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College of Agricultural Sciences 
Mid-point Assessment  
Strategic Framework for Diversity 2004-2009 
 
The College of Agricultural Sciences Strategic Plan 2005-2008 continues its commitment to diversity 
through articulation in the College’s core values as well as in each of its four overarching strategic goals 
Attachment I.  Additionally, the College, through its response to the University’s Strategic Framework 
for Diversity, has established a system of accountability that has been “drilled down” to the twelve 
academic and six regional cooperative extension unit leaders of our College. Unit leaders have responded 
most favorably and have taken on the leadership within their respective units. Strengthened by our 
strategic planning efforts, our College is striving to promote an organizational wide culture of excellence 
which values diversity and multicultural understanding. We feel we are making good progress and despite 
the constraints imposed by our funding model, the College of Agricultural Sciences will continue to make 
the strategic investments needed to enable the achievement of our diversity goals. 
 
In keeping with our internal monitoring and reporting, each academic and regional unit leader is asked 
annually to report their progress made relative to the four key dimensions of diversity by describing their 
unit activities, programs and processes for each dimension. Individual Academic and Regional unit 
responses are available for review, but for purposes of this report, redundancy was eliminated and unit 
responses were either highlighted or consolidated for the mid framework assessment period. Below is 
how our academic and regional units assess their progress and it reflects their day in, day out, 
contributions to achieving diversity goals. 

 
I. CAMPUS CLIMATE AND INTERGROUP RELATIONS 

 
The climate in a unit is significant because of its impact on the intellectual and academic enterprise as 
well as on the individual members of the unit’s community. In order to provide a framework within which 
a vital community of learning can be built, a unit should create an environment that cultivates diversity 
and celebrates difference. In the section below, please describe your efforts to establish a unit which 
values and cultivates diversity. 

 
a) How has your unit distributed or discussed information about the University’s or College’s 

diversity plan with your faculty, staff and students? 
 

• Overall, our unit leaders have distributed the College’s diversity plan to members of their 
departments electronically and discussed in departmental faculty/staff meetings. Also, the CAS 
diversity plan was an integral part of several departmental strategic plans. The diversity plan has 
been integrated throughout several unit level strategic planning documents to better improve and 
cultivate the acceptance of diversity in the units and to set unit level goals to achieve more 
diversity. 
 

• The college’s Homepage provides links to diversity related topics, issues, and resources 
Attachment II. 
 

b) Is there a unit diversity committee or climate/ intergroup relations committee? If so, what are 
some of its activities? 

 



• While we do not have  unit level “diversity” committees our faculty and staff are engaged in 
numerous extension, outreach, and resident education based programming related to diversity; 
e.g. the Department of Agricultural and Extension Education reports extension programming, 
resident education, and research foci address areas that range from; intergenerational 
programming and issues; barriers associated with underserved audiences in agricultural and 
extension education; working in a diverse society; providing support and assistance to producers 
with disabilities; factors related to risk and resiliency in youth, families, and communities; how 
service learning impacts youth and their perceptions of multicultural issues; prevention issues 
related to drug and alcohol use; and financial and consumer education with limited income 
families.  In fact, 6 of the current Agriculture and Extension Education projects coordinated by 
their faculty include and/or address diverse audiences and issues. Additionally, this department 
coordinates the International Agricultural minor and has led numerous educational “study 
abroad” experiences, ranging from short-term to semester long educational programs several 
years.  Departmental faculty and staff do a commendable job of linking their research to 
application and educational programming for a variety of clientele groups. 

 
• In Agricultural Economics and Rural Sociology, two of our faculty members participated in 

formal diversity strengthening activities of the American Agricultural Economics Association 
(AAEA).  One participated in a workshop on “Bridging the Gap Between 1890 and 1862 Land-
Grant Institutions’ Agricultural Economics Programs”, sponsored by the Committee on 
Opportunities and Status of Blacks in Agricultural Economics; another was an invited speaker at 
an AAEA Symposium, “Diversity within Agricultural Economics and Agribusiness Disciplines”, 
also sponsored by the Committee on Opportunities and Status of Blacks in Agricultural 
Economics. 
 

• The School of Forest Resources established in fall 2006 an International Committee that will 
focus on its’ considerable world-wide experience with an objective of further developing 
international teaching and research.  This inquiry will also pursue an expansion of diversity 
within graduate study enrollments.  Furthermore, our School’s overall operations are typically 
sensitive to diversity issues pertinent to the structure of our faculty, staff, and student populations, 
plus the important exchanges we may have with outreach audiences. 

 
• The Crop and Soil Sciences Department has a standing committee on Faculty, Staff, and Student 

Affairs that is responsible for reviewing existing and new policies concerning the welfare of all 
Departmental personnel and organizing cultural, intellectual and social activities for the 
Department. The committee has broad representation, consisting of members representing tenure-
track faculty, non-tenure-track faculty, non-exempt staff, exempt staff, clerical employees, 
technical-service employees, graduate students and undergraduate students. The Department 
Head has charged this committee to evaluate, on an ongoing basis, and make recommendations 
for improvements to the working climate of the Department. This committee continues to meet at 
least once per semester. 

 
• During the late fall of 2005 the Department of Horticulture Climate Committee was created. The 

committee has met four times. With the help of CAS HR office, created a survey to obtain 
information about the climate of the department. The survey was distributed to the staff, faculty, 
post-doctoral scholars and graduate students. Survey results were discussed on September 26 
2006 which identified potential climate issues. The department head has been working with CAS 
HR to identify strategies for improvement. 

 



c) Which strategies have been most successful in maintaining or enhancing a positive climate and 
intergroup relations in your unit? 

 
• The Food Science department’s social committee which consists of faculty, staff, and student 

volunteers is charged with bringing all department members together socially.  The committee 
has been especially successful at positively highlighting diversity within the department.  Some 
activities included:  1) Ongoing “food and culture” seminars where department members 
volunteer to give a presentation about the different foods and customs of their home to include 
providing samples of the local foods.  Presentations have covered the globe to include China, 
Thailand, Korea, India, England, Africa and Greece as well as many regions within the United 
States.  2) A special department celebration in honor of several Indian students who were married 
which included an authentic Indian meal and viewing of the couples’ Indian wedding ceremonies 
with explanations of the traditional Indian customs. 3) Ongoing theme pot luck lunches which 
includes the opportunity to sample diverse food and participate in social activities, and 4) after-
work social events. 5) During the past year, the department suffered the loss of an international 
graduate student due to an unfortunate vehicle accident.  The department rallied to the aid of the 
family to help bring them overseas by providing much needed financial assistance.  The 
department used the Annual Chocolate Challenge as a fundraiser to raise $1,100 for the family, 
donated through the Chinese Friendship Association to offset medical and funeral expenses. 
Through this tragic event, the department was able to demonstrate its commitment to providing a 
positive and supportive environment to all faculty, staff and students. 

 
• Strengthened by our strategic planning efforts, our College is striving to promote an 

organizational wide culture of excellence. One key to these efforts has been systematic 
assessment of workplace climate and faculty staff satisfaction. Survey data from the college’s 
faculty staff relationship survey (2003) and the university faculty staff survey 2004 suggests that 
one important strategy towards excellence would be the strengthening of faculty and staff 
relationships in university academic units. Our College assumed a lead role within the University 
in addressing this issue. The College’s Human Resource office, in collaboration with the 
University’s Human Resource Development Center, has designed a professional development 
program, Faculty and Staff, Partnering for Excellence, which addresses the issue of classism, or 
the faculty-staff divide problem, that is recognized in the recent climate surveys. During the fall 
semester 2005, six academic departments received the training and another six departments are 
scheduled for completion in 2006. To date the program has been well received by both faculty 
and staff. Attachment III shows the results of the faculty staff climate survey. 
 

d) How have you, in your leadership role, demonstrated support for diversity? 
 
• See introductory paragraph on page 3.  

 
• The College has an annual diversity award provided by the Dean’s Office. 

 
• Regional extension unit leaders have provided training in each county on diversity as internal 

civil rights audits are conducted.  Additionally, several administrators and educators have served 
on the on the Change Agents States for Diversity Catalyst team.   
 

• Unit level strategic plans reflect diversity goals. 
 

• Cooperative extension recognizes outstanding work in the area of diversity through an annual 
diversity award provided by the Director of Cooperative Extension office.  



 
II.  REPRESENTATION (ACCESS AND SUCCESS) 

 
The reduction of intergroup disparities in our workforce, student enrollment, retention and graduation 
rates is a targeted area for improvement under the framework for diversity. Please include unit data 
demonstrating outcomes regarding access and success. 

 
a) How does your unit contribute to locating, recruiting and retaining both undergraduate and 

graduate students from underrepresented groups? 
 

• Several of our departments have placed particular significance in increasing the diversity of our 
student body through a variety of efforts targeting high school students, undergraduates and 
graduate students.  The Department of Veterinary and Biological Sciences reports that the 
increase in the diversity of it’s’ faculty (10 female faculty and 6 faculty of color out of 33 faculty) 
has undoubtedly helped recruitment of underrepresented groups among our graduate student 
population. The department has aggressively pursued graduate student applicants from 
underrepresented groups. For example, all who have applied have been invited (at our expense) to 
visit the campus and have made assistantship offers to all who have been admitted to our 
program. They have sought students from the RUE, SROP and McNair programs.  As their 
student representation has become more diverse (4 African American), the applicant pool has as 
well. Their graduate program currently has 15 female students, and 15 students from various 
ethnic groups.  This was particularly noteworthy in the 2005/2006 academic year.  Dr. Avery 
August, an African American faculty member in the Department, does an outstanding job in 
mentoring the African American graduate students. He takes them out to lunch periodically and is 
a great cheer leader and an advocate for them. 
 

• Departmental salary adjustments reflect commitments to recruiting students from 
underrepresented groups. 

 
• The School of Forest Resources reports its’ undergraduate student recruitment strategies are 

focused on the University Park DUS program, at the Mont Alto, DuBois, Altoona, and Penn 
College campuses, at certain high schools having input students to our majors, and in the 
coordination of our recruitment efforts with the College’s Office of Undergraduate Education. 
Given this strategy, they are actively promoting recruitment of people representing diversity in 
gender, ethnicity, and age. SFR is also leading specific efforts towards the Cobbs Creek 
Environmental Center in Philadelphia and the Bidwell Center in Pittsburgh. 
 

•  The Department of Agricultural and Biological Engineering (ABE) works closely with Minority 
Recruitment programs through both the College of Agricultural Sciences and the College of 
Engineering.  Some faculty members have mentored promising minority high school students on 
individual basis for multiple weeks in the summer in their research labs.  These students have 
been attracted through the Minority Student Apprenticeship Program. The Department has 
participated in the FASI (Food and Agricultural Sciences Summer Institute for Academically 
Talented Minority Students) each summer through the College of Agricultural Sciences and in the 
WISE (Women in Science and Engineering) through the University and the College of 
Engineering.  Other ABE faculty members have supervised minority undergraduates from other 
institutions (e.g., Columbia University) on summer research projects through the LSC (Life 
Sciences Consortium) Undergraduate Research Program.  One senior faculty member is on the 
advisory board for the Biological and Agricultural Systems Engineering Program at Florida A&M 
University, a traditional minority institution.  Another senior faculty member has maintained peer 



contact with faculty at North Carolina A&T in Greensboro, NC for several years.  Both faculty 
members proactively seek graduate students from those programs We also compete for Bunton-
Waller Scholarships for minority students.  To retain undergraduates, we assign a faculty advisor 
for each class so that the student has the same adviser for the full time (s)he is at Penn State.  To 
retain graduate students, we assign a faculty major professor to supervise the program for each 
student and to advise the student in all matters.   Our graduate students are also given at the outset 
an Orientation Session and are introduced to our Graduate Studies Coordinator as a source of 
support on all academic and personal concerns as needed. 
 

• Our academic departments hosted several minority groups through university and college 
sponsored high school summer programs to include FASI, Upward Bound, and the Summer Math 
and Science Camp through McKeesport Penn State. 
 

• Cooperative Extension’s 4-H and Youth Development Programs report that 20,057 youth from 
underrepresented racial groups have participated in our 2005 programs. Our programs often serve 
as a spring board to interest in Penn State undergraduate programs. 
 

• 3,327 physically, mentally or emotionally disabled youth also participated. 
 

• Six high school minority students attended a month-long summer apprenticeship program in Food 
Science where the students were mentored by faculty members as they conducted a food science 
research project.   
 

• Minority enrollment incentive awards- amounted to $432,772 for 38 minority Undergraduate 
students for FY 06-07. 24 students are in state, 14 are out of state. Private gifts and endowments 
for minority programs also total $ 22,016 for this assessment period. 
 

• The College has 33 underrepresented domestic graduate students receiving financial support 
through a combination of Bunton-Waller, Sloan or SROP funding. Each academic unit is 
represented.  

 
• The department of Plant Pathology has developed a student recruitment committee that is charged 

with seeking minority candidates and developing strategies to encourage them to enroll in the 
department.  The department has set aside a graduate assistantship for a minority student, and has 
increased graduate student stipends. Their recruitment package also now includes a laptop 
computer for newly enrolled students.  The department has successfully recruited two graduate 
students from Puerto Rico who enrolled in 2005-06; they receive graduate assistantship support 
from several sources, including the Graduate School’s Bunton-Waller Award Program, and 
departmental funding. 
 

• Plant Pathology has also collaborated with Southern University on a proposal to the USDA 
CSREES 1890 Capacity Building program entitled “Enhancement of M.S. and Ph.D. programs 
Through Plant Biosecurity.”  The proposal has been funded and the program will begin next year.  
The department also encourages scholars from diverse cultures and backgrounds to visit and 
interact with members of the department. At the same time our cultural environment is enriched 
by their presence in the department.  Recent visitors have included a Fulbright scholar from 
Kenya and visiting scientists from Spain and Korea. 
 

• Prairie View and North Carolina A&T have helped support the recruitment efforts of our 
Agriculture and Extension Education department.  Additionally, minority Penn State graduates 



who are faculty in other institutions help refer students to their programs.  Once a strong prospect 
is identified, funding from the Graduate School and department is used to bring them in for a 
visit.  When these students are admitted the Department uses a combination of Graduate School, 
College, and AEE funds to provide Ph.D. students funding for three years and master’s students 
with two years. Currently there are two doctoral students on Button-Waller fellowships and one 
master’s student on a Fulbright fellowship in this department. 
 

• The Department of Poultry Science has worked with Tyson Foods to establish a scholarship in the 
College of Agricultural Sciences that targets sons/daughters of Tyson Associates (primarily 
Hispanic).  Unfortunately, we have not been successful in identifying an underrepresented student 
recipient due to a lack of qualified applicants, who also must be students in our college.  We 
nevertheless continue to work closely with Tyson to promote awareness of the scholarship among 
their employees via yearly announcements in their bilingual newsletter and through notices 
included in the employees' pay checks. 
 

• Several College faculty participate in activities aimed at recruiting a diverse student body. This 
includes past participation in the Food and Agricultural Institute (FASI), Math Options, McNair 
Scholars Conference, PA Governor’s School for the Agricultural Sciences, and Women in 
Science and Engineering (WISE). 
 

• The Horticulture department, participated in a unique program that targeted the disabled youth 
population and  plans to continue with this programs again this year; Vocational Mentoring Day  
promotes employment opportunities for high school students with disabilities. This fall the 
department will host four students through this program. 
 

• This past summer Drs. Jonathan Lynch and Kathleen Brown  hosted an SROP student from the 
University of Puerto Rico, Mariella Colon, who is a Latina. We hope she will apply to our 
graduate program and we believe our links with UPR may be a good source of minority graduate 
students. 
 

• The Department of Horticulture is working with Manchester Bidwell, in Pittsburg, to develop a 
training program, using greenhouse vegetable production, to help keep minority students in high 
school and interest them in attending college. Penn State McKeesport is also involved. We are 
hopeful that minority students will attend McKeesport for two years and then finish a four-year 
degree at University Park. 

 
• Through the efforts of the Office of Undergraduate Education, 25 underrepresented students 

attended the annual Junior MANRRS conference at University Park.  A new Junior MANRRS 
club was established at Walter Biddle Saul High School in Philadelphia and six students from 
Saul High School were in attendance.  Another seven students attended from Westinghouse High 
School in Pittsburgh and twelve middle school students from Washington Polytechnic Academy 
in Pittsburgh were represented.  One of the students from Westinghouse High School will be 
submitting an application for enrollment to Penn State University.  

 
• On June 30, 2005, efforts were coordinated with Dr. Tony Mitchell at Penn State McKeesport and 

22 students from the Mon Valley and Pittsburgh school districts were brought to University Park 
for an orientation of academic programs and tour of some of the college's facilities.  This was in 
concert with a program at the McKeesport Campus called:  It All Adds Ups!  Math and Science 
Challenge Program, that is an early college awareness program targeted towards low-income, 



mostly African American students.   
 

• A contact with an African American male high school student from New York City and his 
parents culminated in a visit to the college. The visit included a tour of some college facilities and 
an eventual meeting w/ Dr. Lyons and J. Locker.  This student applied and was enrolled in the 
college effective fall semester, '06.  
 

• Outreach to a high school guidance counselor at Ringgold High School in western PA resulted 
in the enrollment of another African American male effective fall semester, '05.  His older brother 
was also recruited and graduated from the college in approx. summer semester, '04. 
 

• A third African American male student from Ringgold High School has been introduced to the 
college's academic programs via participating in the FASI for summer '05 and most recently as a 
participant in the Geospatial Technology Summer Camp program at UP this past summer.  As a 
result of this exposure, the student submitted an application for enrollment to Penn State 
University. 
 

• The Office of Undergraduate Education collaborated with our 4H youth agent in Allegheny 
County to identify minority 4-H participants who could participate in Geospatial Technology 
Summer Camp for summer '06.  The youth agent recruited 10 underrepresented students who 
participated in the program held at University Park.   
 

• The CYFAR YET (Youth Engaged in Technology) project in Washington County is offered at 
several locations including Washington High School, Washington Alternative School and the 
Phase 4 school in Washington.  All of these schools reach students from underrepresented groups.  
Through these after-school programs, students learn to create a personal Web page, build Web 
pages for local nonprofit organizations, build robots that can move, sense light exchanges and 
play games and explore uses for Geographical Position Systems.  The coordinator for this 
program has taken these students on field trips to the College of Agricultural Sciences.  For many, 
not only their first time away from home and out of Washington County but their first visiting a 
university campus. 
 

• In Allegheny County, a Junior Minorities in Agriculture, Natural Resources and Related Sciences 
(MANRRS) is administrated locally by the one 4-H Youth Development Educator (African 
American).  Students from the math and science programs at Reizenstein Middle School and 
George Westinghouse High School in Pittsburgh belong to the Junior MANRRS program.  
Members attend a MANRRS conference each spring at Penn State’s University Park campus.  
While attending, they meet with Penn State undergraduates in the University’s MANRRS 
program and are assigned to a mentor who will work with them throughout their high school 
years.  
 

b) How does your unit contribute to recruiting and retaining faculty and staff from 
underrepresented groups, and in accord with availability profile/data provided by the 
University Affirmative Action Office? 
 
• Since the beginning of the Strategic Framework for Diversity, the College of Agricultural 

Sciences has hired 119 new faculty and among them, 26 individuals are identified racial 
minorities (21.8%). We will continue our due diligence through personal contact and other 
effective means to “widen the net” as we search for qualified faculty. 

 



Below are some recent successes: 
 
• The Department of Agricultural Economics and Rural Sociology reports that an instructor of 

African descent has been hired in the Department, beginning in fall 2005. The department 
nominated an African-American applicant for a Bunton-Waller and she was awarded the 
fellowship.  Aramide Kazeem, an African-American woman, has enrolled this fall on a Bunton-
Waller fellowship. In our three undergraduate majors, of the 191 students enrolled, 8 are Black 
American, 5 are Puerto Rican, 4 are Asian American, 3 are Hispanic, and 1 is international. In the 
AEREC graduate program, of the 37 students enrolled, 1 is American Indian/Alaskan, and 28 are 
international. In the Rural Sociology graduate program, of the 29 students enrolled, 2 are African 
American, 7 are international, and 1 is Hispanic American/Puerto Rican. The Community and 
Economic Development (CEDEV) MS and Graduate Certificate programs continue to enroll 
Native American and international students.  Of the 18 students enrolled, 2 are Hispanic 
American/Puerto Rican, 1 is international, and 1 is American Indian/Alaskan. Faculty 
participation in these efforts is rewarded via the service component in the annual evaluation. 
 

• Montgomery county cooperative extension successfully applied for a Professional Entry Program 
(PEP) position to hire an entry-level minority educator. An excellent pool of minority candidates 
was interviewed and a Latino female accepted the position. 
 

• Dauphin County successfully applied for a PEP position to hire an entry-level minority educator. 
An excellent pool of minority candidates was interviewed and an African American male 
accepted the position. 
 

• Montgomery county cooperative extension also hired an African American educator. The EEO 
Coordinator in the College of Agricultural Sciences sought President’s Opportunity Funds to 
assist with attracting this individual but in this case EOP funds were not available; the College 
found the dollars needed to make a competitive offer. 
 

• In 2006 an African American female was offered the Regional Director position for the nine 
county Southeast Region of cooperative extension. Unfortunately, the candidate decided to stay 
on at the University of North Carolina. 
 

III. EDUCATION AND SCHOLARSHIP 
 

The institution of curricula and research initiatives that provide students with the skills and orientation to 
function effectively in multicultural workplaces and social environments is a targeted area for 
improvement under the framework. Please provide data that demonstrates outcomes. 

 
a) Initiatives below are used to describe some of the efforts our unit has taken in supporting 

multicultural curriculum efforts, including internationalizing the curriculum. 
 

• Our College has over sixty (60) agreements with foreign universities and institutions. Some 
examples of how this is played out in our curriculum follow: 

 
Costa Rica 
 
Students majoring in Agribusiness Management at Penn State have the opportunity to spend a spring 
semester abroad at the University of Costa Rica in San Jose. The program, open to all undergraduates, 
is designed for students majoring in business. An agribusiness focus has been added to all the courses, 



taught in English by University of Costa Rica professors, and can be used to by Agribusiness 
Management students to fulfill a specialization area. This program includes Spanish language 
immersion classes at both the introductory and intermediate level.  
 
Agribusiness Management students are joining with students from Food Science to visit and study 
agribusiness in Costa Rica. Visits will be made to businesses specializing in bananas, pineapples, 
dairy and coffee. The trip was held for spring break, 2005. Students can enroll in a 2-credit course AG 
BM 497D: Food Processing and Agribusiness: Costa Rica. There is scholarship support for this study 
tour. 
 
A proposal has been developed to teach PPATH 502, Plant Disease Diagnosis, in Costa Rica, which 
will serve to internationalize their curriculum.  We currently are in the process of obtaining support 
dollars for the course.  PPATH 405, Microbe-Plant Interactions, features a lecture on important 
diseases from other countries that have a major social and economic impact.  In PPATH 505, 
Fundamentals of Phytopathology, class periods are devoted to plant diseases that have impacted 
society.  Periodically, our seminars feature topics that focus on diseases occurring and research 
conducted in other countries. 
 
Gregory Hanson, Agricultural Economics professor, has led a project that translated the farm 
financial management software used by extension agents in the U.S. into Spanish. The Finpack 
(FINancial PACKage) software was translated and adapted during a sabbatic year spent at the 
University of Costa Rica. Spanish Finpack is now used in the Ministry of Agriculture, in cooperatives 
and by many farmers in Costa Rica to improve financial management across the agricultural sector. 
Plans are to also translate and adapt his widely-used Credit and Financial Analysis Training course 
into Spanish in the near future. 
 
• Students have the opportunity to do something unique over spring break by either conducting 

Community Environmental Field Research (R SOC 497A) or a taking part in a Service Learning 
Experience (AEE 497A) in Belize. Students can join this study tour, available for 1-3 credits, via 
either course.  
 

• A Global Seminar is now being offered on the PSU campus by Agricultural Economics and Rural 
Sociology faculty. This spring course puts students in contact with other students throughout the 
world to discuss global issues related to providing the world’s food supply. Penn State’s partners 
for 2005 include universities in Austria, Denmark, Uganda, as well as the University of Georgia 
in the United States. The course is case-study oriented and includes real-time videoconferences 
between Penn State students and students from the partnering institutions. 
 

• Extensive translations of College of Agricultural Sciences' educational materials have been 
prepared for domestic audiences by the Latino Agricultural Resource Center (LARC) in the 
college's Office of International programs. Translations include several portfolios such as: 4H and 
Youth programming materials, The Penn State Dairy Alliance program materials, Farm Financial 
Analysis (FINPACK) training materials, Pesticide Safety, Food Safety, Tree Climbing School, 
Expanded Food and Nutrition Education (EFNEP) materials and an English-Spanish pocket 
dictionary for dairies to name a few. Example(s) of LARC activity can be see in Attachment VII. 

 
• The Fund for the Improvement of Post Secondary Education (FIPSE) grant with our European 

partners has done much to promote internationalizing the Entomology curriculum.  As an 
outgrowth of this grant we are hosting international scholars to teach 2-week short courses in 
their area of expertise.  We have already hosted a scientist from France and will continue these 



short courses with instructors from the Netherlands, Germany and Belgium over the next several 
semesters.  Students are being encouraged (and financially supported) to obtain international 
experiences as part of their graduate studies. 
 

• Two of our undergraduate forest science courses were accepted in 2005 in meeting new diversity 
requirements FOR 488W International Forestry and FOR 496A Agro forestry. Our students have 
enjoyed these courses and we are now hoping that their elevated status at this University will 
attract an even larger audience of students. The School of Forest Resources approved faculty 
sabbaticals in Malaysia and in South Africa  contribute greatly to our long run attitude towards 
faculty development and is paying off in terms of diversity within the SFR curriculum.  Our 
exchange program with the University of Freiburg continues to provide another singular measure 
of diversity within our SFR major.  On an annual basis, we are either sending our students to 
Freiburg for as 10-day exchange program, or we are receiving University of Freiburg students on 
their exchange visits to the United States (25 Freiburg personnel were on-tour October 10-22). 
 

• The SFR notes the efforts of Dr. Jay Stauffer in his five-year research program in Malawi.  This 
effort has been further expanded to include graduate students within African universities and the 
professional visit of their faculty to our campus.  A female resident of Malawi, has joined our 
graduate studies program as a Ph.D. candidate, effective Fall 2006.   
 

• The International Programs Office in the CAS actively seeks international opportunities for 
students in foreign studies and internships. The International Program office reports that 144 
students from our College studied abroad in 2005. 
 

• The  Agricultural and Biological Engineering department’s 2000 Criterion for our undergraduate 
engineering curriculum, promotes multicultural and global skills through at least 3 of its 11 
program educational outcomes:  (1) an ability to communicate effectively; (2) the broad 
education necessary to understand the impact of engineering solutions in a global and societal 
context; and (3) a knowledge of contemporary issues.  For our 6-year accreditation cycles, we 
monitor and record our successes in achieving these educational outcomes through tools such as 
student transcripts, senior exit surveys, employer surveys, and alumni surveys.  
 

• Food Science faculty collaborate on an international basis to broaden the scope of their research 
and teaching.  Specifically, faculty members have collaborative teaching and/or research 
initiatives with institutions in the Ukraine, United Kingdom, Australia, China, Nigeria, S. Africa, 
and Kenya.   
 

• The Department of Dairy and Animal Science has signed a Memorandum of Understanding with 
the University of the Azores wherein DAS employees are to develop educational programs to be 
delivered to the University of Azores.  There is the opportunity for DAS faulty and staff to travel 
to the Azores to participate in the program.  During the past year, faculty visited the University of 
Azores and gave several dairy science presentations, and visited farms and agribusinesses.  In 
addition, during the past year, two undergraduate students from University of Azores were at PSU 
for the semester doing research for their senior thesis project utilizing endowed funding for this 
purpose. 
 

• DAS is a participant in an educational partnership with Cairo University in which students from 
Egypt can enroll for the last two years of their B.S. program (in Animal Sciences) at PSU, and be 
awarded a degree from PSU. 

 



• Undergraduate study abroad tours have become a regular part of the DAS undergraduate 
program.  The study tour is part of the formal class that has been taught twice in the past four 
years (in the spring).  The tours traveled to western Europe and Switzerland and northern Italy.  
In addition, for the past four years, our Dairy Science club has taken trips in alternate years to 
other countries (Ireland/N. Ireland, and Argentina).  In January, 2007, the Dairy Science club will 
visit New Zealand.  This will provide a great learning experience for the students who attend.  
Both of these initiatives provide a great multicultural experience for our students. 
 

• Together with the Dairy & Animal Science Department, the Poultry Science department made the 
initial contact with the Department of Spanish, Italian, and Portuguese to bring forward the idea 
for a "Berlitz- style" course focused on conversational Spanish.  This eventually led to the 
establishment of SPAN 105 and SPAN 106 (Spanish for Students in the Field of Agricultural 
Sciences) as well as a summer immersion experience slated for 2007.  The goal of the courses is 
to "develop communication skills and cultural awareness to assist and work with Hispanics whose 
first and sometimes only language is Spanish".  
 

• "Emotional Intelligence" has been infused into Soils 101, including cross-cultural sensitivity and 
expertise in building and leading teams.  Soils 101 was reorganized to take advantage of the 
diverse, multicultural nature of the students by assigning them to groups based on 
geography. These groups worked together for the entire course and during many class periods, 
groups were required to produce a report or solve a problem using soils information. Through this 
process, students improved their expertise in building and leading teams. In addition, students 
were encouraged to develop a professional relationship with individuals who were culturally 
different from themselves "aggies" got to know "townies", "environmentalists" got to know 
"production types", and "minorities" got to know "other minorities" among the many diverse 
individuals in the course. 

 
• In our Crop and Soil Sciences department, a study abroad tour was organized  for Jordan and 

Egypt, in support of course development for Civilization, Soils and Societies – an International 
and Intercultural Study. This course will be offered in Spring 2007. Additionally, a course on 
sustainable agriculture that included a field visit to Peru during spring break 2006 was added and 
a study tour of Austria and Germany was recently made from Sep 23 to Oct 4, 2006, on the topic 
of organic waste management and recycling.  
 

• AgrAbility for Pennsylvanians is a project combining the talents of Penn State Cooperative 
Extension, Easter Seals Central Pennsylvania and PA Assistive Technology Foundation. The 
main funding source is the US Department of Agriculture. Under the umbrella of the National 
AgrAbility Project, we bring information and service to farmers and farm family members 
affected by disability in rural areas of the Commonwealth. AgrAbility for Pennsylvanians 
provides a critical service to the Commonwealth's agricultural community. Farming continues to 
rank as one of the most dangerous occupations in the country; and farmers struggle each day to 
cope with arthritis, knee and back problems -- to name just a few -- that are caused by the daily 
demands of production agriculture. The Department of Agricultural and Extension Education, 
Department Agricultural and Biological Engineering, and Penn State Cooperative Extension 
Service are proud to partner with Easter Seals Central Pennsylvania and PA Assistive Technology 
Foundation to help farmers with a disability to return and remain in production agriculture with 
less discomfort and greater independence. 
 



• The Department of Horticulture has developed a partnership with a Mexican university to help 
train masters students in vegetable production. 
 

• Fourteen students participated in a Garden Tour of England to learn about English gardens and 
landscaping and twelve students participated in a Tour of Dutch horticultural industries. Another 
tour is being planned for Italy in 2007. 
 

• 50 Horticulture students gave up their spring break and worked with horticultural businesses in 
Louisiana to renovate flood-damaged greenhouses and nurseries.  
 

• Several faculty members participated in the Philadelphia Flower Show and the Farm Show to 
answer questions from individuals concerning horticultural plants. 
 

• The Department of Entomology has embarked on translating many related fact sheets to Spanish.  
 

•  The 4-H Youth Development educator in Allegheny County (African American male) received a 
$1,426 “College Tag Along Fund” for his participation in “Creating Leaders and Understanding 
Cultures Through a 4-H Cultural Change” in an international trip to Trinidad and Tobago. 
 

• Nutrition Links staff in the Blair, Bedford, Cambria and Somerset units received training on the 
following:  adapting lessons for disabled participants; diversity within extension programs; 
working with clients with special needs (sight-impaired; creating an inviting environment for 
diverse audiences. 
 

• A new position in Workforce Development funded by the Mellon Foundation was created in 
Mercer County in 2006.  It has increased outreach to low income workers, African Americans, 
and many single parents.  An area facility for formerly incarcerated women has enrolled all of its 
residents in the program to assist them with their transition back into the workforce.  Cooperative 
efforts to present the program have included working with CareerLink, food banks, literacy 
councils, Children’s Aid and other agencies throughout the county. The Workforce Development 
program also has an advisory committee which is diverse and includes representatives of 
underserved audiences and agencies that serve that audience. 
 

• Outreach to underrepresented clientele includes marketing strategies such as providing 
programming for Hispanic radio stations, specific program offerings through agencies that reach 
diverse audiences (El Centro, Crispus Attucks, Migrant Education, etc.) and key leaders of 
underrepresented groups such as bishops in the Anabaptist community.  In 4-H clubs, we are 
increasing gender diversity and handicapped participants as well as racial mix but reaching parity 
in the community clubs is sometimes challenging due to a host of factors.  Best  practice 
programming examples this past year include Spanish for Dairymen workshops, Chinese 
ServSafe, Point of Purchase Horticulture fact sheets provided in Spanish, and development of a 
bi-lingual apple harvest video.  Outreach efforts include maintaining a grass roots list of 
organizations in each county that include underrepresented audiences.  Newsletters and program 
offerings are provided to this list.  Non-discrimination statements are signed by all clubs and 
organizations that we work with.  Civil rights information and statements as well as diversity clip 
art and photos are included on  written and visual materials.  Handicapped accessibility is 
required for all meeting locations. 
 

• All cooperative extension staff has individual action plans with specific affirmative action goals 
that are highlighted.  Additionally accomplishment reports reflect results of these efforts.  On an 



average, civil rights topics were discussed at five staff meetings per year in each of the regions. 
Across many counties, at least one of those meetings included inviting grass roots agency 
individuals to participate in the staff conference to discuss ways to work together to reach target 
audiences.   In many counties, a new affirmative action map and presentation using 2000 census 
data was prepared and presented to staff and board and advisory committee members.  The 
mailing list for the 12 regional mailings representing over 20,000 households has been updated in 
January 2005 and includes affirmative action data.  Desk audits are conducted annually and on-
site and a more intensive on-site assessment held in two counties each year.  All staff are 
receiving copies of the Diverse Issues Newsletter and the Diversity Discussion Starters. 
 

• Twenty-two of the 50 regulated childcare facilities in Lawrence County are owned/ operated by 
minority women.  A very large number of employees in the childcare facilities are minority 
women, many who make $6/hr or less.  These practitioners rely on the Better Kid Care program 
for their professional development as many do not drive or have reliable transportation to travel 
outside the county.  Lawrence County CED continued working with five African Americans 
earning their Child Development Associate Degree (CDA).  Childcare practitioners have little or 
no education beyond high school or a GED. 
 

• The Better Kid Care program has tremendous reach and the Lawrence county experience is 
played out across the Commonwealth. 
 

• A new After School Program organized over the summer and is still in the developing stage in the 
African American Community on the South Side of New Castle.  This group has met with the 
Youth Coordinator to find out what 4-H can offer them.  The youth coordinator shared several  

 4-H projects with the organizers.    They have decided to start a 4-H foods and crafts 4-H club.  
The coordinator is in the process of screening two African American volunteers to the 4-H 
program.  The family living educator did introduction to nutrition for approximately 19 African 
American teenage girls and one African American boy.  The program will offer tutoring and a 
positive environment for the students, 6-12 years old.  The church is sponsoring through St. 
John’s African American Church.  As a result we will have a new 4-H club in the City of New 
Castle. 
 

• Penn State Cooperative Extension recently organized a national conference on reaching the 
Anabaptist audience.  We hosted this conference in the Capital region and the regional director 
provided leadership for local speakers and tours.  Over 150 individuals were in attendance.  
 

•  Multi-lingual Nutrition Advisors have been hired to present nutrition programs in Spanish. 
 

• Workforce preparation programs have been prepared and delivered in Spanish to serve the Dairy 
industry workforce, the landscape maintenance workforce, and the mushroom industry 
workforce. 
 

• One county has established an Educational Diversity Resource Library for all staff members to 
use. Diversity materials available for loan include a wide variety of resources in journal, 
periodical, book, magazine, video and DVD format. 
 

• One county established a relationship with the African American Heritage Association which was 
a valuable resource of community input utilized when deciding on meeting format and course 
content for a specific audience. 
 



• A Latino educator translated educational materials to publicize and invite Spanish speaking 
audiences to several events.  
 

• An educator formatted educational brochures for a Universal/Accessible garden in large print for 
the sight impaired. She also had materials printed in Braille and put on audio tape for the same 
audience. 
 

• Nutrition advisors have collaborated with the Southeast Asian Mutual Assistance Assoc. 
Coalition to present programming on safe fish eating practices for the Asian community. 
Programs were co-presented with Asian educators who provided translation. 

 
IV. INSTITUTIONAL VISIBILITY AND VITALITY 

 
Well-managed diverse leadership teams at the unit level are able to take advantage of a broader range of 
perspectives, insights, and approaches to better understand and serve its constituents. 

 
a) How has your unit assisted faculty and staff from underrepresented groups in developing 

leadership and management skills? 
 

• Assisting professional development of faculty and staff from underrepresented groups:  Our 
faculty are mentored and provided guidance towards achieving promotions and other career 
accomplishments; some junior faculty members participate in activities organized by the 
Commission for Women Mentoring Program in order to gain additional input and support. 
 

• A minority student summer internship program has been available over the past several years for 
students in fifth semester and above, or students enrolled in a graduate degree program who: 1). 
Wish to help other people enrich their personal well-being and/or improve the quality of life in 
local communities; and, 2). Desire a career in conducting non formal education programs with 
Penn State Cooperative Extension. The internship program has been academically sponsored 
through the Department of Agricultural and Extension Education and provides county-based 
intern supervision, mentoring and assessment procedures. Students receive a tuition grant to cover 
the number of credits taken, and an hourly wage equal to approximately $3000 for the 10-week 
summer experience. 
 

• Dr. Patreese Ingram is the Membership Co-Chair of the Forum on Black Affairs at PSU. She 
serves on the College Diversity Coordinating Council. Ingram maintains a diversity-focused 
website.  She also serves as chair of a masters committee in which the student is focusing on 
diversity challenges of Caucasian parents who adopt African American children.  
 

• Dr. Rama Radhakrishna serves on the Educational Equity and Campus Environment Committee 
(EECE) of the University Faculty Senate. 
 

• College policy of budgeting 1.5% of the salary budget for all faculty and staff to participate in 
professional development.  These funds are encouraged for underrepresented faculty and staff to 
participate in leadership and management professional development activities.  Representatives of 
underrepresented groups are also appointed to standing committees and other leadership positions 
within our Departments.  
 

• One of the core values of Penn State Cooperative Extension is that we strive to be a “learning 
organization.” Embracing this philosophy, the Penn State Cooperative Extension Director and the 



Extension Leadership Team has established the Leadership Administrative Fellow program.  This 
fellowship provides a forum for extension field and faculty educators to assess and strengthen 
their leadership skills and explore skill development for future leadership roles within the 
organization. Two fellowships are available.  One fellowship has been designated for ethnic 
groups under-represented in extension administrative positions. During 2006, an African 
American female was selected and has successfully completed her program.  Field based 
Extension Educators/Faculty will be once again selected for the fellowship to begin in January 
2007. 
 

• Extension Educators’, Staff Review and Development Program instrument documents employee 
outreach to diverse audiences.  Effective October 1, 2005, all extension educators are required to 
attend at least 8 hours of professional development  in diversity/cultural training per year. This 
was mandated by the Director’s Diversity Initiative. Attachment IV 
 

• Extension educators are clearly demonstrating their commitment to diversity in a number of areas 
highlighted in this report.  The challenge is recruiting and retaining members of diverse cultures 
for positions on the extension board and program advisory committees. This is often cyclic and 
changes from year to year but for the counties who have high minority populations, their 
committees are diverse, and should be.  Areas that have been identified for improvement are 
leadership development for individuals of diverse cultures to move them in to key leadership 
positions on our boards and program advisory committees.  The Learning Today, Leading 
Tomorrow curriculum will help in those training efforts as we implement the program this 
coming year. 
 

• The Change Agent States project, initiated by Cooperative Extension, is a catalytic step in 
beginning the transformation of the Land Grant system. It is a consortium of land grant 
institutions in fourteen states bringing the needed technical skills and training to each of the 
member states. Through this multi-state approach, the consortium is developing successful 
models and systemic change strategies to support greater diversity and welcoming climates 
throughout the system. The goals are to build the capacity of the Land Grant system to function 
inclusively and effectively in a multicultural world; and to set standards and implement a vision 
for supporting healthy, thriving, culturally diverse communities through Extension, research and 
academic programs. During April and May 2006, the College led a series of workshops around 
the state to train extension educators in international and multicultural issues affecting 
Pennsylvania. Four workshops reaching 200 extension educators were held. Attachment V 
 

b) What unit realignment, systems of accountability, resource mobilization and allocation 
strategies has your unit implemented to insure realization of College’s diversity goals? 

 
• We have committed a portion of our assistantship funds to support underrepresented students. In 

all cases for students offered Bunton-Waller fellowships, we have provided the necessary 
matching funds. 

 
• Our next strategic plan will require more specific milestones and measurements of 

accomplishments.  Towards that purpose, our faculty has the responsibility of identifying the 
gains and progress towards these goals, including those identified with diversity.  Our annual 
reporting system provides a base of measurement for these achievements.  
 



• Funds are allocated for recruitment activities that target potential students from underrepresented 
groups, and graduate assistantships are reserved for minority students. 
 

• Given the nature and scope of educational programming and scholarly work addressed by faculty 
and staff in our department of Agricultural and Extension Education, we anticipate continued 
involvement and engagement in diversity and multicultural research and programming. We 
believe that there are tremendous opportunities for our faculty and staff to collaborate across the 
College to provide assistance and support for programming, research, and in the procurement of 
extramural funding to support the College’s diversity goals. 
 

• Cooperative extension has a requirement that annual desk audit be conducted for each county to 
identify efforts to increase diversity among its program audiences, advisory committees, 
volunteers and board. 
 

• Every five years a full internal Diversity Audit of each county cooperative extension unit is 
completed.  This is an opportunity to meet with community persons about our diversity initiatives 
from their perspective.  Also, minutes and agendas are reviewed to be sure AA/ diversity issues 
are being discussed and addressed. 
 

•  A federal civil rights compliance review will be conducted in August 2006 wherein cooperative 
extension and agricultural research will be reviewed by the United States Department of 
Agriculture, Cooperative States Research and Education Service (USDA-CSREES). The reviews 
examine the extent to which our College is fulfilling its commitment to diversity and civil rights 
legal obligations. 
 



• The Director of Cooperative Extension sends out annual “Reminder of Commitment to Diversity, 
Affirmative Action and Civil Rights Mandates.” Attachment VI 
 

• The Periodical, Diversity in Review is provided by Cooperative Extension to highlight diversity 
related programming best practices. Attachment VIII 
 

• The College has an extensive diversity website which provided links to University, College, U.S. 
Department of Agriculture diversity related resources. Attachment IX 
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Table 1 
Undergraduate and Graduate Student Enrollment by Gender - 2004, 2005, 2006  
College of Agricultural Sciences, University Park Campus and Commonwealth Campuses 
 
Gender Fall 2004 Fall 2004  

Percentage
Fall 2005 Fall 2005 

Percentage 
Fall 2006 
 

Fall 2006 
Percentage

Female 819 45.37% 818 44.82% 841 45.56% 
Male 986 54.63% 1007 55.18% 1005 54.44% 
Total 1805 100% 1825 100% 1846 100% 
 
 
 
 
Table 2 
Undergraduate Student Enrollment by Ethnicity - 2004, 2005, 2006 
College of Agricultural Sciences, University Park Campus 
 
Ethnicity Fall 2004 Fall 2004 

Percentage
Fall 2005 Fall 2005 

Percentage
Fall 2006 
 

Fall 2006 
Percentage

Declined to 
Report 

82 5.73% 70 4.86% 73 4.98% 

American 
Indian/Alaskan 
Native 

1 0.07% 1 0.07% 2 0.14% 

Black African 
American 

36 2.52% 39 2.71% 48 3.2% 

Asian/Pacific 
American 

16 1.12% 26 1.81% 26 1.77% 

Latino/Hispanic 
American/Puerto 
Rican 

39 2.73% 35 2.43% 43 2.93% 

White 1250 87.35% 1259 87.43% 1266 86.36% 
International 7 0.49% 10 0.69% 8 0.55% 
       
Total 1466 100% 1440 100% 1466 100% 
 
 
 
Table 3 
Undergraduate Student Enrollment by Ethnicity - 2004, 2005, 2006 
College of Agricultural Sciences, University Park Campus and Commonwealth Campuses 
 
Ethnicity Fall 2004 Fall 2005 Fall 2006 

 
Declined to Report 94 87 87 
American Indian/Alaskan Native 1 2 4 
Black African American 44 48 62 
Asian/Pacific American 22 29 36 
Latino/Hispanic American/Puerto Rican 47 39 54 
White 1625 1612 1642 
International 9 11 10 
    
Total 1842 1828 1895 
 



Table 4 
Graduate Student Enrollment by Gender - Fall 2004, 2005, 2006 
College of Agricultural Sciences, University Park Campus All Locations 
 
Gender Fall 2004 Fall 2004  

Percentage
Fall 2005 Fall 2005 

Percentage 
Fall 2006 
 

Fall 2006 
Percentage

Female 177  47.9% 185 48.68% 190  51.2% 
Male 192 52.03% 195  51.32% 181 48.79% 
Total 369  100% 380 100% 371  100% 
 
 
 
 
Table 5 
Graduate Student Enrollment by Ethnicity - Fall 2004, 2005, 2006 
College of Agricultural Sciences, University Park Campus All Locations 
 
Ethnicity Fall 2004 Fall 2004  

Percentage
Fall 2005 Fall 2005 

Percentage 
Fall 2006 
 

Fall 2006 
Percentage

White 192 52.03% 197 51.84% 184 49.60% 
Declined to 
Report 

10 2.71% 15 3.95% 11 2.97% 

International 150 40.65% 145 38.16% 149 40.16% 
Underrepresented 
Minorities 

16 4.34% 20 5.26% 23 6.20% 

Asian American 1 0.27% 3 0.79% 4 1.08% 
Total 369 100% 380 100% 371 100% 
 
*Graduate School Comprehensive Enrollment last refreshed on 11/9/06. 
 



Table 6 
 

Extension Board and Advisory Committees 
Penn State Cooperative Extension – Civil Rights Audit Summary Report 

 
 
Date: 2004-2005 
 
 

Region White Black Hispanic Asian Other Physically 
Challenged TOTAL 

 M F M F M F M F M F M F  

Capital 492 369 12 14 2 8 3 2 1 42

Central 113 98 2 1  3 6

Northeast 69 91 2 1 2 2   7

Northwest 215 204 6 19 2 1 1 4 5 3 41

Southeast 71 64 4 8 2 3 1 1   1 20

Southwest 329 453 17 16 1 1 1 5  41

Totals  1289 1279 41 60 8 14 3 2 2 12 10 5 157

 
 
 
 
 
 
 
(rev-102006) 



Table 7 
 

Face-to-Face Contacts Made with Underrepresented Clients in Cooperative 
Extension 2005 

  
  
  

Racial-Ethnic Composition: 
  Male Female Total Contact 

Percentage 
White:  226745  251952  478697 92.18% 

Black or African American:  10167  16007  26174 5.04% 
American Indian or Alaska Native:  80  138  218 0.04% 

Asian:  1449  2007  3456 0.67% 
Native Hawaiian or Other Pacific Islander:  48  64  112 0.02% 

Hispanic:  4554  5030  9584 1.85% 
Some Other Race:  685  401  1086 0.21% 

Total:  243728  275599  519327 100% 
Underrepresented Groups:         

Disabilities:  3126  2700  5826   
Limited Resources:  14260  17854  32114   

  



Table 8 
College of Agricultural Services Full-Time Workforce Profile 

Employee 
Fall 2006 

 
Total 

Minority 

Total 
Female 

 
Blacks 

 
Hispanic 

 
Asian 

American 
Indian Agricultural Sciences 

Total 
Full-Time 

Employees No. % No. % Male Female Male Female Male Female Male Female 

 
Academic Administrator              

 9/30/04 17 1 5.9 2 11.8     1    

 9/30/05 16 2 12.5 2 12.5   1  1    

 9/30/06 19 2 10.5 4 21.1   1  1    

Faculty              

 9/30/04 309 36 11.7 66 21.4 3 4  2 25 2   

 9/30/05 308 37 12.0 69 22.4 3 4  3 24 3   

 9/30/06 314 43 13.7 70 22.3 4 4  3 29 3   

Staff              

 9/30/04 865 61 7.1 558 64.5 7 31 2 11 2 7  1 

 9/30/05 785 45 5.7 488 62.2 8 17 2 8 2 8   

 9/30/06 821 52 6.3 531 64.7 8 25 2 8 2 7   

Technical Service              

 9/30/04 62   7 11.3         

 9/30/05 65   7 10.8         

 9/30/06 62   5 8.1         

              

              

              

              

              

              

        Total              

 
Note:  Full-time employees include all standing and fixed term appointments who have a status of 
           Active, leave with pay, or military leave 

College Ag Serv Fulltime Workforce-Employee-12-13-06.doc 



Table 9 
Academic Employee Full-Time Workforce Profile 

As of 9/30/06 
Fall 2006 

 
Total 

Minority 

Total 
Female 

 
Blacks 

 
Hispanic 

 
Asian 

American 
Indian Agricultural Sciences 

Total 
Full-Time 

Employees No. % No. % Male Female Male Female Male Female Male Female 

 
Department              

    Agric & Biological Engineering 20 1 5.0 1 5.0     1    

    Agric & Extension Education 20 5 25.0 11 5.5 1 3   1    

    Agric Econ & Rural Sociology 37 1 2.7 7 18.9 1        

    Crop & Soil Sciences 30 5 16.7 6 20.0     5    

    Dairy & Animal Science 24 1 4.2 6 25.0     1    

    Dean’s Office 1             

    Dean’s Support 0             

    Director Coop Ext/Assoc Dean 2   2 100         

    Entomology 29 6 20.7 6 20.7     6    

    Food Science 14 2 14.3 4 28.6     2    

    Horticulture 27 4 14.8 8     1 3    

    International Agriculture 1             

    Office of Undergraduate Educ 3 1 33.3 2 66.6  1       

    Pesticide Education Programs 1             

    Plant Pathology 24 4 16.7 4 16.7  1  1 2    

    Poultry Science 6 2 33.3 1 16.7     1 1   

    School of Forest Resources 32 1 3.1 4 12.5    1     

    SE Agric Res & Ext Ce  nter 1             

    Turfgrass/Ag Equip Srv Tec   h Pr 1             

    Turfgrass Technical Program 1             

    Veterinary Science 40 10 25.0 11 27.5 1    7 2   

        Total 314 43  70          

 
Note:  Full-time employees include all standing and fixed term appointments who have a status of 
           Active, leave with pay, or military leave 

Acad emp full-time workforce-12-13-06---2.doc 



Table 10 
Promotion and Tenure Decisions by Gender 

2004 – 2005 - 2006 
 

  
Applied 

 
Granted 

 
Denied 

2004 Tenure    
 Male 10 10 0 
 Female 2 2 0 
2004 Promoted to Associate 
Professor 

   

 Male 10 10 0 
 Female 2 2 0 
2004 Promoted to Professor    
 Male 3 2 1 
 Female 0 0 0 
2005 Tenure    
 Male 5 5 0 
 Female 2 2 0 
2005 Promoted to Associate 
Professor 

   

 Male 4 4 0 
 Female 2 2 0 
2005 Promoted to Professor    
 Male 2 2 0 
 Female 0 0 0 
2006 Tenure    
 Male 14 14 0 
 Female 3 2 1 
2006 Promoted to Associate 
Professor 

   

 Male 9 9 0 
 Female 2 1 1 
2006 Promoted to Professor    
 Male 3 3 0 
 Female 0 0 0 
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