Feedback on A Framework to Foster Diversity at Penn State: 2010–15 and
2014–15 through 2018–19 Diversity Initiatives
Fall 2014
Office of the Senior Vice President for Research
The Office of the Senior Vice President for Research is an enterprise-wide unit whose reach extends across Penn
State, the Commonwealth of Pennsylvania, other institutions of higher education, the federal government, and
the world; its annual research expenditures have nearly tripled over the past 20 years. Accordingly, the Research
strategic plan includes many large-scale initiatives, some of which target diverse constituents. The plan is
organized around six goals, and Goal 5, Validating and Exploring Cultures, has clear diversity connections. Also, the
first five goals are very similar to the “Pillars” that Provost Jones has shared across the University.
Associating its goals with the “Pillars” established by Provost Jones may help push the plan toward key themes for
the future, and the plan states that its goals “align with goals established through the institutional planning
process.” Nevertheless, for diversity planning, the formal guidelines pose several questions, per each Framework
Challenge, that are largely ignored in the plan, and neither the Framework nor the Framework Challenges are
mentioned. Also, while the plan contains at least one “signature objective” connected to diversity, no Framework
best practices or signature programs from past undertakings are cited, as called for in the formal guidelines.
Due to this structure and the problems the review team faced in discerning the relationship of specific unit
diversity planning projects to the Framework Challenges, the team had difficulty enumerating its comments by
the Challenges. Some observations and recommendations were placed under specific Challenges, but the team
was not able to identify specific planning or outcomes by each Challenge.
One of the most positive aspects of the plan is its articulation with the previous 2009–13 unit general strategic
plan, which involves follow up on collaborative research with universities in Asia and Africa and the Diversity
STEM Program. That said, the current plan’s connection to the 2010–15 unit diversity strategic plan could not be
identified by the review team. For example, the 2010–15 plan referenced goals for a unit diversity committee and
two sub-unit committees, but the current plan does not mention any diversity committees.
One of the most prominent unit diversity efforts centers upon “vulnerable populations,” which consists of diverse
racial/ethnic groups, people with disabilities, those living in poverty, the elderly, LGBT individuals, female youth,
and other groups. The goals for these populations focus on reducing social disparities in health and healthcare
and conducting research on the best support strategies. The “vulnerable populations” initiative is a possible best
practice if outcomes measures could be garnered for assessment purposes.
Campus Climate and Intergroup Relations
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity
 The plan demonstrates a broad understanding of diversity by the inclusion of many underrepresented/
underserved groups.
 The review team was not able to identify specific planning or outcomes for this Challenge.
Challenge 2: Creating a Welcoming Campus Climate
 The review team was not able to identify specific planning or outcomes for this Challenge.
Representation (Access and Success)
Challenge 3: Recruiting and Retaining a Diverse Student Body
 The unit has several programs that target the participation of diverse students, such as the Diversity STEM
Program, the Engaged Research Scholars Program, ARL Diversity Outreach Opportunities Research, and
the Postdoctoral Development Program. Collectively, these programs incorporate several diverse groups
comprised of hundreds of students in a variety of research ventures, so their diversity potential is
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enormous. Unfortunately, outcomes reporting, including counts and percentages of diverse student
participation for these and other diversity endeavors, is absent in the plan. Some of the stated
“Assessment Metrics” among these programs are “veterans and minority participation” and
“numbers…applied, interviewed, hired, and retained,” which reveal another feature of the plan, a lack of
explicit thresholds of success even when “metrics” are proffered. It has to be asked, when research
expenditures are in view, would the unit report “amount of money” or, instead, a specific figure for the
research dollars expended? With positive outcomes gathered and reported, all of these programs could
be considered best practices.
The review team was not able to identify specific planning or outcomes for this Challenge.

Challenge 4: Recruiting and Retaining a Diverse Workforce
 Given the growth of the unit, it is not surprising that many new faculty hires have occurred (35 alone in
one sub-unit), but no planning was found in support of utilizing this growth to increase workforce
diversity. Planning for employee diversity occurred in the 2010–15 unit diversity plan, but no strategic
efforts or outcomes were reported, which suggests a lost opportunity for the unit and the University.
 The review team was not able to identify specific planning or outcomes for this Challenge.
Education and Scholarship
Challenge 5: Developing a Curriculum That Fosters U.S. and International Cultural Competencies
 Projects surrounding the Navy Yard have the potential for engaged scholarship for underrepresented/
underserved scholars interested in urban redevelopment, sustainability, business and industry, health and
welfare, housing, education, and crime and justice. The review team could not identify any diversity
planning surrounding Navy Yard projects, and the unit is encouraged to consider possible synergies in
doing so. Activities surrounding the Navy Yard and other unit partnerships also hold the promise of best
practices with supporting data.
 The review team was not able to identify specific planning or outcomes for this Challenge.
Institutional Viability and Vitality
Challenge 6: Diversifying University Leadership and Management
 The review team was not able to identify specific planning or outcomes for this Challenge.
Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals
 The review team considered the greatest structural drawback of the plan to be Research’s purview of its
diversity role at the University. Obviously, diverse student participation in research and the discovery of
new knowledge and methods on diversity topics are part of the plan, and they are greatly appreciated by
the team. But Research doesn’t seem to consider how its footprint can be used to leverage diversity
across the institution and its other spheres of influence, including within its own infrastructure. Its
collaborations with various institutes, industry, other universities, and so on are perhaps broader than any
other unit at Penn State. For example, the team doesn’t know who is ultimately responsible for hiring at
the Huck Institutes for Life Sciences since it is a multi-unit endeavor, but even if Research doesn’t make
this call, what are they saying to others about the importance of diversity considerations? Do its
agreements with other entities contain robust diversity language? When the plan reports 35 faculty hires
in one unit with no mention of diversity, it communicates that Research doesn’t consider itself a change
agent for diversity. The team encourages the unit to take a look inward and examine how a new approach
might transform the vision of its potential diversity impact for Penn State.
 The review team was not able to identify specific planning or outcomes for this Challenge.
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RESPONSE: The September 2015 update of the OVPR Strategic Plan for Research (now posted at
http://www.opia.psu.edu/plans and http://equity.psu.edu/updates-10-15/) contains the new “Supporting
Strategy” text provided on Page 3 of the document attached below. This new “Supporting Strategy” text
also has been inserted at the beginning of the corresponding section of the detailed OVPR plan posted at the
OVPR website (http://www.research.psu.edu/about/mission). Within this strategy, Table 10 (which is the
same as the table on page 12 of the updated extracted Strategic Plan document found at the OPIA and
Equity websites) is intended to serve as a cross-walk from the objectives within the OVPR Strategic Plan to
the 7 Challenges of the Framework to Foster Diversity at Penn State. (Note that page ii of the attached
document is an updated summary table of the OVPR Goals and Objectives; please refer to this figure for
objective numbers referenced in Table 10.)
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SUPPORTING STRATEGIES
1: Meeting the Imperatives for Higher Education and Fostering Diversity
Research is in separable from teaching and service as Penn State endeavors to fulfill its
tripartite mission as a land grant institution of higher education. President Barron has identified
six Imperatives that will be core to our success in this mission: 1) excellence; 2) student
engagement; 3) demographics and diversity; 4) student career success and economic
development; 5) accessibility; and 6) technology. From among these imperatives,
“demographics and diversity” touches all the others and is one for which a framework for
success has been clearly defined. “Accessibility” for all populations is also integral to all other
imperatives. Thus, to ensure an environment reflecting its core diversity values, the OVPR has
considered these two diversity-focused Imperatives in the design and implementation of this
strategic plan. This is illustrated in Table 10 below where specific objectives of the OVPR
Strategic Plan are mapped to the seven Challenges identified by the Penn State Framework to
Foster Diversity and the two diversity-focused Imperatives described above.
The OVPR believes that interdisciplinary research, which by definition is a core thrust of OVPR
institutes, brings together disparate disciplines that often include varying participation of
underrepresented groups. Therefore, by its nature, interdisciplinary research promotes a
teamwork environment that includes exposure to and promotes respect for differing perspectives.
Moving forward, the first phase of the OVPR plan implementation will involve designated
leaders implementing and assessing progress toward each objective of the plan. With support
from the OVPR Office of Human Resources and other OVPR supporting units, and in
collaboration with The Graduate School and the Office of the Vice Provost for Educational
Equity, each leader will establish appropriate targets for the metrics associated with each
diversity-related objective. Specific attention will be given to the two diversity-focused
Imperatives of higher education, with special attention given to the seven Challenges for
diversity. Active participation of OVPR staff members on commissions within the Office of the
Vice Provost for Educational Equity will further facilitate communications and the sharing of
resources for meeting these objectives while concurrently fostering diversity within the unit.
Table 10: Directory: OVPR Objectives Supporting Penn State’s Framework to Foster Diversity
Framework For
Diversity
Challenges
1: Developing a
Shared and
Inclusive
Understanding of
Diversity

OVPR Objective Number &
Impact on Diversity Challenge

Impact on Diversity-focused
Imperatives

1.4; 5.2 – Research on disparities will foster awareness
and offer solutions for inequities within our own
institution and beyond.
5.1 – Interdisciplinary research teams will help build
bridges to cultural understanding across diverse
disciplines and cultures – within the microcosm of the
team and more broadly through outcomes.

Diversity & Demographics
– Cultural understanding builds a
stronger and more inclusive
campus environment through
broadening of understanding and
perspectives.
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2: Creating a
Welcoming
Campus Climate

3.3 – The Postdoctoral Development Program will strive
to recruit, support, train and mentor diverse populations.

3: Recruiting and
Retaining a
Diverse Student
Body

3.1 – Engaged scholarship activities will be actively
promoted to diverse populations. The ARL D.O.O.R.S.
program will provide but one model approach.

4: Recruiting and
Retaining a
Diverse
Workforce

1.2; 1.3; 2.1; 2.2; 2.3; 2.4 – Strategic hires present
opportunities for increasing diversity of the faculty.
5.3 – Newly-created scholars and postdoctoral positions
will offer opportunities for expanded diversity at these
levels.
6.1, 6.2, 6.3 – New industrial partnerships locating in
the University Park area provide jobs and hiring
opportunities to attract a more diverse workforce to the
community surrounding the University.
3.1 – Engaged scholarship activities will be actively
promoted to diverse populations. The ARL D.O.O.R.S.
program will provide but one model approach.
3.3 – The Postdoctoral Development program will
provide support, training and mentoring for diverse
populations.
3.4 – Training for communications beyond traditional
academic forums will include training for
communications across diverse cultures.
4.2 – Distance education services will foster
international collaborations and the development of
cultural competencies.
1.2; 1.3; 2.1; 2.2; 2.3; 2.4 – Strategic hires present
opportunities for increasing diversity at the senior
faculty and center director levels, providing a pipeline
for recruitment to more senior positions. The Human
Resource staff of the OVPR will introduce best practices
for recruiting well in all hiring opportunities.
The Human Resource staff of the OVPR will monitor all
hiring opportunities. OVPR staff members are
represented as appointed members on two University
equity commissions (including participation in
commission leadership) and, in these capacities, are well
positioned to communicate needs and contribute to best
practices within the unit and among external partners.

5: Developing a
Curriculum That
Fosters United
States and
International
Cultural
Competencies
(through broad
curriculum
activities)

6: Diversifying
University
Leadership and
Management

7: Coordinating
Organizational
Change to
Support Our
Diversity Goals
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Diversity & Demographics
– Interdisciplinary research offers
ripe opportunities for postdoctoral
scholars from diverse populations
and OVPR will promote their
success.
Diversity & Demographics
– Underrepresented and
disadvantaged populations will be
able to engage in activities
supporting career development
through internships and applied
learning.
Accessibility
– Competitive compensation will
help to support education
affordability.
Diversity & Demographics
–The Penn State faculty and staff
demographics need to reflect
those of our state, our nation and
our world to provide a richer
learning environment.

Diversity & Demographics
– Well-supported and inclusive
educational experiences ensure
that all populations receive the
broadest exposure to differing
perspectives.
Accessibility
– See description in Challenge 3
related to D.O.O.R.S.
Objective 4.2 ensures that
broadest socio-economic
representation will have access.
Diversity & Demographics
– Diversity among our leadership
is critical to ensuring success in
fostering a diverse campus
climate.
Diversity & Demographics
Accessibility
– The President’s Equity
Commissions address issues of
diversity and demographics and
accessibility among many other
concerns of underrepresented
groups among students, faculty
and staff across the campuses.

