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The Intercollegiate Athletics (ICA) plan contains clear statements about what diversity is at Penn State and 
why it is important for this Unit. According to athletics director Tim Curley, the Unit is “dedicated to conceiving 
and promoting initiatives that facilitate the principles of diversity and inclusion,” and it strives to be a local and 
national leader in diversity, especially in terms of creating a welcoming climate. The plan is clearly written, and 
the strategies to reach the diversity and inclusion goals are clearly described and reasonable.  
 
Further benefits and growth could be achieved if the Unit described how the effectiveness of the strategies 
would be measured and/or what has been learned from prior surveys and other efforts to create an inclusive 
and diverse environment. Some data are provided in the 2004-2009 update that could be included here, but 
additional evidence is needed to provide a more complete picture of the successes the Unit has achieved. 
The plan does not contain many new initiatives for the future. 
 
Listed below are areas where there seems to be good potential for enhancing diversity and improving the 
climate for faculty, staff, and students. Since no metrics for the evaluation of these initiatives were suggested, 
this review cannot address the sensitivity of selected outcomes to the desired goal and initiatives. Without 
measurement, how will the Unit know when goals are reached? At various points throughout the plan, the 
phrase “established strategic indicators data” is used, without an explanation of what these data are.  

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

• The Unit relies on its Web site to disseminate information about diversity. The site contains 
information about Black History, a spotlight on a paralympian, and ACDI’s goals and mission. 
However, advertising on the site was found to be distracting. ICA might want to consider consulting 
the Penn State Libraries learning resources for educational Web sites.  

• The Unit also relies on email announcements, orientation sessions, press releases, a listserv and 
other tools to disseminate information about diversity. It is not clear how effective these tools are. The 
Unit is encouraged to explore additional methods of communication.  

• The Athletics Council for Diversity and Inclusion (ACDI) provides regular and ongoing guidance for the 
diversity goals of the Unit. Information about how often the subcommittees meet and the initiatives 
underway in each would be helpful.  

Challenge 2: Creating a Welcoming Campus Climate  
• Climate is identified as the highest priority, and continuing the biannual survey should be helpful in 

assessing progress in this area. 
• Presence of ICA leadership at diversity events across campus is commendable.  
• Putting the power of ICA behind this message could have an enormous positive effect on the campus 

climate. Through marquees, programs and other publications, the Unit has the potential to reach a 
broad audience on and off campus. In utilizing these advantages, ICA would have the potential to 
become a nationally recognized leader in creating a welcoming campus climate. 

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

• The creation of a recruitment and retention subcommittee of ACDI is commendable. More information 
would be helpful. In particular, developing metrics pertaining to the subcommittee’s goals, initiatives 
and outcomes is advised. 

• The Unit plans to continue to work with the Big Ten Minority Internship/Grad Assistantship Program, 
but it is unclear how this program helps the Unit achieve diversity goals. 

• ICA has seen success in recruiting and retaining African American student-athletes. Similar efforts to 
reach student-athletes from other backgrounds are encouraged. 
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Challenge 4: Recruiting and Retaining a Diverse Workforce  
• One stated aim is to recruit and retain a diverse staff. The plan mentions that there are 300+ 

employees in the Unit, but no demographic information is provided, particularly how demographics 
may have changed over time. Data from the 04-09 update indicate underrepresentation of females 
(16.6% of administrators, 36.4% of head coaches, 26.8% of assistant coaches, and 28.8% of support 
staff). Numbers are low for African Americans (2.9 to 14.5%), but there are no personnel in these 
categories who are of Hispanic heritage and only three staff who are Asian American. It would be 
helpful to know what initiatives for recruiting and retaining a more diverse workforce are currently 
being used, what the rate of success is, and which areas are targeted for further attention. 

• Collaboration with Black Coaches and Administrators and other professional organizations to 
advertise open positions is mentioned as a way to recruit diverse staff. What have been the results of 
these partnerships? 

• It is unclear whether diversity advocates are being included on search teams. 
• A staff recognition program is being developed to recognize those individuals who advance diversity. 

This may be a best practice, pending more details. 

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

• It would be helpful to know more about the education subcommittee of ACDI and how successful it 
has been in helping students to meet educational goals. 

• Utilizing the NCAA diversity education program may be beneficial. Monitoring attendance and 
outcomes, such as changes in attitude and behavior as a result of specific programs is recommended. 

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

• It is positive that Unit leaders are expected to attend diversity events across campus and that staff 
members are also encouraged to attend. More data would be useful regarding which events are 
attended and what benefits are derived from this practice  

• Although the SRDP process routinely assesses commitment to diversity among staff, obtaining 
information about attendance at diversity-related events is one useful strategy to obtain more specific 
information.  

• The Unit promotes professional development opportunities for minority staff, but it is unclear what 
these opportunities are or how they will help to accomplish diversity goals. Notably absent from this 
goal is the inclusion of women. 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals  
• In what ways does the Athletics Director communicate the expectation to all employees to 

demonstrate a commitment to diversity?  
• There is no mention that ICA has oversight for PSU Athletics at 14 campuses. Numerous possibilities 

exist for outreach and for ICA to become the leader in organizational change. Metrics would be useful 
to determine how Athletics is doing across the Commonwealth in support of diversity goals. 

• Sharing information from surveys and focus groups with student-athletes and staff is a good practice. 
Examples of the surveys and focus groups, as well as the results and changes that came from them, 
would be welcome additions to this plan. Reporting on the outcomes will be helpful in future updates. 


