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Revised Report 

 
Introduction  

Diversity covers a range of attributes, such as race, ethnicity, geography, age, gender, disability, 
religion, sexual orientation, veterans, and socio-economic status.  Most of our diversity efforts 
have been, and will continue to be, targeted at underrepresented minorities, including African 
Americans, Hispanics, and Native Americans. The College has the largest number of 
underrepresented undergraduate minorities at University Park.  Nevertheless, we strive to 
enhance both our diversity profile and climate. The College is committed to:  

• Recruiting and retaining underrepresented students, faculty, and staff, especially faculty 
and M.B.A/Ph.D. degree candidates. 

• Enhancing curricula that reflect the many dimensions of working and living in a 
pluralistic world.  

• Providing a welcoming climate and supportive resources for all of our constituencies to 
realize their highest potential.  

 
Campus Climate and Intergroup Relations  
 
 
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 
 
o The College will continue to distribute information and discuss diversity with students by 

augmenting diversity information in the Freshman Seminar, and by requiring attendance at 
presentations on diversity in industry.   

o The College will continue to assume a leadership role in The S.T.A.R.T. (Striving Toward 
Awareness & Respect for Tomorrow) Conference held each spring, which educates students, 
faculty, and staff in the areas of diversity in the workforce and the changing demographics in 
the U.S. 

o The Assistant to the Dean for Diversity Enhancement will continue to augment the 
representation of underrepresented minorities in the MBA and Ph.D. programs through 
targeted recruitment and retention efforts.  

o The Director of Undergraduate Diversity Enhancement Programs will continue to promote 
diversity by engaging in various activities related to the recruitment and retention of 
underrepresented undergraduate students.  

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

o The Diversity Advisory Committee, chaired by the Dean, and consisting of senior faculty, 
both graduate and undergraduate multicultural coordinators, staff, and students will 
implement and monitor accountability on the Smeal Diversity Plan. In addition, they will: 



The Smeal College of Business 
December 2006 

2

• Collect and update data on minority representation, among students, faculty, staff, 
and administrations as well as retention and matriculation rates for students.  

• Collect benchmarking data from peer institutions.  
• Organize diversity workshops and other activities for staff and faculty.  
• Recommend development of new courses to reflect diverse market segments and 

opportunities.  
• Monitor the impact of raising the mean GMAT score on minority enrollments in 

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

business majors.  
o This report, as well as The Final Assessment of A Framework to Foster Diversity at Penn      
      State: 1998-2003, will be distributed to all faculty and staff.  
o The Dean and the Senior Associate Dean will meet monthly with the graduate and 

undergraduate multicultural coordinators to discuss diversity, learn of any problems, and 
determine solutions to such problems.  

 
Assessment Questions: 
 
1.  How does your unit define or describe diversity?  
 
Diversity covers a range of attributes, such as race, ethnicity, geography, age, gender, disability, 
religion, sexual orientation, veterans, and socio-economic status.   
 
How is the understanding demonstrated in areas of emphasis within your unit?  
 
The Capital Campaign beginning in 2007 will include a specific set of goals for diversity 
initiatives. These include scholarships, as well as faculty endowments, earmarked for diversity 
candidates. Regarding curricula, the College continues to offer several courses in the curriculum 
that address issues of diversity in a global, digital economy. To complement these curricula-
based insights for our students, the Office of Corporate Relations and the Office of Diversity 
Enhancement Programs have linked minority student organizations with corporate 
representatives for mutually beneficial activities that focus on “diversity-in-action.” Overall, 
emphasis is placed on recruiting and retaining students to ensure a wide variety of ideas and 
backgrounds. This is one of the best ways of exposing our students to the diverse world in which 
they work and live. Finally, we should note that classes within the AAAS curriculum and other 
such subject areas are included in our choice set of classes to allow the students to experience 
diverse cultures while completing their academic requirements.  
 
2.  How has your unit distributed information to the students about the University’s diversity 

initiatives?  
 
The Dean’s Town Hall Meetings, resource guides, pamphlets, and announcements in classes 
where appropriate are all mechanisms for information sharing. In addition, display monitors in 
the Business Building, individual e-mails, list-serves, FTCAP, Freshman Seminar, Business 
Roundtable, 220 News, Undergraduate Department Education Program Newsletter, and student 
organizations are all used as vehicles for diversity announcements and education (both formal 
and informal).  
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Does your unit have formal mechanisms in place for discussion of diversity initiatives with 
students? If so, please describe.  
 
In the past, the Dean held Town Hall Meetings, where topics ranging from academic to climate 
issues were discussed. The College has provided support for the annual S.T.A.R.T. Conference, 
which has helped to educate students, faculty, staff, and the external Penn State community in the 
areas of diversity in the workforce and the changing demographics in the U.S. Discussions also 
occur in the Freshman Seminar, the Business Roundtable and within several student 
organizations such as: the Council On Multicultural Organizations (COMO), which include 
National Association of Black Accountants, Women In Business, The National Hispanic Business 
Association, Multicultural Business Society, the Black Male Leadership Symposium at the 
undergraduate level and the Minority MBA Association and National Association of Women at 
the graduate level. Events such as Diversity Appreciation Weekend (DAW), MBA Orientation, 
and ongoing meetings with the Director of Undergraduate Diversity Enhancement and the 
Assistant Dean for Diversity Enhancement are all vehicles for discussion. Lastly, we are 
planning to implement a series of ongoing focus groups that will cover a variety of Smeal 
College issues including “the future of diversity at Smeal.” 
 
3.  How has your unit distributed information to faculty and staff about the University’s diversity 

initiatives? Describe your unit’s formal mechanisms for discussion of diversity initiatives.  
 
The Dean will continue to communicate both the University’s and the College’s diversity 
initiatives within the Strategic Plan and discuss them at faculty, executive committee, and 
management committee meetings. The minutes of these meetings are shared with the entire 
faculty and staff of Smeal. In addition to the mechanisms mentioned above, the College is 
planning to implement a series of focus groups that address the topic of diversity. Recently, the 
Assistant Dean for Diversity Enhancement was added as a member of the executive committee. 
 
4.  What is the role of your diversity committee?  What is its composition? 

 
The composition of the diversity committee has been expanded from nine to thirteen individuals 
with representatives from the Development Office. It is chaired by the Dean and includes 
representation from senior faculty, clinical faculty, the Development Office, the Human Resource 
Office, Ph.D., MBA, and undergraduate students, staff, the Director of Undergraduate Diversity 
Enhancement, and the Assistant Dean for Diversity Enhancement. The committee will implement 
and monitor accountability on the Smeal Diversity Plan. In addition, they will: 
 

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

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

administration, as well as retention and matriculation rates for students; 
• Collect benchmarking data from peer institutions; 
• Organize diversity workshops and other activities for staff and faculty; 
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• Recommend development of new courses to reflect diverse market segments and 
opportunities; 

• Monitor the impact of changing entry requirements on minority enrollments in the MBA 
program; and 

• Monitor the impact of enrollment controls on minority students’ admission to 
undergraduate majors. 

 
5.  What is the role of your multicultural coordinator? (Colleges) 
 
Smeal has two coordinators: one focused on undergraduate advising and organizations; and a 
senior executive on the Executive Council of the college to look across all programs and to have 
a special role in the MBA program as well as staff and faculty recruiting and retention. 
 
The duties for the Undergraduate Diversity Enhancement Program Director include, but are not 
limited to, the following: 

• Develop, implement, and coordinate efforts to improve the academic advising system for 
minority students and monitor minority student progress to assess the need for 
intervention and assistance; 

• Maintain a working relationship with various diversity-related organizations both 
internal and external to the University; and 

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

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

• Encouraging diversity in the curricula across programs’, 
• Developing of a supportive climate for the entire Smeal community, 
• Identifying and implementing special outreach to minority alumni; and 
• Raising funds for the College’s diversity efforts including scholarships, faculty 

endowments, and event sponsorship.  
 
6.  Which strategies have been most successful in addressing this Challenge? Which have been 

least successful? Which could be termed “best practices”? (Best practices are processes, 
programs, and procedures that most successfully lead to the unit’s ability to reach the 
university’s diversity goals and can be validated through measurable outcomes.) 

 
Best Practices include: 

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

• Assigning graduate students to work with COMO.   
• The MBA Diversity Workshop during orientation also serves to highlight the 

value of diversity in both academic and managerial settings.  
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• Student organizations have been very successful over the past several years in 
dealing with diversity issues through events, programs, role setting, and 
mentorship. 

• Direct interaction with the Director and Assistant Dean for Diversity 
Enhancement has also been a successful mechanism for addressing the 
purpose, importance, and direction of diversity initiatives in the Smeal 
College. 

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

Include data demonstrating outcomes. 
 

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

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

• Alumni: Personal involvement, donations for diversity scholarships and 
programs, and feedback on our outreach efforts. 

• Curriculum: Courses – Managing Diversity undergraduate and MBA modules, 
International courses and tracks to engage the student in understanding our 
global society. 

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

 
 
Challenge 2: Creating a Welcoming Campus Climate 
 
o The College will conduct a climate assessment to gather information about constituents’ 

personal experiences within the unit, perceptions of the climate for underrepresented 
members, and/or perceptions of unit actions regarding climate issues and concerns. We will 
seek the assistance of the Office for Educational Equity in developing and/or administering a 
climate survey. The first step will be a student assessment, followed by a faculty and staff 
assessment.  

o A “Diversity Team” within Undergraduate Programs will continue to monitor the climate. 
This will be done using focus groups of underrepresented students. The data will be used to 
educate the Undergraduate Programs staff regarding issues and concerns of underrepresented 
students in the College.  

o The Dean will continue to meet regularly with student groups to solicit information and 
address their concerns. The College will initiate additional efforts to enhance the overall 
climate and individual’s satisfaction within the environment. 
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Assessment Questions: 
 
1.  How does your unit’s leadership demonstrate support for diversity? 
 
Leadership has engaged in a number of efforts to support and indeed enhance diversity.  A 
sampling of these efforts includes: 

• Increasing financial support for diversity scholarships and programs; 
• Instituting special recruitment initiatives to attract a diverse student body (e.g., working 

with high school counselors); 
• Providing financial and professional support for diverse student organizations; and 
• Supporting diversity searches for faculty and staff positions (e.g., hiring a recruitment 

firm to identify candidates of color for a professorship). 
 
2. How does your unit identify climate issues? 
 
Two primary mechanisms include: 

• Soliciting suggestions for enhancing the climate from students in private and public 
organizational meetings; and  

• Identifying specific climate issues through interactions (formal and informal) with unit 
heads. 

 
3. How does your unit monitor climate? 
 
The Smeal College has made two attempts to assess climate through an online survey. The 
survey was first administered in spring semester, 2005. Due to the small response rate (n=207) 
which was attributed to distributing the survey at the end of the semester- a second survey was 
administered in November, 2005. This second survey generated even fewer responses (n=167). 
In the Data Analysis section of the report, the analyst working with the College on interpreting 
the results of the survey(s) noted, “the data are not generalizable to the population because of 
the extremely low response rates.”      

 
Because of the limitations of the surveys, the College plans to engage in a series of focus groups 
that will address a whole host of climate issues including diversity. These focus groups will be 
ongoing in order to monitor reactions to new and existing policies and to serve as an early 
warning system for changes in the Penn State environment. 
 
4. How does your unit respond to climate issues? 
 
The College’s response to climate issues will depend on the nature of the perceived issue. Some 
concerns can be dealt with on the spot through dialogue with senior management and diversity 
directors (e.g., a minority student who has problems with service providers at the College). 
Larger issues will be handled by the unit head in consultation with, and supported by, 
management. In both cases, the policy of the College is to gather all relevant information, to 
keep the concerned parties informed of the process, and to propose a plan of action in a timely 
manner. In the end, common sense, openness, and honesty are driving forces. 
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5. What unit-wide and individualized approaches have you developed to enhance overall 
climate and individual’s satisfaction with the environment? 

 
Since moving into the new Business Building, the College has leveraged the facility to enhance 
the climate for the entire Smeal community, as well as for a variety of groups outside the 
College. The atrium was designed to be useful and accommodating to all of our students, staff, 
and faculty. The layout of the furniture provides a welcoming environment for group interaction. 
The Blue Chip Bistro has a diverse selection on its menu that changes periodically. The meeting 
rooms vary in size and format in order to meet the needs of different groups. The new building 
has greatly enhanced satisfaction with the environment by hosting: 

• Career fairs  
• Alumni dinners  
• Student orientations  
• MBA graduation   
• Forum On Black Affairs (FOBA) reception  
• Support for student organizations( i.e. meetings, seminars, and various other actives ) 
• Staff recognition awards 
• Spend a Summer/Fall Day(s) 
• FTCAP 
• Orientation  
• Freshman Seminar 
• Support for Diversity Career Fairs 
• Diversity Appreciation Weekend (DAW) 

 
6. Which strategies for creating a welcoming campus climate for diversity have been most 

successful? Which have been least successful? Which could be termed “best practices”? 
 
Most Successful: 

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

• New student orientation; and 
• Ongoing support (financial, professional, and advising) for student organizations.  

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

expected). 
 
7. What measures of success have you identified to gauge your progress in this Challenge? 

Include data demonstrating outcomes. 
 

• Informal feedback from student organizations; 
• Evaluations for diversity programs (S.T.A.R.T. Conference, Black Male Leadership 

Symposium, NABA); 
• Increase in attendance at diversity events (Career Fair Workshop, Creation of S.T.A.R.T. 

Awards); and 
• Feedback and yield from diversity recruitment initiatives (DAW). Of those who attended 

the 2006 Diversity Appreciation Weekend, 83 percent of the accepted diversity 
candidates and 59 percent of the female candidates are currently enrolled in the MBA 
program. 
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Representation (Access and Success)  
 
 
Challenge 3: Recruiting and Retaining a Diverse Student Body 
 
o The College will continue to participate in all the University’s recruitment programs for 

undergraduates. Examples include; 
• Achiever’s Weekend (spring semester); 
• Presentations at Hispanic Academic Progress and Upward Bound summer programs; 
• Minority Admissions and Community Affairs--This is a component of Penn State’s 

Undergraduate Admissions Office, which focuses on the recruitment of 
underrepresented populations.  

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

• High school recruitment fairs; 
• Black Male Leadership Symposium.  

o The College will continue to provide full tuition and stipends for all second-year minority 
MBA students. First-year students receive support from the Graduate School and second-year 
students receive Smeal funds.   

o The College will provide support for faculty to attend minority Ph.D. student recruiting 
conferences.  

o Current MBA minority students will recruit MBA candidates.  
o The College will participate in the Alliance for Earth Sciences, Engineering, and 

Development in Africa (AESDA) 
o The College will add $15,000 to scholarship monies for targeted underrepresented minority 

scholarships, bringing the total annual allocation to approximately $88,000. 
o The College will add $2,000 per year to the operating budget to travel to recruit 

underrepresented undergraduate minorities.  
o The College will target minority scholarships in our fund raising efforts.  
 
Assessment Questions: 
 
1.  Describe specific initiatives your unit may have that are intended to contribute to recruiting or 
retaining undergraduate and/or graduate students from underrepresented groups. 
 

• Undergraduate Programs include: 
o Philadelphia Honors Program: this program brings together many of 

Philadelphia’s best and brightest students for the opportunity to meet with 
University staff to discuss their options for attendance at University Park;   

o Out-of-state high school visits;  
o Achievers Weekend; 
o Spend a Summer/ Fall Day ; 
o Overnight visits for high school students;  
o Mentoring contacts with local high school students; 
o Providing peer and faculty/staff mentorship for current underrepresented male 

students;  
o  Scholars Programs: 
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 Case competition;  
 General monthly meetings;  
 Graduate Advisors; and  
 Leadership development trips (at each student’s discretion) 

 
• Graduate Programs include: 

o Minority MBA student orientation; 
o Mentoring by MBA Office staff; 
o Mentoring by second-year students; 
o Mentoring by alumni; 
o Professional development workshops (resume, interview, career fair); 
o Support to attend the NBMBAA & NSHMBA Conferences; 
o Minority Executive Interaction; 
o Diversity Appreciation Weekend (alumni panel, informal interaction); 
o Minority group lunches; 
o Tutoring services; 
o Minority business periodicals; 
o Support for the Minority MBA Student Association; 
o Support for the Minority MBA case competition teams; 
o Open Door Policy (Assistant Dean for Diversity Enhancement); 
o Graduate assistantships and scholarships; 
o Advising (Department Faculty, Assistant Dean, Director of Ph.D. Programs); 
o Support to attend professional conferences; 
o Support for dissertation research; 
o Ph.D. group lunches; and 
o Ph.D. social events. 

 
2. Describe specific initiatives your unit may have that are intended to reduce intergroup    

disparities in enrollment, retention, and graduation rates.  
 
Specific initiatives are: 

• Striving Toward Awareness and Respect for Tomorrow (S.T.A.R.T.);   
• Focus groups;  
• Climate surveys;  
• Tutoring;  
• Diversity lectures;  
• COMO; 
• Minority Executive Interaction;  
• Diversity Appreciation Weekend; 
• Tutoring; and 
• Mentoring 

 
3. What mechanisms for collaboration has your unit established? 
 
The College is connected with or participates in the following groups and initiatives: 

• University wide diversity directors (Administrative Council on Multicultural Affairs, 
Council of College Director of Multicultural Programs); 

• Council On Racial, Ethnic, Diversity  Issues (C.O.R.E.D); 
• Forum On Black Affairs (F.O.B.A); 



The Smeal College of Business 
December 2006 

10

• Corporate Relations (Business Round Table- leadership from all student 
organizations); 

• Annual Achievement Conference; 
• McNair Conference; 
• Summer Research Opportunity Program (SROP);  
• Graduate Office of Educational Equity; and 

Alliance for Earth Sciences, Engineering, and Development in Africa (AESDA) 
 
4. Which recruitment and retention initiatives have been most successful? Which have been 

least successful? Which would be termed “best practices”? 
 
Most successful: 

• Engaging student leadership positions on S.T.A.R.T.; 
• Assigning graduate students to work with COMO groups; 
• Sponsoring Diversity Appreciation Weekend (DAW); and 
• Mentoring formal and informal. 
 

Least successful: 
• E-mails 

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

Include data demonstrating outcomes.  
 

• Sustainability and growth of individual programs have shown there is student interest 
and need for each program to exist as a separate organization but work together for the 
benefit of all students. In other words, independence is as important as cooperation. 

• Feedback and yield from Diversity Appreciation Weekend (DAW). Of those who attended 
the 2006 Diversity Appreciation Weekend, 91 percent of the accepted diversity 
candidates and 59 percent of the female candidates are currently enrolled in the MBA 
program. 

 
 
Challenge 4: Recruiting and Retaining a Diverse Workforce 
 
o The College will continue to work with the Affirmative Action Office and the Diversity 

Support Center to conduct workshops for staff and faculty search committees and department 
chairs to recruit a more diverse faculty and staff.  

 
o In addition, it is critical that the College continue to utilize its social and professional 

networks to identify qualified underrepresented minorities for faculty and staff positions.  
 
o In general, the job market for business school faculty is very thin and the minority market is 

even thinner. To help us recruit underrepresented faculty in this environment, the College 
will pursue innovative and alternative strategies, including affiliate appointments for faculty 
across multiple units of the University. 

 
Assessment Questions: 
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1.  How has your unit actively and successfully engaged in locating and recruiting faculty and/or 
staff from underrepresented groups?  

 
The College has been actively engaged in locating senior minority faculty in business through 
professional meetings, networks associated with the discipline, and personal contacts. Two 
candidates made recruiting visits to Smeal for positions in the Finance Department. Both were 
made offers, but declined citing the lack of opportunities for their spouses.  
 
2.  What strategies have been implemented to improve identification and assessment of 

credentials for purposes of hiring and promotion?  
 
The Assistant Dean for Diversity works with the department heads in the College to identify 
potential minority faculty members. In the past, the college has made invitations to senior 
minority business faculty at other institutions without much success. We will continue with those 
efforts, but place greater emphasis on attracting junior faculty through the annual Ph.D. Project. 
In addition, the College has employed the services of a search firm to attract a diversity 
candidate to fill the Donan Professorship. For key staff positions, the College continues to 
employ national searches with targeted announcements in the minority press. The College also 
works closely with the University’s Office of Human Resources to identify strong candidates 
from underrepresented populations.  
 
3.  What retention strategies have you implemented in your unit to retain and promote the 

success of faculty and/or staff from underrepresented groups? 
 
In order to address the potential for cultural isolation of minority faculty, the Smeal College 
hosts several gatherings that bring together minority faculty, Ph.D. candidates, and MBA 
students in an informal social setting for relaxed interaction and networking, such as the 
Minority Student/Faculty Luncheon. In addition, some faculty and graduate students have met 
informally at musical events both on and off campus. Staff success is supported through 
mentoring, encouragement and counseling for advanced degrees, recommendations for 
administrative fellowships, and financial support to attend professional conferences and 
workshops. 
 
4. Which recruitment and retention strategies have been most successful? Which have been the 

least successful?  Which could be termed “best practices”?  
 
The College has had measured success in utilizing the professional networks of faculty and 
administrators. Having a full-time Assistant Dean dedicated to monitoring, engaging, and 
helping diversity-related faculty has helped demonstrate a commitment to diverse faculty issues 
as well as served as a mechanism in and of itself for retention and recruitment. 
Least successful: The first search to fill the position of Director of Undergraduate Diversity 
Enhancement Programs which resulted in two offers, but no accepts. 
 
5. What measure of success have you identified to gauge your progress in this Challenge? 

Include data demonstrating outcomes.  
 
The College has been successful in retaining the following faculty members from 
underrepresented groups: an associate professor in Finance, an assistant professor in 
Accounting and an assistant professor in International Business. In addition, the College has 
managed to recruit a minority female professor for Business Law and a joint appointment for 
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Management and Organization. We are currently exploring another joint appointment in 
International Business. In addition, the College has successfully filled the position of Director of 
Undergraduate Diversity Enhancement Programs. 
 
Education and Scholarship  
 
 
Challenge 5: Developing a Curriculum that Fosters Intercultural and International 
Competencies 
 
o The College will continue to review both our graduate and undergraduate curricula to ensure 

that diversity components/modules exist in a number of courses. We will also continue to 
support three cross-linked diversity courses that were first proposed in the 2002/03 academic 
year: 

• Globalization and African Communities 
• African American Economic and Business Development 
• The Political Economy of Jazz and Rhythm & Blues 

o The College will add a new course to our MBA curriculum entitled, “Managing Diversity,” 
which we plan to offer for the first time in spring, 2004. 

o The College will respect and value management research that addresses diversity issues. 
o The College will enhance the diversity components of our freshmen and MBA orientations. 
 
Assessment Questions:  
For colleges 
1. What initiatives has your college taken in supporting multicultural curriculum efforts? 
 

• The College has several courses in international business that address cultural 
differences. The Globalization and African Communities course continues to be offered 
and is being considered for permanent status as a cross listed course for African/African 
American Studies, Political Science and International Business. The College intends to 
expand on this regional focus and provide courses on business in Asia and Latin 
America. 

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

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

 
2.  What research and teaching in your college has advanced the University’s diversity agenda? 
 
-See #3 below 
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3.  How is diversity integrated into the curriculum of your college? 
 
The following courses are listed in the schedule of courses for the College; 
 
BA 006 First Year Seminar has a diversity component 
Mktg 445 Global Marketing 
Mgmt 445 Managing Diversity in Organizations 
Mgmt 461 International Management  
Fin International Finance 
Expanded Study Abroad Program 
I B 497E/AAA S 440, Law and Economics of Africa’s Development 
I B 497G/AAA S 440/PL SC 440, Globalization and Its Implications for Africa 
R EST/FIN 470, Real Estate and Capital Markets 
IB 297D, International Business Goes To the Movies IV 
I B 303, International Business Operations 
I B 403, International Business and National Policies 
I B 497A, The Business Environment and Europe 
I B 297E, International Business Goes To the Movies V  
I B 404, Contemporary Issues in International Business 
 
4. Which strategies for developing a curriculum that fosters intercultural and international 

competencies have been most successful? Which have been least successful? Which could be 
termed “best practices”? 

 
Most Successful courses: 
 
I B 297D, International Business Goes to the Movies 
I B 303, International Business Operations 
Mktg 445 Global Marketing 
Mktg 497 Advertising 
Mgmt 461 International Management  
Study Abroad in the Undergraduate Program 
Global Immersion in the MBA Program and Executive MBA Program 
 
The creation of additional resources (i.e. scholarships) for students to receive assistance in 
participating in the undergraduate study abroad program  
 
5. What measures of success have you identified to gauge your progress in this Challenge? 

Include data demonstrating outcomes. 
 
The International Business classes tend to attract a diverse body of students from various majors 
and colleges. A strong, consistent student enrollment has indicated a good direction and 
selection of courses. Written feedback has been positive and constructive allowing us to refine 
and be flexible to student (and faculty) needs. 
 



The Smeal College of Business 
December 2006 

14

Institutional Viability and Vitality 
 
 
Challenge 6: Diversifying University Leadership and Management 
 
The College will continue to provide release time and financial support for faculty and staff to 
attend professional conferences and workshops on leadership and management. The Assistant 
Dean for Diversity Enhancement has been, and will continue to be, a member of the college’s 
Management Committee, which consists of department chairs, program deans, research center 
directors, and directors of all administrative units in the college. This year, the assistant dean has 
begun his membership on the college’s Executive Council as well (department heads and deans). 
 
Assessment Questions: 
 
1. How are the unit leaders actively involved in diversity efforts? 
 
The College has created and filled the position of Assistant Dean for Diversity Enhancement. 
Both the Dean and the Senior Associate Dean meet every 2-3 weeks with the Assistant Dean for 
Diversity to identify problems and opportunities so they can be addressed swiftly and 
aggressively. During any recruitment effort, the Diversity Dean will work with unit heads to 
identify and recruit from a pool of diverse candidates 
 
2. What is the diversity profile of the unit’s administrative and executive levels?  

 
• White Female, Director of Administrative and Information Services 
• White Female, Director of Corporate Relations 
• White Female, Director of MBA Admissions 
• White Female, Finance Officer 
• Asian American Female, Director of Leadership and Integrity 
• African American Male, Administrative Director of Undergraduate Programs  
• African American Male, Director of Undergraduate Diversity Enhancement Programs  
• African American Male, Assistant Dean for Diversity Enhancement 

 
3.  Describe the procedures followed to create both diverse applicant pools and search 

committees for administrative searches.  How is information about expectations regarding 
candidates’ skills and experience with managing diversity communicated to the committee 
and to the candidates?  

 
Department Chairs and the heads of search committees attended a special workshop held by the 
Affirmative Action Office to address these issues. The Assistant Dean for Diversity Enhancement 
has frequent contact with department heads and serves on some of the search committees to 
provide assistance to their search process.  
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4.  How does your unit identify staff and faculty from underrepresented groups who have 
administrative aspirations and potential, as well as assist them in developing leadership and 
management skills?  How are such individuals supported in identifying opportunities for 
advancement?  

 
The College has an annual assessment process where employees are encouraged to express their 
career aspirations. Those individuals who have expressed an interest in their professional 
development are encouraged to pursue advanced degrees or take part in university seminars and 
workshops or to attend special conferences. The College has a policy of allowing time to be 
taken during work hours for this kind of professional development. 
 
5.  Which strategies for diversifying your unit’s leadership and management have been most 

successful? Which have been least successful? Which could be termed “best practices”? 
 
With the new appointment of Assistant Dean for Diversity Enhancement, the College has 
demonstrated success in diversifying its executive management team. As a result of this new 
position, a renewed effort will be made to actively attract candidates of color, women, and other 
diverse candidates for any leadership position that becomes open in the College. 
 
6. What measures of success have you identified to gauge your progress in this Challenge? 

Include data demonstrating outcomes.  
 

• Two new positions: Director of Leadership and Integrity and Assistant Dean for 
Diversity Enhancement. 

• Expansion of responsibilities for the Administrative Director of Undergraduate 
Programs. 

• The recent appointment of the Assistant Dean for Diversity Enhancement to the Smeal 
College Executive Committee. 

 
 
Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
 
The College will ensure that strategic updates and future strategic plans (both marketing place 
and development-oriented) will continue to emphasize diversity as one of its strategic goals. A 
key focus of development efforts, for example, will be to gain support for underrepresented 
minority endowments for both student and faculty.  
 
o To demonstrate diversity as a part of our leadership agenda, in our new building the Assistant 

to the Dean for Diversity Enhancement’s office is located in the Dean’s Suite, adjacent to 
both the Ph.D. and MBA Deans’ offices.  

 
Assessment Questions:  
 
1.  How does your unit’s strategic plan reflect the importance of diversity for meeting your goals 

and objectives?  
 
The Smeal College Strategic Plan specifically addresses the need for “a curriculum designed for 
learning across functional, cultural, and national boundaries” and for achieving a 
“distinctiveness” that “rests on connections-intellectual bonds and knowledge advances across 
boundaries and human connections among people”. 
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In Section 3 of the Strategic Plan, diversity is addressed as a critical element of the Smeal 
Community: 
 
“We will not be a healthy community unless we become more representative of our diverse 
society. More aggressive action will be taken to attract and retain students, faculty, and staff 
who are under-represented minorities and to fund programs for minority development. In all 
images in the building, in our marketing materials, in the events we orchestrate, in the art and 
displays surrounding us, there should be a sense of inclusiveness to welcome and attract 
members of every group. Every faculty and staff search will be required to take actions to seek to 
bring under-represented minorities into the applicant pool.” 
 
2.  What organizational realignments, systems of accountability, resource mobilization and 

allocation strategies, and long-term planning strategies have been implemented by your unit 
to ensure the realization of the University’s diversity goals?  

 
The Smeal College has strengthened its global perspective through several key relationships with 
other business and academic partners across the world. “This will foster expanded research 
collaboration across borders, center relationships with global partners, and student and faculty 
exchanges. On the academic side, these developments are being led by the Faculty Director of 
International Programs. This office has been expanded to include an Assistant Director and two 
advisors. On the (research) center side, international programs and relationships should be 
explored under the leadership of the Associate Dean for Research and the centers’ directors.” 
Additionally, the global vision of our College will be enhanced by a stronger presence of 
international executives on our advisory boards (the Smeal Board of Visitors or center advisory 
boards). There are currently one minority and six female members of the Board of Visitors. An 
African American male will be the vice-chair of the Board for the next two years and chair for 
the following two years. 
 
3.  What budget and development approaches have been implemented by your unit to ensure 

financial stability of diversity priorities?  
 
To date the College has allocated additional funds for undergraduate scholarships, graduate 
assistantships, and a variety of diversity recruitment and retention programs. The Development 
Office has been successful in attracting several endowed scholarships, a professorship and a 
specific diversity endowment. In addition, the College has plans to significantly increase the 
priority of diversity fund raising during the next development campaign. 
 
4.  Describe the systems of accountability and reward that support the achievement of diversity 

goals.  
 
The Dean has made diversity one of the key elements in the annual review of all unit heads. The 
various departments have been charged with the goal of diversifying the searches for new faculty 
and staff; monitoring the climate in their units and enhancing the diversity content of the 
curriculum. 
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5.  What partnerships, with internal or external units and/or constituencies have you created to    
advance the University’s diversity goals?  

 
The College has partnered with the Minority MBA Alumni Interest Group to advance our 
diversity goals. In order to assist in this effort, the College has compiled an MBA Alumni 
Directory that is used by current students, faculty and alumni for networking, job search, 
mentoring, research, and fund raising. The College also publishes a Minority MBA Alumni 
Newsletter each semester that highlights our diversity initiatives. The Smeal MBA Program has a 
close working relationship with an alumnus at Hampton University, which provides a steady 
stream of good applicants from underrepresented groups to our graduate program. 
 
6.  Which strategies to coordinate organizational change in support of diversity goals have been 

most successful?  
 

• The new Dean chairs the College Diversity Committee 
• The Diversity committee membership has been expanded and includes two members from 

the Development Office 
• Wider range of responsibilities for the Undergraduate Programs Administrative Director 

Position  
• After a 1½ year vacancy, the Director for Undergraduate Diversity Enhancement 

Programs position was filled. 
• The Assistant Dean for Diversity Enhancement now serves on the College’s Executive 

Committee 
 
7. What measures of success have you identified to gauge your progress in this Challenge? 

Include data demonstrating outcomes. 
 

• The appointment of an Assistant Dean for Diversity Enhancement 
• The selection of an African American for the vice-chair position on the Board of Visitors 
• The appointment of a woman as the Director of Leadership and Integrity 
• Increase in funds for diversity scholarships, programs, and faculty support 
 
 

 
In 2007, the Diversity Committee of the Smeal College of Business will continue to monitor the 
projects discussed in this progress report and it will consider the following new or enhanced 
initiatives: 
 

• Leadership training 
• Diversity focus groups 
• Sensitivity forums 
• Faculty orientation 
• Endowed scholarships 
• Endowed professorships 
• Diversity Program funding 



Faculty

Fall 2006
Asian Black Hispanic White UDL Total Number

Male 14 1.5 0 70 1 86.5
Female 7 1 1 17 0 26.0
Total 21 2.5 1 87 1 112.5

Male 16% 2% 0% 81% 1% 77%
Female 6% 4% 4% 65% 0% 23%
Total 19% 2% 1% 77% 1% 100%

Staff

Fall 2006
Asian Black Hispanic White UDL Total Number

Male 2 3 1 37 0 43
Female 3 0 0 90 0 93
Total 5 3 1 127 0 136

Male 5% 7% 2% 86% 0% 32%
Female 3% 0% 0% 97% 0% 68%
Total 4% 2% 1% 93% 0% 100%



Diversity Student Distribution Fall 2005

Smeal College of Business
Baccalaureate Enrollment Distribution

Diversity Student  Distribution Fall 2005
Native American African American Asian American Hispanic American International Female 

Caucasin Totals
Female Male Female Male Female Male Female Male Female Male

Pre-major B A 2 1 32 38 55 60 25 40 9 22 426 710
ACCTG 1 11 8 45 32 7 11 5 7 193 320
ACTSC 2 3 6 4 2 4 35 56
BA EC 5 7 10 22 2 8 3 15 53 125
FIN 1 5 8 27 39 7 11 9 23 154 284
M I S 3 9 3 11 3 5 1 1 9 45
MGMT 6 7 14 8 3 3 2 10 87 140
MKTG 13 4 31 18 6 10 8 3 313 406
SC&IS 7 8 21 32 6 12 5 7 85 183

Totals 2 3 84 92 212 226 59 100 44 92 1,355 2,269

Diversity Student Distribution Fall 2006

Smeal College of Business
Baccalaureate Enrollment Distribution

Diversity Student  Distribution Fall 2006
Native American African American Asian American Hispanic American International Female 

Caucasin Totals
Female Male Female Male Female Male Female Male Female Male

Pre-major B A 37 35 74 96 29 42 4 25 568 910
ACCTG 12 12 33 35 8 11 4 5 200 320
ACTSC 1 2 2 6 2 1 3 39 56
BA EC 4 10 7 18 4 6 1 13 44 107
FIN 1 1 4 7 21 36 6 11 8 17 151 263
M I S 1 7 2 8 2 3 1 1 13 38
MGMT 10 2 6 4 3 4 1 6 97 133
MKTG 1 8 8 22 17 10 8 2 3 311 390
SC&IS 6 8 19 23 7 14 4 4 111 196

Totals 2 1 83 91 186 243 69 101 26 77 1,534 2,413
Total Male Caucasian 2,960
Total UG Smeal 5,373



Smeal College of Business
Baccalaureate Enrollment Distribution

Diversity Student  Distribution Fall 2006 (cont.)

Native American African American Asian American Hispanic American International Female 
Caucasin Totals

Female Male Female Male Female Male Female Male Female Male
Pre-major B A 0.0% 0.0% 4.1% 3.8% 8.1% 10.5% 3.2% 4.6% 0.4% 2.7% 62.4% 37.7%
ACCTG 0.0% 0.0% 3.8% 3.8% 10.3% 10.9% 2.5% 3.4% 1.3% 1.6% 62.5% 13.3%
ACTSC 0.0% 0.0% 1.8% 3.6% 3.6% 10.7% 0.0% 3.6% 1.8% 5.4% 69.6% 2.3%
BA EC 0.0% 0.0% 3.7% 9.3% 6.5% 16.8% 3.7% 5.6% 0.9% 12.1% 41.1% 4.4%
FIN 0.4% 0.4% 1.5% 2.7% 8.0% 13.7% 2.3% 4.2% 3.0% 6.5% 57.4% 10.9%
M I S 0.0% 0.0% 2.6% 18.4% 5.3% 21.1% 5.3% 7.9% 2.6% 2.6% 34.2% 1.6%
MGMT 0.0% 0.0% 7.5% 1.5% 4.5% 3.0% 2.3% 3.0% 0.8% 4.5% 72.9% 5.5%
MKTG 0.3% 0.0% 2.1% 2.1% 5.6% 4.4% 2.6% 2.1% 0.5% 0.8% 79.7% 16.2%
SC&IS 0.0% 0.0% 3.1% 4.1% 9.7% 11.7% 3.6% 7.1% 2.0% 2.0% 56.6% 8.1%

Totals 0.04% 0.02% 1.54% 1.69% 3.46% 4.52% 1.28% 1.88% 0.48% 1.43% 28.55% 44.9%
Total Male Caucasian 55.1%
Total UG Smeal 100%



MBA Program Class of 2005 Class of 2006 Class of 2007 Class of 2008
Enrolled 2003 Enrolled 2004 Enrolled 2005 Enrolled 2006

Total Class Size 103 100% 72 100% 67 100% 85 100%

Total Class by Gender
Male 73 71% 56 78% 51 76% 61 72%

Female 30 29% 16 22% 16 24% 24 28%
Total 103 100% 72 100% 67 100% 85 100%

Domestic Population by Ethnicity
Domestic Under-represented as a percentage of domestic population

African American 6 9% 6 13% 6 14% 10 18%
Hispanic American 3 4% 1 2% 1 2% 4 7%

Native American 0 0% 0 0% 0 0% 0 0%
Subtotal Under-represented 9 13% 7 15% 7 16% 14 25%

Caucasian 49 72% 35 74% 32 73% 32 58%
Asian American 10 15% 3 6% 3 7% 3 5%

Other 0 0% 2 4% 2 5% 6 11%
Total Domestic 68 100% 47 100% 44 100% 55 100%

Total Class by Citizenship
US Citizens 64 62% 44 61% 37 55% 52 61%

Permanent Residents 4 4% 3 4% 7 10% 3 4%
International Students 35 34% 25 35% 23 34% 30 35%

Total 103 100% 72 100% 67 100% 85 100%

Total Class by Ethnicity and International Status
Under-represented Ethnic Groups

African American 6 6% 6 8% 6 9% 10 12%
Hispanic American 3 3% 1 1% 1 1% 4 5%

Native American 0 0% 0 0% 0 0% 0 0%
Subtotal Under-represented 9 9% 7 10% 7 10% 14 16%

Caucasian 49 48% 35 49% 32 48% 32 38%
Asian American 10 10% 3 4% 3 4% 3 4%

Other 0 0% 2 3% 2 3% 6 7%
Subtotal Domestic 68 66% 47 65% 44 66% 55 65%

International Students 35 34% 25 35% 23 34% 30 35%
Total 103 100% 72 100% 67 100% 85 100%

Summary Table
MBA Program 2003 2004 2005 2006

African American 6% 8% 9% 12%
Hispanic American 3% 1% 1% 5%

Native American 0% 0% 0% 0%
Caucasian 48% 49% 48% 38%

Asian American 10% 4% 4% 4%
Other 0% 3% 3% 7%

International Students 34% 35% 34% 35%
Total 100% 100% 100% 100%



Executive MBA Progression
ENTERING CLASS 2002/03 2003/04 2004/05 2005/06 2006/07
Size 24 22 24 24 55
Average Age (range) 34 (24-47) 34 (28 – 46) 36 (29 - 49) 40 (27-55) 35 (25-47)
Women 5 3 6 5 12
PSU Alums 700% 600% 500% 400% 1500%
Minorities 200% 500% 300% 100% 700%



Total Master of Manufacturing Management
2006-2007

White 
American

African 
American

Hispanic 
American

Asian 
American International Total

Male 10 1 1 1 14 27
Female 2 1 - - 3 6
Total 12 2 1 1 17 33

2007-2008
White 

American
African 

American
Hispanic 
American

Asian 
American International Total

Male 16 2 1 1 11 31
Female 2 - 1 - 6 9
Total 18 2 2 1 17 40



PHD APPLICATIONS BY ETHNIC AND GENDER FROM FA03 - FA06

Total Applications - Fall 2005
Native 

American
Black 

American
Asian 

American Hispanic White American International Total
Male 0 5 7 1 45 124 182
Female 0 3 4 1 20 97 125
Total 0 8 11 2 65 221 307

Male 0% 3% 4% 1% 25% 68% 59%
Female 0% 2% 3% 1% 16% 78% 41%
Total 0% 3% 4% 1% 21% 72% 100%

Total PhD Enrollment of the 2005 Applications
Native 

American
Black 

American
Asian 

American Hispanic White American International Total
Male 0 1 0 0 4 2 7
Female 0 0 0 0 3 2 5
Total 0 1 0 0 7 4 12

Male 0% 14% 0% 0% 57% 29% 58%
Female 0% 0% 0% 0% 60% 40% 42%
Total 0% 8% 0% 0% 58% 33% 100%

Total Applications - Fall 2006
Native 

American
Black 

American
Asian 

American Hispanic White American International Total
Male 0 4 7 5 37 124 177
Female 0 1 5 13 14 70 103
Total 0 5 12 18 51 194 280

Male 0% 2% 4% 3% 21% 70% 63%
Female 0% 1% 5% 13% 14% 68% 37%
Total 0% 2% 4% 6% 18% 69% 100%
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Total PhD Enrollment of the 2006 Applications
Native 

American
Black 

American
Asian 

American Hispanic White American International Total
Male 0 0 0 0 7 6 13
Female 0 0 1 0 1 1 3
Total 0 0 1 0 8 7 16

Male 0% 0% 0% 0% 54% 46% 81%
Female 0% 0% 33% 0% 33% 33% 19%
Total 0% 0% 6% 0% 50% 44% 100%

Total PhD's Currently Registered Fall 2006
Native 

American
Black 

American
Asian 

American Hispanic White American International Total
Male 0 1 0 0 19 26 46
Female 0 1 1 0 10 12 24
Total 0 2 1 0 29 38 70

Male 0% 2% 0% 0% 41% 57% 66%
Female 0% 4% 4% 0% 42% 50% 34%
Total 0% 3% 1% 0% 41% 54% 100%
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Total 0% 0% 0% 6% 25% 69% 100%

PHD APPLICATIONS BY ETHNIC AND GENDER FROM FA03 - FA06

Total PHD Applications of Fall 2003
Native 

American
Black 

American
Asian 

American Hispanic White American International Total
Male 0 5 6 1 44 238 294
Female 1 5 3 2 15 220 246
Total 1 10 9 3 59 458 540

Male 0% 2% 2% 0% 15% 81% 54%
Female 0.4% 2% 1.2% 0.8% 6.1% 89% 46%
Total 0% 2% 2% 1% 11% 85% 100%

Total PhD  Enrollment of the 2003 Applications
Native 

American
Black 

American
Asian 

American Hispanic White American International Total
Male 0 0 0 0 5 4 9
Female 0 1 0 0 3 5 9
Total 0 1 0 0 8 9 18

Male 0% 0% 0% 0% 56% 44% 50%
Female 0% 11% 0% 0% 33% 56% 50%
Total 0% 6% 0% 0% 44% 50% 100%

Total PhD Applications of Fall 2004
Native 

American
Black 

American
Asian 

American Hispanic White American International Total
Male 0 5 12 3 43 205 268
Female 0 2 1 4 10 122 139
Total 0 7 13 7 53 327 407

Male 0% 2% 4% 1% 16% 76% 66%
Female 0% 1% 1% 3% 7% 88% 34%
Total 0% 2% 3% 2% 13% 80% 100%

Total PhD Enrollment of the 2004 Applications
Native 

American
Black 

American
Asian 

American Hispanic White American International Total
Male 0 0 0 1 4 9 14
Female 0 0 0 0 0 2 2
Total 0 0 0 1 4 11 16

Male 0% 0% 0% 7% 29% 64% 88%
Female 0% 0% 0% 0% 0% 100% 13%
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