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The College of the Liberal Arts update identifies accomplishments but also acknowledges areas in need of 
improvement.  The update was supplemented by a number of supporting documents and data; the pertinent 
aspects of these could be given more attention in the update (for example, the Diversity Fact Sheet mentioned 
under Challenge 1).  Response: these will be revised as suggested.  Additionally, the College aligns financial 
resources to match its commitment to diversity.  Increasing the numbers within underrepresented groups is noted 
as an overarching goal; the emphasis, however, seems to be primarily on African Americans and women and also 
on Latino/as.  The College is encouraged to broaden its attention include additional diverse populations such as 
the LGBT community, people with disabilities, veterans, first-generation students, etc., especially in regard to 
creating a welcoming climate. 
Response: While sometimes it is possible to identify diversity issues, in many cases it is not.  For example, we 
do not attempt to identify any individual on the basis of sexual orientation, veteran status, disability, and so on.  
On the other hand, once an individual self-identifies in any variety of categories, we are proactive in 
encouraging that person to take advantage of the many opportunities for support.  One example is the partner 
health benefits program.  We have helped a number of people take advantage of the health care benefits 
available for same sex partners. We make full use of the variety of opportunities provided through the Office of 
Human Resources, including the Opportunity Network for Employment, Dual Career Program, the Staff 
Assistant Training Program, Staff Internship Program, and a variety of diversity training programs offered 
both through HRDC and Affirmative Action. One success that we experienced in the last year was the 
transition from intern to standing staff appointment for an African American student from the South Hills 
School of Business. 
Much of the diversity-training initiatives appear to be directed to faculty and administrative assistants; 
administrators, other staff levels, and students could also benefit from participation.  The College’s Progress 
Report 2004-2009: Goals At-a-Glance provides a nice summary of progress on the College’s 2004-09 diversity 
plan.  In the final question of each Challenge, the update should be more consistent in establishing metrics and 
reporting data to gauge progress. 
Response: our climate survey should help us identify additional useful metrics and thus better gauge progress 
going forward. 
 
Campus Climate and Intergroup Relations 
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 

 The College’s definition and description of diversity presents a commitment to diversity as a “core 
element of the College, not an add on.” 

 It is notable that the College utilizes LA Times (on-line newsletter) and LAzine (on-line magazine) as 
resources for communicating diversity-related information to faculty and staff; more information on how 
broadly these resources are utilized would be helpful. 
Response: In addition to being available on line, the LA Times is distributed six times annually to the 
following groups:  staff (200), fixed-term faculty (200), multi-year fixed term faculty (75), tenure track 
faculty (355), individuals who requested subscription (27).  LAzine is distributed four or five times 
annually in addition to being available on line.  Distribution for LAzine includes Liberal Arts Alumni 
Association members (25,000), Liberal Arts and Division of Undergraduate Studies students (7600), 
and staff and faculty. 

 It is positive that the College has finally formed a College Climate Committee and is developing an 
upcoming climate survey for faculty, students, and staff.  

 The College Climate Committee is composed primarily of faculty members.  While it is positive to 
include faculty participation, the College might consider also including representation from staff and 
students. 

 The role of the Multicultural coordinator is well described. 
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 Potential best practice:  Diversity Fact Sheet, particularly if it is distributed to all students of the College.  
This initiative could be expanded to also highlight additional aspects of diversity in the College and be 
distributed to employees as well as students. 
Response: The Diversity Fact Sheet has been identified as a potential best practice, particularly if it is 
expanded and more widely distributed; we intend to do this. 

 
Challenge 2: Creating a Welcoming Campus Climate 

 The College focuses on faculty diversity in addressing climate.  The increase in women faculty, especially 
at the tenured ranks, is commendable. 

 Approaches to climate issues, while good, appear to focus largely on race/ethnicity.  More information 
about the College’s involvement and engagement with the programs funded would be helpful, including 
how these programs enhance overall climate and demonstrate the value of a diverse community. 
Response: The College’s involvement with these programs includes providing funding, advertising, 
encouraging attendance and providing publicity through College outlets. The dean or a member of her 
staff also often provides opening remarks for such events, as appropriate, to demonstrate an engaged 
and committed administration. 

 While conducting exit interviews of departing staff to gather climate information is positive, there are a 
number of concerns, such as whether or not respondents are comfortable with fully sharing climate-
related reasons for leaving and how the information gleaned is used for improvement. 
Response: We plan to expand the latter effort to be sure those exiting are comfortable with fully 
sharing any climate related reasons for leaving. As in the past, any issues uncovered will immediately 
be brought to the attention of the dean for appropriate action. 

 Clarifying “regular” contact with students by the multicultural coordinator would be helpful. 
Response: The multicultural coordinator sends individual greeting letters to all first-year and change-
of-assignment African American, Latino(a), and Native American students before they arrive on 
campus each fall (see Appendix 7) and follows up  (e-mail) with them throughout the semester (125+ 
students). Thirty first-year students attended a Planning for Academic Success session conducted in 
the fall; an important metric of success is that all of the 2005 students are still enrolled at Penn State. 
The coordinator has also regularly maintained over 700 contacts with enrolled students each year, 
ranging from notifying students about scholarships, internships, and research opportunities to inviting 
them to stop by to discuss their plans or concerns. The coordinator also personally mentors over 25 
students and 100+ students who stop by the office during each semester for academic, financial, and 
personal advice and support. An example of a metric we use in tracking programs, the students who 
seek assistance for Books and Education Abroad have earned an average grade point of 2.8 or greater 
over the past five years. In addition to the activities of the multicultural coordinator, all other college 
advisors are charged with supporting open communication and quick responses to climate issues or 
concerns that arise.  

 Clarification of how faculty members “who serve as a touchstone for the students in our community” and 
“staff members who can contribute to a supportive climate for diversity” are selected would be helpful. 
Response: Liberal Arts has developed an environment that demonstrates our commitment to diversity. 
Most prominently, we hire a diverse faculty with members who serve as role models and resource 
persons for the students in our community. We also hire staff members who can contribute to a 
supportive climate for diversity. In both cases, the selection process utilized involves the dean and her 
staff urging, whenever possible, that every search committee include minority members and that every 
appropriate advertising medium and networking mechanism be aggressively pursued. Going forward, 
the College Climate Committee recommendations flowing from the recent survey will serve as a critical 
tool in continuing to improve the overall climate in the College. 

 While recruitment/retention and response to incidents are certainly helpful in establishing climate, it is 
necessary to develop metrics to gauge climate within the College. 
Response: One additional measure is obtained through the staff evaluation process which addresses 
support for diversity as an expectation for all individuals in performance of job responsibilities.  The 
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Staff Review and Development Plans (SRDP) are reviewed for any potential problems as well as for 
best practices.  The results of the previously mentioned survey should help us identify additional 
metrics to monitor while gauging climate in the College. 

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

 The highlighted initiatives for undergraduate students are excellent and include families meeting with 
advisors, support for study abroad, and the textbook assistance program.  More information on retention 
strategies would be helpful, including more detail on the Academic Promise group. 
Response: The Academic Promise Group comprises high-performing students who have been offered 
admission to University Park.  Liberal Arts offers each student an incentive of $1500 toward an 
education abroad experience if they maintain a cumulative grade point average of 3.00 and continuous 
enrollment in the College of the Liberal Arts through the fifth semester.  As always, advisers follow up 
on this recruitment initiative and determine if special interventions are needed. Examples include 
alumni phone contacts, on-line open houses, frequent informational postcards highlighting 
enrichment opportunities—experience suggests all impact the final acceptance rate. Beyond this, the 
college advising staff, including the multicultural coordinator, are doing all they can to maximize the 
retention rate for this group (see discussion below). Needless to say, we plan to expand this program 
going forward—100 minority students are being recruited as part of this Academic Promise group this 
current year—and we will feature it as an investment opportunity for alumni in the upcoming capital 
campaign.  

 
Some new initiatives under consideration include the following.  Advisers will submit retention reports 
at the end of every semester which list any student on their roster whom they know is not returning. 
They can do this at the beginning of each semester when they complete academic reviews providing a 
way to get detail that data alone doesn't show you ( the answer to "why?" for instance.) 

 
A new strategy for the Multicultural Equity Programs Coordinator would be to have him function as a  
co-adviser to minority students; if we could link him to rosters on eLion, he would have easy access to 
these populations without having to get data warehouse reports.  He also would have group e-mailing 
capabilities and reports he could generate on his own, making consistent contact and support easier. 

 
We are also considering a Liberal Arts version of the program that the Admissions Office coordinates 
called S.M.A.R.T., or the Student Minorities Active Recruitment Team.  This program would entail 
student volunteers partnering with our advisers in a recruitment capacity.  We envision this as 
enhancing recruitment for all populations and possibly transitioning to a retention program down the 
road. 

 Graduate recruitment and retention seems to focus on African Americans.  Research funds and semester 
releases from teaching in the first and last years are excellent recruitment and retention strategies. 

 Outside collaborations are strong; more internal collaborative efforts are recommended. 
 Data on graduation rate comparisons are appreciated. 

 
Challenge 4: Recruiting and Retaining a Diverse Workforce 

 The College’s processes to capitalize on instances where “qualified underrepresented individuals can be 
identified” are commendable.  More information is necessary on the budgetary mechanisms that enable 
appointment of excellent African American (or Latino/a) candidates, regardless of opening. 
Response: The current budgetary mechanism that enables these appointments is one half of the salary 
for the lifetime of the appointment contributed by the Provost while the College provides the other half.  
We have also requested similar assistance in the recruitment of excellent candidates from other 
underrepresented groups. This fall 50% of new untenured faculty are women and 30% of new tenured 
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faculty are women. Of the total of 21 new faculty appointed, 6 are minorities (4 African American). 
Taken together, 43% of those hired with tenure are women or minorities. 

 Recruitment and retention strategies for diverse staff are not addressed. 
Response: Prior to the filling of any staff position, the director of administrative services verifies that 
all qualified underrepresented individuals are considered for the position as appropriate. We also use 
the Diversity Talent Bank Web site to target those individuals who have indicated interest in a position 
with the University. Peer-to-peer recruitment efforts are also pursued within, and outside, the 
University community to fill positions with qualified underrepresented individuals where possible. Most 
recently, this resulted in the successful hire of an African American staff member in the Africana 
Research Center, even though the initial pool of applicants was small and lacked diversity Additionally, 
college human resources staff frequently serve on staff search teams and are charged to encourage 
consideration of applicants who may add diversity to the work unit.  Administrative staff are trained in 
search and interview procedures to ensure a level playing field for all qualified applicants.  Training 
includes diversity, affirmative action and legal issues. Several new initiatives are underway to help 
retain college staff including an in-grade promotion program and larger salary adjustments for those 
promoted within the College.  The new Staff Advisory Committee took on consideration of merit and 
recognition programs as one of their first initiatives.  While it is early in that process, they sent a survey 
to all staff asking what additional forms of recognition they would like to see implemented. Individual 
units use a variety of retention strategies.  One example is our Information Technology Unit.  The unit 
manager takes each employee to breakfast on his/her employment anniversary date. 

 The pre- and postdoctoral fellows program is noteworthy. 
 “Mentoring for success” is mentioned under Challenge 2.  Some description of this initiative and the 

faculty members it targets would be appropriate. 
 The update notes the recent departures of strong African American faculty; the College is encouraged to 

develop proactive retention strategies based on this experience. 
Response: the Dean has met with key minority faculty and their suggestions are being translated into 
more proactive strategies. 

 The update provides data on the proportion of women, African American, Asian American and Latino/a 
tenure-line faculty.  It should be clarified whether diverse faculty are well distributed throughout the 
College or concentrated in departments and programs that have curricular emphasis, such as ARC, 
Women’s Studies, Latino/a Studies, and languages.  It was also unclear to what extent international 
faculty members are part of the diversity within the College. 

 Figure 5 should be removed and the corresponding discussion should clarify that salaries for outstanding 
underrepresented faculty members are competitive with the national averages for Research I universities. 
Response: done 

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

 The Latino/a studies and disability minors are positive; more information on progress with the LGBT 
minor, Asian American curriculum, and Swahili language program should be reported. 
Response: The further development of a LGBT minor--currently in draft form under the tentative title 
Sex and Gender Studies Minor--will depend on the commitment and availability of interested faculty. A 
minor, like any curriculum, must depend on the active involvement of a corps of faculty, and an 
interdisciplinary minor needs committed faculty from several departments. Associate deans Jack Selzer 
(Liberal Arts) and Anthony D'Augelli (HHD) convened potentially interested faculty in the fall of 2006 
to see if the minor could be finalized, but of that group one faculty member was leaving Penn State, 
another had assumed major administrative duties that would take him away from teaching, and a third 
was busy as department head.  The department head's term has since been completed, and after an 
administrative leave he may be willing to take on the project.  In addition, two other new senior faculty 
members in English have an interest in this scholarly area.  If other faculty members are able to 



College of the Liberal Arts 
Feedback on the 2004-09 Framework Mid-Term Progress Report 

-5- 
 

commit themselves to teaching courses in the minor, then a minor might well be proposed in the next 
year. 

 
While we do not have a major or minor program focused on Asian American studies, we do offer an 
Asian Area Studies minor and an East Asian Area Studies major.  Both are interdisciplinary and 
afford students the opportunity to concentrate on cultural, language, political and social issues in 
Asian geographic regions within the context of a specific discipline.   The Department of Comparative 
Literature received a focus grant from the National Endowment for the Humanities to explore the 
literatures of the Asian Diaspora (see:  http//complit.la.psu.edu/asiandiaspora/culturalcontexts-for-
this-project for further information on the project.)  The Chinese, Japanese and Korean languages 
(often referred to as Less Commonly Taught Languages) are offered on a regular basis as well as a 
number of dialects which are taught less frequently.  Last spring our students had the opportunity to 
participate in a CIC course share offering as described below. 
 
Course: Asian American History 
Host: OSU, Professor Judy Wu 
Spring 2007 
Description: This graduate level course will explore the field of Asian American History.  The category 
Asian American refers to people in the United States of Chinese, Japanese, Korean, Filipino, South 
Asian, and Southeast Asian ancestry.  The readings selected represent new scholarship in the field.  
The authors frequently incorporate interdisciplinary approaches to enrich their understanding of 
history or use history to further their analysis of contemporary issues.  Through readings and 
discussion, we will examine central concepts in Asian American History and ask how the experiences 
of Asian Americans complicate existing understandings of American race relations, gender roles, 
sexual norms, national identity, and international relations.   
 
The Middle East Area Studies minor is designed for students having special interest in the 
geographical area that includes Afghanistan, Iran, Turkey, and the Arabic-speaking countries of 
southwestern Asia and northern Africa.  This, too, is an interdisciplinary program drawing on courses 
from a variety of areas including history, religious studies, foreign languages (Hebrew and Arabic), 
literature, art history, anthropology and others. 
 
Swahili continues to be offered, albeit to small enrollments.  Eight students are registered for 
beginning Swahili this fall semester.  We are participants in the CIC course share programs, which 
will allow us to offer more less commonly taught languages in the future. Hindi and Dutch are offered 
for the first time fall 2007. 

 Several strong research initiatives are noted. 
 Programs such as the Race Relations Project and Black Graduate Research Forum are excellent.  The 

College is encouraged to extend such resources to other underrepresented groups. 
 Requiring an additional 3 credits in “other cultures” courses is a positive strategy.  

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

 The diversity profile of administrative and executive levels includes representation of women and African 
Americans; emphasis should be extended to additional underrepresented groups. 

 Administrative Assistant Internship program and opportunities for faculty are excellent. 
 The update notes the sexual orientation of an individual in the College (not by name, but by position); it is 

doubtful that any individual should be so specifically identified in the update. Response: This was 
deleted.  The question also arises of whether or not there exists a College climate that is supportive for 
LGBT individuals, given that this person is the only mention of the College’s LGBT population. 
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Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
 Restructuring of undergraduate advising services is commended. 
 It is positive that support for diversity initiatives is built into the budget.  Given the financial situation, 

some discussion of approaches to ensure financial stability of diversity priorities would be appropriate. 
 The Pavoucek Shields Faculty Award for service and mentoring on behalf of women is commendable.  


