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The University Office of Global Programs (UOGP) strategic plan has numerous strengths. Data illustrate progress 
over the past five years on several unit goals, sometimes with benchmarks against peer institutions. At points, 
specific targets for success make it clear where the unit is heading. Diversity is a strong interest, with objectives to 
increase the diversity of international students and the disciplines they chose to study; locations served by their 
Education Abroad portfolio, especially non-European locations; and the participation of underrepresented/ 
underserved groups in study abroad, which is called “a major focus of the new plan.” 
 
The plan also has some areas that need improvement. The current plan does not appear to articulate any of its 
progress over the past few years with the 2010–15 UOGP diversity strategic plan. For example, the 2010–15 plan 
enumerates goals, strategies, timelines, and indicators of success for each Framework Challenge. The current plan 
neither mentions the Framework nor any of its Challenges, which effectively means that many, if not most, of the 
questions under the diversity planning section of the planning guidelines were not answered. It also made it 
difficult for the review team to comment on the specific Challenges below. When the team identified connections 
with the 2010–15 plan, they had to be “ferretted out” by team members themselves. The UOGP response on the 
unit’s 2010–15 Framework feedback report highlighted a tracking mechanism to mark progress on the 2010–15 
plan, but no evidence of follow up could be found in the current plan. Also, the optimal use of data and metrics 
was uneven. Since domestic diversity is a major focus moving forward, disaggregating the data on past 
participation rates for Education Abroad for various groups and then setting explicit targets for the future while 
utilizing this practice consistently throughout will greatly enhance subsequent planning. 
 
UOGP has a unique relationship to diversity and inclusion due to its mission. In some respects, the unit’s diversity 
challenge is “diversity within diversity,” that is, meeting the needs of various diversity constituents and fostering 
diverse and inclusive perspectives within its already diverse purview. “Diversity units” sometimes have to make an 
extra effort to ensure that their diversity endeavors don’t simply amount to “we are diversity.” For example, 
depending on the location, the challenges diverse students face may differ from other student populations. How 
does UOGP help prepare students to optimize their experience at these locations, such as students with 
disabilities who go to locations that might be very enriching for them but have poor accommodations? We want 
students to experience some cognitive dissonance for the sake of learning, but we don’t want it to be 
overwhelming. How do we best help students get there? These kinds of themes within the plan would 
demonstrate a sophistication of cultural complexities many staff members in UOGP undoubtedly possess and 
could help the unit better address “diversity within diversity.” 

Campus Climate and Intergroup Relations 
 
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 

 Promoting inclusiveness through diversity training for staff across the University and diversity 
conversations in faculty workshops hold promise for sharing a broad perspective of diversity across Penn 
State. How will UOGP capture the outcomes of these initiatives so the unit can know they are having the 
desired impact? RESPONSE: Ultimately, our goal is to alter behavior of staff in such a way as to embrace 
diversity in their day-to-day thinking and operations. When members of search committee begin to 
organically advocate for a diverse pool of candidates without being explicitly asked to do so; when they 
begin to promote inclusiveness in programs and processes and naturally value diversity of perspectives, 
and when they begin to challenge non-diverse attitude and thinking in fellow staff members, then our 
goal of organically fostering diversity would have been achieved. We will capture the outcome of these 
efforts and initiatives through regular diversity discussions where best practices are shared and 
remaining challenges and strategies for resoling them are identified. Numerous diversity constituents 
are included in the plan, though the LGBTQ and veterans communities are not mentioned. 
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 Numerous diversity constituents are included in the plan, though the LGBTQ and veterans communities 
are not mentioned. 

Challenge 2: Creating a Welcoming Campus Climate 

 The proposals to work with staff, including new hires, to help them understand immigration regulations 
and respect cultural differences and nuances could have a salutary impact on the climate for international 
students, but at present details are sketchy. RESPONSE: We have developed an elaborate plan for 
students’ engagement throughout their time at Penn State. This four-year program is known as 
Foundations in Global Engagement (FiGE). Briefly described, the first year is devoted to integration into 
the Penn State Community while the subsequent years are spent expanding the student’s sphere of 
comfort, influence, and leadership. Programs are being created to foster a sense of community, a big 
part of which is to value and respect cultural, race and gender diversity. These programs are designed to 
emphasize the positive impact of diversity on the community and are open to international and 
domestic students alike. 
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Representation (Access and Success) 
 
Challenge 3: Recruiting and Retaining a Diverse Student Body 

 Ample data confirm the remarkable progress made over the past five years in international enrollment at 
Penn State, and UOGP’s contribution to this growth is unmistakable. RESPONSE: The following data is an 
indication of the progress made over the past few years. It also demonstrates some of the challenges. 
International students’ population tends to be lopsided towards Asia, particularly the Chinese. This is 
basically a function of affordability. With the rapid growth of middle-class population in China, many 
more can afford to attend Penn State. While we have used focused strategies, such GEN and 
partnerships to help build a more robust and diverse international applicants, the yield has not kept us 
pace because of the issue of affordability. Some of our peers do award scholarships and partial tuition 
that helps them to recruit increasing numbers from the less-traditional regions. We have not done that, 
due to lack of funds. It is an area of Development opportunity in the future. We plan to work with 
Development and Alumni units on this. Although, international students at Penn State represent about 
140 countries, three countries, China, South Korea and India account for 60% of our international 
students’ population; China alone accounts for 40%. Our goal is to steadily increase international 
students’ enrollment until it reaches about 12-15% of the students’ body, but maintain a cap about 40% 
for China. This will help maintain a healthy diversity of the international student population. 
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 The growth of Education Abroad programs is also impressive but, as indicated in the current plan, 
participation among domestic diversity students remains a challenge, and the strategy can’t simply be to 
expand participation by expanding overall rates. The review team encourages UOGP to deploy vigorous 
planning to move the needle. Disaggregated data, baselines, benchmarks, concrete goals, robust action 
plans, thresholds that define success, and thorough evaluation are the bywords that should guide 
planning. Examples of these practices can be found in the plan, but they should be brought together here 
so that meaningful progress can occur on this crucial performance indicator. 
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CIC International Mobility Benchmark-2013 / Page 25 
 
RESPONSE: The above tables are self-explanatory. We have made significant progress over the past few 
years, as attested to by the comparative figures shown above. Unfortunately, we do not have a good 
documentation on what it was at the beginning of the current strategic planning cycle. I can assure the 
Review Team that it was really bad. That was why the late VPEE, Terrell Jones and I partnered, to 
develop and fund programs that increased affordability for first-generation students. It has helped to 
begin to move the needle in the right direction for minority students. The challenge is lack of funding. 
We are only able to support a small fraction of the needy students, even though the need is vast. 
The proposed Global Engagement Network (GEN) structure to augment this approach is strongly 
encouraged, though plans appear to be still emerging and further explanation is needed. With 
development and positive data outcomes, GEN could become a best practice. RESPONSE: When fully 
functioning, GEN will enhance our student diversity and diversify regions of destination for our domestic 
students going abroad. Through the significant participation of faculty in the GEN initiative, more short-
term study-abroad opportunities would be created, which will increase participation in general but 
most especially members of the minority groups, because of greater affordability of these programs. 

 The idea to use domestic students in international student engagement programming could encourage 
productive synergies between the two populations and, depending on results, is a potential best practice. 
Response: We have actually begun running some programs along this line, albeit on a small scale. GELE 
is a program that is designed to foster integration and understanding between domestic and 
international students. It typically involves about 40 students for every module (one module per year 
because of cost). It is very successful by all accounts. We are now looking for ways to scale it up. We 
have decided that partnership with the academic units, either Colleges or Campuses is the most 
effective way to scale this successful program up through proliferation. Each College will organize its 
own version, based on its own set of issues. We have had one trial run at one of the campuses and it is 
quite successful from all indications. We plan to expand this program significantly during this strategic 
planning cycle. 
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Challenge 4: Recruiting and Retaining a Diverse Workforce 

 Some aims for this Challenge are notable, such as encouraging UOGP search committees to cultivate 
diverse applicant pools and the new scholars-in-residence program. Advancing these points from 
concepts to action items and outcomes measures is the next step. RESPONSE: As the staff in Global 
Programs has grown to more than double what it was when I was appointed Vice Provost, we have also 
seen an increase in our diversity. In 2007, nearly 90% of our 32 employees were female. White 
employees also comprised nearly 90% of our entire staff. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
Today, Global Programs consists of 72 employees with a male work force of 19 (or 26%); nearly five 
times the number in 2007. UOGP’s minority population has grown from a mere 4 (or 12.5%) in 2007 to 
20 (or 28%) in 2015. 
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 A 43% increase of international scholars since 2007, with the anticipation that this population will grow 
from 1,300 to 2,000 over the next five years given the GEN partnerships, is laudable. Teasing out those 
factors that have most contributed to growth might help UOGP sharpen its efforts further. Also, 
disaggregating the demographics of this increase would illumine other dimensions of diversity and 
inclusion for this accomplishment. 
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Education and Scholarship 
 
Challenge 5: Developing a Curriculum That Fosters U.S. and International Cultural Competencies 

 The plan to establish the Provost’s Internationalization Incentive Fund to buy faculty time to infuse global 
perspectives into the curriculum is an innovative structure that could reap substantial benefits. This 
domain is another one where “diversity within diversity” themes can be productively leveraged. Along 
with the international perspective, diversity intersectionalities should be explored to scaffold broad and 
complex perspectives. RESPONSE: We would use this leveraging to the maximum in order to encourage 
diversity. 

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

 The review team could not identify any explicit planning for this Challenge. RESPONSE: We have 
intentionally begun the process of trying to develop leadership in-house and attempting to promote 
within without short-circuiting the normal search and recruitment process, when leadership opportunity 
opens up. Through this effort, about six staff members have been advanced into leadership positions, 
two of whom are members of minority group. 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 

 Some nominal organizational changes were noted, such as the Web-based portal to facilitate global 
engagement with students, faculty, and staff. Structural changes will not be accomplished on this level. 
RESPONSE: We have effected full-scale organizational changes over the course of the past few years, 
certainly during this strategic planning cycle. In doing so, we worked continuously with OHR. The 
purposes are two-fold; one is to improve efficiency and the other is to deliberately create clear career 
advancement paths and opportunities for staff in general. Our belief is that high tide lifts all boats. We 
expect this process to create greater opportunities for advancement for members of the minority groups 
as well. And we have seen the evidence of that, as stated in response to the issue raised in the previous 
section. We intend to continue and institutionalize this practice. 


