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Penn State Erie, The Behrend College, has provided a visionary plan for implementing an open-laboratory strategy 
that enables thinking across interdisciplinary, cultural, and geographic boundaries. In support of diversity, equity, 
and inclusion, this energetic plan translates ideas into action, leverages funding resources to promote positive 
changes in female and minority faculty hiring composition, and increases international student recruiting. Using a 
broad definition of diversity, the college has introduced a diversity charge into its hiring policy. The review team 
appreciates the college’s strategy of reporting on all Framework challenges in addition to integrating diversity 
efforts throughout the overall plan. However, an action plan with how data will be collected to gauge progress are 
missing. The college needs to make the connection between strategic performance indicators and specific data. 
Such a strategy will help the college determine a roadmap for future changes; for example, disaggregating data 
among specific cultural populations can reveal where change is needed and regular assessment of those programs 
can measure success. The plan does have innovative initiatives but the inclusion of diversity metrics will lead to 
measurable outcomes. 

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

 The new definition of diversity is broadly inclusive. 

 Disseminating the definition across campus via marketing mechanisms like print, electronic, website, and 
Teaching Handbook for New Faculty Members has the potential to provide measurable data. RESPONSE: 
The College will begin tracking the number of new faculty members who receive the new definition of 
diversity along with hits on campus websites on which it appears. Awareness of the definition of 
diversity will be monitored via campus climate surveys. 

Challenge 2: Creating a Welcoming Campus Climate 

 The PSU: LGBTQ two-day University-wide conference which appears to be in response to the 2010–15 
diversity plan is laudable. Collecting data to measure outcomes is a suggested next step. 

 The Institutional Equity and Diversity Committee (IEDC) recommendations regarding increased emphasis 
during student orientation on the importance of classroom citizenship, the value of diversity, and the 
necessity of civility in and out of the classroom are commendable. RESPONSE: Approximately 150 
individuals took part in the two-day interdisciplinary “PSU: LGBTQ” conference held at Penn State 
Behrend in April 2014. This number included more than 60 Penn State faculty and staff members, in 
addition to Behrend students, faculty and staff members of other Erie area institutions, and community 
members. In total, 521 seats were occupied during 20 different conference sessions. A total of 581 seats 
were occupied at the “Telling Our Stories” conference held in April 2015; this represented participation 
by about 240 individual attendees. These events were the most recent in the eight-year Gender 
Conference series organized and presented by Penn State Behrend. Per the recommendation in this 
feedback document, evaluation metrics will be implemented for future conferences. Based on a 
suggestion made in the feedback discussion, a follow-up summary detailing these conferences and 
other diversity-related efforts at Behrend will also be developed to share with the LGBTQ Commission 
and other interested groups University-wide. 

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

 Behrend has made a concerted effort to be as broad and as inclusive as possible in defining target groups 
for diversifying the student body and for developing programs. These include recruiting out-of-state and 
international students, funding for students with disabilities, and using Zinch recruitment service for 
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focused female recruitment. These well calculated efforts are worth assessing in order to gauge progress. 
RESPONSE: The Office of Educational Equity Programs has been working with Behrend’s Office of 
Development and Financial Aid to assess the number of students who have received Elizabeth Lee Black 
and Charolotte W. Newcombe Foundation Trustee Scholarships and how these students have persisted 
to subsequent semesters. In the last three academic years, close to $30,000 has been awarded to 15 
students with disabilities. Five students have completed graduation (33%) and 10 students (66%) have 
continued their studies at Penn State Behrend—100% retention of students awarded scholarships. The 
Office of Development has also facilitated Future Funds (unrestricted gifts from alumni) to enhance 
testing labs facilities at the College for students with disabilities. 
Penn State Behrend accrued 4,129 prospects from Zinch with expected entry dates of 2015 or 2016. Of 
these prospects, 2,721 were females and 1555 were females whose first contact with the University was 
through Zinch. For the 918  females whose initial source was Zinch and had an expected entry date of 
2015, 11 students applied for admission to Penn State Behrend, 7 were offered admission and 5 are in 
PDACC status for Fall 2015.  

 Adding two new positions to address the needs, issues, and challenges of high-risk students, including 
students of color, demonstrates the college’s commitment to student retention and success. RESPONSE: 
These positions continue to thrive and make positive strides towards the retention of underrepresented 
groups. 

 Measures provided on target populations are good; disaggregating minority and international enrollment 
numbers is also recommended. Assessing those separately may help identify issues that are specific to 
each group. RESPONSE: Measures for target populations have been disaggregated and have been 
attached to this document. 

 The decline in the female student population at Behrend is of concern, given the significant growth of 
female students occurring at the national level. The review team acknowledges the college for its creative 
efforts to combat gender inequity, for example within the nursing program, but it also cautions the 
college to be alert to possible suggestions of stereotyping. 

 The review team suggests that Behrend consider ways to align the opportunities in Sea Grant and STEM 
with its student diversity objectives to increase female and minority populations. RESPONSE: We could 
include pipeline programs to add female students down the road, and perhaps internships and graduate 
research projects for Sea Grant. The newly-appointed director of the K-12 Engineering Outreach Center 
will review this recommendation for further action. 

 Potential best practice: FastStart Behrend mentorship program. RESPONSE: We continue to further 
advance the program. Every year, participants are invited to submit feedback via a survey. The last 
evaluation revealed (among other things) that: 

91% of respondents agreed that the program was helpful in their adjustment to the College. 
90% said the program helped them learn about campus resources. 
72% agreed that the program assisted them with their academic progress. 

The program has been extended to include not only students of color and international students, but 
also students with disabilities and those who identify as GLBT. 

Challenge 4: Recruiting and Retaining a Diverse Workforce 

 Since 2003, Behrend has shown progress under this Challenge by increasing its female and minority 
workforce. The college may want to consider ways to best recognize individuals participating in this 
exemplary recruitment and retention effort. RESPONSE: The College will consider this recommendation 
during the 2015–16 academic year. 

 It may be possible to synergize the education, research, and community initiatives at Knowledge Park. 
Using current programs as opportunities for diverse students in the STEM disciplines may have a positive 
impact on the future labor force. RESPONSE: The College will study this recommendation in conjunction 
with our industry partners in Knowledge Park. 
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 Best practice: the checks and balances of the multilayered process for conducting searches, assessing 
candidates, and including diversity on search committees. 

Education and Scholarship 
 
Challenge 5: Developing a Curriculum That Fosters U.S. and International Cultural Competencies 

 Initiatives to increase the number of courses containing intercultural and international components across 
a variety of topic areas are thoughtfully presented.  

 Revision of the history major to include non-Western history, cultural history, anthropology, and 
internationally-oriented courses demonstrates promise. 

 Including additional curricular activities focused on cultural diversity, such as embedded experiences in 
Spain, Italy, and South Africa, are praiseworthy. 

 Tracking how many students pursue majors, minors, and certificates that emphasize intercultural and 
international diversity would be a useful starting point in evaluating these programs for efficacy. 
RESPONSE: A table tracking the student pursuing the identified majors, minors, and certificates has 
been attached. It will be updated annually. 

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

 The college has made strides in diversifying leadership and management with more females, but it is 
disconcerting to know that about half of these new hires are in interim roles. RESPONSE: Creating interim 
appointments has given us an opportunity to develop leadership capabilities internally, but it is realized 
it is only a first step. Although we have been aggressive in external searches for female leaders, it has 
been extremely difficult to get them to come to Erie. Our ability to be successful in the faculty ranks is 
due to recruiting at the assistant professor level and then through the promotion process (a process we 
are attempting to mimic for leadership positions. It takes longer that way but the results are far better. 

 The review team suggests the college consider using the same search and hiring process for staff as it 
does for faculty; if limited resources are an impediment, then perhaps adopting this successful approach 
for executive level positions could be considered. 

 No target numbers for diversifying leadership and management are found in the strategic indicators chart. 
RESPONSE: We have seven academic leaders of which one is currently a female, would like to double 
this to two females. Currently have eight staff leaders of which four are female. Current level of 50% is 
an acceptable representation. 

 The Fellows Program has the potential to be a best practice, but measurable data would be needed to 
demonstrate the program’s impact. RESPONSE: The Fellows Program did not have its intended impact 
and was cut during the budget transition of 2014–15; and has temporarily been suspended. We have 
moved to using the interim selection process to give female candidates an opportunity they might not 
have pursued otherwise. 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 

 In response to the 2006 feedback report and the 2007 campus climate survey, the college pro-actively 
disbanded its diversity committee and established the IEDC. Its recent restructuring to be more inclusive 
and to mirror the composition of the college community is commendable. 

 Providing more information about who serves on IEDC would be useful. Since the composition of the 
committee has changed, how does the college plan to evaluate its effectiveness? RESPONSE: The 
Institutional Equity and Diversity Committee’s web site has been enhanced to include a list of 
participating members. This information can be found on www.behrend.psu.edu/IEDC. Periodic 
assessments of the committee will be made in order to measure recommendations and initiatives 
promoted by IEDC and its impact. 

http://www.behrend.psu.edu/IEDC
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 It is unclear how the IEDC relates to the Commission for Women and whether a similar connection exists 
with the Commission on Racial/Ethnic Diversity or the Commission on Lesbian, Gay, Bisexual, and 
Transgender Equity. RESPONSE: A member of Penn State Behrend’s Liaison Committee to the University 
Commission for Women serves permanently as an ex-officio member in the IEDC in order to help address 
and collaborate in relevant issues. Although there is no direct connection between the IEDC and the 
Commission on Racial/Ethnic Diversity or the Commission on Lesbian, Gay, Bisexual, and Transgender 
Equity, a member of the IEDC serves in the CORED. The IEDC is aware of these University groups as 
possible resources. 

 The commitment to hire a retention coordinator and an assistant director for the educational equity and 
diversity programs is laudable. RESPONSE: These positions continue to thrive and make a positive impact 
on the retention of underrepresented groups. 

RESPONSE: See attachments. 
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MEASURE BASE YEARS 

Actual 

ACADEMIC YEAR 

Target 

       

Enrollment   2013-14 2014-15 2015-16 2016-17 2017-18 2018-19 

Campus Headcount (Graduate, Undergraduate, Associate, Provisional, SU/FA) 4057 4138 4332 4438 4503 4586 

World Campus Program Headcount (Online Graduate) 295 312 332 345 358 372 

Total Enrollment Headcount 4352 4500 4664 4783 4861 4958 

Graduate Student Headcount (RI) 114 137 147 153 162 168 

International Student Headcount  187 287 313 328 345 362 

Student of Color Headcount 449 488 492 496 501 508 

Total Female Enrollment (%) 34.7 33.2 36.5 38.0 38.5 40.0 

Student of Color Enrollment – Includes International (%) 15.6 18.7 18.6 18.6 18.8 19.0 

       

Admissions       

Freshmen Student Headcount (Baccalaureate, Associate, Provisional, SU/FA) 1125 1186 1232 1247 1262 1280 

American Indian or Alaska Native 0 0 1 1 2 2 

Asian 40 56 60 65 65 70 

Black or African American 46 48 50 53 55 58 

Hispanic/Latino 35 35 36 36 37 37 

International  86 168 188 200 212 224 

Native Hawaiian or Other Pacific Islander 1 0 1 1 1 1 

Two or more races, non-Hispanic/Latino 19 24 25 28 31 35 

White 878 832 846 833 827 818 

Race and/or ethnicity unknown 8 23 25 30 30 32 

       



MEASURE BASE YEARS 

Actual 

 

ACADEMIC YEAR  

Target 

       

Retention  2013-14 2014-15 2015-16 2016-17 2017-18 2018-19 

American Indian or Alaska Native (%) 100.0 - 75 75 75 75 

Asian (%) 83.2 82.6 83 83 84 84 

Black or African American (%) 64.4 56.1 65 65 66 66 

Hispanic/Latino (%) 70.0 66.7 70 71 72 72 

International (%) 97 84.9 85 85 86 86 

Two or more races, non-Hispanic/Latino (%) 25 73.7 75 75 76 76 

White (%) 84.9 84.2 84 84 84 84 

Race and/or ethnicity unknown (%) 66.7 85.7 85 85 85 85 

First-Year Female Retention Rate (%) 80.9 81.6 82 82 83 83 

       

Six Year Graduation Rates       

American Indian or Alaska Native (%) - - 70 70 70 70 

Asian (%) 70.8 69.2 71 71 72 72 

Black or African American (%) 55.6 27.7 55 56 58 59 

Hispanic/Latino (%) 47.4 43.5 53 53 56 58 

International (%) 88.2 81.0 85 85 87 87 

Two or more races, non-Hispanic/Latino (%) - - 75 75 75 75 

White (%) 70.4 70.4 71 73 74 75 

Race and/or ethnicity unknown (%) - - 75 75 75 75 

Female Student Graduation Rate (%) 70.2 67.5 72 72 75 75 

       

       

       

       

       

       



MEASURE BASE YEARS 

Actual 

ACADEMIC YEAR 

Target 

Faculty and Staff 2013-14 2014-15 2015-16 2016-17 2017-18 2018-19 

  Minority Faculty Member Total (%) 15 16 16 17 17 18 

  Minority Tenured Faculty Member (%) 5 4 6 6 7 7 

  Minority Tenure Track Faculty Member (%) 6 6 7 7 8 9 

  Female Faculty Member (%) 36 39 39 40 41 42 

  Female Tenured Faculty Member (%) 7 5 7 8 8 8 

  Female Tenure Track Faculty Member (%) 6 5 8 8 9 10 

  Minority Staff (%) 7 7 8 8 9 9 

  Female Staff (%) 74 63 74 74 74 74 

       

 

 



Certificates and Minors that Emphasize Cultural Diversity 

 

CERTIFICATES 
MDEAST (Certificate) effective FA11 

2010-11 – 0 

2011-12 – 3 

2012-13 – 1 

2013-14 – 2 

2014-15 – 0 

  

GLBLBC (Certificate) effective FA10 

2010-11 – 2 

2011-12 – 7 

2012-13 – 9 

2013-14 – 4 

2014-15 – 2  

  

ASIAST (Certificate) effective SP11 

2011-12 – 6 

2012-13 – 5 

2013-14 – 2 

  

MINORS 

TNTLP (Minor) effective SP14 

2013-14 – 3 

2014-15 – 6 

  

SPAN (Minor) effective FA11 

2013-14 – 1          

2014-15 – 1 

  

WMNST (Minor) effective FA11 

2013-14 – 2 

2014-15 – 3 

 



Minority College Experience and Women in Science and Engineering
(MCE/WISE)

Summer Program

Program Overview
The Minority College Experience and Women in Science and Engineering are FREE summer programs offered by Penn State
Behrend. Both programs are designed for academically-talented students from the Erie county area. The programs give local
students, who qualify, a chance to enroll in a university credit course with regularly-enrolled college students the summer before
their senior year in high school. Both programs provide plenty of direct, hands-on experience through workshops, field trips, and
lectures conducted by college faculty, staff, and other professionals from local businesses and organizations.

There is no tuition charge for program participants. In addition, students receive textbooks, parking permits or bus passes for
commuting to and from campus, and a stipend for lunch when on campus. Students who complete the MCE or WISE summer
course with a grade-point average of 3.0 or better will be assured admission to Penn State Behrend following high school
graduation and completion of the Penn State application process.

Program Benefits

Contact information
Andy Herrera, MSEdL
Director of Educational Equity & Diversity Programs
Division of Student Affairs
Penn State Erie, The Behrend College
4701 College Dr.
Erie, PA 16563
----------------------------------------------------
Tel: (814) 898-7101
Fax: (814) 898-6823

email: AndyHerrera@psu.edu
Unit’s website: www.behrend.psu.edu/equity
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Minority College Experience and Women in Science and Engineering
(MCE/WISE)

Summer Program

Summer 2014 Program’s Goals, Outcomes, and Measurements

Outcome Indicator/Activity Performance Target Data Source Data Collection Method

Recruit participants 
from Erie county area 
schools

45 students from 10 
regional school districts 
(incl. 1 home-schooled) 
were offered admission 
into the program

38 students participated in the 
program (4MCE - 34WISE) Admissions data Applications received

All Students will 
complete the program 
successfully (Grade of B 
or better)

All of the participants
completed the program

35 students (92%) completed the 
program with a B or better grade

Grades reported
elion (University's web-based
records system)

The program will 
introduce students to a 
variety of careers

7 sessions and 7 field 
trips were offered to 
students on a variety of 
career topics

• 25 students (86%) strongly 
agreed that the program 
introduced them to a variety of 
careers 

• 5 students (17%) somewhat 
agreed

Student Evaluations                           
(29 students--76%--
of participants 
completed program 
evaluations)

Anonymous program 
evaluation survey completed by 
participants at the end of the 
program 

The program will give 
participants an idea of 
what a college level 
course is like

Each participant 
enrolled in one of 8 
different Penn State
Behrend (PSB) college 
credit courses 

• 23 students (79%) strongly 
agreed that the program 
introduced them to a variety of 
careers

• 6 students (21%) somewhat 
agreed

• Enrollment data
• Student

Evaluations

• Academic and Career 
Planning Center (enrollment 
coordinating body for the 
program)

• Program evaluation 

The program will help 
students feel more 
confident about 
pursuing a college 
career

In addition to the 
sessions above, varios 
other skill-building 
workshops were 
provided

• 24 students (82%) strongly 
agreed that the program helped 
them feel more confident about 
pursuing a college career

• 5 students (17%) somewhat 
agreed

Student Evaluations

Anonymous program 
evaluation survey completed by 
participants at the end of the 
program 

Students will favorably
rate the program 
/experience

Students were surveyed 
about their experience 
in the program

• 27 (93%) rated the program as 
“good” or “excellent”

• 29 (100%) would recommend 
the program to others

Student Evaluations

Anonymous program 
evaluation survey completed by 
participants at the end of the 
program 
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Minority College Experience and Women in Science and Engineering
(MCE/WISE)

Summer Program

Continual Program’s Goals, Outcomes, and Measurements

Outcome Indicator/Activity Performance Target Data Source Data Collection Method

Participants will consider 
Penn State University for 
Post-secondary training

32 participants completed the 
program in 2013* 19 participants applied to PSU

Office of 
Admissions

University Data Warehouse

More specifically, 
participants will consider 
Penn State Behrend (PSB) 
for Post-secondary training

2013 Cohort
19 participants applied to PSU
• 15 applied to PSB
• 4 to PSU University Park

Office of 
Admissions

University Data Warehouse

Applicants will confirm 
attendance to PSB by 
accepting admission offer

2013 Cohort 12 participants accepted admission to 
PSB - (3MCE and 9WISE)

Office of 
Admissions

University Data Warehouse

Participants will consider 
majors in Science and 
Engineering at PSU

2013 Cohort

Majors pursued
• 2 Business
• 4 Engineering
• 2 Health and Human Development
• 2 Humanities and Social Sciences
• 1 Nursing
• 4 Science
• 4 Undecided

Enrollment Data
University Data Warehouse

MCE/WISE Participants 
will complete college 
training successfully

2008 Cohort**

12 total graduates
• 7 at PSB
• 5 at PSU University Park
• 7 Science or Engineering Majors
• 5 Non-Science or Engineering   

Majors

Enrollment Data University Data Warehouse
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*College applications status of summer 2014 participants is still in progress (thus 2013 cohort assessment)

**Last cohort data collected


