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Feedback on Progress Implementing 
A Framework to Foster Diversity at Penn State: 2004-09 

Smeal College of Business 
Final Progress Report 

 December 2009  
 
In many ways, this Report is much more than an update. During the review process, the committee was 
guided by the direction of the Smeal College 2008 Strategic Plan, which has Community of Distinction as 
one of the Strategic Pillars. As a result, this update not only includes recent developments, but also 
other initiatives and programs that were not in the original 2004 Framework. The intent is to serve as a 
comprehensive foundation that will help provide direction for the 2010-2015 Framework that is 
consistent with the College’s strategic plan. 
 
This update is the collective effort of the College Diversity Advisory Committee, along with other 
members of the Smeal Community. The process was designed to capture a diversity of ideas by involving 
key stakeholders from diverse backgrounds. It is our intention to improve on the effort by reaching out 
to more members of the Smeal Community both internal and external. 
 
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 

Assessment Questions 
 
1.  How does your unit define or describe diversity?  

 
Diversity covers a range of attributes, such as race, ethnicity, geography, age, gender, disability, religion, 
sexual orientation, veterans and socio-economic status, and ideas.  Since the 2004-2009 A Framework to 
Foster Diversity at Penn State update, the Smeal College of Business has initiated a Strategic Plan that 
incorporates four main pillars including: Extraordinary Education, Research with Impact, Dialogue with 
Society, and Community with Distinction. Our Strategic Plan includes diversity and honor/integrity as 
essential values in achieving our new strategic goals. We feel that diversity and honor/integrity go hand-
in-hand in determining the organizational culture and direction of the community. We feel that these 
values are essential and are therefore included in the update and the 2010-2015 Plan. 
 
How is the understanding demonstrated in areas of emphasis within your unit?  

 
• The Capital Campaign that began in 2007 included the following goals for diversity initiatives 

including scholarships and faculty endowments earmarked for diversity candidates. 
         Goal        Progress Time-elapsed  % Achieved 
"For the Future" Campaign $100,000,000 $25,873,176 38.0% 25.87% 
Ensuring Student Opportunity $15,000,000 $8,203,242  54.69% 
Enhancing Honors Education $9,250,000 $1,099,332  11.88% 
Enriching Student Experience $19,750,000 $709,305  3.59% 
Faculty Strength and Capacity $19,500,000 $2,067,630  10.60% 
Foster Discovery and Creativity $17,000,000 $4,219,825  24.82% 
Sustaining a Tradition of Quality $19,500,000 $9,573,843  49.10% 
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• The college continues to offer several courses in the curriculum that address issues of diversity 
in a global, digital economy.  Students are also encouraged to find courses offered across 
campus that enhances their diversity education from experts in the field.  For example, the 
University now offers a minor in Sexuality and Gender studies 
(http://www.womenstudies.psu.edu/sexuality-and-gender-studies/).  

• The Smeal Marketing and Public Relations department promotes diversity in publications, 
multimedia sites, advertising campaigns and websites through marketing efforts that represent 
Smeal’s diverse population and are targeted to global audiences.   

• The Smeal Alumni Mentoring Program allows all Smeal students to pair up with successful 
alumni in the business world. Alumni mentors help pave the way to successful careers for future 
graduates by providing advice and answering questions that will better prepare them for job 
interviews. 

• Smeal continues to practice a number of outreach programs including the Business 
Opportunities Summer Session (BOSS) which introduces talented, underrepresented high school 
students to educational enrichment, career awareness, and corporate culture via a two-week 
summer program at the Smeal College of Business. Participants from Philadelphia, Pittsburgh, 
Washington, D.C., and New York City are ushered into the typical life of a Smeal student by living 
in dormitories and taking courses focused on writing, math, leadership, and teambuilding. The 
goal of the program is to expose diversity students to the vast opportunities that await them at 
Smeal and Penn State.   

• Powerful Women Paving the Way 2008 Conference was the inaugural event and part of the 10th-
anniversary celebration for the College’s Women in Business Organization. 

• The Smeal Honor Code is part of Honor and Integrity at Smeal.  It represents a shared 
commitment to uphold the values of integrity and honesty in our academic pursuits and is a key 
aspect of all curricula within the college.  We have a new Director of Leadership Integrity who 
partners Smeal students and faculty in a shared commitment to foster a culture of academic 
integrity both inside and outside of the classroom.   

 
2.  How has your unit distributed information to the students about the University’s diversity 
initiatives?  

• The Dean’s Town Hall Meetings, resource guides, pamphlets, and announcements in classes 
where appropriate all continue to serve as mechanisms for information sharing. 

• Display monitors in the Business Building, individual e-mails, list-serves, FTCAP, First Year 
Seminar, Business Roundtable, the Undergraduate / MBA / PhD Exchanges (focused student 
websites), Undergraduate Department Education Program Newsletter, and student 
organizations are all used as vehicles for diversity announcements and education (both formal 
and informal).  

• In addition to the availability of a collection of courses with significant diversity content, the 
college requires all Smeal students to take BA 411, a capstone class that encourages a diversity 
of ideas, as does the 297A course. It is comprised of alumni, corporate associates and students 
working together to better prepare our students for a career in a global and diverse economy. 

http://www.womenstudies.psu.edu/sexuality-and-gender-studies/�
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• Business Roundtable is an organization comprised of executive representatives from every other 
student organization within the college.  As a whole, this roundtable of student leaders offers 
diverse presentations and functions as a discussion forum aimed at prompting increased 
communication and interaction among Smeal’s student organizations. 

• The Next CEO is an annual public competition managed by Smeal’s Corporate Relations Office, 
that promotes leadership development via round robin competitions where students act as a 
company CEO and interact with top-level management and companies. The competition is 
judged and funded by our esteemed Corporate Associates. The event now includes a trip to the 
Center for Strategic and International Studies (CSIS) in Washington, D.C., where the student 
participants have the privilege of being trained on the Seven Revolutions by Erik Peterson and 
several of the world’s foremost scholars. 

• A visual representation of diversity is found in the College’s Hintz Courtyard Plaza in the form of 
a female statue titled The CEO. 

• A number of measures have been taken to promote integrity as a fundamental value of the 
Smeal community:   

o Posters and websites (http://exchange.Smeal.students.ug/honor) have prominent 
placement throughout classrooms and commons areas.    

o During Orientation, entering MBA students receive online and workshop-based training 
in academic  and professional integrity.   

o Honor & Integrity course module developed for First Year Seminar (2007).  Newly 
designed Smeal Honor Code module delivered Fall, 2009 (40 sections). 

o Smeal Honor Code Peer Addresses – students bringing honor code messages into the 
classrooms.  Tailored to level of study, these messages have reached nearly 5000 
freshman through senior level students (Spring-Fall ’09). 

• Social Marketing Campaign – refreshing websites and updating posters to showcase honor and 
integrity as cultural values that define the Smeal Community. 

• Majors Nights – outreach to students entering the majors in the first semester of their junior 
year.  These sessions feature students talking to their peers about the importance of integrity in 
academics and careers. 

• Alumni Engagement – introduced a structured framework for alumni and students to engage in 
a mentoring discussion about integrity from a marketplace perspective.  Students learn about 
professional integrity challenges that alumni face as business leaders, and the students relate 
those mentored lessons back to the community values represented in the Smeal Honor Code. 

Does your unit have formal mechanisms in place for discussion of diversity initiatives with students? If 
so, please describe.  
 

• The college has continued to provide support for the annual S.T.A.R.T. Conference, which has 
helped to educate students, faculty, staff, and the external Penn State community in the areas 
of diversity in the workforce and the changing demographics in the U.S.  

• Discussions also occur in the First Year Seminar, the Business Roundtable and within several 
student organizations such as: the Council on Multicultural Organizations (COMO), which 
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include National Association of Black Accountants, Women In Business, The National Hispanic 
Business Association, Multicultural Business Society, the Black Male Leadership Symposium at 
the undergraduate level and the Minority MBA Association and National Association of Women 
at the graduate level.  

• Events such as Diversity Appreciation Weekend (DAW), MBA Orientation, and ongoing meetings 
with the Director of Undergraduate Diversity Enhancement and the Associate Dean for Diversity 
and Community are all vehicles for discussion.  

• The Diversity Committee in the college has recently expanded to include two women of 
multicultural backgrounds representing the offices of Honor and Integrity and the IT Group.   

• The Allies Network has expanded from three to twenty four allies in the college.  We have 
offered sensitivity workshops to address LGBTA topics and concerns.  In addition, several faculty 
members in the college have hosted straight talks. 

• The college reorganized and realigned resources and physical spaces to dedicate personnel and 
space for international programming services. 

• Diversity in undergraduate research has been enhanced through undergraduate visits to Africa 
and other international locations.  

• The college celebrates diversity related events and activities including Hispanic Heritage Month, 
Diwali, MBA Chinese New Year, MBA Thanksgiving Dinner for international students, MBA 
International Potluck, Minority MBA Association’s Jazz programs, National Coming Out Week 
and Out in Business. 

• Smeal for Life is a diverse student led initiative that focuses on promoting the values of: 
civersity, honor and respect for the entire Smeal community.  

• Through the Smeal Alumni Society Board of Directors and its task forces, we promote diversity 
in a variety of ways. 

o The Mentoring Task force conducts a pilot year-long mentoring initiative where 
the group focuses on providing students and alumni with a forum to establish a 
meaningful and relevant mentoring relationship, so that students may learn 
about career paths and professional fields. This year, the pilot year-long 
mentoring program involves 47 alumni and 90 undergraduate students, of 
diverse geographic locations, industries, majors, and race/ethnicity. 

o In the Business and Community Relationships Task force, the alumni focus on 
facilitating meaningful relationships between the Smeal College and our 
volunteer alumni; and to seek and maintain strong connections in the context of 
our program affiliate groups (in Philadelphia and Pittsburgh). Again, our 
members and volunteers represent diverse geographic locations, industries, and 
majors.  

o In the Awards Task force, the group focuses on recognizing Smeal alumni for 
their exceptional service to the Smeal College and University. This service can be 
defined in a diverse manner including service to the college, to local chapters, to 
recruit Smeal students to their organization, and to participate in Smeal 
programs. These awards include the Smeal Alumni Diversity Award, to honor 
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alumni who have demonstrated a commitment to Smeal's goal of being a 
diverse and mutually supportive community which provides a climate of 
sensitivity, open-mindedness, and respect; and the Smeal Student Diversity 
Award, to recognize a Smeal student for leadership in an individual or group 
project that furthers diversity efforts at Smeal.  
 These past award recipients, from 2006 to present, are included below: 

Smeal Alumni Diversity Award 
2009: Jocelyn Moye ’05 - African American Female 

2008: Karen Hill ’98, ’03 M.B.A. - African American Female 
2007: Ted Singleton ’92 M.B.A. - African American Female 

2006: Ken Henderson, Esq. ’71 - African American Male 
 

Smeal Student Diversity Award 
2009: Krystal Alvarez (’10) - Hispanic Female 

2008: April January ’08 M.B.A. - African American Female 
2007: Antonio Hurley ’07 M.B.A. - African American Male 

2006: Darnell Gibbons ’07; Tyrone Hutchins ’07 - African American Males 
 
 

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

• The Dean will continue to communicate both the university’s and the college’s diversity 
initiatives within the Strategic Plan and discuss them at faculty, executive committee, and 
management committee meetings. The minutes of these meetings are shared with the entire 
faculty and staff of Smeal.  

• College listservs, the Business Building LCD displays and web sites assist in disseminating 
information on the University’s diversity initiatives to our faculty and staff. 

• Top management in the college is more diverse with a Senior Associate Dean who is of multi-
cultural background and a female Associate Dean for Planning and Administration.   

• The Associate Dean for Diversity Enhancement continues to serve on the executive committee. 

• Formal academic integrity training has been provided to all Smeal faculty who teach graduate 
level courses.  The training is designed to equip faculty with the tools to serve as panel members 
on academic integrity case reviews.  This community approach ensures that Smeal faculty are 
supported in their efforts to uphold integrity in their own classrooms and across the college. 

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

• The composition of the diversity committee has been expanded from 13 to 16 individuals with 
representatives from diverse and multicultural backgrounds. It is chaired by the Dean and 
includes representation from senior faculty, clinical faculty, the Marketing Office, the Human 
Resource Office, the IT department, Ph.D., MBA, and undergraduate students, staff, the Director 
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of Undergraduate Diversity Enhancement, the Director of Leadership Integrity, and the 
Associate Dean for Diversity and Community.  

• The committee will implement and monitor accountability on the Smeal Diversity Plan. In 
addition, they will continue to: 

o Advise the Dean's Office on diversity issues; 
o Help with the communication of the college's diversity initiatives to all our stakeholders; 
o Monitor the climate and the college's diversity efforts for faculty, staff, students, and 

alumni; 
 Collect and update data on minority representation among students, faculty, 

staff, and administration, as well as retention and matriculation rates for 
students 

 Collect benchmarking data from peer institutions, corporations, affinity groups; 
 Provided best practices and avenues for recruitment and retention of diverse 

students and faculty 
 Workshops on how to conduct a search for diverse faculty/staff 
 CORED – session on promotion and tenure 

 Organize diversity workshops and other activities for staff and faculty; 
 Example, College Allies attend rallies and we have hosted the Director of 

the LGBTA group to conduct workshops for the college 
 Recommend development of new courses to reflect diverse market segments 

and opportunities 
 Monitor the impact of changing entry requirements on minority enrollments in 

the MBA program 
o Monitor the impact of enrollment controls on minority students’ admission to 

undergraduate majors. In addition, they will continue to work collaboratively on the 
updates as well as the planning and assessments for 2010-2015. This has given faculty, 
staff and students an opportunity to become more involved with the diversity that 
surrounds them in the Smeal Community and also provides the opportunity for 
leadership. 

 
5.  What is the role of your multicultural coordinator? 
 
Smeal has two multicultural positions: one focused on undergraduate advising and organizations; and a 
senior executive on the Executive Committee of the college to look across all programs as well as staff 
and faculty recruiting and retention.  The college has reorganized The Office of Diversity Enhancement 
so that it is now part of the Dean’s Office.   
 
The duties for the Undergraduate Diversity Enhancement Program Director include, but are not limited 
to, the following: 

• Develop, implement, and coordinate efforts to improve the academic advising system for 
minority students and monitor minority student progress to assess the need for intervention 
and assistance 
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• Maintain a working relationship with various diversity-related organizations both internal and 
external to the University 

• Serves on or participates in diversity related boards and programs: 
o President of Forum on Black Affairs (FOBA) 
o Admin Council for Multicultural Affairs 
o Council on Racial and Ethnic Diversity (CORED) member 
o Fast Start Mentoring Program 
o Council of Multicultural Leadership 

• Taught BA 445 – Managing Diversity through the college Management and Organization 
Department 

• Involved in development activities, represents the college on the Council of College Directors of 
Multi-cultural Programs (CCDMP), Administration Council of Multicultural Affairs, CORED, FOBA 

• Consult with representatives of diverse communities, high school systems, community colleges, 
and other educational institutions to share information on programs and expectations for 
diversity programs (especially for undergraduate students). 

 
The Associate Dean for Diversity and Community assists with the recruitment and retention of under-
represented students to the MBA, MMM, and Ph.D. programs, as well as under-represented applicants 
for faculty and staff openings. This position is also responsible for the following: 

• Encourage diversity in the curricula across programs’, 

• Develop a supportive climate for the entire Smeal community, 

• Identify and implement special outreach to minority alumni;  

• Raise funds for the College’s diversity efforts including scholarships, faculty endowments, and 
event sponsorship 

• Responsible for Honor and Integrity initiatives in the college 

• Teaches several International Business courses 

 
6.  Which strategies have been most successful in addressing this Challenge? Which have been least 
successful? Which could be termed “best practices”?  
 
Best Practices include: 

• The First Year Seminar continues to provide a venue at the beginning of the Smeal academic 
experience where a strong foundation for diversity and respect can be built. This is where we 
attempt to communicate Smeal’s values concerning work ethic, integrity, and diversity that set 
the stage for the student’s remaining years at Penn  State 

• Race Relations module included in BA 242 which is a mandatory course in the introduction to 
business ethics for all Smeal sophomores (supporting data in challenge 5). 

• Assigning graduate students to work with COMO.  (Supporting data in Challenge 3) 

• The MBA Diversity Workshop during orientation also serves to highlight the value of diversity in 
both academic and managerial settings.  
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• The MBA Association hosted Diwali at Smeal which featured Indian students sharing cultural, 
historical and business information with their peers.  The program featured an informative slide 
show, trivia questions, Indian music, food and fashion in an interactive and entertaining format.  
A highly diverse MBA community of students participated in preparing the skits, dances and 
slide shows that fostered a multicultural celebration of South Asian heritage. 

• The MBA Association also hosted the Chinese New Year Celebration which emphasized Chinese 
students sharing historical and cultural information with their fellow students, faculty and staff. 
The program featured a Chinese history slide show, Traditional Chinese food, Chinese music and 
a vast showing of Chinese fashion in an interactive and entertaining format. Over 20% of the 
MBA first and second year classes participated in preparing the skits, dances and activities. 

• Women in Business recognized as the best organization at the university twice in the last two 
years. 

• The Black Male Leadership Symposium recognized as best new organization at Smeal and most 
collaborative at the University level in 2007 and 2008 (supporting data in challenge 3). 

• The BOSS program at Smeal has grown to include more students and has resulted in a higher 
number of students of diverse backgrounds seeking opportunities at the university. (Supporting 
data below) 

• The START conference continues to offer excellent workshops with growing numbers of 
students attending. (Supporting data below) 

• Open door policy that allows direct interaction with the Director and Associate Dean for 
Diversity Enhancement has also been a successful mechanism for addressing the purpose, 
importance, and direction of diversity initiatives in the Smeal College. 

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

• Students: To date we have relied on qualitative assessments for a number of our diversity 
projects. Informal feedback has been encouraged. Sustainability and growth of COMO programs 
have demonstrated student interest. Student attendance and active involvement in these 
organizations have grown over the past several years. 

• BOSS program attendee numbers have increased from 25 applications and 14 registered in 2008 
to 25 applications and 22 registered in 2009.   

• START conference attendee numbers have seen a similar increase over the last two years.  In 
2008, 175 registered with 125 attending.  This year, 225 registered with 186 attending. 

• Scholarships exist for students including the Dean’s Merit Scholarships, Hintz Scholarship for 
students going abroad, the Barbara Jordan scholarship, the Bunton Waller scholarship for high 
achieving students which factors in economic disadvantage, geographic diversity and 
ethnic/racial underrepresentation at Penn State (please see the chart included at the end of this 
section) 

• Using a staged approach to training and implementation, we have expanded our honor 
community to include undergraduate, MBA, Executive MBA and PhD students and faculty.   In an 
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effort to gauge students’ experiences with the Smeal Honor Code in the classroom, the SRTE has 
been modified to include a question on academic integrity.  Students are asked to rate the 
instructor’s effectiveness in upholding academic integrity.   

• In the interest of driving continuous program improvements, annual surveys are conducted to 
monitor faculty and student attitudes, behaviors and perceptions of Honor & Integrity programs 
at Smeal,  

• Our building offers technologies to assist those with learning or physical disabilities.  These 
include amplification devices for the hearing impaired, handicapped accessible seating in all 
building classrooms and conference rooms.  Additionally, signage in the building meets ADA 
compliancy and all main doors are power-assist handicapped accessible. 

• Faculty/Staff: The Dean and the Senior Associate Dean meet regularly with the unit heads to 
review past activities and to suggest future plans. 

• The Dean continues to chair the Diversity Committee, which has grown to 16 members and 
includes females, allies and multi-cultural and diverse individuals. 

• LGBT Allies network in Smeal has grown from 4 to 24. 

• Increase in alumni participation in the following: personal involvement, donations for diversity 
scholarships and programs, feedback on our outreach efforts, attendance at professional college 
events and mentoring of current students. 

• Significant advances have been made in communicating diversity in the curriculum (This is 
addressed in greater detail in Challenge 5) 

o Manage diversity undergraduate course 
o International business courses 
o Capstone undergraduate course 
o Business ethics courses 
o First year seminar 

• The MBA program has a mandatory global immersion program that exposes students to Asia, 
Europe and Latin America. 

• MGMT 451W (Business Ethics and Society) focuses on developing students’ abilities to 
understand and manage ethical conduct and social responsibility in business organizations.   

• BA342 (Socially Responsible, Sustainable and Ethical Business Practice)  
o As they enter their field of study, students in B A 342 will be introduced to the major 

ethics, social responsibility and sustainability issues that face business practitioners 
within their field and across related disciplines.  

• FYS Honor Module 
o Introduces students to the Smeal Honor Code with an emphasis on accountability, 

student responsibility and transparency.  Utilizes case summaries and a variety of 
teaching tools to help students gain an understanding of our shared commitment to 
strengthen the Smeal culture of integrity. 

• Peer Honor Address 



10 
 

o Smeal students delivering honor code messages in the classrooms.  Tailored to level of 
study, these coordinated messages have reached nearly 5000 freshman through senior 
level students (Spring-Fall '09) 

• Faculty Academic Integrity Training Workshops where formal training on the Smeal Honor Code 
is provided to all Smeal faculty who teach graduate level courses in the college.  The training is 
designed to equip caulty with the tools to serve as panel members on academic integrity case 
reviews.  This community approach ensures that Smeal faculty are supported in their efforts to 
uphold integrity in their own classrooms and across the college. 

• The international programs office has grown in size and now has a formal space allocated for 
their efforts. 

• Workshops/ Presentations: The Shoemaker Lecture Series on Business Ethics and The Global 
Sullivan Principles Workshops which address issues such as universal human rights, diversity at 
the workplace, freedom of association, employee compensation, health and safety, bribery and 
corruption, sustainable development, and improvement in the quality of life.  The LGBTA 
workshop and START conference help promote sexual/gender and diversity issues. 

• MBA students host a series of Ethical Pizza discussions, featuring guest speakers addressing 
students on professional integrity and business ethics topics.   Our speakers this year have 
included Smeal faculty discussing financial markets decline, and truth in advertising, as well as 
Mr. Aaron Beam sharing his experiences as former CFO of Health South. 

 
 
 



11 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Diversity Enhancement Scholarships for 08/09 
October 27, 2009 

Name of Scholarship Grad/Ugrad 

Annual (non-endowed)  
Dean's Freshman Merit Scholarship Ugrad 
Johnson & Johnson Ambassador Scholarship Ugrad 
Smeal College of Business Administration Undergraduate Minority Scholarship Ugrad 
College of Business General Scholarship (UG Diversity) Ugrad 
College of Business General Scholarship (Boeing) Ugrad 
College of Business General Scholarship (PPG) Ugrad 
START Scholarship Ugrad 
Emergency Scholarship Ugrad 
Smeal College of Business Administration Graduate Minority Scholarship Grad  
  
Endowed for Under Represented Population  
AT&T Endowed Scholarship Ugrad 
Martha Barnhart Scholarship in Business Administration Ugrad 
Martha Barnhart Jordan Diversity Outreach Scholarship Ugrad 
William A. Donan Undergraduate Scholarship Ugrad 
Louis J. Grabowsky Accounting Scholarship  Ugrad 
John R. Jr., John R. III, and Jayne E. Miller Scholarship in Business Administration Ugrad 

Donald A. and Marcia Herr Pizer Scholarship in Accounting Ugrad 
Kirk and Laura Rothrock Enrichment Scholarship Ugrad 
Evon M. Shields Memorial Finance Award Ugrad 
John and Elizabeth Surma Enrichment Scholarship Ugrad 
Vernis Welmon Endowment for MBA Minority Affairs and International 
Programs 

Grad 

Virginia Gross Kimmel Scholarship Grad 
William Donan Minority MBA Fellowship Endowment Grad 
Suzanne & Robert Davidow Trustee Scholarship Ugrad 
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Challenge 2: Creating a Welcoming Campus Climate 
 
Assessment Questions: 
 
1. How does your unit’s leadership demonstrate support for diversity? 
 
Leadership has engaged in a number of efforts to support and indeed enhance diversity.  A sampling of 
these efforts includes: 
• Increase financial support for diversity scholarships and programs  

• Institute special recruitment initiatives to attract a diverse student body (e.g., working with high 
school counselors); 

• Provid financial and professional support for diverse student organizations and 

• Supporting diversity searches for faculty and staff positions (e.g., hiring a recruitment firm to 
identify candidates of color for a professorship). In 2008, we were successful in hiring a Donan 
Professor of Marketing.   

• In 2009, we internally promoted a faculty member with a diverse background to the position of 
Ph.D. Programs Director. She will begin January 2010. 

 
2. How does your unit identify climate issues? 
 
Two primary mechanisms include: 

• Solicit suggestions for enhancing the climate from students in private and public meetings with 
organizations such as the Diversity Committee, the Minority MBA Association, Business 
Roundtable, and COMO.  

• Identify specific climate issues through interactions (formal and informal) with unit heads. 
 
 
3. How does your unit monitor climate? 
 
The Smeal College has made two attempts to assess climate through an online survey. The survey was 
first administered in spring semester, 2005. Due to the small response rate (n=207) which was 
attributed to distributing the survey at the end of the semester- a second survey was administered in 
November, 2005. This second survey generated even fewer responses (n=167). In the Data Analysis 
section of the report, the analyst working with the college on interpreting the results of the survey(s) 
noted, “the data are not generalizable to the population because of the extremely low response rates.  
We plan to revisit the survey method in the future and use more strategic ways to collect data (e.g., 
through the sophomore core courses or MKTG 241/242). 

 
Because of the limitations of the surveys, the college engaged in focus groups in Fall ’07 and Spring ‘08 
that addressed climate issues related to diversity. The groups comprised of: (1) “Mainstream” Males 
(Caucasian); (2) “Diversity” Males (African-American and African); (3) “Diversity” Females (African-
American, Latina).  The focus group protocol, survey and results are attached in Appendices 2.1, 2.2 and 
2.3.  Due to challenges in recruiting participants, we did not conduct a focus group with Caucasian 
females and recognize that they are likely to have a unique and important perspective on climate.  
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These focus groups will be ongoing in order to monitor reactions to new and existing policies and to 
serve as an early warning system for changes in the Penn State environment.  We intend to track these 
groups over time, if possible, and obtain a balanced sample for the focus groups. 
 
 
4. How does your unit respond to climate issues? 
 
The college’s response to climate issues will depend on the nature of the perceived issue. Some 
concerns can be dealt with on the spot through dialogue with senior management and diversity 
directors (e.g., a minority student who has problems with service providers at the college). Larger issues 
will be handled by the unit head in consultation with, and supported by, management. In both cases, the 
policy of the college is to gather all relevant information, to keep the concerned parties informed of the 
process, and to propose a plan of action in a timely manner. In the end, common sense, openness, and 
honesty are driving forces. 
 
 
5. What unit-wide and individualized approaches have you developed to enhance overall climate and 
individual’s satisfaction with the environment? 
 
Since moving into the new Business Building, the college has leveraged the facility to enhance the 
climate for the entire Smeal community, as well as for a variety of groups outside the college. The 
atrium was designed to be useful and accommodating to all of our students, staff, and faculty. The 
layout of the furniture provides a welcoming environment for group interaction. The Blue Chip Bistro 
has a diverse selection on its menu that changes periodically. The meeting rooms vary in size and format 
in order to meet the needs of different groups. The digital screens in the building help promote events, 
creating a sense of community and progress. The new building has greatly enhanced satisfaction with 
the environment by allowing accessibility to the whole Smeal Community for events, which are included 
below. 
 
• Student focused events: 

o Career Fairs- The Smeal College of Business participates in multiple career fairs, including 
the Supply Chain Management Career fair. These fairs provide Smeal students an 
opportunity to talk directly to companies looking for business students. 

o Student Orientations- Smeal Undergraduate and Graduate students have respective 
orientation programs focused on helping students make the transition to the college. These 
programs are beneficial to the Smeal Community and the welcoming climate. 

o MBA Graduation- The MBA program hosts a pre-commencement ceremony for the 
graduating MBA students. Faculty and Staff, First year students, and the family and friends 
of the graduating students are invited to celebrate their transition into the workforce. 

o Senior Send-Off Celebration: Event takes place twice a year with 450 attendees in the Fall 
and 2,200-2,400 attendees in the Spring, including graduating seniors, families, faculty, and 
staff. Graduating seniors are welcomed into the Penn State and Smeal alumni network, 
comprised of more than 68,000 Smeal alumni.   

o Diwali Celebration- The Diwali Celebration at Smeal which featured Indian students sharing 
cultural, historical and business information with their peers.  The program featured an 
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informative  slide show, trivia questions, Indian music, food and fashion in an interactive 
and entertaining format .  A highly diverse MBA community of students participated in 
preparing the skits, dances and slide shows that fostered a multicultural celebration of 
South Asian heritage. 

o Chinese New Year Celebration- The MBA Association also hosted the Chinese New Year 
Celebration which emphasized Chinese students sharing historical and cultural information 
with their fellow students, faculty and staff. The program featured a Chinese history slide 
show, Traditional Chinese food, Chinese music and a vast showing of Chinese fashion in an 
interactive and entertaining format. Over 20% of the MBA first and second year classes 
participated in preparing the skits, dances and activities. 

o International Potluck- The MBA Association hosts a bi-yearly international potluck. This 
potluck brings students of different cultures together for great food and community 
interaction. Each potluck ends with a cultural storytelling time where students are asked to 
tell a story about their heritage, culture or upbringing.  

o Support for Student Organizations (i.e. meetings, seminars, and various other activities)- The 
college supports new and continuing student initiatives through allowing the use of 
classrooms, conference rooms, and the atrium for various student activities. 

o Spend a Summer/Fall Day(s)- The Spend a Day session brings undergraduate diversity 
candidates from Philadelphia, New York and DC to the University Park campus to teach 
them about the college and to recruit qualified diverse students. 

o BOSS- The Business Opportunity Summer Session (BOSS) initiative is a pipeline program 
used to get high school students interested in the Smeal College of Business.  

o Diversity Career Fairs (NBMBAA/NSHMBA/Other Conference Sponsorship)- The MBA 
Program at Smeal sponsors housing for MBA students to go to diversity conferences- 
regardless of race, ethnicity or gender.  

o Freshman (First Year) Seminar- The First Year Seminar is an introductory course for students 
that give them the basic history about Penn State and the surrounding area as well as 
preparing them for their matriculation through Penn State. Diversity is a component of the 
seminar. 

o FTCAP- FTCAP is the Freshman Testing, Counseling, and Advising Program. This program 
assists new first-year students in evaluating their educational plans by providing them, prior 
to initial registration, with a comprehensive program of testing, individualized educational 
planning, and academic advising. 

o Hispanic Heritage Month and related activities (e.g., Salsa night), piloted Fall 2009- In 
October 2009 the Smeal Community celebrated Hispanic Heritage Month.  The program was 
led by Smeal undergraduate and graduate students through various events, such as a 
networking program in conversational Spanish and a Latin dance workshop.  The events 
were highly attended and received accolades from students and faculty.  This was a student 
led program that provided leadership experience and visibility to students across Smeal.  
Staff members were also recognized for their participation, such as the Blue Chip Bistro for 
their contributions to include a Latino cuisine menu during the entire month.  The Blue Chip 
Bistro manager was presented with a certificate of appreciation by student leaders.  Overall, 
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Hispanic Heritage Month created a climate for fostering diversity and creating Latino 
awareness.  The entire community was invited to engage in interactive activities that 
created exposure and learning opportunities for all Smeal students.    

o Netiquette- Netiquette is a NABA (National Association of Black Accountants) event. It 
combines networking and etiquette to ensure all students are able to understand the 
importance of networking and the importance of proper etiquette in dining, writing and 
verbal situations.  

o Powerful Women Paving the Way- A very successful conference that featured successful 
female speakers for the women, and interested men, of Penn State. 

o International Programs Office and Lounge- The IPOL is a linchpin for undergraduate students 
who are planning to go abroad. This office helps students gain a better understanding about 
the culture(s) they will soon immerse themselves in for their study abroad program.  

o Tailgates- Smeal students, particularly MBA Students, use tailgates as a chance to build 
community amongst their peers, as well as connect with the faculty, staff, alumni, and 
corporate recruiters of the MBA program.  

o Senior Scholars Dinner- The Senior Scholars Dinner celebrates the graduating class for the 
School of Business scholars. This event honors the hard work and dedication of the Senior 
Scholars and invites faculty and staff to also celebrate. 

o Monthly Scholar Dinner- The Monthly Scholar Dinner brings undergraduate scholars 
together with graduate assistants to discuss issues pertaining to academia, professional, and 
social topics. 

o Thanksgiving Dinner- Thanksgiving dinner is an event hosted by the MBAA in celebration of 
Thanksgiving Day. This event highlights American tradition for international students in the 
MBA Program and invites all MBA students, faculty, staff and families. 

o START- The Striving Towards Awareness and Respect for Tomorrow Conference is a diversity 
conference hosted and organized by Smeal students. The purpose of this program is to 
educate the Smeal College and the surrounding areas about diversity issues in the 
workplace. 

o “The Dean is in the Atrium”- Once a month, the Dean of the School of Business sits at a table 
in the atrium to answer questions and meet with the students, faculty, and staff of the 
college. This encourages and creates a more welcoming and caring atmosphere. 

o Ph.D. Student Organization luncheons- held every month to foster sense of community 
among Ph.D. students 

o Ph.D. student major-specific potluck – The Ph.D. students in Supply Chain & Information 
Systems (SC&IS) gather together for potluck meals once a semester, this provides an 
opportunity for everyone (students, faculty and staff) to share their cultures and different 
types of food. 
 

• Faculty/Staff focused events: 
o Faculty Advisory Committee- In order to create an open environment the Dean meets every 

six weeks with the Faculty Advisory Committee to receive and share information about the 
direction of the college.  
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o Monthly Faculty Networking Lunches- Every month, the Dean sponsors a networking lunch 
for faculty members with a spotlight on faculty research. 

o Fall Faculty Meeting- At the beginning of each semester, the Fall Faculty Meeting provides 
information about the state of the college and a reception for faculty members to mingle, 
become reacquainted and meet new faculty members.  

o Staff Recognition Awards- Every year there are nominations for the Staff Awards. The 
recipients are recognized at a special luncheon.   

o Staff Advisory Committee- In order to create an open environment the Dean meets every six 
weeks with the Staff Advisory Committee to receive and share information about the 
direction of the college. 

o Staff Networking Lunches- Every semester, the Dean sponsors a networking lunch for staff 
members.  

o Fall staff meeting- At the beginning of each semester, the Fall Staff Meeting provides 
information about the state of the College and a luncheon for staff members to mingle, 
become reacquainted and meet new staff members.  

o Staff sponsored events to raise money for United Way- The Staff Advisory Committee has 
bake sales, sells promotional products, engages in a recipe book to help build community 
while also raising funds for the needy. 

o Celebration of milestone years of service for staff – every five years, the college provides 
special recognition by the Dean and gift cards for staff members. 

o Penn State Forum Lunches- The college purchases tables for each of the forum lunches 
throughout the academic year so that any faculty or staff member can attend.  

o Tailgate Lunch- The Staff Advisory Committee sponsors a tailgate for Smeal faculty and staff. 
o Smeal Baseball Dinner- Smeal college has sponsored a dinner and Spikes baseball game at 

Medler Field for faculty, staff, significant others and their children. 
o Holiday Party- Each year, the college hosts a holiday party for the Smeal community that 

includes faculty, staff, their significant others and children. 
o The Chili Competition- The Staff Advisory Committee sponsors an annual Chili Competition 

where members of the entire Smeal community can compete. It serves to create a 
welcoming atmosphere. 

o Receptions for retiring faculty and staff- Smeal holds a reception to honor and appreciate 
the retiring faculty and staff members of the college. 

o Revival of the Smeal Newsletter- The Smeal College of Business has reestablished the Smeal 
Newsletter to create a sense of community among the faculty and staff and to encourage a 
wholesome environment by providing information about the college’s plans and direction. 

o Smeal Community Cookbook- The cookbook is a collection of recipes from faculty and staff. 
It was put together by staff members as a fundraiser. 
 

• Alumni focused events: 
o Pre-game Dinners- Approximately 50-60 alumni are invited into the home of Dean Jim and 

Michele Thomas for dinner, prior to most home games.  Alumni have the opportunity to 
network with other alumni, current students, faculty, and staff. 
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o Senior Send-Off Celebration- This event takes place twice a year with 450 attendees in the 
Fall and 2,200-2,400 attendees in the Spring, including graduating seniors, families, faculty, 
and staff. Graduating seniors are welcomed into the Penn State and Smeal alumni network, 
comprised of more than 68,000 Smeal alumni.   

o Smeal Business Clubs- The Smeal Business Club, Philadelphia chapter and Smeal Business 
Club, Pittsburgh chapter meet one-two times a month.  Smeal hosts an annual event in each 
city, with the Dean as the key speaker, with approximately 60-70 alumni in attendance. 

o Parents and Family Weekend- Open House for parents, and family members to visit their 
students who are currently matriculated as first-year students.  Information tables are on 
display, including an Alumni Relations table, encouraging students and alumni to join the 
Penn State Alumni Association.  

o Awards Program- A program dedicated to honor alumni for achievements in their 
communities and professions.  Once a year, five awards are presented to alumni and two 
awards to current students.  Awards include recognition for service to the college and 
outstanding accomplishments in their career. 

o Real Estate Tailgate- Annual event provides alumni in real estate with the opportunity to 
network with other Penn Staters and current students. Part of the strategic plan is to 
develop the Integrated Business Studies Major. 

o Smeal Alumni Society Board Meetings- Twice a year, approximately 45 alumni are invited to 
participate in recurring board meetings.  The group is also piloting a formal mentoring 
program with more than 90 students. 

o Diversity Appreciation Weekend- Diversity Appreciation Weekend is a cornerstone event for 
the MBA program. It brings together current students, faculty and staff, prospective 
students and alumni in a celebration for diversity, networking, reconnecting with alumni, 
and recruiting new students.  

o Wall Street Initiative- Each fall, approximately 150-350 alumni currently living and working 
on Wall Street join us in New York City to network with other Smeal graduates. The evening 
typically includes a keynote speaker or panel discussion. 

o Alumni MBA reunion for 25th, 20th, 15th, 10th Anniversaries- Opportunity to re-engage alumni 
with the college, and provides current MBA students with a venue for networking. 

o Traditional Reunion Weekend- A University-wide effort targeted to alumni from the Classes 
of 1959, 1964, and Pioneers, to re-connect them with the college’s and university’s 
initiatives and priorities (2009). 

o Board of Visitors- BOV meetings occur twice year and include alumni participation. They 
advise on diversity and climate issues. 

o Advisory Boards- Several advisory boards exist within the Smeal College of Business; many 
of which consist of Smeal alumni. 

o Donor Events- Smeal hosts events celebrating donations made to the school. In regards to 
scholarships, Smeal hosts a scholars dinner where alumni that sponsor students can meet 
their respective student(s). 

o Executive Insights- Executive Insights brings back C-level alumni and others from diverse 
backgrounds to speak and do a Q&A with current students. 
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o Smeal Connect- A Smeal networking site that includes 6,000 users, mostly comprised of 
alumni willing to help on a wide range of issues. 
 

• Other Events 
o The college supports the Forum on Black Affairs (FOBA) by purchasing two tables every year 

for Smeal faculty, staff, and students to attend the Martin Luther King, Jr. Banquet.  

 
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”? 
 
• Most Successful: 

o The open access of the new building helps to bring people together in a relaxed, informal 
environment between classes 

o New student orientation for minority students in Smeal 
o S.T.A.R.T. Conference 
o BOSS 
o The Faculty Networking Lunches are well attended, with good dialogue and a research 

presentation. We plan to extend the concept to the clinical faculty as well. 
o Staff recognition- Every year there are nominations for the Staff awards. The recipients are 

recognized at a special luncheon. 
o Board of Visitors and Advisory Boards provides alumni involvement with the college, advice 

to the Dean and department heads, and allows alumni to interact with students. 

• Least Successful: 
o Student Programming during the lunch hour (interest and attendance/use has not been as 

expected). 

• Best Practices: 
o Hispanic Heritage Month, piloted Fall 2009, as a model for future events— As described 

above, the program was led by Smeal undergraduate and graduate students through various 
events, such as a networking program in conversational Spanish and a Latin dance 
workshop, a Kick Off event in the Atrium, panel discussions, readings, networking, weekly 
movie nights, Tex Mex and Latin American cuisine at Blue Chip Bistro, and easel displays in 
the Atrium pertaining to Hispanic Heritage Month.  The events received accolades from 
students and faculty in attendance, and provided leadership experience. In the future, other 
monthly themes will be celebrated. 

o Ph.D. student potlucks in SC&IS major— The Ph.D. students along with faculty and staff in 
SC&IS gather together for potluck meals once a semester, providing an opportunity to learn 
more about the students, faculty and staff, their cultures and different types of food. This 
may be a good model for other groups of Ph.D. students to foster a sense of community and 
cultural understanding. 

 
7. What measures of success have you identified to gauge your progress in this Challenge? Include 
data demonstrating outcomes. 
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• The 2008 University Faculty/Staff survey indicates that 87% of Smeal agreed that the workplace 
climate in their department/unit is welcoming for employees from underrepresented groups.  
Eight-three percent of faculty/staff report that their department/unit actively supports the 
development of a shared and inclusive understanding of diversity.  While we still have room to 
progress in this area Smeal scores favorably in all areas 

• Informal feedback from student organizations and student organization surveys (see Appendix 
2.3) 

• We obtained positive evaluations for diversity programs (S.T.A.R.T. Conference, Black Male 
Leadership Symposium, NABA): notably ,BMLS won “Best Collaborative Program” (2008) and 
“Best New Organization” (2008), and Women-in-Business won “Best Organization” (2007, 2009); 

• We increased attendance at diversity events (e.g., through Career Fair Workshop, Creation of 
S.T.A.R.T. Awards); as a result, the S.T.A.R.T. conference rose from 150 to 186 attendees. 
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APPENDIX 2.1:  FOCUS GROUP PROTOCOL 
 
 
Goals: 

1. To understand current climate regarding diversity  
• Personal experiences 
• Perceptions of climate for underrepresented members 
• Perceptions of institutional actions (policies, initiatives) 

2. To collect ideas on how to address and prioritize these issues 
3. Ways to enhance diverse student body representation at events 
4. Academic integrity issues 

 
Proposed Focus Group Questions: 

1. Fill out basic demographic information 
• Name, major, … 
 

2. Projective techniques: 
• Draw a picture of “Smeal College” as a person 

i. Hobbies, occupation, personality characteristics, appearance, etc. 
 
• Sentence completion: 

i. Being a member of the Smeal student body is… 
ii. Most of the students at Smeal… 

iii. Very few Smeal students… 
iv. Smeal couldn’t… 
v. Smeal could… 

 
3. Questions 

a.  Climate: 
• Discuss drawings 
• Who are his/her friends? 
• Who is the opposite of Smeal College?  Why? 
• How does this relate to your experiences? 
• What is the climate like for underrepresented members of the student body? 
• How well does the college address these issues? 

b. Which of these issues is most important?  How can we best address them? 
c. How can we encourage students to attend events? 
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APPENDIX 2.2:  FOCUS GROUP QUESTIONNAIRE 

 
Thank you for participating in our focus group.  To get us started, please fill out the following 

questionnaire.  The information you provide here will remain anonymous. 
 
 
Major       Age    

Hometown      Race/ethnicity      

Year in school (please circle):  Freshman     Sophomore  Junior     Senior  

 
Picture Drawing.  We'd like for you to think out of the box.  Imagine that "Smeal College" was a person 
with thoughts and feelings, interests, hobbies, an occupation, etc.  Please draw a picture of "Smeal 
College" as a person. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sentence Completion.  Please complete the following sentences by writing down the first thing that 
comes to mind. 
 
Smeal College is ____________________________________________________ _  
 
Being a member of the Smeal student body is ________________________________   
 
Very few Smeal students _______________________________________________ __  
 
Smeal College couldn’t _________________________________________________   



22 
 

APPENDIX 2.3:  FOCUS GROUP FINDINGS 
 
 

OVERALL FINDINGS 
 

In Fall 2007 and Spring 2008, we conducted three focus groups with: (1) “Mainstream” Males 
(Caucasian); (2) “Diversity” Males (African-American and African); (3) “Diversity” Females (African-
American, Latina).  We faced some challenges in recruiting participants so the numbers are low, and we 
do not currently have data for a “Mainstream” Females  group. 
 
Protocol:  The moderator welcomed the participants and handed out a brief survey to complete before 
the focus group discussion.  The survey contained projective techniques which asked participants to 
“draw a picture of Smeal College as a person” and complete sentences (“Smeal College is…”, “Being a 
member of the Smeal student body is…”, “Very few Smeal students…”, “Smeal College couldn’t…”)  
 
General Results:  In general, both male focus groups were very positive about the Smeal College and 
Penn State.  They seemed proud to be part of both.  Both male groups seemed to benefit a lot from 
being part of professional/social groups.  The “diversity” male group was also comprised of men from 
immigrant families (as opposed to those who have been in the US for generations) and may have a 
different perspective on being black in America.  The “diversity” female focus group responses were 
notably more negative than the other groups though a couple women pointed out that the place is what 
you make of it.  Some of the women stated that they viewed Smeal and Penn State as merely a passage 
way to something better.   They expressed more feelings of isolation than the male groups. We will 
attempt to address this through special outreach in the 2010-2015 Plan. 
 

 
MAINSTREAM MALE FOCUS GROUP 
Oct. 17, 2007 
 
Participants:  3 Caucasian men, all in Smeal of varying years, diverse economic classes, members of 
BASH 
 
Why did you choose PSU/Smeal? 

• Lots of opportunities, good reputation, Penn State well known 

• You need to make opportunities to meet people 

• Have really enjoyed the experience, made good friends 

• Can see it would be hard for minority students to belong, but have good friends who are 
minority students and they seem to fit right in 

Low turnout at events 
• Informal meetings are key, students don’t like hidden agendas 

• Should (1) advertise advantage of going, and (2) have food or incentive 

• International students may feel intimidated because it’s all new to them 
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“Smeal as person” drawings and sentence completions 
• All drew a man in either business suit or PSU shirt—looks upscale, holding Starbucks, Wall Street  

Journal, or briefcase; one participant commented that he thought the statue outside BB was of a 
man (because that’s what you’d expect) until he realized later on that it was a women 

• Positive sentence completions:  Smeal is full of opportunity, exciting to be a student, will 
become leaders, lots of resources, honorable, satisfying, enjoyable 

• “Very few Smeal students… do not enjoy their experience at Smeal”, “… fail to become leaders 
in some way” (extremely positive, almost a bubble view of Smeal) 

 
 
DIVERSITY FEMALE FOCUS GROUP 
Nov. 2007 
 
Participants:  Five African American and Latina women, all in Smeal of varying years, diverse economic 
classes  
 
PSU/Smeal  

• Feels like a place to pass through rather than become part of:  Business is not home or family 

• Worked as Penn State tour guide and was told to say that PSU is diverse:  makes her mad that 
she has to lie to parents 

• Stand out if you are a minority at PSU: actually an advantage because you have better job 
prospects and are competing with two other black people 

• You can compete with white people because this is corporate America 

• Parents didn’t want them to be with minorities (e.g., at Rutgers or historically black colleges) 
because not as achievement oriented, lots more opportunities at a white school 

• “It’s not that Smeal isn’t inviting”—feels as though people try to be inviting but it doesn’t seem 
to make her feel comfortable/welcome 

• “It’s what you do [when you’re here]” 

• You have to prove yourself because other people assume you got in because of affirmative 
action 

“Smeal as person” and sentence completions 
• Drawings mostly of men with descriptions, many negative like “stuck up”, “let’s meet up on the 

golf course”, standing on the world, “very competitive and cold… very individualistic and not 
thinking about the whole.”  One person drew a man and woman going for interviews. 
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• “Smeal College is…” prestigious, business, marketing/soliciting donations, untapped resources, 
place to grow, competitive (positive and negative responses) 

• “Being a member of the Smeal student body is…” intimidating, being connected, greatest 
opportunity, interesting/exciting, doesn’t feel like I’m a member, just here to get a degree 
(positive and negative) 

• “Very few Smeal students…” are caring, are diverse, understand that everyone is qualified to be 
here (mostly negative) 

• “Smeal College couldn’t…” understand all of its students, keep me away because the school 
feels overwhelming, unite people after freshman year (mostly negative) 

 
Suggestions 

• An ethics course with cultural component;   

• Blobal awareness should deal with people of different races 

• Mentoring programs:  need a father or mother figure 

• Professors are white male, could move beyond that 

• Diverse counselors 

Additional comments 
• Freshman seminar is good at diversity focus 

• Don’t like to feel like “I’m a representative” 

• “Being different is overemphasized” 

• Diversity is not just race, color, but also religion, wheelchair, older students 

 
 

DIVERSITY MALE FOCUS GROUP 
Spring 2008 
 
Participants:  Five African-American men, all in Smeal of varying years, diverse economic classes, four of 
five came from predominantly white high schools, four of five are first generation Americans, suburban 
 
Why did you choose PSU/Smeal? 

• Different from home (bigger); love the big school environment environment 

• Scholarship/grant money 

• Achiever’s weekend: thought there were minorities here! 



25 
 

• Love the building 

• Football 

Student body 
• “Everyone is pretty warm at this school.” 

• “It’s a nice place to be” 

• Used to being around similar economic class and predominantly white student body 

• Closer friends are black, but like having a diversity of friends 

• They believe there is a big difference between being 1st generation Americans and suburban, 
because they have fewer stigmas about mainstream culture 

“Smeal as person” drawings 
• Diverse person, not nerdy, balanced, well rounded 

• Smiling guy with backpack and tie, professionally dressed 

• Prestigious person 

• Man drawn as road to JP Morgan success 

• Black man with tie and shirt with a happy face 

Achiever’s Weekend 
• “You know that there aren’t a lot of black people here.” 

• Achiever’s Weekend is “a lie” because you’re led to believe there’s diversity here. 

o “Yeah, Penn State is full of black people.  The first day of fall semester, where’d 
everybody go?” 

• BMLS is important for mentorship not just credentials 

o Monday Night Football networking, etc makes it social, casual 

o Barber shop feeling 

Other Minorities 
• Perception that black women are career oriented, less about having fun, won’t do things if they 

don’t get a benefit from them, very competitive rather that social 

• Recounted stories of sitting next to black women in class who imply “I don’t have time for you.” 
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Appendix 2.3 
Questions to ask student organizations: 

 
 

1. What is the name of your organization? 
Minority MBA Association 

2. How many members do you have? 
28 

3. Demographic of members: (Please enter whole numbers) 
Males______17_________      Females ____11______    Transgender ___________ 

a. African American __10__  
b. White __5__ 
c. Hispanic or Puerto Rican __9__ 
d. Asian American ____ 
e. Native American ____ 
f. Native Hawaiian or Pacific Islander ____ 
g. International __5__ 
h. Other _____________________  

4. Do you feel your organization takes part in diversity initiatives? If so how? 
Yes. We organize different events to foster diversity and create awareness in the MBA 
program.  

5. Does Smeal offer opportunities for your organization to participate in diversity initiatives? 
Yes Smeal offers opportunities for diversity initiatives.  

6. How do you feel about the overall community at Smeal? Would your organization consider it 
diverse or needs improvement? If so how? 

The MBA community is not as diverse as it could be. The underrepresented minority numbers 
are low and there are very few minority professors in the program.  The climate overall is 
good towards a diverse community but recruiting more minority staff and students could help 
improve this even more.  

7. Does your organization have problems recruiting members of different backgrounds? If so why do 
you feel this way? How do you intend on improving this? 

Our main source of recruiting is from the student body.  So a strong pool of diverse candidates 
leads to a stronger association for us.  We also reach out to majority and international 
students to increase our membership and foster diversity in different ways.  

8. What should Smeal improve on to become a community with distinction?  
Smeal should definitely improve it’s minority recruiting.  The numbers in my opinion for the 
incoming class are very low for underrepresented minorities.  The business school should 
make it a priority to get high caliber minority MBA candidates to seriously consider Smeal.  
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Questions to ask student organizations: 
 
 

1. What is the name of your organization? 
Out in Business & IST 

2. How many members do you have? 
3 

3. Demographic of members: (Please enter whole numbers) 
Males_______3________      Females __________    Transgender ___________ 

a. African American ____  
b. White __3__ 
c. Hispanic or Puerto Rican ____ 
d. Asian American ____ 
e. Native American ____ 
f. Native Hawaiian or Pacific Islander ____ 
g. International ____ 
h. Other _____________________  

4. Do you feel your organization takes part in diversity initiatives? If so how? 
At this stage of the organization’s development, our efforts are primarily focused on finding a 
suitable member-base. In the future, some diversity initiatives we may take are increasing 
awareness of the LGBTQA community in the Smeal and IST Colleges, networking with 
corporate representatives and alumni, and creating dialogue about various issues affecting 
the LGBTQA community in the classroom, workplace, and otherwise. 

5. Does Smeal offer opportunities for your organization to participate in diversity initiatives? 
Although I have found support for creating this organization in the Office of Diversity 
Enhancement Programs, I feel that Smeal as a whole does not offer any opportunity for its 
LGBTQA members to participate in diversity initiatives. 

6. How do you feel about the overall community at Smeal? Would your organization consider it diverse 
or needs improvement? If so how? 

I feel that the overall community at Smeal is not supportive of the LGBTQA community. The 
attitudes of students are often negative towards members of this community. In my three 
years at Smeal, I have not seen a single instance of Smeal acknowledging, promoting, or 
reaching out to its LGBTQA members. In many settings, I feel that openly disclosing my sexual 
orientation would lead to tension and disregard as a result of the environment that is 
maintained at Smeal. 

7. Does your organization have problems recruiting members of different backgrounds? If so why do 
you feel this way? How do you intend on improving this? 

Yes. Because of the negative attitudes towards LGBTQA individuals held by many members of 
the Smeal community and the complete lack of recognition given to these individuals by the 
Smeal College, many students in Smeal choose to hide their sexual orientation. Indeed, the 
organization has yet to attract a member of the LGBTQA community at Smeal other than 
myself. 
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8. What should Smeal improve on to become a community with distinction?  
Smeal needs to realize that diversity is not just about race; diversity encompasses all groups of 
people who are unfairly marginalized or discriminated against. Smeal has an obligation to 
make all of its students feel welcome and included. It is troubling that Smeal chooses to ignore 
the needs of its LGBTQA students. It has created an environment in which sexual orientation is 
a near taboo subject, something that is not fit for discussion within the community. In the 21st 
century, such a community cannot be regarded as one with distinction. 
 

Questions to ask student organizations: 
 

1. What is the name of your organization? 
Women In Business. 

2. How many members do you have? 
190 – Members who have fulfilled our requirements for active membership status. Total 
members who attend our events but are not active is 301.  

3. Demographic of members: (Please enter whole numbers) 
Males_______0________      Females ____190______    Transgender _____0______ 

a. African American _3___  
b. White __164__ 
c. Hispanic or Puerto Rican __7__ 
d. Asian American __2__ 
e. Native American _0___ 
f. Native Hawaiian or Pacific Islander __0__ 
g. International __4__ 
h. No Response___8__ 
i. Other _________2____________  

4.       Do you feel your organization takes part in diversity initiatives? If so how? 
Through its acceptance of students from all ages, majors, sexual orientations, socioeconomic 
situations, races and ethnicities, Women In Business supports diversity initiatives.  Our 
organization seeks to empower female students and provide them with the opportunities, 
skill sets and resources to become successful professionals. As all of our members have 
different talents, skill sets and backgrounds, we support projects and activities that enforce 
collaboration; in order to succeed, we need to appreciate and utilize the differences of others. 
The opportunities we offer are not limited to members of certain backgrounds. Students in 
our organization with minority backgrounds have an equal chance to succeed within the 
organization. For example, one of our first year members from China possessed the necessary 
qualities to gain a leadership position helping the executive board with financial matters.  

5.       Does Smeal offer opportunities for your organization to participate in diversity initiatives? 
Women In Business is thankful for the funding and administrative assistance Smeal provides. 
We are certain that without help from Smeal some of our past events would not have been 
possible.  WIB initiates all of its events and would welcome opportunities to collaborate with 
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Smeal on its diversity initiatives. Only when we have an understanding of each other’s goals 
and initiatives will Smeal and the Penn State community at large truly be successful in 
creating a more diverse atmosphere.  

6.       How do you feel about the overall community at Smeal? Would your organization consider it 
diverse or needs improvement? If so how?  

Smeal has an excellent community that demonstrates commitment, pride, integrity and 
success. The various clubs and organizations within the college celebrate multiple aspects of 
diversity. While each organization is dedicated to their own avenue of diversity, there lacks a 
community appreciation for the various forms of diversity represented within the college. To 
improve the community within the college, Smeal’s involvement in diversity initiatives should 
be increased. One approach may be to increase Smeal’s interaction with its student groups. 
WIB, as well as other organizations, would appreciate the opportunity to be included in 
Smeal’s diversity dialogue. 

7.       Does your organization have problems recruiting members of different backgrounds? If so why do 
you feel this way? How do you intend on improving this? 

Community is an extremely important aspect to members of minority backgrounds. As WIB is 
primarily comprised of Caucasians, the subculture within the organization is not conducive to 
creating an influencing community for minority members. Therefore WIB’s challenge is not in 
the recruitment of minorities, but rather in the retention of minorities. This year, we have 
been making an increased effort not only to develop relationships with members of minority 
status, but also to connect them with each other. Creating community is not something that 
happens overnight but we forecast that as we continue to be sensitive to those with different 
backgrounds, we will see increases in the diversity within our organization.  We would also 
like to increase our collaboration with organizations different from ourselves to provide our 
members with the opportunity to interact with different people.  

8.       What should Smeal improve on to become a community with distinction?  
As all organizations are focused on increasing their own membership statistics, it is important 
to remember that a community is built on collective synergy rather than on personal agendas. 
A greater effort on behalf of SMEAL to show that every organization counts would go a long 
way in strengthening and unifying the Smeal community at large.   
BRT and COMO are great resources but in the past, lack of organization and effective means of 
communication has prohibited them from fulfilling their goals. If BRT and COMO are able to 
become a uniting resource for diversity organizations, Smeal’s can become a community with 
distinction.  
 
 

Questions to ask student organizations: 
 
 

1. What is the name of your organization? 
                Multicultural Business Society  

2. How many members do you have? 
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35-45 
3. Demographic of members: (Please enter whole numbers) 

Males_____19-23__________      Females __20-22________    Transgender ___________ 
a. African American __5__  
b. White _10___ 
c. Hispanic or Puerto Rican __5__ 
d. Asian American _12___ 
e. Native American ____ 
f. Native Hawaiian or Pacific Islander ____ 
g. International _10___ 
h. Other _________15____________  

4. Do you feel your organization takes part in diversity initiatives? If so how? 
Yes, we put on events that expose our members to international opportunities. We have 
brought professors and professionals in to discuss their experiences abroad and their 
experiences with diversity. 

5. Does Smeal offer opportunities for your organization to participate in diversity initiatives? 
Yes we have been invited and participated in Smeal diversity events. I think it would be great 
to have a diversity event that in which all diverse organizations participate.  

6. How do you feel about the overall community at Smeal? Would your organization consider it diverse 
or needs improvement? If so how? 

I think we could always continue to get more diverse. I feel that each year, Penn State as a 
whole gets more diverse. This adds to our opportunity for membership recruitment. MBS 
continues to grow as an organization and recruit members by offering different events that 
we feel our membership wants. 

7. Does your organization have problems recruiting members of different backgrounds? If so why do 
you feel this way? How do you intend on improving this? 

We have had trouble recruiting members of different backgrounds. I think at the end of the 
day people want to be with people who are like them, whether that be with traditions or 
culture. MBS, does not specifically have a distinct group of people that make up our base. 
Therefore we have to recruit people who want to be surrounded by different cultures. This 
has been difficult for us, but we are making changes to target all different cultures. We have 
been having events that will be put on by our members to talk about their specific background 
or culture. For instance, a person from India would talk about what the cultural norms are 
there and a person from China would tell us what the do’s and don’ts are of eating in a 
restaurant in Shanghai.  

8. What should Smeal improve on to become a community with distinction?  
 

 
Questions to ask student organizations: 

 
 

1. What is the name of your organization? 
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National Hispanic Business Association   
2. How many members do you have? 

10-15 
3. Demographic of members: (Please enter whole numbers) 

Males_____7-12__________      Females __5-10________    Transgender ___________ 
a. African American _1___  
b. White ____ 
c. Hispanic or Puerto Rican __7__ 
d. Asian American ____ 
e. Native American ____ 
f. Native Hawaiian or Pacific Islander ____ 
g. International ____ 
h. Other ________6_____________  

4. Do you feel your organization takes part in diversity initiatives? If so how? 
Yes, we put on events that expose not only our members but our community to diversity. We 
host an event every year entitled “Speak About Diversity”. It is a contest in which contestants 
express how they feel about diversity, threw dance, monologues, speech, stories, any form of 
expression.   

5. Does Smeal offer opportunities for your organization to participate in diversity initiatives? 
Yes we have participated in Smeal diversity events such as this year’s Hispanic Heritage Month 
Celebration.  

6. How do you feel about the overall community at Smeal? Would your organization consider it diverse 
or needs improvement? If so how? 

I think as times change and the face of business changes so will the Smeal College of Business. 
Diversity is more appreciated in the business community and is becoming an integral part.   

7. Does your organization have problems recruiting members of different backgrounds? If so why do 
you feel this way? How do you intend on improving this? 

We often have trouble with recruiting, it hard to get people with different backgrounds to join 
NHBA. I think our name and the limited population of Hispanics within Smeal limits us. We 
have tried and will continue to try to market our organization as a place to learn about 
Hispanic culture not necessarily having to be of Hispanic descent.   

8. What should Smeal improve on to become a community with distinction?  
I think it is important that Smeal continues to create opportunities for students to get 
together and learn about different cultural backgrounds.  
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Challenge 3: Recruiting and Retaining a Diverse Student Body 
 
The college has continued to participate in all the University’s recruitment and retention programs for 
undergraduate and graduate students. Examples include; 
• Achiever’s Weekend- Every March, the admissions office, in conjunction with the College of Business 

provides the opportunity for prospective students to visit the university with the intent of having 
them select Penn State as their college of choice. 

• Achievement Conference- the purpose of the conference is to foster relationships among juniors, 
seniors, and graduate students of color, along with faculty and administrators. While faculty, 
administrators, graduate students, and prospective graduate students of color are encouraged to 
attend, this conference is open to anyone who is interested in networking with people of color. This 
is an excellent opportunity for faculty to share their knowledge and experiences with tomorrow's 
research scholars and professionals. 

• Presentations at Hispanic Academic Progress and Upward Bound summer programs- The college 
participates in these programs in order to increase the recruitment through presentations to high 
school students.  

• Minority Admissions and Community Affairs--This is a component of Penn State’s Undergraduate 
Admissions Office, which focuses on the recruitment of underrepresented populations.  

• Philadelphia Honors Convocation--This program is sponsored by the Minority Admissions and 
Community Affairs Office and various Penn State Colleges to identify and honor the top students of 
color from the entire Philadelphia School district; 

• High school recruitment fairs- these fairs provide us with a means to consistently find and recruit 
qualified students for the college.  

• The college will continue to provide awards for all underrepresented second year graduate students. 
First-year students receive support from the Graduate School and second-year students receive 
Smeal funds.   

• Black Male Leadership Symposium- The Black Male Leadership Symposium is an organization with 
the goal of empowering black males for the future. Its purpose is to increase unity and leadership 
skills in the African American community at Penn State University. This is a successful program due 
to the fact that we have seen continuous growth from this organization. BMLS continues to unite 
African-American males form every corner of the campus. BMLS has also been able to collaborate 
with different students organizations, fraternities and sororities in their efforts to make Smeal and 
Penn State University a more welcoming environment for all African American and Latino males. 

• Out in Business- Out in Business was created in order to provide a welcoming climate for 
students, faculty and staff that are or support the LGBT community. The college will continue to 
support this program as it will play a vital role in supporting our students, faculty and staff. 
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Assessment Questions: 
 
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 Programs include: 

o Philadelphia Honors Program- This program brings together many of Philadelphia’s best and 
brightest students for the opportunity to meet with University staff to discuss their options 
for attendance at University Park.  

o Out-of-state high school visits- These events help us recruit underrepresented students from 
outside of Pennsylvania. This helps to broaden the reach for recruiting and build lasting 
relationships to increase referrals. 

o Achievement Conference- The purpose of the conference is to foster relationships among 
juniors, seniors, and graduate students of color, along with faculty and administrators. 
While faculty, administrators, graduate students, and prospective graduate students of color 
are encouraged to attend, this conference is open to anyone who is interested in 
networking with people of color. This is an excellent opportunity for faculty to share their 
knowledge and experiences with tomorrow's research scholars and professionals. 

o Spend a Summer/ Fall Day- The Spend a Day session brings undergraduate diversity 
candidates from Philadelphia, New York and DC to the University Park campus to teach 
them about the college and to recruit qualified diverse students. 

o Overnight visits for high school students- This visit gives high school students a more 
comprehensive look at life at the college and helps to recruit undergraduate students. 

o Mentoring contacts with local high school students- Undergraduate students are used as 
mentoring contacts with local high school students for college advice. While the main goal 
of this is to mentor the high school student, it is also a great way to recruit new students. 

o Providing peer and faculty/staff mentorship for current underrepresented male students- 
Mentorship for our undergraduate underrepresented male students is provided by the 
college to ensure that these men have a strong line of support. 

o Council of Multicultural Organizations (COMO)- COMO is the collection of all of the 
undergraduate diversity associations. All of these associations come together to plan events 
and share experiences with each other.  

o BOSS- The Business Opportunity Summer Session (BOSS) initiative is a pipeline program 
used to get high school students interested in the Smeal College of Business. 

o START- The Striving Towards Awareness and Respect for Tomorrow Conference is a diversity 
conference hosted and organized by Smeal students. The purpose of this program is to 
educate the Smeal College and the surrounding areas about diversity issues in the 
workplace. 

o Scholars Programs- Involves Bunton-Waller fellows and scholars, Deans Merit students, and 
Lenfest Scholars getting together on a monthly basis to discuss academic, social, and 
professional goals and aspirations.  
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o Case competition- Every Spring semester, the college hosts a case competition for 
undergraduate scholars. Graduate Assistants work with each undergraduate case team.  

o Graduate Advisors- Graduate Students assist undergraduate students with professional, 
social and personal development.  

o Leadership development trips (at each student’s discretion) - The college gives students the 
opportunity to attend various conferences throughout the year where students present or 
attend for networking and professional development. 
 

• Graduate Programs include: 
o Minority MBA Association student orientation- Every year, the Minority MBA Association 

hosts an unofficial MBA student orientation for diverse students and supporters of diverse 
issues. This helps build stronger relationships in the program for student retention. 

o Mentoring by second-year students- The second year students create unofficial mentoring 
relationships with first year students to help them with professional, personal and 
educational questions. 

o Mentoring by alumni- MBA Alumni come back to Smeal every semester to mentor first and 
second year students, mostly from a professional aspect.  

o Professional development workshops (resume, interview, career fair)- The MBA Association 
plans multiple professional development events (mock interviews, career fairs) in order to 
prepare students for internship and full time job searches. In addition, the MBA program 
office hosts myriad of events (resume workshops, career services workshops) to help 
students grow professionally. 

o Support to attend the National Black MBA Association (NBMBAA) and  National Society of 
Hispanic MBA (NSHMBA) Conferences- Every year, the MBA office sponsors hotel rooms for 
MBA students on trips to the NBMBAA and NSHMBA conferences. 

o Diversity Appreciation Weekend (alumni panel, informal interaction) - Diversity Appreciation 
Weekend is a recruitment and retention program filled with events aimed at bringing 
together students, faculty and staff, alumni, and prospective students with a focus on 
diversity. DAW uses alumni panels and informal interactions to build a stronger network in 
the overall Smeal community.  

o Diversity group lunches- New and returning graduate students, faculty and staff meet 
annually to talk about diversity at Penn State, the college, nationally, and globally. 

o Tutoring services- Tutoring services are available for graduate students upon request when 
necessary. 

o Diversity business periodicals- The college has been providing diversity periodicals for MBA 
students to keep them abreast of diverse events and initiatives. 

o Support for the Minority MBA Student Association- The college continues Minority MBA 
Association support through faculty advisement and occasional monetary support for 
special events. 

o Support for Diversity MBA Case Competition teams- The college supports annual trips to the 
NBMBAA Conference for case competition participants. The college also supports Teams for 
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the Key Bank Case Competition, an alumnus provides support for the Howard University 
Supply Chain Case Competition.  

o Open Door Policy (Assistant Dean for Diversity Enhancement)- The Assistant Dean for 
Diversity Enhancement maintains an open door policy which gives every graduate student 
the opportunity to come and ask for advice. 

o Graduate assistantships and scholarships- The college maintains the support of diverse 
students through assistantship and scholarship offers. 

o Advising- The department Faculty, Assistant Dean, and Director of Ph.D. Programs are all 
available for advising for graduate students. 

o PhD. support to attend professional conferences- The college supports PhD. Students by 
providing limited funding for professional conferences. 

o Support for dissertation research- The college has provided support for PhD. Students as 
they progress through their dissertation research. 

o Ph.D. group lunches- held every month to foster sense of community among Ph.D. students 
o Ph.D. student major-specific potluck – The Ph.D. students in SC&IS gather together for 

potluck meals once a semester. This provides an opportunity for everyone (students, faculty 
and staff) to share their cultures and different types of food. 

These efforts have led to an increase in students from underrepresented groups from 2005-2008 (Please 
see data table in Appendix 3.1). 
 
2. Describe specific initiatives your unit may have that are intended to reduce intergroup disparities in 
enrollment, retention, and graduation rates.  
 
Specific initiatives include: 
• The college has targeted diversity scholarships in our fund raising efforts. 

o These efforts include but are not limited to efforts such as the Smeal Social 
Entrepreneurship Initiative. This initiative’s sole responsibility is to seek out new and 
creative ways to assist students in financial need. 

• Smeal has continued to support, recruit and retain our returning adults as well as our military 
students. 

• Striving Toward Awareness and Respect for Tomorrow (S.T.A.R.T.)- The Striving Towards Awareness 
and Respect for Tomorrow Conference is a diversity conference hosted and organized by Smeal 
students. The purpose of this program is to educate the Smeal College and the surrounding areas 
about diversity issues in the workplace. 

• Focus groups- Please see Challenge two for more information about focus group studies. 

• Tutoring and Mentoring- The college puts an emphasis on Tutoring and Mentoring for 
Undergraduate and Graduate students. Tutors are available at the request of the Undergraduate or 
Graduate student, and mentors/mentee relationships are created informally between 
Undergraduate/Graduate students. 

• Council of Multicultural Organizations (COMO) 
o Asia Business Association  
o Black Male Leadership Symposium  
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o Multicultural Business Society  
o National Association of Black Accountants  
o National Hispanic Business Association  
o Out In Business  
o Women In Business 

 Multicultural Women’s Forum   

• Diversity Appreciation Weekend- Diversity Appreciation Weekend is a recruitment and retention 
program filled with events aimed at bringing together students, f aculty and staff, alumni, and 
prospective students with a focus on diversity. DAW uses alumni panels and informal interactions to 
build a stronger network in the overall Smeal community.  

• Professional development workshops (resume, interview, career fair) 

• Support to attend the NBMBAA & NSHMBA Conferences 

• Diversity Committee  

• Netiquette- Netiquette is a NABA (National Association of Black Accountants) event. It combines 
networking and etiquette to ensure all students are able to understand the importance of 
networking and the importance of proper etiquette in dining, writing and verbal situations. 

• Speak for Diversity- a competition hosted by NHBA to encourage students to write about types of 
diversity.  

• Cultural Awareness Programs (i.e. celebrating the heritage of a particular group during the month)- 
The college has begun creating and promoting Cultural Awareness Programs like Hispanic Heritage 
Month. The 2010-2015 Strategic Plan will emphasize an increase in these programs like Women’s 
History Month and Black History Month. 

 
3. What mechanisms for collaboration has your unit established? 
 
The college is connected with or participates in the following groups and initiatives: 
• University wide diversity directors (Administrative Council on Multicultural Affairs, Council of 

College Director of Multicultural Programs) 

• Council On Racial, Ethnic, Diversity  Issues (C.O.R.E.D)- Appointed in 1989 by Penn State President 
Bryce Jordan as a University-wide advisory body to the President of Penn State in matters relating to 
racial and ethnic diversity. The commission is dedicated to enhancing the University's climate for 
diversity at all of its locations in the Commonwealth. 

• Forum On Black Affairs (F.O.B.A)- Its role and responsibilities as an organization of faculty, staff and 
graduate students is to provide leadership and to encourage development of Blacks at The 
Pennsylvania State University and throughout the Commonwealth of Pennsylvania. 

• Corporate Relations- The Office of Diversity Enhancement at Smeal has worked diligently in order to 
create strong ties between companies and current students. These connections are used to create 
professional events for students such as Netiquette and the annual fashion show.  

• Business Round Table- The college puts a focus on the Business Round Table, a monthly meeting 
with the leaders from all student organizations. This improves communication between student 
organizations and their counterparts in the faculty and staff.  
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• Annual Achievement Conference- The purpose of the conference is to foster relationships among 
juniors, seniors, and graduate students of color, along with faculty and administrators. While faculty, 
administrators, graduate students, and prospective graduate students of color are encouraged to 
attend, this conference is open to anyone who is interested in networking with people of color. This 
is an excellent opportunity for faculty to share their knowledge and experiences with tomorrow's 
research scholars and professionals. 

• McNair Conference- The program is a federally funded TRIO program that prepares low-income, 
first-generation undergraduate students, and students underrepresented in graduate education, for 
doctoral study through research and other scholarly activities. 

• Summer Research Opportunity Program (SROP)- An eight-week research program designed to 
interest talented undergraduate students from underrepresented groups in academic careers and to 
enhance their preparation for graduate study through intensive research experiences with faculty 
mentors. In addition to the research experience, the program includes professional development 
workshops, seminars, field trips, and social activities. 

• University Connections- To improve diversity recruitment in the MBA Program, we have made 
connections with Universities like Georgia State and Hampton University for MBA referrals. 

 
4. Which recruitment and retention initiatives have been most successful? Which have been least 
successful? Which would be termed “best practices”? 
 
• Most successful: 

o Engaging student leadership positions on S.T.A.R.T. 
 The conference utilizes Smeal students to provide direction and support for the 

conference. This creates a place for students to provide the opportunity for various 
diversity issues to be heard. The importance of this leadership can be seen through the 
growth of the conference. Ten years ago the conference started with an attendance of 
56 people to the 2009 conference where there were 225 who registered.   

o Assigning graduate students to work with COMO groups 
 Graduate students have been assigned to COMO groups to provide better one on one 

student support and mentoring for students. Students involved with diversity 
organizations have received the benefits of the graduate students knowledge and 
experiences. We have seen the students’ utilize the graduate assistants in various ways, 
from life skills to work place decisions.  

o Sponsoring Diversity Appreciation Weekend (DAW)- DAW, historically, has been very successful 
in attracting alumni and prospective graduate students to Smeal.  

o Mentoring formal and informal- Mentoring, both formal and informal, has been a great success 
in helping graduate and undergraduate students. 

o BOSS- the program in its second year has increased in size, scope and diversity (growing from 14 
students to 22 students). The program has also received support from outside of the college and 
grants from the university. 
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o Powerful Women Paving the Way - Conference put on by Women In Business to inspire female 
students to be captains of industry. 

 
• Least successful: 

o E-mails- Students have gone beyond using general PSU e-mails; the college, in reaching out to 
diversity students, has utilized more student friendly information dispersal sites. Sites such as 
Facebook have helped to get information out to Smeal students and have done more with 
increasing traffic to the Undergraduate Student Exchange Web site 

 
5. What measures of success have you identified to gauge your progress in this Challenge? Include 
data demonstrating outcomes.  
 
All diversity related organizations have reported a five to ten member growth since this report was last 
done, to development of new programs such as Out In Business, Multicultural Women’s Forum, Asia 
Business Association, et al. Award recognition: Women In Business has been twice recognized the best 
student organization on campus, Black Male Leadership Symposium has been awarded the best 
collaborative program by Student Affairs for the past two years. For more information, see tables below. 
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Appendix 3.1 Taken from: A Framework to Foster Diversity at Penn State (Data Tables- 2009) 
Fall 2005 Undergraduate Students Enrollments, UP Campus, by UP College and Ethnicity

# % # % # % # % # % # % # % #
Bus 5 0.1% 164 3.5% 430 9.1% 153 3.2% 752 16.0% 3781 80.2% 181 3.8% 4714
Totals 35 0.1% 1361 4.0% 1955 5.8% 1098 3.3% 4440 13.2% 28477 84.6% 727 2.2% 33644

Fall 2008 Undergraduate Students Enrollments, UP Campus, by UP College and Ethnicity

# % # % # % # % # % # % # % #
Bus 2 0.0% 185 3.1% 483 8.1% 204 3.4% 874 14.7% 4743 79.8% 326 5.5% 5943
Totals 37 0.1% 1523 4.1% 2090 5.6% 1329 3.6% 4979 13.4% 30958 83.4% 1194 3.2% 37131

Change from 2005-2008

# # # # # # # #
Bus -60% 13% 12% 33% 16% 25% 80% 26%
Totals 6% 12% 7% 21% 12% 9% 64% 10%

Hisp
Multicultural

Student
White/

Not Reported
International

White/
Not Reported

International Totals
Am Ind/
Ala Nat

Blk/
Af Am

As/Pac
Am

Hisp
Multicultural

Student

Multicultural
Student

White/
Not Reported

International Totals
Am Ind/
Ala Nat

Blk/
Af Am

As/Pac
Am

Hisp

Am Ind/
Ala Nat

Blk/
Af Am

As/Pac
Am

Totals

 
 
Fall 2005 Graduate Students Enrollments, UP Campus, by UP College and Ethnicity

# % # % # % # % # % # % # % #
Bus 0 0.0% 11 4.2% 11 4.2% 2 0.8% 24 9.1% 141 53.4% 99 37.5% 264
Totals 18 0.3% 195 3.6% 140 2.6% 122 2.3% 475 8.8% 2866 53.0% 2070 38.3% 5411

Fall 2008 Graduate Students Enrollments, UP Campus, by UP College and Ethnicity

# % # % # % # % # % # % # % #
Bus 2 0.6% 22 6.4% 23 6.7% 9 2.6% 56 16.3% 186 54.2% 101 29.4% 343
Totals 13 0.2% 163 3.0% 163 3.0% 140 2.6% 479 8.8% 2855 52.6% 2091 38.5% 5425

Change from 2005-2008

# # # # # # # #
Bus - 100% 109% 350% 133% 32% 2% 30%
Totals -28% -16% 16% 15% 1% 0% 1% 0%

Hisp
Am Ind/
Ala Nat

Blk/
Af Am

Totals

Am Ind/
Ala Nat

Blk/
Af Am

Am Ind/
Ala Nat

Blk/
Af Am

As/Pac
Am

Hisp

Multicultural
Student

White/
Not Reported

International
As/Pac

Am

Multicultural
Student

White/
Not Reported

International Totals

Totals
As/Pac

Am
Hisp

Multicultural
Student

White/
Not Reported

International
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Fall 2005 Undergraduate Students Enrollments, UP Campus, by UP College and Gender
Totals

# % # % #
Bus 1734 36.8% 2980 63.2% 4714
Totals 15380 45.7% 18264 54.3% 33644

Fall 2008 Undergraduate Students Enrollments, UP Campus, by UP College and Gender
Female Male Totals

# % # % #
Bus 2092 35.2% 3851 64.8% 5943
Totals 16723 45.0% 20408 55.0% 37131

Change from 2005-2008
Female Male Totals

# # #
Bus 21% 29% 26%
Totals 9% 12% 10%

Female Male

 
Fall 2005 Graduate Students Enrollments, UP Campus, by UP College and Gender

Totals
# % # % #

Bus 84 31.8% 180 68.2% 264
Totals 2419 44.7% 2992 55.3% 5411

Fall 2008 Graduate Students Enrollments, UP Campus, by UP College and Gender
Totals

# % # % #
Bus 110 32.1% 233 67.9% 343
Totals 2412 44.5% 3013 55.5% 5425

Change from 2005-2008
Totals

# # #
Bus 31% 29% 30%
Totals 0% 1% 0%

Female Male

Female Male

Female Male

 
 
Current Undergraduate Diversity Numbers for the Smeal College of Business 
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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? 

 

• The college has used the Diversity Talent Bank - A database that locates qualified staff for vacant 
positions. 

• The college has successfully used the services of a search firm to seek out qualified faculty 
candidates. As a result, several people expressed interest in learning more about the Smeal College. 

• The college decided to leverage the Donan Professorship as an incentive to attract qualified minority 
applicants. 

• Networking with faculty colleagues at other universities continues to be a major source of 
information about the availability of qualified professors from underrepresented groups. 
Networking also played a crucial role in the decisions of our new faculty members to join the Smeal 
community. Before deciding they consulted with colleagues in the Smeal network who gave 
favorable recommendations.  

• The Assistant Dean for Diversity Enhancement meets with the candidates to address their concerns 
and to encourage their positive consideration for pursuing careers at Smeal. 

• The college has diverse individuals from areas beyond underrepresented groups such as; religion, 
disabilities, veterans and LGBT.   

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

 

• The college has successfully used the services of a search firm to seek out qualified faculty 
candidates. For example, the hiring of the William A. Donan Clinical Professor of Marketing.   

• Smeal continues to leverage the resources of the Penn State Affirmative Action Office and its Search 
Briefing to promote opportunities at the college and identity qualified candidates. 

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

o Faculty Advisory Committee- In order to create an open environment the Dean meets 
every six weeks with the Faculty Advisory Committee to receive and share information 
about the direction of the college.  

o Monthly Faculty Networking Lunches- Every month, the Dean sponsors a networking 
lunch for faculty members with a spotlight on faculty research.  



44 
 

 
o Fall Faculty Meeting- At the beginning of each semester, the Fall Faculty Meeting 

provides information about the state of the college and a reception for faculty members 
to mingle, become reacquainted and meet new faculty members. 

o We have regularly matched competing offers from other institutions to retain faculty 
members. 

o An informal mentoring program within academic departments provides 
underrepresented faculty with opportunities to grow in their positions.  
(See Appendix 4.4 & 4.5) 
 

• Staff retention strategies: 
o Smeal College Staff Recognition Luncheon – Staff are individually recognized for: Every 

five years of service to the Smeal College and two or three Outstanding Staff Awards. 
o Staff Advisory Committee- A five member committee, elected by the staff, to represent 

the staff.  The committee works to encourage the growth and development of the staff 
in the Smeal community. In order to create an open environment the Dean meets every 
six weeks with the Staff Advisory Committee to receive and share information about the 
direction of the college.  

o Staff Networking Lunches- Every semester, the Dean sponsors a networking lunch for 
staff members. The Dean shares what is happening in the college and to personally 
connect with the staff. 

o Staff sponsored events to raise money for  United Way- The Staff Advisory Committee 
has bake sales, sells promotional products, engages in a recipe book to help build 
community while also raising funds for the needy. 

o Celebration of milestone years of service – Special recognition by the Dean as well as 
gift cards and plaques are given to staff members with 5, 10, 15 and 20 etc., years of 
service to Smeal.  

o Staff Learning Lunches – The Staff Advisory Committee sponsors a lunch for staff to 
attend and listen to speakers on topics such as:  tax tips, fitness, personal finance and 
other topics suggested by the staff. 

o In addition to college-wide professional development offerings, the Dean supports and 
funds two courses per staff member each year. (See Appendix 4.2, 4.3, & 4.6) 
 

• Faculty and Staff retention strategies: 
o Penn State Forum Lunches- The college purchases tables for each of the forum lunches 

throughout the academic year so that any faculty or staff member can attend.  
o Tailgate Lunch- The Staff Advisory Committee sponsors a tailgate for Smeal faculty and 

staff.  
o Smeal Baseball Dinner- Smeal College has sponsored a dinner and Spikes baseball game 

at Medler Field for faculty, staff, significant others and their children.  
o Holiday Party- Each year, the college hosts a holiday party for the Smeal community that 

includes faculty, staff, their significant others and children.  
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o The Chili Competition- The Staff Advisory Committee sponsors an annual Chili 
Competition where members of the entire Smeal community can compete. It serves to 
create a welcoming atmosphere.  

o Receptions for retiring faculty and staff- Smeal holds a reception to honor and 
appreciate the retiring faculty and staff members of the college. 

o Reinstituted the Smeal Newsletter- The Smeal College of Business has reestablished the 
Smeal Newsletter to create a sense of community among the faculty and staff and to 
encourage a wholesome environment by providing information about the college’s 
plans and direction. 

o Smeal has employed an event strategy (social gatherings, cultural performances and 
celebrations, etc.) to help faculty, staff, and students connect with each other and feel 
appreciated as members of the Smeal community. 

o We have offered flexible work schedules for faculty and staff as a method to foster a 
more family-friendly work environment. 

 
 

4. Which recruitment and retention strategies have been most successful?  Which have been the least 
successful?  Which could be termed “best practices”? 
 

• Most successful as well as “best practices”:  
o Utilizing the professional networks of faculty and administrators.  
o Having a full-time associate Dean dedicated to monitoring, engaging, and helping diversity-

related faculty. 
o Hiring of a search firm, which resulted in the offer and acceptance of the Donan 

Professorship.  
o Staff Advisory Committee – The Staff Advisory Committee has been responsible for engaging 

staff participation in a number of activities that encourages positive morale as well as 
multiple fund-raising events for the United Way Campaign.  
 

• Least successful: 
o The Diversity Talent database has not provided us with qualified hires to date. 
 

5. What measure of success have you identified to gauge your progress in this Challenge?  Include 
data demonstrating outcomes. 
 
Smeal has gauged progress by reviewing the University Faculty and Staff Survey. (See Appendix 4.1)  
Within our college, 83% of the faculty and staff believe that their department/unit actively supports the 
development of a shared and inclusive understanding of diversity.  Although Smeal does rank better 
than the total university in the faculty staff survey, we continue to look for other ways to improve.  
Below is our recruitment and retention for faculty and staff. The college is at its highest number of 
underrepresented faculty in its history.   (See diversity report below for additional detail)   
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New positions 
Clinical Assistant Professor of Supply Chain Management  African American - Female 
William A. Donan Clinical Professor of Marketing   African American - Male 
Systems Administrator, Research Instruction and IT   Hispanic - Male 
  
Retained 
Assistant Professor of International Business**    African American - Male 
Assistant Professor of Business Law     African American - Female 
  
Promoted positions 
Assistant Dean to Associate Dean**     African American - Male 
Associate Professor of Accounting     African American - Male 
Associate Professor of Finance       Hispanic - Female 
  
  
Retired positions 
Professor in the Mgmt. and Organization Department (as of May 2009) African American - Male 

  
  
   ** indicates same person  
 

Appendix 4.1 
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Appendix 4.2 
 

II. Full-Time Exempt Staff by Gender and by Race/Ethnicity
-See Exempt Staff by Gender-

2008/2009 University Park 63 69.23% 28 30.77% 91

2004/2005 University Park 45 63.38% 26 36.62% 71

III. Full-Time Nonexempt Staff by Gender and by Race/Ethnicity
-See Nonexempt Staff by Gender-

% Female
2008/2009 University Park 39 95.12% 2 4.88% 41

2004/2005 University Park 40 100.00% 0 0.00% 40

A Framework to Foster Diversity at Penn State
Challenge 4

Recruiting and Retaining a Diverse Workforce

Female Male % Male Total

Headcount as values

Total

Headcount as values

Female % Female Male % M ale
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Appendix 4.3 

Full-Time Exempt Staff by Gender and by Race/Ethnicity
-See Exempt Staff by Race/Ethnicity-
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Appendix 4.4 
 

I. Full-Time Faculty by Gender and by Race/Ethnicity
 -See Faculty by Gender-

Professor 4 8.16% 45 91.84% 49

Associate 
Professor 8 29.63% 19 70.37% 27

Assistant 
Professor 10 33.33% 20 66.67% 30

Instructor 16 34.78% 30 65.22% 46

*Equivalent 
Rank Title 38 25.00% 114 75.00% 152

Professor 4 8.51% 43 91.49% 47

Associate 
Professor 5 23.81% 16 76.19% 21

Assistant 
Professor 6 18.18% 27 81.82% 33

Instructor 12 30.77% 27 69.23% 39

*Equivalent 
Rank Title 27 19.29% 113 80.71% 140

Total
2008/2009 University 

Park

% Fem Male % M ale

A Framework to Foster Diversity at Penn State
Challenge 4

Recruiting and Retaining a Diverse Workforce

2004/2005 University 
Park

Headcount
as values Female
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Appendix 4.5 

I. Full-Time Faculty by Gender and by Race/Ethnicity
-See Faculty by Race/Ethnicity (data broken out by international faculty)-

White White 108 71.05% 82 26 110 78.57% 88 22
Asian 
American 26 17.11% 19 7 19

13.57% 17 2

African 
American 5 3.29% 4 1 4

2.86% 3 1

Hispanic 1 0.66% 0 1 1 0.71% 0 1

American 
Indian 0 0.00% 0 0 0

0.00% 0 0

Minority 32 21.06% 23 9 24 17.14% 20 4

International International 5 3.29% 3 2 1 0.71% 1 0

Undeclared Undeclared 7 4.61% 6 1 5 3.57% 4 1

152 100% 114 38 140 100% 113 27

University 
Park Minority

Total

Faculty Headcount

A Framework to Foster Diversity at Penn State
Challenge 4

Recruiting and Retaining a Diverse Workforce

as values 2008/2009 % 2004/2005 % M ale FemaleM ale Female

 

Appendix 4.5a 

I. Full-Time Faculty by Gender and by Race/Ethnicity
-See Faculty by Race/Ethnicity-

University Professor 0 0.00% 1 2.04% 8 16.33% 0 0.00% 0 0.00% 1 2.04% 39 79.59% 49

Park Associate 
Professor 0 0.00% 1 3.70% 4 14.81% 1 3.70% 0 0.00%

0 0.00%
21 77.78% 27

Assistant 
Professor 0 0.00% 2 6.67% 9 30.00% 0 0.00% 0 0.00%

3 10.00%
16 53.33% 30

Instructor 0 0.00% 1 2.17% 5 10.87% 0 0.00% 0 0.00% 1 2.17% 39 84.78% 46

*Equivalent 
Rank Title 0 0.00% 5 3.29% 26 17.11% 1 0.66% 0 0.00%

5 3.29%

115 75.66% 152

University Professor 0 0.00% 1 2.13% 5 10.64% 0 0.00% 0 0.00% 1 2.13% 40 85.11% 47
Park Associate 

Professor 0 0.00% 0 0.00% 3 14.29% 0 0.00% 0 0.00%
0 0.00%

18 85.71% 21
Assistant 
Professor 0 0.00% 2 6.06% 8 24.24% 1 3.03% 0 0.00%

0 0.00%
22 66.67% 33

Instructor 0 0.00% 1 2.56% 3 7.69% 0 0.00% 0 0.00% 0 0.00% 35 89.74% 39

*Equivalent 
Rank Title 0 0.00% 4 2.86% 19 13.57% 1 0.71% 0 0.00%

1 0.71%

115 82.14% 140

A Framework to Foster Diversity at Penn State
Challenge 4

Recruiting and Retaining a Diverse Workforce
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Appendix 4.6 

 
 

II . Full-Time Exempt Staff by Gender  
-See Exempt Staff by Gender- 

2008/2009 University  
Park 63 69.23% 28 30.77% 91 

2004/2005 University  
Park 45 63.38% 26 36.62% 71 

III . Full-Time Nonexempt Staff by Gender  
 -See Nonexempt Staff by Gender- 

2008/2009 University  
Park 39 95.12% 2 4.88% 41 

2004/2005 University  
Park 40 100% 0 0.00% 40 

Challenge 4 
Recruiting and Retaining a Diverse Workforce 

Total 

Headcount as Values 

Headcount as Values 
Female % Female Male % Male 

Female Male % Male Total % Female 

A Framework to Foster Diversity at Penn State 
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Challenge 5: Developing a Curriculum that Fosters U.S. and International Cultural Competencies 

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

• Smeal Undergraduate Research Symposium:  Two years ago, we began the Smeal Undergraduate 
Research Symposium, which provides grants for students to conduct research at the undergraduate 
level.  The research symposium was specifically designed to promote interest in diverse topics such 
as: social justice, economic growth, international business opportunities and cross-cultural 
understanding. Thus far, twelve students have received grants.  Of these, eleven (92%) have 
research topics with an international focus, and most of these students used the funds to travel 
abroad to conduct their research.   

• Smeal Study Abroad:  More than 30% of our undergraduate students study abroad.  During the past 
academic year, 483 students studied abroad, a 13% increase over the prior academic year.  Our 
students study in Africa, Asia, Australia/New Zealand, Canada, the Caribbean, Europe, Latin America, 
and the Middle East.  Our programs have become increasing popular, rising 71% since the 2000-01 
academic year. (See Appendix 5.1) 

o While Europe dominates our destination of study abroad countries, our students also study 
in Africa, Asia, Australia/New Zealand, Canada, the Caribbean, Latin America, and the 
Middle East.  We are currently introducing incentives to encourage students to choose non-
traditional sites.  

• The Race Relations Project:  Smeal participates in the Race Relations Project through BA 242 (a 
business ethics introductory course required for all Smeal sophomores), which uses the Socratic 
Method to engage students in a personal and candid inquiry where they uncover and genuinely 
explore their own beliefs and assumptions. During the 2008-2009 academic year, this program 
reached over 1,210 students participating in 155 Race Relations Project discussions, with over 85% 
of participants agreeing or strongly agreeing that the conversations in the Race Relations Project 
were worthwhile. (See Appendix 5.2) 

• MBA Global Immersion Program: For our MBA students, we provide a Global Immersion program, 
in which all first year MBA students participate.  All students are required to participate in the 
program, and earn credits toward graduation.  Typically, students are offered a choice of visiting 
Eastern Europe, Latin America, Asia, or, for international students with Visa issues, a major U.S. city.  
This year, students visited Shanghai, Santiago, or Prague (international students with visa 
restrictions visited San Francisco).  Students complete several assignments before and after the 
Global Immersion.  

 

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

• Smeal Undergraduate Research Symposium:  Topics Include- 
o Communicating South African Agricultural Development 
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o Service and Learning at the African Child Foundation: The Economic Legacy of 
Decolonization 

o Accounting for Foreign Exchange Exposure 
o East Meets West: How Confucius Says Hello to Plastic 
o Lack of Awareness About China’s Working Environment and Specifically the Managerial 

Experience of Foreigners 
o Mashavu-Networked Health Solutions for the Developing World  

When the research is complete, students present their findings in an open seminar to fellow students 
and the Smeal Board of Visitors.  The Smeal Undergraduate Research Symposium offers an excellent 
opportunity for students to learn about other cultures, to interact with a diverse group of alumni, and to 
present their findings to other students. 
 
• Smeal provides an extensive offering of international business courses to our undergraduates.  We 

offer seven different international business courses each year, including courses on Europe and 
Emerging Nations.  We also offer a course which features international films, providing a rich 
cultural experience for our students.  These films hail from all over the globe, including from Mexico, 
Singapore, Rwanda, South Africa, Europe, Iran, and China.  Our international business course 
offerings at the undergraduate level are as follows: 

o IB 290:  International Business Goes to the Movies.  IB 290 exposes students to 
international and global issues through the eyes of filmmakers around the world.  Using film 
as the medium, students can evaluate differing perspectives and arguments on issues 
affecting business and economics in the global environment.  Typical topics include the rise 
of globalization and its impact on various countries and societies, a range of cross-cultural 
issues and controversies inherent in competing cultural differences between peoples of 
various nations, the impact of American culture on social, political, economic, and legal 
institutions throughout the world, and the differential role played by economics in various 
societies and at different stages of economic development across many nations.  Films are 
shown from a variety of countries, including Singapore, Rwanda, Burkina Faso, Spain, 
Germany, Italy, Japan, France, Brazil, Afghanistan, Hong Kong, Sweden, the Czech Republic, 
New Zealand, Iran, Brazil, Mexico, South Africa and China, among others.  

o IB 303:  International Business Operations.  IB 303 provides an introduction to 
international business, focusing on differences in political economic legal and cultural 
environments; economic theories of international trade and investment. 

o IB 403:  International Business and National Policies.  IB 403 covers theories and 
philosophies that influence home and host Government policies, the roles businesses play in 
shaping these policies, and how policies and other factors shape competitive strategies of 
international business firms in the area of trade, investment, and other international 
economic activities. 

o IB 404:  Contemporary Issues in International Business.  IB 404 introduces students to 
the most current topics in international and global business.  The course provides structured 
experiences in library research and data gathering, and builds the habit of reading the 
international business press daily.  Students learn to ask questions about finance and 
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economics in international business and about people and organizations in an international 
environment. 

o IB 440: Globalization and Its Implications. IB 440 encourages students to rigorously 
examine the socioeconomic implications of globalization. The course is organized into three 
parts: The definition and characteristics of globalization, the assessment of the implications 
of globalization on critical social issues, and the implications of globalization on Africana 
communities specifically. 

o IB 450:  The Business Environment of Europe.  IB 450 provides students an overview of 
the business, economic, and regulatory environments in Europe.  This course uses articles 
from the Financial Times and similar publications as the basis of discussion in each class for a 
range of topics related to Europe.  The approach taken is a multidisciplinary one, assuming 
that business executives must understand the political, cultural, institutional, historical, and 
geographical aspects of other countries and cultures, with this course focusing on the 
European Union. 

o IB 497A:  International Business in Emerging Nations.  IB 497A provides an overview of 
the business, economic, and regulatory environments in emerging Asian nations, with 
special focus on China, India, and Southeast Asia. 

In addition to our International Business courses, Smeal offers specialized courses, including (a) Finance 
407, Multinational Financial Management; (b) Management 461, International Management; and (c) 
Marketing 445, Global Marketing, and (d) Management 445, Managing Differences in Organizations. 
(See Appendix 5.3) 

As an example of these departmental course offerings, Management 445 is designed to develop a 
comprehensive understanding of the processes associated with “managing diversity” in contemporary 
business organizations. The overall objective is to provide an understanding of: (a) the business case for 
diversity, (b) the legal requirements surrounding the management of diversity in organizations, (c) the 
structural dimensions of implementing diversity programs, (d) skills for dealing with diversity in teams, 
(e) kinds of diversity issues that create conflicts within organizations, and (f) effective strategies for 
managing diversity in organizations.  Diversity management builds upon the creation of “diversity 
awareness” among employee stakeholders.  As a consequence, the initial segments of the course 
address these issues including an examination of the historical and current realities of various groups. 
 
• On the MBA level, we offer five different international courses, of which three are required of all 

students.  Our MBA international business courses are as follows:  
o BA 532:  Global Business Environment. BA 532 trains students as managers to be an 

intelligent consumer of macroeconomic information to anticipate and understand changes 
in the global business environment. Institutional constraints, as well as theory, and history 
guide present day macroeconomic analysis and policy. Accordingly, the class is a synthesis of 
institutional, theoretical, and historical perspectives on the global economy. 

o BA 535:  Global Perspectives.  BA 535 is taken prior to the global immersion 
experience.  Global Perspectives provides the foundation for a focused international study 
during the immersion trip. 
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o BA 536:  Global Immersion.  The Global Immersion program is an experiential learning 
opportunity for MBA students to explore an alternative business, government, and cultural 
paradigm in order to better appreciate the differences and similarities in business 
environments and, ultimately, make more informed business decisions.  Global Immersion is 
designed around a visit to another economic region. In the past, MBA students have visited 
such countries as Belgium, Brazil, Chile, China, Czech Republic, France, Ireland, Turkey, and 
Singapore.  In each country, students visit both local and multinational businesses to 
understand how a business gets established and run in another country; students meet with 
industry and government officials to get their perspectives on the economic policies of the 
country; in addition, students take cultural and historical outings to enhance their 
understanding of the country they visit.  Each Immersion is coordinated by a faculty leader 
who plans the visit so as to appeal to a wide range of student interest. 

o IB 555:  Global Finance (elective).  In IB 555, students analyze international business 
finance problems, the impact of evolving international payment systems on business and 
financial management in modern multinational enterprises. 

o Mgmt 561:  Global Strategy (elective).  Mgmt. 561 focuses on three major aspects of 
international business: competitive strategy, organization design, and management 
processes. 

 
3. How is diversity integrated into the curriculum of your College? 

Diversity is integrated into the curriculum in a variety of ways.  In addition to our International Business 
and other globally-oriented courses, several of our other courses integrate diversity as follows: 

• First Year Seminar:  We offer two modules on diversity to our faculty teaching First Year seminar.   
o The first module is designed to introduce the student to the concept of diversity.  The 

purpose of this module is to: 
 Increase student’s awareness about diversity. 
 Identify and learn more about the student’s own diversity characteristics and the 

socio-cultural content that has developed around the student’s own attitudes 
about diversity. 

 Teach students about Penn State’s commitment to diversity and how that 
commitment is carried out.  

 Teach students about diversity as a business imperative. 
o The second module is on workplace diversity.  The purpose of this module is to: 

 Introduce students to the concept of workplace diversity from a company 
perspective. 

 Highlight what companies are doing to address workplace diversity. 
 Provide a framework for evaluating a company’s diversity initiatives for personal fit 

and future employment decision making. 

• Cases and Course Examples:  In our courses at Smeal, we strive to integrate diversity utilizing 
examples and cases in class.  For example, in Finance 407, Multinational Financial Management, one 
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textbook uses Maria Gonzales, a Chief Financial Officer, as an example throughout the course.  In 
the MBA course Finance 550, Financial Analysis and Valuation, Professor Chris Muscarella covers the 
case of Radio One, Inc.  Radio One, Inc. was founded by Catherine Hughes, who started the company 
in 1980.  Radio One is one of the nation's largest radio broadcasting companies and the largest radio 
broadcasting company that primarily targets African-American and urban listeners. In the case 
study, Professor Muscarella demonstrates how to value Radio One, and discusses how Radio One 
sells at a higher multiple than that of mainstream stations, due to its unique listener base.  
According to an internal Smeal survey taken last year, similar types of cases and examples are used 
throughout the curriculum. 

• Capstone Smeal Business Course, BA 411, Analyzing Business and Industry:  Our capstone course, 
BA 411, is required of all Smeal seniors.  In this course, we assign students into groups, whereby 
these groups are matched each with an alumni mentor.  Students meet with their mentors on a 
weekly basis via video conference here at Smeal.  These mentoring relationships provide the 
students an opportunity to learn from a diverse group of executive mentors.  Last year’s mentors 
included two female executives and two male executives of color. 

• The Smeal Honor Code:  The Smeal Honor Code emphasizes integrity, accountability, ethical 
conduct and leadership as values that strengthen and define our community.  Across the curriculum, 
Smeal faculty are encouraged to discuss their expectations for honor in the classroom; stating 
guidelines for each assignment, exam and course deliverable.  Graduate students who serve as 
Teaching Assistants are being coached and supported in their efforts to reinforce classroom integrity 
and serve as role models to undergraduate students. 

We offer one module in the First Year seminar and two undergraduate courses on business ethics: 
• First Year Seminar module on the Smeal Honor Code:  This module introduces 

students to the Smeal Honor Code with an emphasis on accountability, student 
responsibility and transparency.  Utilizes case summaries and a variety of 
teaching tools to help students gain an understanding of our shared 
commitment to strengthen the Smeal culture of integrity.  

• BA342, Socially Responsible, Sustainable and Ethical Business Practice:  This 
course introduces students to the major ethics, social responsibility and 
sustainability issues that face business practitioners within their field and across 
related disciplines. Each business function – accounting, finance, marketing, 
supply chain, human resource policies, etc. – has relationships and 
responsibilities within the larger social environment.   This course considers 
commonalities across the business functions and teaches students to think 
broadly about how a business fits into a more complex web of relationships 
within society. 

• MGMT 451W, Business Ethics and Society:  This course focuses on developing 
students abilities to understand and manage ethical conduct and social 
responsibility in business organizations.  Students learn how to think about and 
manage their own ethical conduct, the conduct of the people who will work for 
them, and the social responsibility of the organization.  Professional integrity 
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and ethical decision-making are examined through cases involving 
discrimination, affirmative action and sexual harassment.  The course includes 
an introduction to the challenges of managing for ethical conduct in a global 
business environment as it relates to child labor, worker's rights, and 
environmental issues in a global context. 

 
 
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”? 

 

• Most successful:  
o When we originally offered the Global Immersion program for MBA students, they did not 

earn credit toward this requirement.  We found that students did not take the experience 
seriously, so we have since made this a requirement in which students must earn course 
credit.  Since we instituted course credit for the Global Immersion program, students have 
taken the experience more seriously.  Students are now required to provide deliverables 
before and after the experience.  For example, students are required to write a report on 
the history, politics, economy, current events and culture of their destination.  They were 
also required to read The Post-American World by Fareed Zakaria.  Finally, post-trip, 
students are required to provide a summary of things learned during their time in the 
destination country.  A post-trip meeting is arranged so that students can share their 
experiences with each other.  

o Offering Study Abroad programs with good local partners.  We have a group of five Smeal 
employees who work on our Study Abroad program.  They find that when the local partner 
is more engaged, the student’s Study Abroad experience is more positive. Also, we know 
that some of our students seek Study Abroad as an excuse for a “party” vacation.  We have 
found that locations in medium and small cities have been most successful, as large cities 
tend to attract students to study abroad for the wrong reasons.  
 

What we have learned from these examples is that if we take the experience seriously, the students will 
as well.  Requiring students to take courses for credit in their Study Abroad experience and making our 
expectations clear (and requiring deliverables in the case of MBA students) has led to very positive 
experiences in both cases. 

 
o We have found that including examples of diversity in Smeal classes has been received 

positively by both faculty and students.  This is a low-cost way for faculty to include 
diversity, and also, students see diversity as just part of life, not something that has to 
be focused into one course. 
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o Our course offerings in International Business have been very successful; in terms of 
enrollments and student satisfaction (see answer 2 above for a listing of these courses).  
Each year, we continue to see an increase in demand for these courses (see answer 5 
Appendices below).  In particular, IB 303 is very popular, with an enrollment of 439 
students during Fall semester 2009.  This course includes topics such as globalization, 
national differences in political economy, and differences in culture, ethics, and regional 
economic integration. 
 

• Least successful:  
o The proposed course on African American Economic and Business Development was 

designed, but not offered due to the scheduling constraints of the two faculty members 
who agreed to teach it.  Their existing course load and administrative responsibilities 
associated with their joint appointments and weekly commute from University Park 
campus to the McKeesport and Delaware campuses prevented the course from being 
offered. 

o The Political Economy of Jazz and Rhythm & Blues course was requested by several 
students who had taken the African American Male class.  It was designed and put on 
the schedule as a cross listed course for African/African American Studies and Business. 
The course did not run due to a lack of sufficient enrollment.  Since that time, one of the 
proposed co-instructors has retired from his position as Director of the Paul Robeson 
Cultural Center. 

o IB440, The Globalization and Its Implications, although respectably enrolled for several 
semesters, is not being offered for the 2009-2010 school year. This course was co-
taught by an African American Studies professor and International Business professor 
until the Spring of 2008. Starting in 2009, the class was no longer cross listed at the 
request of another college. Currently, the course is not being offered in the college of 
business because the professor has been given a reduced teaching load to compensate 
for additional administrative responsibilities. The Smeal College of Business is looking 
forward to cross-listing again in the future. 
 

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

 

• Course enrollments:  Each year, we see an increase in demand for our International Business 
courses.  Of our International Business offerings, IB 303 (International Business Operations) and IB 
403 (International Business and National Policies) are particularly popular, with over 650 students 
enrolled in Fall 2009: 
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Appendix 5.3 

 
 

 
 
 

 
 
 
 
 
 
 

o In addition to IB 303 and IB 403, departmental offerings of international business have been 
particularly popular with students.  During Fall semester 2009, Mrkt 445 (Global Marketing) 
enrolled 300 students, Fin 407 (Multinational Financial Management) enrolled 172 students, 
and Mgmt 461 (International Management) enrolled 119 students.  IB 290 (International 
Business Goes to the Movies) and IB 404 (Contemporary Issues in International Business) 
have continued to receive steady demand, while IB 450 (The Business Environment in 
Europe) and IB 497A (International Business in Emerging Nations) have seen recent 
increases in student demand. 
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Appendix 5.1 

• Number of Smeal Students Who Study Abroad:   Over 30% of Smeal students study abroad.  Since 
the 2000-01 academic year, we have seen an increase of 71% in Smeal students studying abroad.  
During the 2008-2009 academic year, 483 Smeal students studied abroad, a 13% increase over the 
prior year.  Europe is the most popular destination, with 86% of our students, followed by Asia (6%) 
and Latin America (4%).  We also have students studying in Africa, the Middle East and Australia. 
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Appendix 5.2 

• Race Relations Project:  The Race Relations Project is quite successful, with 1210 Smeal students 
participating in 155 conversations last year.  Those students were surveyed after the experience.  
Overwhelmingly, the students felt the conversation was worthwhile, they felt as if they could 
express their views, they thought the conversation gave them some new insights on race relations, 
and they would recommend the Race Relations Projects to their peers: 
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Challenge 6: Diversifying University Leadership and Management 
 
Assessment Questions: 
 
1. How are the unit leaders actively involved in diversity efforts? 

 
• The Dean has made diversity a priority in the Smeal Strategic Plan. He chairs the College 

Diversity Advisory Committee and he has brought diversity into his top management team. 

• Associate Deans for Undergraduate and MBA Programs/Executive Education have aggressively 
sought to increase diversity in both programs.  

• Associate Dean for Planning and Administration holds everyone responsible for meeting the 
diversity goals of the Strategic Plan. 

• Department Heads are charged with diversifying their faculty and curricula. 

• The Associate Dean for Diversity and Community is a member of the Deans’ Executive 
Committee and participates in all executive decisions at the college. The Executive Committee 
meets every two weeks and acts on all college matters; academic, community, research, and 
outreach. The Associate Dean is also active in recruiting faculty, staff, and students, and is 
engaged with our Board of Visitors. 
 

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

Executive (Deans) 
White Male, Dean 
Asian Male, Senior Associate Dean for Research and Faculty 
White Female, Associate Dean for Planning and Administration 
African-American Male, Associate Dean for Diversity and Community 
White Male, Associate Dean of MBA Programs 
White Male, Associate Dean of Undergraduate Programs 
 
Administrative (Department Chairs) 
White Male, Department Chair of Accounting 
White Male, Department Chair of Finance 
White Male, Department Chair of Insurance and Real Estate 
White Male, Department Chair of Marketing 
White Male, Department Chair of Management and Organization 
White Male, Department Chair of Supply Chain and Information Systems 
 
Directors 
White Female, Director of Student Enrichment 
White Female, Director of Student Services 
White Female, Director of Alumni Relations 
White Female, Director of Career and Corporate Services 
White Female, Administrative Director of Center for Supply Chain Research 
White Female, Director of Center for Research in Conflict and Negotiation 
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White Female, Interim Director of Development 
White Female, Director of Business, Executive Programs 
White Female, Director of MBA Student Services 
White Female, Director of MBA Admissions 
White Female, Chief Information Officer 
White Female, Financial Officer 
White Female, Director of Executive Education 
Asian Female, Director of PhD Programs 
Asian Female, Director of Leadership and Integrity 
Asian Male, Managing Director of eMBA 
Asian Male, Regional Director for India 
African American Male, Director of Undergraduate Diversity Enhancement Programs 
Hispanic Male, Director of Student Engagement Programs 
White Male, Director of Institute for Real Estate Studies 
White Male, Director of QMM-Master of Manufacturing Management 
White Male, Director, Career and Executive Coaching 
White Male, Director of Outreach and Continuing Education 
White Male, Director of Center for Sports Business and Research 
White Male, Director Center for Global Business Studies 
White Male, Director of Center for Supply Chain Research 
White Male, Director of Marketing/Public Relations 
White Male, Director of Institute for the Study of Business Markets 
White Male, Director of MBA Corporate Relations 
White Male, Managing Director of Custom Programs 
White Male, Director of Master of Professional Studies Program in Supply Chain Management 
White Male, Director of Center for the Management of Technological and Organizational 
Change 
White Male, Director of the Farrell Center for Corporate Innovation and Entrepreneurship 
 
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?  
 
Diversity experience, expertise and commitment are sought and valued in evaluating candidates for 
administrative and leadership posts. As a result, the college has filled 13 leadership positions with 
people committed to diversity. (Refer to the listing below). In addition, Department Chairs and the 
heads of search committees attended a special workshop held by the Affirmative Action Office to 
address these issues. The Associate Dean for Diversity Enhancement has frequent contact with 
department heads and serves on some of the search committees to provide assistance to their search 
process.  
 
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?  
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The college has an annual assessment process where employees are encouraged to express their career 
aspirations. Those individuals who have expressed an interest in their professional development are 
encouraged to pursue advanced degrees or take part in university seminars and workshops or to attend 
special conferences. The college has a policy of allowing time to be taken during work hours for this kind 
of professional development. Although we cannot directly attribute a cause-effect relationship to this 
policy for advancement and promotion, it is clearly an integral part of the total process for professional 
and leadership development. 
 
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”? 
 
As a result of a proactive effort to increase diversity in the college, and to demonstrate leadership by 
example, the Office of the Dean has become significantly more diverse. (Please see listing below) 
 
With the new appointment of Assistant Dean for Diversity Enhancement, the college has demonstrated 
success in diversifying its executive management team. As a result of this new position, a renewed effort 
will be made to actively attract candidates of color, women, and other diverse candidates for any 
leadership position that becomes open in the college. 
 
The recent promotion of the Assistant Dean for Diversity Enhancement to Associate Dean, the 
promotion of an Undergraduate Advisor to Director of Student Engagement Programs and the Director 
of Major Gifts to Interim Director of Development. 
 
6. What measures of success have you identified to gauge your progress in this Challenge? Include 
data demonstrating outcomes.  
 
Our success is measured by actual changes in both the administrative and executive levels. The 
highlighted positions represent changes since the last update. 
 
Executive (Deans) 
Asian Male, Senior Associate Dean 
White Female, Associate Dean  
African-American Male, Associate Dean  
Directors 
White Female, Director of Student Enrichment 
White Female, Director of Student Services 
White Female, Director of Alumni Relations 
White Female, Director of Career and Corporate Services 
White Female, Administrative Director of CSCR 
White Female, Director of CRCN 
White Female, Interim Director of Development 
White Female, Director of Business, Executive Programs 
White Female, Director of MBA Student Services 
White Female, Director of MBA Admissions 
White Female, Chief Information Officer 
White Female, Financial Officer 
Asian Female, Director of PhD Programs 
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Asian Female, Director of Leadership and Integrity 
Asian Male, Managing Director of eMBA 
Asian Male, Regional Director for India 
African American Male, Director of Undergraduate Diversity Enhancement Programs 
Hispanic Male, Director of Student Engagement Programs 
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Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
 
The strategic plan of the college has specifically included diversity as a vital component to achieving a 
top tier status as a college of Business. In addition to diversity being integrated within the plan’s 
strategic pillars of Extraordinary Education, Research with Impact, and Dialogue with Society; it serves as 
the cornerstone for pillar number four, which is a Community with Distinction. The positive impact of a 
community that includes a diversity of ideas, diversity in membership (administration, faculty, staff, and 
students), and diversity as an integral value at all levels will help to achieve the goals of the Smeal 
College Strategic Plan. 
 
Honor and integrity is also a priority at the Smeal College of Business. Smeal students work with the 
faculty and staff of Smeal in order to perpetuate, improve and enforce the Smeal Honor Code.  Our 
Strategic Plan includes diversity and honor/integrity as essential values in achieving our new strategic 
goals. We feel that diversity and honor/integrity go hand-in-hand in determining the organizational 
culture and direction of the community. We feel that these values are essential. 
 
Structure follows strategy- therefore we have restructured the top leadership team of the college so 
that we can maximize our ability to implement the diversity component of our strategic plan. This new 
leadership team is representative of the diverse population of the Smeal College and is prepared to 
address all of the issues and opportunities to promote diversity as a fundamental value.   
 
 
Assessment Questions 
 
1. How does your unit’s strategic plan reflect the importance of diversity for meeting your goals and 
objectives? 

 
Diversity is one of the pillars (“Community with Distinction”) of the college’s strategic plan that 
specifically places a high priority on achieving diversity through the following: 
• Financial support 

• Recruitment and retention initiatives (recruiting and retaining underrepresented students, faculty, 
and staff) 

• A welcoming climate and supportive resources 

• Curricula integration (reflecting the many dimensions of working and living in a pluralistic world) 

• Supporting student organizations that enhance diversity 

• Hosting and/or participating in conferences and workshops that address issues of diversity 

• Organizational realignments 

• The college is proactive in trying to recognize the special contributions and achievements of its 
alumni, including alumni from underrepresented groups. Alumni award winners can be found 
below, with members of underrepresented groups highlighted. 

Alumni Achievement Award 
2008: Alan Majewski ’02g  
2007: Heath A. Mitts ’96g 

2006: Menassie M. Taddese ’97g   
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Alumni Fellow Award 
2009: Michelle Austin ’89; Donna Kalajian Lagani ’75 

2008: James Stengel ‘83g; Jack Tsui ‘60 
2007: Peter Cocoziello ‘73 

2006: John Surma ‘76 
 

Distinguished Alumni Award 
2006: William Donan ’68; Robert Poole ’72; Ira Lubert ’73 

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

• Student Focused Programs: 
o The college supports a student led initiative, Smeal for Life, a college-wide effort to build a 

community of distinction through three values – diversity, honor and respect. This task force 
has alumni connections from its early stages, and currently consists of representation from 
the college staff, administration, and a diverse pool of undergraduate and graduate 
students. 

o In order to achieve greater visibility for Smeal’s Study Abroad Programs and to encourage 
students to gain international experience, the Study Abroad Program has been relocated to 
the Smeal Undergraduate Programs Office. This location provides greater synergy with the 
undergraduate advising operation and study abroad opportunities. It also provides greater 
exposure to a much larger number of undergraduate students. 

o The college has provided additional resources in order to fund the BOSS program which is a 
long term strategy for increasing the undergraduate applicant pool from underrepresented 
groups.  

o In order to better address LGBT issues, the college has placed a greater emphasis on the 
OUT in Business Program which has resulted in a significant increase in the number of 
faculty and staff “allies” (24) in the Smeal College. An OUT in Business “ally” denotes a 
person that supports and is willing to provide council on LGBT issues. 

• Faculty/Staff Programs: 
o The office of the Director of Diversity Enhancement Programs has been moved into the 

Dean’s Office to improve communication, coordination, and to send a signal to the 
community about its increased importance. 

o The Assistant Dean of Diversity has been promoted to Associate Dean of Diversity and 
Community with increased responsibilities and resources to provide guidance and support 
to the Smeal Community. 

o The Associate Dean of Diversity and Community serves as a member of the College 
Executive Committee and Management Committee which helps to assure that diversity is 
included in the major decision making processes of the college. 

o Smeal Honor Committee – A n advisory board of student leaders, faculty and administration 
works together to help guide improvements and future direction of the Code. The Associate 
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Dean for Diversity and Community is a member of this committee, while the Director of 
Leadership Integrity co-chairs the committee with the dean 

• In keeping with the diversity goals of the strategic plan, the Office of the Dean has been realigned to 
include additional leadership from diverse backgrounds. This includes the new Senior Associate 
Dean (three year term) who is Asian-American, the new Associate Dean for Planning and 
Administration who is female, and the Associate Dean for Diversity and Community who is African-
American.  

• Alumni Focused Programs: 
o The Board of Visitors constitutes a group of high level executives who provide advice and 

counsel to the Dean about the current position and the strategic direction of the college. 
The Board has a new chair (who is jointly appointed by the Dean and the former Chair) who 
has exemplified interest, vision, and financial commitment for diversity over the past several 
years. 

o As part of a long term strategy to include diversity in our programs and planning processes, 
the college has sought to increase the membership from underrepresented groups on 
Advisory Boards including the Alumni Advisory Board, the MBA Alumni Advisory Board and 
the Accounting Advisory Board memberships. (See Appendix 7.1) 

o The Smeal Office of Alumni Relations champions Smeal Connect, the college’s exclusive 
online community for Smeal alumni, faculty, staff, and students. With nearly 6,000 
registered users, Smeal Connect offers an online networking community. Users may explore 
career opportunities, network with alumni and students, and strengthen their connections. 
One of the greatest strengths of Penn State and Smeal is the breadth and passion of our 
network, and through Smeal Connect, alumni and students can leverage it to the fullest. 
Alumni and students, from various geographic locations, industries, majors, and 
race/ethnicity are represented within Smeal Connect—adding tremendous value to our 
alumni and students alike. 

 
3. What budget and development approaches have been implemented by your unit to ensure 
financial stability of diversity priorities? 
 
In the current environment where the central administration has been seeking budgetary cuts, the 
college’s diversity budget has remained stable. The Office of the Dean and the Development Office have 
been aggressive in trying to raise additional funds from Smeal alumni and corporations. These efforts 
have resulted in:  
• A new endowed MBA scholarship for diversity 

• A new undergraduate scholarship for diversity 

• The continuation of an endowed professorship, filled by an African American Clinical Professor in 
Marketing 

• The maintenance of corporate support for diversity recruitment and retention programs (START, 
BOSS, etc…)  

• The maintenance of the pool of funds available for Graduate Assistants from diverse backgrounds  
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• The shifting of the budget for the Undergraduate Office of Diversity Programs to the Office of the 
Dean in order to ensure financial stability 

 
4. Describe the systems of accountability and reward that support the achievement of diversity goals. 
 
• The Dean has made diversity a key element in the annual review of all unit heads. 

• All Departments have been charged with the goal of diversifying the searches for new faculty and 
staff, monitoring the climate in their units, and enhancing the diversity content of the curriculum. 

• A Metrics Committee has been appointed, and is currently developing a system for tracking diversity 
progress.  

 
 
Appendix 7.1 

 

MBA Advisory Board White Asian 
African 

American Hispanic Total 
  Female 2 1 1 1 5 
  Male 11 3 2   16 
  Total 13 4 3 1 21 
  

        
        Alumni Advisory 

Board   
      Female 8 
      Male 17 
      Total 25 
      

        
        Acct Advisory Board   

      Female 12 
      Male 3 
      Total **15 
      

        
        **Total only reflects members that were successfully identified, not the entire membership 
base. 

 


