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The College of Arts and Architecture demonstrates its commitment to diversity through the wide availability of its 
diverse programming and curriculum development efforts. The College’s outstanding programmatic efforts reflect 
a commitment to diverse educational experiences for the greater University community. Implementation of the 
College’s Plan to Foster Diversity, 2004-09 is listed prominently in Goal 3, “Civil Community,” of the College’s 
strategic plan, which can be accessed via the College Web site. The dean, College Diversity Committee, and 
multicultural coordinator carry the responsibility for promoting diversity initiatives and addressing issues of 
diversity. The review team recommends a broader distribution of diversity responsibilities throughout the College 
to sustain organizational change in support of diversity goals. 
RESPONSE: The college Diversity Committee is composed of representatives of each unit in the college and 
each representative is expected to act as a liaison to the individual units both through communicating the 
activities that the Diversity Committee is engaged with and by bringing any possible issues forward to the 
Diversity Committee. In addition to the college Diversity Committee, the three largest units in the college (the 
School of Music, the School of Theatre and the School of Visual Arts) all have diversity committees that are 
charged with promoting diversity initiatives and addressing issues of climate in the units. In addition, the 
College of Arts and Architecture, through its public programs adds to the diversity of both the campus and 
external communities. 
 
Increasing its recruitment and retention of diverse faculty, staff, and students is a continuing challenge for the 
College. Although a number of initiatives have been implemented, data do not indicate that effective strategies are 
in place. To fully understand the relative success of recruitment and retention efforts, it would have been helpful 
for the College to have provided a demographic breakdown of faculty, staff and student populations, both raw 
numbers and percentage, by gender and by race/ethnicity over time. 
RESPONSE: Please see attachment. 
 
Campus Climate and Intergroup Relations 
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 

 The College confirms its commitment to diversity “regardless of ethnicity, gender, religion, or sexual 
preference.” The review team recommends a statement that includes at least all of the characteristics from 
Penn State’s nondiscrimination statement and represents these characteristics in a more positive light. 
RESPONSE: We agree with this recommendation and have revised our statement so that it now reads, 
“The faculty, administration, and staff of the College of Arts and Architecture reaffirm their 
conviction that all people provide essential contributions to the arts, to the education of our students, 
and to the cultural significance of our lives. Any form of discrimination based on race, ethnicity, sex, 
sexual preference, age, color, national origin, or veteran status is unacceptable in this College and 
contemptible to the spirit of cultural diversity that is the foundation of our creativity and scholarship. 

 It is positive that the College’s diversity strategic plan is widely accessible to all faculty, staff, and 
students via the College Web site. 

 The climate survey referenced in the update is a notable first step in measuring progress and increasing 
awareness of strengths and areas for improvement. 

 
Challenge 2: Creating a Welcoming Campus Climate 

 The College Diversity Committee is responsible for reviewing the College’s climate as it relates to 
gender, race, ethnicity, sexual orientation, and religious freedom. Additionally, this committee is charged 
with creating specific events to foster understanding of and dialogue about diversity issues. Future 
reporting would be enhanced by clarification of the committee’s composition and its accomplishments. 
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 The multicultural coordinator is identified several times as being responsible for creating and fostering a 
welcoming climate in the college; it is unclear how or if this position is empowered to affect change. The 
review team recommends further elucidation of the role of the multicultural coordinator.  
RESPONSE: The Multicultural Coordinator, as an agent of change, is an intricate part of the 
College’s governing board (Executive Council). He assesses departments and reports on their needs to 
the department head in addition to working with the units to identify any barriers that may prevent us 
from achieving a welcoming climate for all within their unit and the College.  

 The update does not specify how LGBT concerns are addressed; additional information is needed. It is 
stated that the multicultural coordinator takes action “when climate issues arise,” but it is unclear how 
issues are reported, whether safe reporting mechanisms exist, or exactly how resolution is achieved. 
RESPONSE: The arts and design fields traditionally have been known as a place of self-expression 
and a haven for all in the LGBT community. The College of Arts and Architecture is proud of its’ 
relationship with members of this community. We have a number of openly gay and lesbian faculty, 
staff, and students within our College (although there is while there is no self-reporting mechanism for 
sexuality.) Should an LGBT issue arise, students, faculty and staff can report to the multicultural 
director, a member of his/her diversity committee or the department head for resolution. 

 It is positive that Department of Architecture’s summer camp strives to increase exposure to the 
profession for underrepresented students. Inclusion of outcome assessment information would be helpful.  
RESPONSE: This summer will be the 3rd year of our camp.  In each of the previous two years we have 
seen an increase in applications to Penn State from our “majority” students. However, since we are 
targeting younger underrepresented students (typically 9th graders) we will not have full data on the 
impact that this will have on student recruitment for another 2 years. We have recruited one minority 
paid accept student from our first camp. As more funds become available and we increase the pool of 
attendees, we fully expect the minority trend to follow that of our majority students. (See attachment.) 
 

Representation (Access and Success). 
Challenge 3: Recruiting and Retaining a Diverse Student Body 

 The creation of a College recruitment committee in support of recruitment of students from 
underrepresented groups is a positive initiative. It would have been helpful to include the “Best Practices 
in Recruitment” document created by the School of Music’s Recruitment/PR Committee in the update. 
(RESPONSE: See attached.) 

 The review team suggests clarification of the role of faculty in graduate school recruitment initiatives.  
RESPONSE: Given the one-on-one relationships that are involved in studio teaching and the nature of 
our graduate programs, our faculty work closely with individual students from the beginning of the 
recruitment process. Faculty members recruit students through their attendance at national 
conventions, and though activities such as master classes and workshops that they deliver nationally 
and internationally. In addition, the faculty play an integral role in the audition and portfolio review of 
our applicants. Many of our students choose to attend graduate school in our programs based on the 
reputation of individual faculty members. 

 The College provides a broad range of outreach opportunities in support of recruitment of students from 
underrepresented groups; however, no data are presented to indicate which strategies are working.  
RESPONSE: Our collaborative effort with the Charter High School of Art and Design has produced a 
number of applicants to our programs. We have succeeded in making an offer to one student each year 
to either Architecture or Landscape Architecture. We continue to seek unique schools to assist with 
broadening our pool of diverse applicants through developing relationships with schools such as 
Creative and Performing Arts High Schools in Pittsburgh and Philadelphia; High School of Art and 
Design, LaGuardia High School of the Arts and Urban Assembly School of Design and Construction 
in New York. Many of these programs are in their infancy, and while there seems to be a definite 
impact on our recruiting, there is not enough information to draw conclusions at this time.   
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 To understand the overall effectiveness of recruitment and retention efforts, it would be helpful to provide 
a numerical—not merely percentage—demographic breakdown of the graduate and undergraduate student 
populations. The review team notes some successes in this area, but improvement is still needed. 
(RESPONSE: See attachment.) 

 
Challenge 4: Recruiting and Retaining a Diverse Workforce 

 It is commendable that the Dean is actively involved in the recruitment of a diverse workforce, charging 
search committees to obtain diverse applicant pools. It is stated that the Dean “monitors” searches to 
ensure that women and people from diverse racial/ethnic groups are represented in applicant pool. The 
review team requests clarification of what is meant by “monitoring” searches.  
RESPONSE: Before candidates for any position are brought to campus, each unit head is required to 
submit to the Dean a summary of the number of applications received and the demographics of the 
applicant pool. If there is not sufficient diversity in either the applicant pool or the pool of candidates 
who will come to campus for an interview, the search committee is then charged with working to 
attract additional candidates. This has proven to be an effective strategy. For example, in two searches 
this year the search committee was charged with needing to do additional work in order to diversify the 
applicant pool. Both of these searches subsequently identified more diverse applicants pools and 
finalists. 

 The update identifies the College’s mentoring program as a means to introduce underrepresented faculty, 
staff, and administrators to diverse cultural resources. Specifics of this program would be helpful.  For 
example, does the program structure any specific mentoring activities? 
RESPONSE: We will include specifics in future reports. 

 While the College states it is making inroads in the recruitment of underrepresented faculty, the lack of 
specific data across academic ranks makes it difficult to assess tangible results. In fact, data supplied by 
Educational Equity show that most faculty from underrepresented groups are untenured tenure-line 
faculty. It is imperative that underrepresented faculty are actively mentored to assist them in moving 
toward tenure. 
RESPONSE: This past year we successfully had three faculty of color receive tenure and promotion 
(two male and one female), one faculty member who had a very positive fourth year review, and three 
faculty of color who underwent very successful second year reviews. Unfortunately, one faculty 
member from this later group has chosen to leave Penn State for personal reasons despite our 
aggressive pursuit of a counter-offer. 

 The inclusion of both raw number and percentage demographic breakdowns of faculty and staff would 
serve to better illuminate the relative progress made in recruitment and retention efforts. 
RESPONSE: See attached. In addition, we will include both sets of information in future reports. 

 
Education and Scholarship 
Challenge 5: Developing a Curriculum That Foster Intercultural and International Competencies 

 It is positive that the College has undertaken and institutionalized numerous multicultural initiatives to 
strengthen its curriculum. Future reporting, however, would benefit from the inclusion of a timeline for 
formalizing the special topic offerings that are intended to become part of the regular curriculum. 
RESPONSE: We will work towards including this in future reports. 

 The College’s broad range of academic and education abroad programs with an expanded focus on 
diverse international and intercultural issues is noteworthy. 

 The College is commended for providing diverse programming through its museum and Center for the 
Performing Arts. 
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Institutional Viability and Vitality 
Challenge 6: Diversifying University Leadership and Management 

 It is positive that the dean introduces the College’s goal of promoting and maintaining a welcoming and 
inclusive climate at annual orientation meetings for all new students, faculty, and staff. A need exists for 
creating an ongoing program to maintain the College’s commitment to diversity efforts on all levels.  
RESPONSE: The College diversity committee, with its liaisons to the departments, is charged with 
evaluating and creating this programming.  

 The update notes that the diversity profile of the College’s administration has increased. University data 
show, however, that 100% of staff in grades 26-32 are white. It would be helpful to provide detailed 
faculty and staff demographic data for clarification. 
RESPONSE: This information is accurate however it represents a very small cohort, as there are only 
three staff members in grades 26-33. In addition, it is important to note that one of these positions, 
which is an important leadership position, is held by a senior woman. 

 It is commendable that staff are encouraged to take professional leadership and management classes. 
Specifics regarding how staff are identified for leadership positions would be helpful. 
RESPONSE: The SRDP process and the individual staff development plans and goals that are 
discussed through the SRDP process are the primary mechanisms through which leadership potential 
is identified and discussed with individual staff members. For example, as a result of this process, this 
year we were successful in promoting an administrative assistant to a position as the stewardship 
coordinator in the college’s development office. 

 The update does not specify the particulars of “careful and thorough recruiting.” Inclusion of the detailed 
guidelines for recruiting faculty, as noted on the College Web site, would strengthen future reporting.  
RESPONSE: We will include this in future reports. 

 Currently, the identified positions for carrying forward diversity efforts in the College appear to center 
around the dean, the multicultural director, the College Diversity Committee and the international 
coordinator. It is unclear how or if unit heads are responsible for facilitating these diversity efforts.  
RESPONSE: While the above-mentioned positions are spearheading our diversity efforts, the 
department heads have been instrumental by including diversity in their unit strategic plans and 
working closely with their diversity committee representative. In addition, diversity issues and the 
recruiting of a diverse student body are frequently discussed at executive council meetings. 

 
Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 

 It is notable that the College Diversity Committee can supply funding to faculty and staff for diversity 
activities.  

 The College may wish to consider developing an administrative fellows program and post-doctoral 
programs as a means of promoting organizational change in support of diversifying its leadership and 
management. 
RESPONSE: We will explore this recommendation to determine if it will be effective at the college 
level. The college also has been successful in recommending underrepresented faculty for university-
wide leadership programs. 
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RESPONSE: Attachments 
 
(See second paragraph of introduction) 
 

Student Enrollment by Gender 
 
     Male    Female 

Enroll Year Number      /     Percent Number     /    Percent 
   

2003 728                       42.4   987                 57.6 
2004 708                       40.9 1,021                59.1 
2005 737                       42.8 1,011                57.8 
2006 747                       41.5 1,052                58.5 

 
 

Student Enrollment by Ethnicity 
 
 
Enroll Yr. African. 

Amer. 
Asian Hispanic Native 

Amer. 
Total Percent of 

Population 
       

2003 45 65 41 1 152 10.1 
2004 46 67 37 1 151 9.9 
2005 42 69 41 6 158 10.4 
2006 54 63 46 6 169 10.8 

 
 

Minority Graduation Rates 
 

   Minority       White 
Grad Rate Year   FA01 ||     FA00    ||     FA 99    FA01  ||    FA00   ||    FA99 
   

After 4 years   40      ||     46.6      ||     63.6      41.7  ||      39.0    ||     41.6 
After 5 years             ||     93.3      ||     72.7               ||      79.1    ||     73.0  
After 6 years             ||                  ||     72.7               ||                 ||     78.4 
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Fulltime Faculty by Ethnicity 
 
Enroll Yr. African 

Amer. 
Asian Hispanic Native 

Amer. 
Total Percent of 

Population 
       

2003 9 4 4 1 18 10.4 
2004 11 3 4 1 19 10.8 
2005 13 4 5 1 23 12.9 
2006 13 5 5 1 24 13.4 

 
  

Fulltime Faculty by Gender 
 

Male       Female 
Enroll Year Number      /     Percent Number     /    Percent 

   
2003 103                       59.6 70                40.4 
2004 104                       59.5 71                40.5 
2005  107                        61.02 71                39.8 
2006        111                          62.0 68                38.0 

 
 
 

Fulltime Staff by Ethnicity 
 

Enroll Yr. African 
Amer. 

Asian Hispanic Native 
Amer. 

Total Percent of 
Population 

       
2003 NA NA NA NA NA NA 
2004 5 1 2 0 8 10.2 
2005 4 1 0 0 5 6.4 
2006 3 1 0 0 4 4.8 
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(Challenge Three, bullet one) 
 

Best Practices in Recruitment 
 
Below please  find a  list of recommended recruitment practices  for your consideration. These 
recommendations are based on  information  from  two  sources:   the on‐line  survey  results of 
auditionees  from  Spring  2006  (including  students who  chose  to  attend  other  institutions  as 
well  as  those  who  chose  Penn  State),  and  meetings/correspondence  with  University 
recruitment officers.  
 
 
I. ADDRESS THE PRIVATE TEACHERS OF AUDITIONEES 
 
A.  Use the attached letter 
 

1.  Personalize it to the needs and strengths of your studio/area (areas in the letter 
requiring personalization have been highlighted in RED) 
 
2.  Cut and paste the letter into the body of an email so as to avoid technical problems in 
receipt of the letter 
 
3. Email the letter to all the private teachers of your auditionees as soon as possible (You 
should have been receiving hard copies of the contact information for those teachers in 
your mailboxes.) 
 

RATIONALE: Our information indicates that the advice and counsel of the private instructor 
was the NUMBER ONE INFLUENCE in the studentʹs choice of music school.   This was true 
for both those who chose to attend Penn State and those who chose to attend other 
schools. Other sources tell us that the earlier we influence the choices of those students, the 
better our chances of ʺlandingʺ them.  
 
This speaks strongly to the need for accessing and positively influencing those private teachers 
now. The content of the letter itself is information to counter concerns indicated by many 
students on the survey about the size and demographics of both Penn State and State College. 
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B.  Evaluate the “Student Background Form” information of your upcoming auditionees 
BEFORE the audition (these are being placed in your mailbox by Irene, were formerly known 
as “the yellow sheets” and are now available earlier than the audition date). Target students 
whom you would like to pursue in advance of their audition based on your evaluation of these 
mini‐resumes 
 
  1.  Send a packet of information to the teachers of these pre‐selected students 

2.  Include a personalized note indicating your gratitude for their       recommendations 
to their students to consider Penn State, a School of Music      CD sampler, School of 
Music newsletter (available from Russell or Irene), and        recent sample programs as 
well as notice of any upcoming events from your  

  studio/area. 
 
RATIONALE: This is early and continued contact with the teachers of students whom you 
wish to recruit. The private teachers are likely to be exerting influence on their students NOW 
during their audition preparation time. We believe it is important that this information comes 
personalized from the faculty member(s) in the area rather than by the School as a whole. 
 
C.  Call and/or email the teachers of students you really want after youʹve heard the 
students audition. 
   
  1.  Ask if there are any questions about the program you can answer for them. 
 

2.  Mention any upcoming events in your studio/area; invite the teacher and    student 
to attend the event together if appropriate 
 

RATIONALE:  This step represents additional continued contact with the individuals who are 
most closely linked with influencing the studentsʹ decisions about college choice.  University 
recruitment officers told us that the more often the student is on campus, the more likely are 
our chances of landing the student. 
 
D. Send additional hard copy packets to teachers of those students you may have missed 
initially, but who show great promise AFTER the audition. 
 

1.  Call and/or email these teachers also, inviting them to any upcoming events in your 
area. 

 
RATIONALE: This step is simply to account for those auditionees who may show high 
achievement and potential in the audition, but who have not had an opportunity to develop a 
lengthy or impressive resume. 
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II. TARGET RECRUITMENT EARLIER FOR OUR TOP PROSPECTS 
 
A.   Contact conductors for the names and contact info of outstanding young Penn State 

summer campers. 
  
B.  Be diligent in maintaining and responding to correspondence and other forms of 

contact with prospects in the years prior to their senior year. 
 
C.   Continue/increase/begin working with students/festivals of a younger age (middle 

school/junior high) 
 

 D.  Develop list serves of younger students to whom you can send electronic information 
regarding upcoming studio/area events 

 
E.    Invite prospects to campus for special events, for example, sponsor a studio or area 

day, offer a sample lesson, and invite students to attend recitals and master‐classes. 
Encourage prospects to let you know if they can attend a concert/masterclass, so that 
you can greet them and perhaps plan a pre‐ or post concert/masterclass  event ‐ such 
as an opportunity to meet current students. 

 
 
RATIONALE: University recruitment officers state that the earlier we have contact with 
prospects, the more likely they are to become students. Their suggestion is that 7th and 8th 
graders are not too young to be considered active prospects. 
 
 
III. OUR OWN STUDENTS ARE OUR BEST RECRUITERS 
 
A.  Develop a list of current students from within your studio who would be enthusiastic 
about being ʺemail buddiesʺ with prospects.    
 

1.  It would be appropriate to have an informal discussion with these current students 
indicating our goals and that their participation is part of a multi‐pronged approach to 
increasing the number of students who accept offers from the School of Music.   

 
2.  Care should be taken to avoid indicating to current students our concerns regarding 
an increase in quality. 
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B.  In your correspondence with prospects, indicate that you have current students who are 
willing to email and answer questions about life as a music major and as a Penn State 
student. 
 
C. Connect prospects with current students as soon as the prospect schedules an audition. 
 
D. Ask current students to contact their former teachers and provide updates on their 
education, asking if there are additional students who may be considering a music major. 
 
E.  Invite targeted prospects to campus to ʹshadowʹ a current student. 
 
F.  Sponsor a studio or area day, inviting prospects to campus for special events.  Involve 
your current students in activities so that prospects can be engaged with current students, 
by planning a social event, an informal Q&A session about life as a music major, or “What I 
Wish I Had Known,”  or “How to Prepare for Auditions,” etc.   
 
 
RATIONALE: University recruitment officers indicate that various types of electronic 
correspondence provide more effective, informal, and comfortable formats for prospect‐
student communication than telephone calls.  Email provides the most effective means for 
maintaining informality while providing time for current students to reflect and ask questions 
if necessary.  This mode of communication was deemed extremely important by University 
recruitment officers in developing a sense of community in prospects prior to making the 
choice for college.     
 
Again, please be reminded that the more often prospects come to campus, and the more they 
feel they have a connection with current students, the more likely they are to matriculate.   
 
 
IV. SCHOLARSHIP OFFERS 
 
A.  Collect five years of data from your studio/area correlating audition rank, scholarship 
offers, and yield. 
 

1. Examine this data to determine the history of which type of students are most likely 
to respond favorably to a scholarship offer.  

 
2. Consider the results of your data collection when making scholarship offers this 
spring. 
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3. Consider the resident status of your prospects when making scholarship offers. 
 

RATIONALE: This process is known as predictive modeling.  The term is used by the University 
Recruitment Office to indicate which students are most likely to matriculate based on several 
past indicators.  Knowing statistically which prospects are most likely to accept offers can be 
useful in helping to determine scholarship offers.  
 
Please recall that the campus‐wide acceptance rate for out‐of‐state students is half of what it is 
for instate students. This statistic is roughly reflected in our own numbers. 
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