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The College of Agricultural Sciences is commended for its “drilled down” approach to diversity in which all unit 
leaders share and enact core diversity principles as part of their normal everyday practices.  It is even more 
impressive that there is a system for internal monitoring and reporting of diversity-related activity.  In fact, the 
College may be a University leader in this regard.  However, the College’s update should have addressed the 
following weaknesses of its 2004-09 diversity strategic plan: the lack of a discussion of metrics, the failure to link 
metrics to implementation strategies, and the need for more sophisticated metrics than simple head-counts.  
RESPONSE: We recognize that further efforts are needed in this regard. 
Providing information from surveys regarding perception, focus groups on climate, etc. is recommended.  The 
College is encouraged to think of the Framework as a process and the College’s diversity plan as a living 
document to be continually referenced, improved upon, assessed, revised and reshaped.  While the College is 
commended for numerous diversity efforts, the review team recommends improvements be made in the 
organizational structure of the report.  It is unclear if some of the College’s accomplishments may have been 
missed due to the report structure. 
RESPONSE: We combined the 7 challenges under the 4 dimensions but know of only one area where we did 
not have the relevant data in time for our report.  This information is now available. 
 
Campus Climate and Intergroup Relations 
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 

 It appears that several of the units within the College are engaged in progressive diversity-related 
activities.  It is laudable that all unit-level strategic plans are required to reflect diversity goals. 

 No news is reported in the update on the activities of the College’s Diversity Coordinating Council.  
RESPONSE: We didn’t know an update was required; however, our council is more a communication 
and clearing house function rather than programmatic; i.e. major functions of teaching, research and 
extension coming together to apprise what is happening in their respective functions as it relates to the 
framework and the College’s diversity plan. 

 It is recommended that a more inclusive definition of diversity be included in the College’s next report. 
RESPONSE: We agree—we do not discuss religious or sexual orientation programming in the report 
except working with Amish and Ana Baptists. 

 The College’s home page no longer provides the “Current Issues” link to Diversity that was available in 
December when the report was filed.  The review team encourages the College to update the Web site. 
RESPONSE: Agree—this was lost when Mind over Media Inc. (MOM) was subcontracted to redo our 
site.  This will be corrected. 

 The review team recommends that the College consult with University personnel who have expertise in 
assessment.  This effort could be used to assess measurable progress. 
RESPONSE: We have expertise in the college and excellent links with University officials which we 
will utilize. 

 Potential best practice:  The diversity awards that are given throughout the College are proactive and 
serve as prudent incentives. 

 
Challenge 2: Creating a Welcoming Campus Climate 

 The College has devoted resources toward diversity training, study abroad experiences, climate 
assessment, and other valuable diversity activities. 

 The College is commended for conducting climate surveys in 2003 and 2004 and other satisfaction 
surveys, while initiating a “Partnering for excellence” program for faculty and staff.  However the 
faculty/staff survey results were not reported in such a way as to reveal if gender issues might be present.  
It is noted that almost 80% of the faculty are men while 64% of the staff are women. 
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RESPONSE: Some of the “lower level positions” in our College are held mostly by women, but equally 
so, many staff women have very high positions in our College and in Cooperative Extension.  

 More information about the College’s multicultural coordinator position and its activities and 
accomplishments is necessary. 
RESPONSE: A key individual may have been out of the office during that period; however, another 
person, who is assigned one-half time in the Undergraduate Education Office, did provide student-
related minority recruitment activities as reflected in our report.  We now have further information 
from our multicultural coordinator. 

 It is recommended that a plan be implemented for improving the climate for students, staff, and faculty; in 
the climate survey results, 30% of the respondents indicate a less than optimal recognition of mutual 
respect and appreciation for diversity. 
RESPONSE: Our Partnering for Excellence seminars is a good first step. 

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

 The College is commended for recruitment and retention efforts that are supported though Bunton-Waller, 
Sloan, SROP (Summer Research Opportunity Program), and other programs aimed at reaching out to 
diverse student groups. 
RESPONSE: Yes, these are traditional programs. 

 The department of Plant Pathology is commended for carrying out a strategy noted in the Strategic Plan 
2005-2008: “Link with other colleges, institutes and consortia, agencies, and universities nationally and 
internationally to solve problems.” 

 It is noted that the data presented in the tables at the end of the report are not mentioned under this 
Challenge.  It would be helpful to incorporate this information into future reports. 
RESPONSE: Tables 1-5 probably should have been mentioned in the text of the report. 

 
Challenge 4: Recruiting and Retaining a Diverse Workforce 

 The College’s efforts to recruit a diverse work force appear to have led to increased success.  However, 
the actions to be taken to “widen the net” in recruiting faculty of color are not mentioned in detail.  
RESPONSE: Jim Locker, EEO Coordinator, does extensive personal contact.  Also, each faculty 
search committee chair meets with both Jim and Ken Lehrman together.  Ken encourages Chairs to 
recruit actively (networking etc.) and not to rely solely on advertising, which is passive. 

 It is unclear how the College is addressing retention of faculty and staff from diverse racial/ethnic groups 
as part of this Challenge.  It is recommended that faculty of color be encouraged to participate in 
governance, 
RESPONSE: They do, e.g. Connnie Baggett is on the Faculty Senate, and Patreese Ingram is an 
officer on the Forum of Black Affairs. 
faculty/staff mentoring be expanded, cohort hiring be considered, and a focus on diversity in evaluations 
be accompanied by rewards for performance in support of diversity activities. 
RESPONSE: Diversity efforts are factored into performance evaluations and are recognized in salary 
increases.  

 The review team suggests that the College establish direct relationships with HBCUs beyond North 
Carolina A&T, Hispanic Serving Institutions, and Tribal Colleges to inform masters and doctoral 
graduates of those institutions of vacancies in the College.  The College is encouraged to pursue 
professional networks to further diversify the selection process. 
RESPONSE: We agree, and we do so beyond those stated.  CSREES used to share all of our vacancies 
with the 1890 Institutions but has gotten away from this service; and the Journal of Extension has 
picked up this task. 

 The department of Plant Pathology is acknowledged for its initiatives under this Challenge.  Other areas 
within the College are encouraged to provide more information on recruitment and retention.  
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RESPONSE: We must be doing something right—since the Framework began, we hired 119 new 
faculty and 26 were racial minorities—21.8%—page 9 of report. 

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

 It is positive that the College promotes the education abroad experience throughout its curriculum.  It is 
suggested that the College acquire data regarding the value of these programs in relation to diversity.  
RESPONSE: Growth in external funding $$ data is impressive—global ready graduates! 

 The review team commends the College for its promotion of the Spanish language through agencies like 
the Cooperative Extension.  The College could consider further diversification of languages, which could 
be valuable to potential global employers or trading partners.  A high level of cultural sensitivity is 
recommended for the staff in order to maintain such programs. 
RESPONSE: Department of Entomology’s web site has Department Head Dr. Gary Felton’s welcome 
message in several languages, as does our student recruitment video.  

 It is laudable that the College allocates resources toward accommodating those with special needs. 
 While the College’s 2004-2009 diversity plan set as one of its targeted areas for improvement to 

“incorporate/infuse diversity issues, topics, and perspectives as relevant to the topic and scope of each 
undergraduate and graduate course,” very little work on this front is evidenced in this report.  
RESPONSE: Disagree—several examples were cited on pages 10, 11, 12 and 13. 

 It is not clear that there is any move to diversify the College’s curriculum beyond the US/IL requirements.  
RESPONSE: Will agree that the College’s infusing diversity into the curriculum project ran its course. 

 
Institutional Viability and Vitality 
Challenge 6: Diversifying University Leadership and Management 

 The review team commends Cooperative Extension for its efforts in fostering diversity in its initiatives.  
The data indicate that hiring extension educators of diverse backgrounds is challenging.   

 It is acknowledged that the College provides funds to its underrepresented faculty and staff so that they 
can participate in leadership and management professional development activities.  Data that indicate the 
amount of funding provided would be a welcomed asset in future reports. 
RESPONSE: A policy of 1.5% of salary or better is provided for faculty and staff professional 
development.  

 It is not mentioned in the update whether or not diversity training is included in the College’s supervisory 
and leadership skills training, staff training, or its P&T workshops. 
RESPONSE: Some done internally like the Change Agents States for Diversity training which reached 
200 employees, but most done through HRDC and now through Outreach staff development.  Dr. 
Patreese Ingram’s work is directed toward field educators as they work with diverse audiences. 

 More information on the College’s efforts to diversify its administrative leadership would be helpful.  
RESPONSE: Associate Dean J. Marcos Fernandez, Assistant Dean Ann Dodd, Tracy Hoover, 
Department Head of Agricultural and Extension Education, and Barbara Christ, Department Head of 
Plant Pathology, may not have been mentioned by name but are reflected in the #’s.  All have been put 
in place since the framework commenced.  Leadership/Administrative fellows was mentioned and that 
an African American female, Leona Joseph, was named—pages 15, 16. 

 
Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 

 It is not apparent from the update whether or not the College has conducted the federal civil rights 
compliance that was to be completed in August 2006. 
RESPONSE: The federal review is rescheduled for September 10-14, 2007.  

 The review team recommends that the College initiate efforts toward seeking support from 
companies/external contract agencies that actively promote diversity.  It is suggested that the College 
encourage students to intern with these companies and agencies. 
RESPONSE: We will look into this suggestion. 
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 It is recommended that the College monitor and assess outcomes of FARs and SRDPs, as well as 
diversity activities to develop a system of accountability.  It is not transparent that the present strategic 
plan includes this measure of accountability. 
RESPONSE: Our SRDP for staff and the new core competency guidelines for extension educators 
reflect a system of accountability as it relates to support for and fostering of diversity. 


