST is 
set up because, to me, it seems to base the focus on learning and ability rather than race.  The 
students with the best ability go far regardless of ethnicity and, in general, students don't receive 
special treatment for being a specific race/sex/religion.  IST students from different ethnicities fit in 
well with each other because of their shared interest in technology.  They aren't forced into a 
situation by a need to fill a racial quota of students.  This setting fosters the strongest interaction 
and acceptance among students for me because I know that my classmates are peers of equal 
intelligence and belong in my classes because of their interest and skill, not the color of their skin.  I 
hope IST continues this prosperous environment which I've grown accustomed. 
 
It would be nice to see a stronger commitment to those that have family and/or professional work 
commitments (ie, I need to make money to by my keg is not a work commitment).  I would like to 
see some/more IST courses offered during continuing ed times (before 8, after 5) and over the 
summer    additionally, the instructors need to be able to clearly communicate coursework, lectures, 
and requirements. 
 
Don't make things 'fair' by making them unfair to the majority. 
 
I believe the cultural and racial diversity of the IST staff helps to foster a condition of acceptance 
amongst the students for diversity in the student population. 
 
The overall climate in IST is very diverse and as a student of foreign origin I have felt comfortable 
working here. I have not experienced discrimination on any count from faculty or staff. However, 
certain American colleagues of mine have on several occasions passed racist comments. Most of 
them have been related to how Indians/Asians are inferior to the Americans. I have also been 
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subjected to jokes about Asian stereotypes. I don't know how the administration could change the 
attitudes of these few people.  
 
It would be nice to have more gay graduate students and faculty in the program, as there are only 
four openly gay students/faculty that I'm aware of. 
 
I really appreciate the atmosphere that the faculty and administration has created in IST. I have 
never had bad experiences with the faculty here. But, I have seen that a few 'white-skinned' 
students have a superiority complex over other 'brown-skinned' students and have, sometimes, 
made remarks about it. I'm afraid that unless such people learn to accept that people from different 
parts of the world are different and have a right to their culture, etc. there can really not be a good 
climate here. It takes just one rude remark about one's race/ethnicity to make one feel isolated 
from this community. 
 
I think diversity constitutes more than the constructs described in this survey, namely sexual 
orientation, race, ethnicity, religion, etc. It is really about the values of the people that they espouse 
and engender. Even an environment with all North Americans can be diverse, depending on the 
individuals. On the other hand, an environment with people from ten different countries does not 
necessarily lead to diversity. So I would urge the administration to focus more on people's values, 
their thought processes, their views (religious, political, etc), rather than their attributes - only then 
can we achieve a truly diverse climate.   
I noticed that IST once held a seminar for sexual orientation issue. I think it's a very good idea, and I 
think it would be good to make it to a broader audience. For example, people may be embarrassed 
to reveal their sexual orientation, IST can provide brochure for everyone about the diversity issue. 
 
I refused to describe myself because I could be easily identified by those three characteristic 
questions. I have witness favoritism for international students in the leniency of written 
expectations.  Written assignments have been poorly written and in some cases, treading very 
closely to plagiarism and yet still seen as acceptable.  I have also seen certain faculty members 
default to using the women as 'secretaries' for their job functions while bypassing men in these 
roles.  I believe it is based on the belief that women should play this role.  Examples of this would be 
asking only women to take notes during meetings, gather precursory comments before events, etc.   
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APPENDIX F – SERVICE ON THE PRESIDENTIAL COMMISSIONS 
 
Service Membership on the Presidential Commissions 
 
Commission for Women 
Padma Raghavan (‘05) 
Professor/Director of Institute for 
CyberScience 
Computer Science and Engineering 
 
Stevie Rocco (‘07) 
Instructional Designer 
 
Madhavi Kari (‘08) 
Assistant Director, Career Counseling 
 
Elizabeth Beck (’09) 
Assistant Director of Stewardship 
 
Doris Confer (‘09) 
Administrative Assistant 
 
Becky Ferguson (’09) 
Alumni Relations Specialist 
  
Jenna Spinelle (’09)  
Associate Communications Manager 
 
Commission on Racial/Ethnic Diversity 
2004 – 2005 
Lynette Kvasny (full member) 
Assistant Professor of IST 
Term:   2004-2008 
 
Shaun Knight (Volunteer) 
Business & Career Solutions Associate 
Term:  2005-2006 
 
 

 
2005 – 2006 
Olivia Lewis (full member) 
Assistant to the Assistant Dean 
Term:  2002- 2006 
 
2006 – 2007 
Celestine Chukumba (full member) 
Assistant Professor of IST 
Term:  2006-2010 
 
Olivia Lewis (affiliate member) 
Term:  2006-2007 
 
2008 – 2009 
Olivia Lewis (full member & Chair Elect) 
Finance and Accounting Assistant 
Term:  2007-2011 
 
Prasenjit Mitra (affiliate member) 
Assistant Professor 
Term:  2008-2009 
 
Commission on Lesbian, Gay, Bisexual 
and Transgender Equity 
 
2004 – 2005 
Susan Lucas (full member, Co-chair elect) 
Assistant Dean for Equity and Diversity 
Term:   2004-2007 
 
2005 – 2006 
Susan Lucas (full member, Co-chair) 
Assistant Dean for Equity and Diversity 
Term:   2004-2007 
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APPENDIX G – DEVELOPMENT/CORPORATE PARTNERS 
 
Boeing and Lockheed Martin gave gift donations to D-Net in 2004. 
 
Lockheed Martin sponsored a bus field trip for WIST to see their plant 
 
Geico, IBM, Lockheed Martin, PricewaterhouseCoopers (PwC), High Performance 
Technologies, Inc. (HPTi), Deloitte, Booz Allen Hamilton, SRA International, Honeywell have 
given either gift funds or their time in presenting workshops and guest lecturers for WIST.  
Many of their sessions had a diversity focus (i.e. Diversity in the Workplace). 
 
PwC hosted a banquet for WIST in 2006, 2008 
 
Lockheed Martin sponsored the STARS institute which was a leadership conference for 
underrepresented groups since 2004  
 
Honeywell awarded 4 students an all expense paid internship to India in the summer 2008. 
 
Siemens, Computer Aid, Inc. (CAI), and General Electric participated in “Doing Business 
Across Cultures”, a panel which focused on the global workforce and various cultural 
observations during their time abroad.  Siemens participated 2 years in a row.  
 
Future Forum Diversity Networking Breakfast – 24 companies registered for the Diversity 
Networking Breakfast held the morning of the Future Forum where the companies are 
given a chance to mingle with women and underrepresented groups from the college. 
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APPENDIX H – DIVERSITY TASK FORCE REPORT JANUARY 2008 
*Formatting of original report was not conducive to clear conversion. Some of the graphics may be difficult to 
read. Please contact Office of Multicultural Affairs at 5-0077 for print copy if needed. 
 
 
 
 

Encouraging Greater Gender and Ethnic Diversity in the 
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Technology, University Park:  

  
A Report of the IST Diversity Task Force  

Task Force Members  

Ms. Amy Freeman (Asst. Dean, Engineering Diversity) Ms. Erica Garner (Coordinator for 
Diversity Outreach & Engagement) Ms. Haiyan Huang (Research Assistant) Mr. Brent 

Hurley (IST/Div. of Undergraduate Studies) Dr. Lynette Kvasny (Faculty) Dr. Lisa Lenze 
(Dir. Learning Initiatives) Dr. Madhu Reddy (Faculty) Dr. Stan Supon (Asst. Dean, 
Undergraduate Programs) Dr. Eileen Trauth (Assoc. Dean, Diversity, Outreach & 

International Engagement, Chair)   

College of Information Sciences and Technology  
The Pennsylvania State University  

January 10, 2008  
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1. Introduction  

1.1 Charge to Task Force  

In April 2007 a special task force was established by Associate Dean Lambert at the request 
of Dean Foley. The purpose of this task force was to assist the college in its efforts in the 
important areas of equity and diversity by conducting an examination of the under 
representation of women and minorities in the college. The office that was charged with 
overseeing these activities at the time was the Office of Equity and Diversity, directed by 
Assistant Dean Susan Lucas. This office was the focal point for the recruitment and 
retention of women and members of underrepresented groups for both graduate and 
undergraduate programs, and the development of outreach education programs for young 
women and members of underrepresented groups. The task force was charged with 
focusing on diversity within the undergraduate population. The task force identified the 
scope of its study to include: women, multicultural (i.e. African American, Hispanic and 
Native American) students, Asian-American students, and international students. Dr. Eileen 
Trauth was asked to chair this task force.  

Other members appointed by Dean Foley to the task force include:  Ms. Amy Freeman (Asst. 
Dean, Engineering Diversity) Dr. Lynette Kvasny (Faculty) Dr. Lisa Lenze (Dir. Learning 
Initiatives) Dr. Madhu Reddy (Faculty) Dr. Stan Supon (Asst. Dean, Undergraduate 
Programs)   
In July 2007 Dr. Trauth was appointed Associate Dean of an expanded and renamed office 
of Diversity, Outreach and International eNGgagement (DOING). With this administrative 
change, Dr. Trauth invited the task force to view its work as producing a blueprint for the 
future activities of the DOING Office.    
Individuals who were subsequently appointed to the task force by Dr. Trauth include: 
Ms. Erica Garner (Coordinator for Diversity Outreach & Engagement) Ms. Haiyan 
Huang (Research Assistant) Mr. Brent Hurley (IST/Division of Undergraduate 
Studies)   

 
1.2 History of Under Representation in STEM and IST  
On July 20 and July 23, 2007, the Penn State Collegian published two news articles about 
the lack of female participation in the IT field, in general, and in the College of IST in 

particular 
1
. It was reported that the average percentage of women in the IST 

undergraduate program is 12%. At the same time the national average of women recipients 

of computing and information sciences undergraduate degree is 21% in 2006 
2
.  

1
http://www.collegian.psu.edu/archive/2007/07/23/disturbing_trend_needs_attenti.aspx 

http://www.collegian.psu.edu/archive/2007/07/20/officials_ist_increasingly_a_m.aspx 
2 

http://www.ncwit.org/pdf/2007_Scorecard_Web.pdf  

http://www.collegian.psu.edu/archive/2007/07/20/officials_ist_increasingly_a_m.aspx�


Assessment of the Diversity Plan Framework to Foster Diversity 2004-09 
 
 

College of Information Sciences and Technology          December 1, 2009  104 
 
 
 

According to a report from the National Center for Women in Information Technology 
(NCWIT), the U.S. Department of Labor estimates that more than one million IT jobs will be 

added to the IT workforce by 2014 
3

 

. Table 1 shows the outlook of IT jobs by detailed 
breakdown of IT related occupations. While the employment of IT related occupations is 
expected to grow faster than the average for all occupations, women only account for 26% 
of professional IT related occupations, which is considerably lower than the percentage of 
women in all professional occupations, 51%, in the 2006 U.S. workforce. The supply 
shortage of women with computing and information sciences degrees is one of the major 
reasons that women are underrepresented in the IT workforce.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Table 1: Outlook of IT Jobs in 2014 

 

3 
 

 

 

 

 

[Numbers in thousands]  2004  2014  C   
11-3021 Computer and information systems managers   280  353     
15-1011 Computer and information scientists, research  22  28    
15-1021 Computer programmers   455  464     
15-1030 Computer software engineers  800  1,169     
15-1031 Computer software engineers, applications   460  682     
15-1032 Computer software engineers, systems software   340  486     
15-1041 Computer support specialists  518  638     
15-1051 Computer systems analysts  487  640     
15-1061 Database administrators  104  144     
15-1071 Network and computer systems administrators   278  385     
15-1081 Network systems and data communications analysts  231  357     
15-1099 Computer specialists, all other   149  177     
17-2061 Computer hardware engineers  77  84    
43-9011 Computer operators   149  101    
51-4010 Computer control programmers and operators   143  141     
 4495.1  5850.3  1   
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In 2003, the Information Technology Association of America (ITAA) reported that racial 
minorities and women made few inroads into high tech employment between 1996 and 2002, 
based on an analysis of data from the U.S. Bureau of Labor Statistics’ (BLS) Current Population 
Surveys. The report finds that the percentage of women in the overall IT workforce fell from 
41% to 34.9% between 1996 and 2002, and the percentage of African Americans in the 
overall IT workforce fell from 9.1% to 8.2% during the same period. Hispanic Americans, 
Native Americans and Asian Americans, however, made gains in the IT Workforce. Hispanic 
Americans comprised 5.4% in 1996 and 6.3% in 2002; Native Americans jumped from .2% to 
.6%; and Asian Americans rose from 8.9% to 11.8% in the same period.    
 
3 The base line is the national occupational data of 2004: http://www.bls.gov/emp/mlrappendix.pdf 
 
While these small gains have been made in the number of women and minorities working as IT 
professionals, the groups still are underrepresented in the IT workforce as compared to their 
participation in the general U.S. workforce. Women comprised 46.6% of the U.S. workforce but 
34.9% of the IT workforce. Whites comprise 77.7% of the current IT workforce, while they 
make up 83.5% of the overall US workforce. African Americans are 8.2% of the IT workforce 
but 10.9% overall; Native Americans are .6% of the IT workforce and .9% of overall workers; 
and Hispanics are 6.3% of IT and 12.2% overall. The only racial group that consists of a higher 
percentage of IT workers than the percentage of workers in all occupations is Asian and Pacific 
Islanders, who make up 11.8% of the IT workforce but only 4% of the U.S. workforce, according 
to the 2002 data from ITAA.  
  
Although significant effort has been put into increasing educational opportunities for women 
and minorities in technical fields during the past quarter century, women, African Americans 
and Hispanics are still underrepresented among people earning computer and information 
science degrees. Prior research has identified many factors that are believed to contribute to 
these imbalances. These factors, according to the ITAA, include lack of access to computer-
related education and equipment among underrepresented groups, few role models for women 
and minorities among teachers and professionals in science and engineering fields, and a 
perception of the IT industry as "uncool" and the domain of some kind of highly educated 
technical elite.  
 
At the macro level, increasing the participation of women and members of underrepresented 
groups in the IT fields is essential to human capital development for a sustainable and 
competitive knowledge economy. In the local realm, it is a key strategic goal of IST to become a 
leader in global IT education by fostering an inclusive and innovative climate to attract and 
retain diverse, talented individuals and groups. Increasing the percentage of women and 
minorities in the undergraduate program is not only a challenging issue for IST and the IT field, 
in general. It is also part of a larger challenge of increasing female and minority representation 
in all fields of science, technology, engineering and mathematics (STEM). Therefore, the 
approach adopted by this task force was to assess the situation in IST in comparison with the 
situation in other IT or STEM programs, and to establish a baseline against which to measure 
our strategic initiatives. 

http://www.bls.gov/emp/mlrappendix.pdf�
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1.3 Methodology  
 
The issue of the underrepresentation of women and minorities in the IT field has been a 
source of concern with respect to national competitiveness (if the ‘best and the brightest’ of 
every demographic group do not have the opportunity to be present), fairness (to those 
underrepresented in the IT field) and educational quality (if majority male students are only 
learning in the presence of other majority male students). This situation has also spawned 
several streams of funded research by the NSF and other agencies. Because of concern about 
the low representation of women and minorities within IST, this task force was formed. A 
variety of data sources and inputs were used in this report. The presentation of the history of 
diversity efforts in IST (Section 2.1) is based upon the results of prior diversity studies in IST, 
including:    

(1) Phase One – Student/Parent Telephone Survey (2004);    
(2) Student/Parent Telephone Survey: Report Prepared for Penn State’s School of        
Information Sciences and Technology (2004);    
(3) Summary of Findings for Underrepresented Groups – Student/Parent Telephone Survey 
(2004);   
(4) Focus Group – IST Grads (April, 2004) and IST Faculty/Staff (October, 2004);    
(5) Advisory Board Interviews (Fall, 2004);   
(6) IST Diversity Climate Survey Report (May, 2006);    
(7) Value Clarification (2006);   
(8) Retention Study (2007)  
The data sources for the discussion of IST in Context (Section 2.2) include:   
(1). Recruitment data of IST and several other engineering programs from Penn 
State Data Warehouse;   
(2). Recruitment data provided by the College of Engineering at Penn 
State;  
(3) Information retrieved from websites of iSchools and other STEM programs;  
(4). National statistic data about science and engineering education.   
 
The discussion in Part III draws upon focus groups conducted with various student 
organizations, peer observation of classroom and team dynamics, the insights drawn from the 
experiences of IST student advisors, and discussions in task force meetings. The set of 
recommendations that conclude this report are based on the discussions that took place in task 
force meetings.     

2. Framing the Under Representation of Groups in IST  

2.1 Efforts to Understand Diversity in IST  

2.1.1 Telephone Survey  

The telephone survey was conducted in 2004. The objective of this survey was to understand 
the prospective college students’ and their parents’ perceptions and attitudes towards IT, IT  
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careers, and the reasons behind their selection of schools and majors. The goal was to help IST 
to develop a market campaign for attracting top prospective students, and to increase the 
percentage of women and minorities in the undergraduate program as well. Table 2 is a 
summary of demographic distributions of survey participants.   
 
Table 2: Demographics of Surveyed Prospective Students   
 
Almost 50% of the students were unaware of any IST type of program in the Northeast 
(unaided awareness). Penn State’s IST program had the greatest overall awareness (unaided 

plus aided)
5 

When respondents were directly asked why they chose a particular major, the ranking of the 
responses was: interest (77%), aptitude (25%), experience (17%), opportunity in the field 
(14%), family and other influences (10%), sense of order (3%), and challenge (2%).   

compared to other four universities: Penn State- 86%; Carnegie Mellon – 79%; 
Drexel – 71%; Syracuse – 68%; Rensselaer Polytechnic Institute – 41%.    

When asked to rank the significance of 6 factors that influence their choice of major, the 
order was: type of job/career (76%); quality of work environment (74%); salary (64%); 
industry one will work in (63%); fewer number of women (9%); and fewer number of 
minorities (5%).     

There were significant differences in students’ responses among different gender and ethnicity 
groups. Men were more likely to be interested in the IT field than were women (42% M vs. 26% 
F). Women were more likely than men to be undecided about their major (42% M vs.19% F). 
On the other hand, men were more likely than women to say that they are likely to apply to 
Penn State for the IST program (64% M vs. 44% F). Men were more likely than women to be 
interested in all the pre-listed career opportunities except for the information policy option 
(46% F vs. 34% M). Women were significantly more likely than men to be influenced by the 
fewer number of women in the fields (20% F vs. 7% M). Women were more likely than men to 
see the math requirements in the technology programs as positive (46% F vs. 36% M).  

4

Market4  

 Market 1 refers to the primary market, including students who are interests in IT or related fields, specifically 

Gender  Ethnicity  
1  2  3  M  F  White Non-

Hisp.  
Asian  White 

Hisp.  
Black Non-
Hisp.  

Other   Refused   

170   164   100   360   74  354   54  9  5  10  2  
39%   37%   23%  83%   17%   81.6%   12.4 %  2.1%   1.2%   2.3%   0.5%   
Total: 434   Total: 434   Total: 434  
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management information systems (MIS), information systems (IS), computer science/information science, or 
mathematics. Market 2 refers to the secondary market, including students who are interested in other IT related fields, 
including accounting, business administration, finance, insurance, communication, engineering, computer engineering, 

electrical engineering, or psychology. Market 3 refers to undecided students. 
5 

 

Unaided awareness refers that the 
participants were asked to recall institutions in the Northeast region that off IST type of program without any cues or 
prompts from the interviewer. Aided awareness refers that the participants were asked to recall institutions in the 
Northeast region that off IST type of program with cues or prompts from the interviewer.  

White respondents were more likely to be interested in computer science that non-white 
respondents. Non-white students are more likely than white students to say that their parents 
(22% non-W vs. 14% W) and counselors (6% non-W vs. 2% W) have an extremely strong 
influence on which university to attend. Non-white students are more likely than white 
students to say that the admission representatives have little influence on their university 
choice (39% non-W vs. 29% W).    
 
Three recommendations were suggested as a result of this survey: (1). Segment the 
market (2). Craft messages specific to each audience’s perceptions and needs (3). Use 
media that efficiently and effectively reaches IST prospective students, specifically.   
 
2.1.2 Focus Group Study of IST Grads and IST Faculty/Staff  
  
Two focus groups were organized with IST graduate students and IST faculty/staff in 2004. 
When asked what made them choose and stay in IST, IST graduate students listed corporate 
relationships, industry exposure, interdisciplinarity, more intriguing opportunities compared 
to Computer Science and Engineering, the impacts of IT on people and simple curiosity as the 
influential factors. While reflecting on their IST experiences, they mentioned: team work, real 
problem solving, close relationships with faculty members (i.e. an open door policy), and 
friendly people (e.g. deans, faculty members, support staff).    
 
The focus group study of faculty/staff involved 6 faculty and 5 staff members. Three 
characteristics were said to be unique about IST that made the college attractive to prospective 
students: sense of community; friendly and supporting staff and faculty members; and a 
teaching approach that focuses on the relevance to real world problems. They also expressed 
concern about the lack of a clear identity of IST and saw that it presents both opportunities and 
problems – attracting risk takers and detracting others. They suggested that placement results 
be included in promotional materials.   
 
2.1.3 Advisory Board Interviews  
 
This document, produced in 2004, reported the findings of 15 interviews with IST 
advisory members. The objective of this study was to identify the industrial demands 
towards IT education and to assess IST strengths and weakness from an industrial 
perspective.  
 
Findings from this study are confirmative of other academic studies. First, board members felt 
strongly that the issues and challenges of globalization of IT industry and global IT offshore 
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outsourcing should be addressed in the IST curriculum (through possible partnerships with 
foreign institutions). Second, in addition to fundamental IT knowledge, a certain amount of 
business knowledge was considered to be a necessity. According to the board members, three 
key elements matter most in the IT field: people,  software, and communications. Project 
management, integration, and security skills were considered to be the most valuable skills 
for IST graduates. Board members wanted to see a continued emphasis on internships. They 
emphasized the importance of aligning students with appropriate internships and jobs based 
on the match between their own skill sets and skill requirements of the jobs. They advised 
faculty members to build and cultivate relationships with industry.  

2.1.4 IST Diversity Climate Survey Report  

In 2006 an IST diversity climate survey report was produced. It was based upon 261 returned 
surveys that included responses from IST faculty, staff, graduate and undergraduate students. 
A detailed demographic break-down of the participants is given in Table 3. Out of 261 
participants, 76 participants reported some negative experiences with respect to different 
characteristics, including gender (50%), race (33%), ethnicity (29%), age (26%), country of 
origin (26%), religion (18%), sexual orientation (14%), disability (16%) and other (8%). 
Women’s negative experiences were more gender related and men’s negative experiences 
were more race-related.   

 

Table 3: Demographic Characteristics of Survey Respondents   

 
Male Female White 

American 
Other 
Ethnicity 

Undergraduate 
Student 

Graduate 
Student 

Faculty, Staff 
and 
Administrator 

Heterosexual LGBT 

64.40% 33.30% 73.90% 26.10% 72.80% 8.40% 16.40% 93.10% 5.00% 

 
 
 
The survey findings also indicated that men were more likely than women to feel comfortable 
with the climate. Faculty/staff/administrators were more likely than students to feel that the 
climate is uncomfortable or very uncomfortable.   

The three most common negative experiences were: “I heard of an offensive casual 
conversation” (63%); “I felt I was deliberately ignored” (52%); “I heard offensive jokes” 
(51%). Other extreme negative experiences (written comments, physical violence) were 
noted 10% of the time.   
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In addition to these statistics, comments from the open-ended questions reveal some 
contradictory opinions and deeper issues. For an example, some undergraduate/graduate 
students stated that:   

“I really don’t think it is a problem,”    
“We emphasize it too much,” and    
“We should not force diversity.”    

Other students, however, reported that “I am a female and I have 
had negative experiences,”    

“IST should be a more inclusive environment for women 
and people with different sexual orientations,” and   
“I am a foreign student and I have heard of non accepting comments about people with 
different cultural backgrounds.”   

 
Furthermore, some faculty/staff/administrators member commented that:    

“We discussed a lot about diversity issues but we don’t practice them,”    
“We are more concerned about images than taking care of our own or making real 
changes,” and  
“There is lack of clear commitment from upper management.”   

No recommendations were given at the end of this report. However, there was consensus 
among faculty/staff/administrators respondents that diversity is very important, there is a 
need to change, but that real actions have been lacking. As far as students are concerned, there 
is considerable variation in perceptions and attitudes. Some majority students are concerned 
that too much attention is given to diversity. On the other hand, some minority students 
experienced or witnessed negative experiences and felt that the IST climate needs to change to 
be more inclusive.   

2.1.5 Values Clarification  

This 2006 report summaries the IST working definition of several value related key terms, such 
as community, diversity, respect, open communication, work/life balance, and customer 
service. The contributing members include staff, faculty, and administrative personnel. Under 
each value item, a set of strategies are recommended.    

While the action items are detailed, the task force contends that it is important to sort out the 
priorities so that some key actions can be implemented first. It is hard to totally depend on the 
administrative to be in charge of all the actions. Some actions should be diverted to different 
groups with supports from the upper management, which may also give different groups a 
sense of being part of the transformations. More importantly, a check list and some type of 
action time line should be in place to gauge the progress of changes.  

2.1.6 IST Retention Study  
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This 2007 document reports the enrollment and retention data of IST undergraduate students 
(1999, 2000, 2001, and 2002 cohorts) at the University Park campus. The original report has 
four tables showing the data. We converted these tables into graphics so that the information 
can be easily visualized for comparison purpose. Figures 1-4 show the1999-2002 cohort 
students’ enrollment and retention rates with respect to the gender of the students. Figure 5 
shows the 1999-2002 cohort female students’ enrollment and retention rate in female 
distribution (number of female students/number of total students). 
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Figure 1: 1999 Cohort Enrollment and Retention  
Figure 2: 2000 Cohort Enrollment and Retention   
Figure 3: 2001 Cohort Enrollment and Retention  
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 Figure 4: 2002 Cohort Enrollment and Retention   
Figure 5: 1999-2002 Cohort Enrollment and Retention (Female Student Distribution)   
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A summary of the trends revealed in Figure 1 to Figure 5 is the following. The percentage of 
female student enrollment kept degreasing from 1999 (30.8%) to 2002 (15.9%). Except for 
the 2000 cohort, the retention rate of female students is lower than that of male students. 
The highest drop rate is from year 1 and year 2. According to the report, the majority of 
students who left IST went to business, communications, liberal art, and other engineering 
programs.   

Looking at the 1999-2002 comparison, we can see that there are fewer women starting each 

year but that we appear to be doing a good job of retention. 
6
 One explanation could be that the 

women that are choosing IST are more committed to the program from the beginning. Most of 
the movement from students occurs in the first year. Additionally as students have the option 
to begin the degree at a campus away from UP, we have a large number of students transferring 
in the third year. The task force concluded that a method of compiling statistics is needed that 
specifically looks at the movement in and out of the program from 1999 to the present. One 
point that was brought up was the need to more systematically find out why women are 
leaving. IST does not currently conduct exit interviews.   
6

 

 In the course of discussing retention within IST the task force learned that the model used to 
track retention at Penn State is producing data that is not particularly useful for purposes of 
understanding diversity trends. That is, at Penn State if a student leaves a given unit but 
remains a student at the University, that student’s ‘retention’ status remains with the original 
unit. Therefore, retention data used in this figure was calculated manually.     
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2.2 IST in Context  
Femle  

2.2.1 IST  

Figure 6 shows the ethnic and gender representation of IST undergraduate students (year 
14) from 1999-2007. It shows that the representation of both female students and multi-
cultural students is decreasing. However, the decreasing rate of female students is more 
significant.  

 
 
 
 

Representation of IST Undergraduate Students  
  

  
 

Year  
Figure 6: Ethnic and Gender Representation of IST Undergraduate Students (Year 1-4)   

Figure 7a and 7b show the detailed ethnic distribution of multicultural IST undergraduate 
students (year 1-4) from 1999-2007. It is shown that the student body is mostly White 
Americans, followed by Asian Americans, African Americans and Hispanic students. No 
Native American students have been enrolled in IST. From 1999 to 2007, the percentage of 
African-American students is increasing slightly and the percentage of Hispanic, Asian, and 
foreign students in decreasing.   
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Ethnic Distribution of IST Undergraduate Students  

Figure 7a: Ethnic Distribution of IST Undergraduate Students (Year 1-4)   

Ethnic Distribution of IST Undergraduate Students  
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1999 2000 2001 2002 2003 2004 2005 
2006 2007   

Year  

Figure 7b: Ethnic Distribution of IST Undergraduate Students (Year 1-4)   

Figure 8 shows the gender distribution within the multicultural students. It shows that the 
percentage of female multi-cultural students drops more than that of male multi-cultural 
students. The number of multicultural female students is, by far, the smallest cohort in the 
College.  
 
 
 

Figure 8: Gender Distribution of Multicultural Undergraduate Students in IST   

2.2.2 IST Compared to Engineering at Penn State  

Figure 9 shows the comparison of the representation of female students between IST and 
engineering at Penn State. It shows that except for mechanical engineering, the representation 
of female students in most engineering program decreases. However, the rate of decreasing is 
more significant in IST than in the engineering programs.   

Representation of Female Students  

 

      
0.18   
0.16   
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Figure 9: Comparison of the Representation of Female Students (Year 1-4) between IST and 
Engineering Programs at Penn State (1999-2007) Representation of Multi-cultural Students  

Figure 10: Comparison of the Representation of Multicultural Students (Year 1-4)  
between IST and Engineering Programs at Penn State (1999-2007)  

  

Figure 11 shows the representation of the combination of multicultural and female students 
across IST and engineering programs at Penn State. It is shown that the decreasing rate of the 
combined representation in IST is the highest. Again, this is largely attributed to the decrease of 
female student representation in IST over the years.   Under-representation Profile  
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2.2.3 IST Compared to Other iSchools  

In addition to IST, there are 18 programs that participate in the iSchool Project. Websites 
of these 18 iSchools were browsed and searched for data and information related to 
enrollment and retention, diversity initiatives and strategies, and diversity research.    

These 18 iSchools are:   
1. University of California, Berkeley - School of Information Management and Systems:  

2. University of California, Irvine – The Donald Bren School of Information and Computer 
Sciences: 

http://www.ischool.berkeley.edu/  

3. University of California, Los Angeles – Graduate School of Education and Information 
Studies: 

http://www.ics.uci.edu/  

4. Drexel University – College of Information Science and Technology:  
http://www.gseis.ucla.edu/  

5. Florida State University – College of Information: 
http://www.cis.drexel.edu/  

6. Georgia Institute of Technology – College of Computing: 
http://ci.fsu.edu/  

7. University of Illinois Urbana-Champaign – The Graduate School of Library and 
Information Science: 

http://www.coc.gatech.edu/  

8. Indiana University – School of Informatics: 
http://www.lis.uiuc.edu/  

9. Indiana University – School of Library and Information Science:  
http://www.informatics.indiana.edu/  

10. University of Maryland (College Park) – College of Information Studies: 
http://www.slis.indiana.edu/  

11. University of Michigan – The School of Information: 
http://www.clis.umd.edu/  

12. University of North Carolina – School of Information and Library Science:  
http://www.si.umich.edu/  

13. University of Pittsburgh – School of Information Sciences: 
http://sils.unc.edu/  

14. Rutgers, the State University of New Jersey – School of Communication, Information, 
and Library Studies: 

http://www2.sis.pitt.edu/  

15. Syracuse University – School of Information Studies: 
http://www.scils.rutgers.edu/  

16. University of Texas, Austin – School of Information: 
http://ischool.syr.edu/  

17. University of Toronto – Faculty of Information Studies: 
http://www.gslis.utexas.edu/  

18. University of Washington – Information School: 
http://www.fis.utoronto.ca/  

 
http://www.ischool.washington.edu/  

The majority of iSchools do not publicize enrollment and retention related information on 
their websites, except for the Graduate School of Library and Information Science at 
University of Illinois Urbana-Champaign. However, diversity related initiatives are 
relatively visible and accessible from their websites. The initiatives include one or more of 
the following: diversity strategies, diversity and outreach activities, diversity research, and 
diversity resources. For example, the Information School at the University of Washington 

has detailed diversity strategies and initiatives. 
7
 The School of Education and Information 

Studies at the UC Irvine has a research center for diversity in Computing and   
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7 
http://www.ischool.washington.edu/diversity/default.aspx and http://www.ischool.washington.edu/strategic-

plan/docs/Strategic-Plan-brochure.pdf 
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Information Technology which is conducting a series of action research and outreach activities.
8
 

These include: Laptops and Literacy, ABRC Outreach Road Show, California Summer School of 

Mathematics and Sciences, and the Undergraduate Hub of NCWIT. 
9 

Table 4: The Availability of Diversity Related Information from Websites of 18 iSchools 

Table 5 summarizes the 
diversity information available from the 18 iSchool websites.    

Programs   
Enrollment and 
Retention Information  

Diversity Related Strategies, 
Activities, Research and 
Resources  

1. University of California, Berkeley - School of 
Information Management and Systems   No  Yes  
2. University of California, Irvine – The Donald 
Bren School of Information and Computer 
Sciences   No  Yes  
3. University of California, Los Angeles – 
Graduate School of Education and Information 
Studies  No  Yes  
4. Drexel University – College of Information 
Science and Technology   No  No  
5. Florida State University – College of 
Information   No  Yes  
6. Georgia Institute of Technology – College of 
Computing  No  No  
7. University of Illinois Urbana-Champaign – 
The Graduate School of Library and Information 
Science   Yes  Yes  
8. Indiana University – School of Informatics   No  Yes  
9. Indiana University – School of Library and 
Information Science   No  Yes  
10. University of Maryland (College Park) – 
College of Information Studies  No  No  
11. University of Michigan – The School of 
Information   No  Yes  
12. University of North Carolina – School of 
Information and Library Science   No  Yes  
13. University of Pittsburgh – School of 
Information Sciences   No  Yes  
14. Rutgers, the State University of New Jersey – 
School of Communication, Information, and 
Library Studies   No  Yes  
15. Syracuse University – School of Information 
Studies  No  Yes  
16. University of Texas, Austin – School of 
Information   No  Yes  
17. University of Toronto – Faculty of 
Information Studies  No  No  
18. University of Washington – Information 
School  No  Yes  
 



Assessment of the Diversity Plan Framework to Foster Diversity 2004-09 
 
 

College of Information Sciences and Technology          December 1, 2009  123 
 
 
 

8 
http://abrc.uci.edu/about/index.php 

9 

When making comparisons with other iSchools, it should be noted that some of these iSchools 
were originally library schools or liberal art schools, which have relatively higher female 
student enrollment than engineering-type programs. For example, Table 5 shows the 2005 
student enrollment data of the Graduate School of Library and Information Science at 
University of Illinois Urbana-Champaign (the only available enrollment data from iSchool 
websites). It indicates that the percentage of female students in all the programs is larger than 
that of male students. Therefore, caution is needed when making comparisons between IST and 
other iSchools or science and engineering programs.     

This is in conjunction with the Center for Women and 
Information Technology at the University of Colorado.   

Table 5: Student Demographics of 2005 by Gender and Program The Graduate School of 
Library and Information Science at University of Illinois Urbana-Champaign  

(Source: http://www.lis.uiuc.edu/people/students/demographics.html
2.2.4 Other  

)  

A random search was conducted on the Internet to search for relevant statistics on female and 
minority students’ enrollment and retention in different sciences and engineering (STEM) 
programs. Some statistics were found in the following universities:   

1. Colorado School of Mines: 
2. Carnegie Mellon University:  

http://colloid.org/academic/affairs/wisem/statistics.htm  

3. University of Washington: 

https://hr.web.cmu.edu/drg/overview/DACannualreport05.pdf 
http://www.cmu.edu/mcs/policies/diversity/MCS_DiversityPlan_web.pdf  

4. Cornell University: 
http://www.engr.washington.edu/wise/stats.html  

5. Texas A&M: 

http://www.engineering.cornell.edu/student-
services/registrar/enrollment-statistics/upload/fa06_Frozen_enrollment_summary.pdf  

6. The University of Texas at Austin: 
http://essap.tamu.edu/stats.htm  

7. Louisiana State University:  
http://www.engr.utexas.edu/wep/stats.cfm  
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8. University of Central Florida: 
http://www.eng.lsu.edu/news_events/viewnews.php?id=133  

 
http://www.cecs.ucf.edu/fastfacts5.htm  

The detailed statistics can be accessed by following the above links. Some of these statistics 
are very simple, including only one year enrollment or graduation data. Some of these 
statistics are relatively sophisticated, including data over a certain period of time. In addition, 
the majority of the statistics are not very up-to-date, except for Cornell University, which has 
the 2006 data for engineering student enrollment (as shown in Table 6).   
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Table 6: Engineering Undergraduate Enrollment Data of Cornel University in 2006 (Source: 
http://www.engineering.cornell.edu/student-services/registrar/enrollment-

statistics/upload/fa06_Frozen_enrollment_summary.pdf

Among all these universities and colleges, the Colorado School of Mines has the most 
systematic data and analysis. In their website, statistics are available with regards to CSM 
female student data (1992-2004), CSM Female faculty data (2000-2004), National Engineering 

Student Data, and National Engineers & Scientists Salary and Workforce Data. Furthermore, the 
structure and the content of their website 
(

)  

http://colloid.org/academic/affairs/wisem/statistics.htm

2.2.5 National Statistics  

), which is user-friendly, 
informative, and resourceful, may serve as a blueprint for the IST diversity website.    

National statistical data about science and engineering can be accessed from the NSF 
website: http://www.nsf.gov/statistics/nsf07307/

Figure 12 shows the national data on engineering bachelor degrees awarded to women 
recipients from 1991-2004. It can be seen from the data that from 1991-2004, the percentage 
of women awarded computer science bachelor degrees and mathematics and statistics 
bachelor degrees is declining. However, the representation of women in all other engineering 
programs has increased.   

  It includes 60 tables in both xls and pdf 
format.      
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National Statistics on Bachelor Degree, by gender and field (1995-2004, 
1999 data is unavailable) Pe rc en ta ge of W o m en  

 
Aerospace Engineering Chemical engineering Civil engineering Electrical engineering Industrial 
engineering Mechanical engineering Computer Sciences Mathematic s and Statistics  
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3. Understanding the Dimensions of the Under Representation Problem  

Following discussion of the data that was compiled and presented in Part 2 of this report, 
the task force engaged in a round of data collection within the college. The purpose of this 
round of qualitative data collection was to further understand the quantitative data. 
Therefore, members of the task force conducted interviews, focus groups and observations 
with respect to how the various aspects of the college experience  -- our curriculum, our 
pedagogy, the classroom climate, student interactions with faculty, staff and fellow students 
– might play a role in helping to explain the under representation of women and minorities 
in IST. It was also intended that the results of this effort would contribute to the 
development of interventions that would help to increase the representation of women and 
minorities in the college. Below is a summary of the results.    

3.1 The Experience of Women Students  

Both focus groups and individual interviews with undergraduate women revealed that the 
experience of female students in IST is different from that of their male counterparts. It 
generally begins with their first course in IST when they notice that they are a significant 
numerical minority. It continues throughout their education as the number of females in 
their classes diminishes to the point that they are often the single or one of the very few 
females in the classroom. Depending upon their high school experience -- some of our 
female students come from all-female high schools – this is a new experience. Those 
coming from a mixed gender high school are generally more used to being a minority. The 
women students experience several byproducts of their extreme minority status.  

3.1.1 Gender Stereotypes of Peers  

The women students consistently reported experiencing two gender stereotypes about 
women in the IT field. First, they feel they have to prove themselves to their peers in 
order to be seen as equal to them. That is, their fellow male students tend to assume that 
because they are female they are less capable in a technological area. Second, their male 
peers assume that because they are female they should take on the role of ‘secretary’ of 
the team: be responsible for organizing the student team efforts. For example, all the 
participants in a focus group reported that in all of their teams it was left to them to 
organize the team behavior, be the note taker, manage the writing of the final report, etc.   

3.1.2 Faculty Behavior  

What has emerged from student focus groups, individual student interviews and faculty 

interviews
10

 is that some faculty are engaging in behaviors that have a negative impact 
on the female students’ experience of IST. This theme was manifested two different ways. 
First, it was reported that some male faculty reinforce a gendered depiction of the IT  



Assessment of the Diversity Plan Framework to Foster Diversity 2004-09 
 
 

College of Information Sciences and Technology          December 1, 2009  128 
 
 
 

10 
In conjunction with her role as Associate Dean with responsibility for diversity, Dr. 

Trauth conducted a series of interviews in fall 2007 with faculty and staff regarding the 
overall diversity climate in the college. In the course of conducting these interviews some 
comments about classroom climate were made by IST faculty.  
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field. This is done through the use of male-oriented language in teaching. An example is a 
professor only using male pronouns and having only men as the ‘characters’ in teaching cases, 
assignments, readings etc. This gendered portrayal of the information field is also reinforced 
when professors provide advice about the workplace such that females cannot easily relate to, 
internalize or implement that advice. An example would be a male professor discussing how to 
interact with clients – taking them out to dinner, etc. – in such a way that it assumes that both 
the consultant and the client are male and does not recognize that the advice might need to be 
enacted differently if the client or consultant is a female.    

Second, students’ comments are consistent with the literature which points to females as a 
‘vulnerable’ student population. Women students in IST are vulnerable insofar as the 
images presented in society about IT generally exclude them. Hence, when they come to IST 
they are likely to be more vulnerable to ineffective teaching; they might internalize the 
experience as reinforcing a fear that they didn’t belong in IST in the first place. This means 
that they would be more likely to develop the interpretation that a bad learning experience 
was about them: they weren’t meant to be in the IT field. A male student, on the other hand, 
would be more likely to develop the interpretation that this was just a single bad learning 
experience. The interviews also revealed female students’ vulnerability with respect to how 
professors managed the classroom climate. In one interview, a female student told about 
giving a report to the class. She experienced her male peers ‘grilling’ her about her topic in a 
way that was not done to her male peers. It was deeply troubling to her that her professor 
did nothing about it. In one interview with a male faculty member, an opinion was 
expressed that male faculty are generally blind to the classroom dynamics associated with 
so few women in the room.   

3.1.3 “Special Treatment”  

The women students were conflicted about being perceived as “special.” They don’t want to 
feel different in IST, yet they do. They don’t particularly like being singled out as the ‘female 
student’ in the classroom: one student reported being called upon by the professor who 
wanted to hear from ‘a girl’; others reported being assigned to be a team leader so that one 
of the teams in the course could be led by a woman. They also appeared to be conflicted 
about WIST (Women in IST). On the one had, they were happy to have an organization in 
IST that was available to provide support. On the other hand, they don’t want to be seen as 
“women IST students”; they want to be seen as “IST students who happen to be women.”   

3.2 The Experience of Multicultural Students  

The discussion in this section draws on the focus group study with student members of D-
Net. With respect to why they chose IST, most students said that they were interested in IST 
because they wanted to use technology to "make a difference". They didn't see themselves 
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as "techies" or technology builders, but rather as sophisticated technology users who 
wanted to use IT to solve real-world problems. There was quite a bit of interest in security 
and general business applications. Students, especially women, mentioned that  math 
courses were tough in high school and that they were sometimes discouraged from 
technology. All of the students, even those from inner city Philadelphia, talked about taking 
college prep courses during high school. All noted that their high school guidance 
counselors were not helpful. Students said they were first and foremost drawn to Penn 
State, then the IST program. IST was chosen over similar majors like engineering and the B-
school once they decided on Penn State. No one compared iSchool programs before settling 
on IST.  With regard to what the influential factors are to affect their choices, the Governor's 
School was noted as playing an important role in students' decision to enroll in the PSU IST 
program. They liked the fact that Governor's School had areas like eCommerce and digital 
media because this helped them to see the broader spectrum of IST.   

Parents were also highly influential. Women, in particular, spoke about parents playing a 
major role in their selection of both college/university and major. Interestingly, parents 
were both negative and positive about the IST program. One mother was teaching herself IT 
and that is how one of our female students became interested in computers. Another young 
lady talked about how her father discouraged her from IST (he viewed it as "engineering 
light"). It was only after she went to Governor's School that her father became sold on the 
IST program.   

Another influential factor is the information they got from enrolled IST students. Students 
in the focus group told stories about how they and their parents were impressed by phone 
calls from IST students. It seems that the student phone-a-thons do help prospective 
students make the decision to come to IST. Industry internship was a very strong selling 
point, especially to mothers.   

The website was very important for collecting information about the IST program as 
well. But brochures were not considered as being influential. In fact, students just 
stuffed them into shoe boxes with all of the other college brochures.    

With regard to their experience in IST, all of the students mentioned their desire for an 
international learning/living experience. Funding remains an issue, especially for the 
young ladies who talked about getting fellowships for their first year but not subsequent 
years. They felt that this was a ploy to get them into the program. Some out-of-state 
students are graduating with a tremendous level of debt.    

They also reported some issues about gender roles and groups. Women fought against 
becoming the group secretary and being seen as non-technical. Women also talked about 
feeling like the "little sister" such that the IST “guys” would take care of them (e.g. make 
sure that they get home safely after group meetings). This was presented as a positive 
statement. Interestingly, some guys felt uncomfortable delegating tasks to women because 
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they didn't want to be mean. Everyone felt that the team experience was valuable even 
though they all had the experience of being on a bad team.   

3.3 The Classroom Environment From its inception, IST has been committed to actively 
engaging students in the classroom. Hands-on activities with computers, lively whole-class 
discussions, and small collaborative groups comprise much of our instructional time with 
students. Much of our pedagogy is learner-centered. In many ways, we are ahead of the 
game with regard to recent efforts at the University level to focus on becoming more 
student-centered (see plenary session notes from recent conference on student-centered 
universities http://live.libraries.psu.edu/mediasite/Catalog/

However, if we want to be sure that our classrooms are welcoming to all students (including 
women, multicultural, and international students) we need to ask questions that will give us 
the full picture of participation in IST courses:  

).  

• Who participates?  
• At what level (and in what roles) do students participate?   
• What keeps some students from participating as much as others?   
 
This section offers some examples of what works well in IST—what helps encourage all 
students to feel comfortable and empowered to communicate in class and fully engage in 
their learning experience. We offer the following brief scenarios as points of reflection for 
those who teach—to consider whether they have addressed in their own courses the issues 
presented here.   

In one IST course, a faculty member, seeing that the names of some students in class are Indian, 
alters the names of characters in a case study from “Bob, Meghan, Joe, and Carolyn” to “Bob, 
Meghan, Vivek, and Jing,” thereby broadening the range of characters that students are likely to 
imagine—and including at least one common Indian name. The instructor is careful not to 
assign female, multicultural, and international names to characters that always fail. “Sounds 
obvious,” the instructor says, “but you won’t believe the things you may do— completely 
unintentionally—if you are not watching out for it.” This small change works just as well for in-
class examples given during lectures. How many examples involve “Jack and Bill”?  

In another IST course, a faculty member encourages students to participate by sharing 
information about the faculty member’s experience in learning the content. In opening up to 
the class about early learning experiences, the faculty member appears more approachable. 
Students who may have been coached that in order to succeed, they should not show 
inadequacy, ignorance, or uncertainty, may now trust that it is safe in this course to honestly 
share misconceptions and difficulties in order to help diagnose barriers to learning and, 
ultimately, enhance learning. This instructor reports that even students who are reluctant to 
share at the beginning of the semester often share important learning by the end, given 
repeated examples on the professor’s part to self-disclose lessons learned.   

A faculty member in a third IST course uses a tried-and-true, standard educational 
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technique for encouraging student participation. Rather than ask a question and wait for  
all the (typically) male hands to fly into the air, this faculty member poses a question and 
asks students to confer with the person next to him or her. After 15, 30, or 60 seconds 
(whatever is called for, given the depth of the question), the faculty member poses the 
question again and then takes responses. Students who are conditioned to think out their 
answers before responding (typically women) and students who are reluctant to offer 
their own experiences in a class dominated by students who look different from them 
have all now had a chance to think about and try out their responses on one other person. 
With more time and more confidence in their answers, women, multicultural, and 
international students are more likely to respond in the large group.   

One other faculty member offers that students can choose different contexts for course 
assignments. Instead of offering a standard business application for the final course 
project, the faculty member offers three contexts in which students can apply course 
knowledge: nonprofit sector, private industry, and government. Students who have more 
interest in humanitarian aid than business and consulting were pleased to find this 
flexibility in the final course project. The instructor chose to offer this flexibility knowing 
that women are often attracted to IT in order to solve social problems. Broadening the 
context in which the course project could be situated helped motivate some students who 
might otherwise not have seen relevance for themselves.   

In each of these instances, faculty members dug deep. They examined what they do in their 
course materials, their assignments, their examples, and their presentations that might 
welcome or alienate students. In the conversations that task force members had with faculty, 
we never saw evidence of malicious intent, but often evidence of unintentional negative 
outcomes. Many of the faculty members profiled here came to their “best practice” from an 
oversight that someone pointed out to them or an inquiry as to what they had been doing that 
was keeping students from full participation. Perhaps a first step in investigating the classroom 
environment is inviting faculty members to share what they, themselves, have learned. In 
hearing and responding to each others’ stories, faculty members can begin to identify where 
they might want outside information. The teaching community luncheons are a prime venue for 
addressing concerns that faculty would like to investigate. Together, faculty can help improve 
the climate for learning in IST classrooms.  
  
3.4 Undeclared Students  
At the inception of the College of IST students were able to be recruited from within the 
University. It is noteworthy that in the early years of the college then number of female 
students was considerably higher than it is today. These two observations combined with 
comments from the focus groups reveals that a fertile source of recruiting for IST can be 
Penn State undeclared students. For these reason, the task force sought the input of DUS 
advisors about IST. The following concerns have been raised by advisers in the Division of 
Undergraduate Studies who work with exploratory students at University Park:   
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1. Concern: Exploratory students can’t always get a seat in IST 110 or SRA 111.   
2. Suggestion: Since these are courses which might help promote the majors, consider 

reserving a certain number of seats in each class specifically for DUS students.  
3. Concern:  DUS female and under-represented students tell advisers they can’t “see 

themselves” in the IT field.  Suggestion: Schedule more IST alumni speakers in 
introductory courses, especially females and under-represented people if possible, to 
help students from such backgrounds “see themselves” in IT fields.     

4. Concern: The traditional version of PSU 17 (First-Year Seminar) is not appropriate for 
DUS students exploring technology-related majors. It is often a deterrent to further 
exploration of IST/ SRA rather than enticing exploratory students to further consider 
majors in the College of IST.  Suggestion: Continue to have at least one or more sections 
of PSU 17 (First-Year Seminar) specifically for exploratory students considering IST or 
SRA.    

5. Concern: DUS students are not consistently positive about their experiences in IST 110 
or SRA 111 and satisfaction seems to be correlated with who is teaching these “test” 
courses. Suggestion: Try to place “best,” most motivated, most enthusiastic, most 
student-centered professors in IST 110/ SRA 111.    

6. Concern: Exploratory students don’t usually understand what careers they could 
pursue with an IST or SRA degree and are therefore less interested in the majors.  
Suggestion: Provide examples of things IST/SRA graduates are doing in courses entry-
level courses and make such information available to DUS advisers as well—possibly 
through video examples or college brochures, produced for nontechnical audiences.  

7. Concern:  Not all advisers at University Park have the capability to show DVD’s on their 
computers. As a result, they can’t show the IST College DVD, which could be a valuable 
recruiting tool for exploratory students.  Suggestion: Put the IST video on the IST 
College website.   

8. Concern: DUS advisers often encounter students who have the impression that the 
college’s composition (faculty/staff/students) is not very diverse in terms of gender/ 
race/ etc. DUS advisers feel this image has a negative impact on their ability to market 
the majors to women and students from under-represented groups within DUS. 
Suggestion: If this perception is not accurate, do more to show the University Park 
population that the College of IST is diverse and welcoming to those who are not of the 
majority in some way.  

9. Concern:  IST tends to be seen by exploratory students as another version of the 
Colleges of Business or Engineering rather than as a unique and different college with 
its own identity.  Suggestion: Consider showcasing the non-business and non-
engineering aspects of the IST and SRA majors (such as the humanitarian and nonprofit 
types of applications of our programs) in the IST Building and beyond.  

10. Concern:  Advisers have a difficult time explaining why there is a fee associated with 
the IST minor(s). This is often a deterrent to first-generation students and/ or to 
students with limited financial resources who may otherwise be interested.  
Suggestion: Consider providing some type of logical explanation that links these costs 
to benefits so that advisers can provide a justification this when discussing the majors. 
Alternatively, consider removing the fees.    

11. Concern: Many DUS students are interested in technology but concerned that they 
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would not be able to make it in college-level courses focusing on technology (such as 
C++ programming courses.) Suggestion: Provide one-on-one tutoring and/ or remedial 
web modules for students who are interested in the majors but have not had extensive 
experience with computers in high school.     

12. Concern: DUS students often complete IST 110 and/ or SRA 111 and report that they 
are still unable to explain what the respective majors are about.  Suggestion: Although 
these are both General Education courses, try to incorporate some type of standard 
explanation of what these majors are and what students could do with degrees in each 
field.    

13. Concern: DUS students often take IST 110 and/ or SRA 111 and find the subsequent 
courses in each major to be distinctly different from the entry-level course. This is often 
disconcerting to the student who then decides to consider other majors.  Suggestion: 
Consider ways of making the transition from entry-level courses to subsequent courses 
smoother and more predictable.    

14. Concern:  DUS advisers have difficulty with promoting majors in the College of IST 
because most do not have technical backgrounds. Course descriptions on the Schedule 
of Courses are extremely vague.  Suggestion:  Provide DUS advisers with additional 
training and resources including syllabi synopses, examples of what students study in 
entry-level courses, course projects, etc.   
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3.5 The Content of Early IST Courses  

It has been observed anecdotally that some students with an interest in pursuing the IST 
major sometimes “hit a wall” when they begin the 200-level sequence of IST courses. Often 
these students successfully complete IST 110 ( Information, People and  Technology) but feel 
unprepared for the technical rigor of IST 210 (Organization of Data), IST 220 (Networking 
and Telecommunications), IST 230 (Language, Logic, and Discrete Mathematics), and IST 
240 (Introduction to Computer Languages). They fail to see the connection of these courses 
to the six goals around which the IST major was designed: Graduates of the program will be 
able to:   
 
(1) Solve the problems of individuals, organizations, and communities.   
(2) Understand and apply basic information technologies.   
(3) Be proficient in project management.   
(4) Function in different cultures across the globe.   
(5) Work in and manage high performance teams.  
(6) Write and speak with skill, precision, and persuasion.   
 
Typically, this feeling of unpreparedness doesn’t manifest itself until students are immersed in 
the 200-level sequence; students who find themselves in this situation sometimes question 
their decision to enroll in the College of IST or, in the case of Division of Undergraduate Studies 
(DUS) students, to question their decision to explore majors in the College of IST. The College of 
IST’s concern is that these students in this situation might decide to pursue a major in another 
college.  No one seems immune from these feelings. Students reporting this experience include 
men and women as well as majority culture students and minority culture students.  

While the subject matter of IST 110 seems to be a balance of information, people, and 
technology, the subject matter of most 200-level IST courses seems to be skewed towards the 
second program goal, i.e., technology.  Individual course instructors can have a tremendous 
impact on the students’ actual experiences.  For example, some 200-level course instructors 
seem to focus on just the technology while other instructors include real-world examples, 
problems, and projects that utilize aspects of the other five program goals.   
Some ideas under discussion to rectify the situation include: (1) use IST 110 to articulate the 
six program goals and to explain how a variety of courses, not just IST courses, are used to 
meet these goals; (2) ask all 200-level course instructors to provide a smooth transition from 
IST 110 by incorporating real-world examples, problems, and projects that utilize aspects of 
the other five program goals; (3) administer a skills survey to students beginning the 200level 
course sequence; (4) develop a series of 1-credit special topics courses for students who need 
extra help building skills associated with any of the six program goals; and (5) initiate a 
tutoring program using students who recently successfully completed specific 200-level IST 
courses.  
 
3.6 The Experience of Working in Teams  

Students in a focus group about IST courses and group experiences told us that “IST is 
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teamwork.” They spoke positively about the value of working with others, working with  
people different from themselves, and the opportunity to work on real-world projects in 
their senior level courses. The students in this particular focus group were reluctant to 
speak about inequities, intolerance, inappropriateness, and exclusion. The only direct 
comment that they made about difficulties with team experiences was that some students 
who are not as vocal may feel left out during group work if the group leader is not skilled 
in asking for comments from all members. Students in this focus group were all well-
spoken, high-performing students—including the females in the group. We may have 
elicited more comments about team experiences if we had conducted an all-female or all-
multicultural focus group. A summary of the main points that students made about team 
experiences in IST follows:   

• When it comes to group work, people may lack the skills to voice their opinion on 
subjects. This might lead to them feeling left out. Group work experience contributes to 
learning how to voice your opinion in a group   

• Group work differs by year (and course level).  Students perceive team projects to be 
more like true teamwork and collaboration in 3rd and 4th year and in higher level 
courses (400) as opposed to the 100 and 200 level courses   

• The experience of working with other people (particularly strangers) in a group project 
in college is valuable—even if the interpersonal experience was poor at the time. The 
experience helps prepare students for post-college, “real world” group work 
experiences.  

• It’s important to experience working with people you don’t know.    
• Teamwork is not a reason contributing to students’ choice in an IST major however at 

the end of four years, for students IST = Teamwork   
• Poor projects are more often because of the content of the assignment, not the people 

on the team.   
• Group projects need to be perceived by students as requiring a group to do them— not 

just a means for reducing the amount of grading in a course, on the one hand; and not 
for the sake of providing a group experience (where one isn’t required), on the other 
hand.  

• Faculty involvement is perceived as necessary in higher level courses. In lower level 
courses, students prefer that faculty are hands off—but available as a resource   

• Barriers to group work include (a) slackers, (b) scheduling of student schedules, and (c) 
clarity of group projects.   
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• Perceived group skills that students should learn include (a) group project experience (b) 
peer evaluations (c) learning to work with strangers (d) the importance of learning to take 
email correspondence seriously in group work (e) becoming familiar with collaborative 
tools.    

4. Recommendations  

The following recommendations were developed by this task force following discussion of 
the data that were compiled. The recommendations are grouped by themes. Please note that 
although some recommendations are placed under a particular theme, they may also be 
applicable to other themes as well.    

4.1 Outreach to Students/Parents (e.g. Reaching out to K-12 Students)  

• Identify who IST is reaching out to in K-12 because different groups need to have different 
marketing approaches. A variety of methods can be used to categorize k-12 students in the way 
that they learn/think. One approach categorizes them into three groups (analytical, social 
thinkers, and in-between). IST needs to identify a method that it will use to categorize these 
students and then develop marketing tools to (1) expose these different groups to IST; and (2) 
convenience students in some of these groups to take the appropriate prerequisite courses for 
IST (e.g. math, foreign language).    
• Combine forces with other departments to reach out to the K-12 students in STEM areas. IST 
should consider joining with other departments and colleges to combine resources for tackling 
common problems that cut across the different STEM departments/colleges. For instance, IST 
could combine resources with Colleges of Engineering and Science Department to deal with 
math issues for students.   
• Include family members in all outreach/marketing/recruitment activities IST needs to 
ensure that family members are included in all outreach/marketing/recruitment activities. It is 
important that the family members upon whom the students depend to help them make 
decisions see the value of an IST education.  
 
4.2 Marketing to Students/Parents (e.g. Messages about IST)  

• Broaden the ways in which IST markets itself One way to improve IST’s marketing to 
women and males who do not now “see” themselves as being in IST, is to broaden its image. 
Insofar as females are socialized to think about careers that involve social welfare, IST should 
highlight research that is focused on improving the world and changing the quality of people’s 
lives for the better. Second, in the introductory classes, there should be an increased focus on 
nonprofit organizations and activities not just for-profit organizations.   
• • Identify primary and secondary markets (e.g. primary: Technophiles, secondary: 
Psychology) The college needs to do better identify different segments of the markets that it is 
trying to appeal to. For instance, a primary segment might be technophiles and a secondary 
segment could be students who are interested in psychology or cognitive science. By better 
understanding the different segments of the market, IST can then do a better job of marketing.   



Assessment of the Diversity Plan Framework to Foster Diversity 2004-09 
 
 

College of Information Sciences and Technology          December 1, 2009  138 
 
 
 

• Use the video kiosks in the building to highlight IST research The video kiosks 
are a strong, visible means of reaching students. IST research activities should be 
shown on the kiosks especially research that is focused on improving people’s lives. 
The kiosks could also be used to highlight interesting class activities                                     
4.3 Recruiting Students/Parents (e.g. Convince College Bound Seniors and DUS  
Students to Come to IST)  
• Identify different groups that IST wants to target for recruiting and retention  Different 

population groups require different types of support. IST needs to identify the different 
groups that it wants to target for recruiting/retention. This is an important first step in 
developing support strategies to help ensure that IST can attract and retain these students.  

• Have real products to show advisors of students It is important for the college to show 
that what the students learn in IST can benefit them when they graduate. There are two groups 
that need to be reached out to: advisors of high school students and advisors of DUS students 
here at Penn State.   
• • Show commitment to research that is diverse IST needs to highlight the diversity of its 
research especially in how it affects society. One way is to have the faculty discuss their 
research in terms of how it impacts society. This information can then be presented on the IST 
website.   

• • Identify jobs beyond those in the for-profit sector that available to IST graduates  IST 
should find out how many students end-up in other types of jobs besides for-profit and 
highlight those opportunities.   

• Identify the jobs that under represented students take upon graduation  IST should start 
tracking jobs that under represented students take upon graduation. This will serve two 
purposes: 1) it would help the college understand whether under represented students end up 
in similar jobs at the same levels as majority students; and 2) this information can be used as a 
marketing tool to help recruit under represented students. As part of this process, the college 
should bring back former students to discuss their successes/challenges in IST.  
• • Develop a summer program for women and under represented students that attracts 
these students. IST should identify features that will attract under represented students and 
develop a summer program that highlights these features. The summer program would involve 
current female and under represented IST students.   
• Develop better methods of interpersonal contact to recruit students  IST needs to develop 
better methods for personally contacting students. IST faculty could get involved in some 
aspects of the recruiting.   
• • Identify more funding opportunities for women and under represented students that will 
help in recruiting and retaining them An important aspect of recruiting is letting students know 
about financial support opportunities. IST must identify more sources of funding that it can 
provide to these students. It should also more widely advertise these opportunities to students.   
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• Develop better recruiting methods for female and under represented  DUS students 
Considering that DUS is the largest unit of enrollment for first-year students, IST needs 
to develop ways to more effectively attract special populations from within the 
University who are exploring majors.   

4.4 Retention  

• Track students as they progress through IST in a systematic way to see how they are doing 
(good/bad). IST should develop a systematic method to track all students as they progress 
through the program. This will provide accurate data about the actual retention rates of 
majority and minority student populations. This will also allow the college to identify problem 
areas and “problem populations.” In addition, an annual student satisfaction survey can be 
conducted.    
• Develop college resources to support retention of at-risk students IST needs to develop a 
system that will allow the college to identify at-risk students early enough to provide support 
for them. IST needs to also identify resources (both inside and outside the college) that are 
available to assist at-risk students and make the students aware of these resources. One 
internal resource that can be used is individual faculty members who can serve as mentors for 
at-risk students.  

• Collect attrition data at every level IST needs to have a better understanding of how 
many students have dropped from the college, at what level (e.g., freshman, sophomore, etc), 
and why they have dropped out.   

• Develop climate survey for students To help identify problems that students are facing in 
the college, IST should implement a climate survey similar to what it has done for the 
faculty/staff. The goal would be to capture issues that students face in the classroom and in the 
college in general.  
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4.5 Professional Development (Faculty/Staff)  
• Create a diversity committee that is more representative of the college IST should 
establish a diversity committee that contains faculty, staff, administrators and students (both 
graduate and undergraduate) from different areas in the college. The committee would serve as 
the “eyes and ears” of the college to monitor the environment.  The committee should count as 
regular service credit for faculty.  

• Increase faculty awareness of diversity issues, especially in the classroom IST should 
develop methods to make faculty more aware of diversity related teaching issues in the 
classroom. With the large number of students in IST classes who are white males, it is 
important for faculty to ensure that female and underrepresented students do not feel isolated.     

• Develop an educational workshop that is focused on student-centeredness IST should hold 
an educational workshop focused on making the college even more student-centered than it 
currently is. As part of this workshop, it is important to understand that different students have 
different needs and identify ways that we can meet these needs.   

• Develop an organizational policy on how the Associate Dean of Diversity, Outreach, and 
International Engagement can respond to complaints from students in the classroom and provide 
feedback to faculty IST needs to develop an organizational policy on the role that the Associate 
Dean can play in responding to student complaints about faculty treatment in the classroom as 
related to diversity issues and the actions that the Associate Dean can take in responding to the 
complaints.    
• Incorporate concepts of diversity into courses that makes sense to have them  IST currently 

has one course specifically focused on diversity: IST 341 (Human Diversity in the Global 
Information Economy). But not all students take this course. Further, awareness of 
diversity issues is something that should be reinforced throughout the students’ 
experience in IST. Therefore, faculty should be encouraged to incorporate modules on 
diversity in both technical and organizational classes. Faculty should be encouraged to 
and be rewarded for attending seminars and workshops that would help them in this 
regard. Diversity training programs are offered by the Schreyer Institute for Teaching 
Effectiveness. IST can also consider developing its own in-house workshops.     

• Ensure that diversity is re-enforced through-out the curriculum Although certain classes may 
be more amenable to directly discussing diversity,  
• many classes throughout the curriculum can incorporate problems that deal with  

o different types of diversity issues. Faculty should be encouraged to create problems  
o that have some diversity related issues at its core.  

• Educate donors about diversity issues IST should identify donors who may be interested in 
supporting diversity-related funding for the college. It should also highlight to donors how 
the college is addressing diversity issues.   
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5. Conclusion  

This taskforce engaged in a comprehensive consideration of the makeup of the undergraduate 
population in IST. By comparing our data to that from other STEM programs and iSchools, we 
are better able to see how we are doing. By identifying ‘best practice’ programs we are able to 
elicit ideas for interventions. Some of the recommendations discussed by the task force are 
already present in the conceptualization of the new Office of Diversity, Outreach and 
International Engagement. Other recommendations can be incorporated into the college’s new 
strategic plan. But the lasting message that must come from the work of this task force is that 
developing and maintaining a diverse student population will not result from the efforts of a 
single office. The goal of achieving greater student diversity must be understood to be the 
responsibility of all members of the college community.    
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