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The University Office of Global Programs (UOGP) diversity strategic plan reflects the centrality of this office in 
the University’s commitment to internationalization. The UOGP plan contains a 360 degree approach to an 
inclusive University community in its teaching, research, and service mission. The three key dimensions of the 
strategy reflect strong practical efforts to foster diversity. UOGP’s plan to enhance and diversify Education 
Abroad and increase and diversify the international student population are supported by well-defined 
strategies of inclusive and participatory planning for each of the seven Challenges, and they address the 
needs of students, faculty, and staff. Although UOGP is a new strategic planning unit, its plan reflects effective 
past practices to foster diversity. UOGP has provided informative details on their methods for implementing 
their goals, strategies and timelines for achievement. UOGP has also provided similar details on their goal 
assessment methods for some Challenges, but not all. The UOGP plan has clearly stated priorities, and it 
promises more detail in the upcoming implementation plan. RESPONSE: We have already created the 
implementation plan and identified units which will be responsible for leading and reporting on each 
strategy. While the entire office is responsible for the achievement of our diversity goals, we believe 
that identifying a unit of primary responsibility makes the assessment and reporting process simpler 
and more reliable. We are tracking our progress using an implementation matrix and requiring 
assessment and reporting every six months. As a part of this process, we are discussing and seeking 
advice on additional reliable and culturally sensitive assessment methods. Part of our plan to 
strengthen relationships with the diversity support and advocacy units is to learn more about best 
practices for measuring enrollment and recruitment success for groups whose status is not 
necessarily tracked, such as LGBT, and to get further ideas for assessment both from those groups 
and from the Office of Educational Equity. New assessment metrics will be implemented and reported 
on as they are developed. 
 
In the implementation plan, we suggest better defining the term “underrepresented” by identifying those 
populations UOGP considers to be underrepresented. RESPONSE: Our diversity plan task force used the 
definition on page 2 of the Framework to Foster Diversity at Penn State in considering strategies for 
improvement. Our overall strategy is to provide a welcoming environment for all of these groups by 
considering the concerns and different needs of these groups in our planning and, when necessary, 
to provide targeted incentives, accommodations and other specialized offerings to specific groups in 
order to achieve equal access to our programs and events and to provide appropriate services. 
However, we will identify in our implementation plan what underrepresented groups each strategy 
seeks to involve. Timelines for goal achievement are ambitious and admirable. It will be useful to include in 
the UOGP implementation plan periodic updates on its assessment metrics. RESPONSE: See discussion 
in paragraph one above. Based on the diversity plan, it appears that UOGP understands the 
interconnection of the seven Challenges and how goals and strategies for one Challenge can enhance goals 
and strategies for another. All seven Challenges have well-designed strategies to foster diversity within the 
Unit. This emphasis reflects UOGP’s deep commitment to foster diversity in its effective diversity strategic 
plan. The review team looks forward to seeing the results of this impressive plan. 

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

• The entire office was involved in the creation of the plan. A ground-level approach to inclusiveness 
reflects a positive environment to foster diversity across many differences and reflects a very effective 
strategy. 

• UOGP conducts an internal Diversity Workshop Series that is integrated into the SRDP process and 
other work performance assessments, which is a constructive procedure. 

• The annual assessment ensures diversity on all committees and fosters an inclusive understanding of 
diversity. 
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• UOGP plans to promote diversity across the University that includes a global citizenship focus in the 
mission statement on all UOGP materials and its Web site. This approach should be quite effective in 
promoting diversity across the University. 

• Publishing the list of underrepresented/underserved categories of students on the UGOP intranet is a 
useful method to enhance the understanding of diversity. 

• The use of feedback from the OAAC subcommittee evaluation tool for awareness of diversity 
concerns should improve the diversity climate. 

Challenge 2: Creating a Welcoming Campus Climate 
• All UGOP staff participates in the assessment of diversity awareness, which enhances the climate of 

UGOP. 
• The plan to augment relationships with multicultural services within each college, including the 

services of the multicultural coordinator, to ensure the awareness of UOGP resources, services, and 
procedures, is proactive toward campus climate improvement. 

• Intercultural communications and international awareness training through HRDC is a valuable 
contribution to the University. 

• The details of the staff satisfaction survey should be carefully examined, and subsequent 
programming should be developed based on the feedback of the survey to promote a more welcoming 
climate. 

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

• International and Education Abroad student diversity enrollment goals are ambitious, and international 
student enrollments have increased 250% since 1990. Current goals to increase international and 
Education Abroad student enrollments need specific measures to evaluate the effectiveness of their 
recruitment endeavors. 

• Plans to better serve underrepresented/underserved populations specify adult learners, athletes, 
people with disabilities, and LGBT students. The breadth of this initiative is commendable. 

• Partnerships with corporations and alumni across the country and world seem very effective in 
supporting the plan for recruiting and retention. 

• Electronic advising for pre-arrival students and expanded outreach and orientation are exemplary. 
• Peer-to-peer student engagement plans are likely to strengthen human relationships and retention. 

Challenge 4: Recruiting and Retaining a Diverse Workforce 
• Establishing search committee protocols to increase the diversity of new applicants, a new employee 

orientation program, and a mentorship program are likely to enhance diversity and awareness in an 
already diverse workforce. 

• Two-way feedback involving communication between supervisors and staff encourages innovative 
thinking and constructive suggestions, which promote an open environment for fostering diversity. 

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

• Developing partnerships with the Registrar’s office, academic units and faculty to support curricula to 
foster US and IL competencies and “making global citizenship a hallmark of teaching and learning” are 
very positive strategies for increasing partnerships. 

• The Faculty Travel Fund and Student Group Fund support the University’s broad-based efforts to 
promote international diversity. 

• The GEN Strategy is an outstanding plan for faculty, staff and student engagement through a 
knowledge-building network. 
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Institutional Viability and Vitality 
Challenge 6: Diversifying University Leadership and Management 

• Graduate assistantships and administrative fellowships are germane strategies to further the 
understanding and appreciation of international education throughout the University. 

• UOGP demonstrates a high priority for diversity by funding professional development opportunities for 
all staff and encouraging participation in mentorship opportunities for underrepresented/underserved 
staff. 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
• UOGP functions are pivotal to internationalization, which is central to Penn State’s future. As such, 

UOGP makes an invaluable contribution to the University’s mission and community. 
• UOGP has offered its inclusive diversity expertise to work with and encourage other units within the 

University to promote its internationalization strategy and to encourage global citizenship. This 
collaboration is very impressive. 

• UOGP will work with University Publications and the University Web site to enhance Penn State’s 
international presence. This organizational emphasis should have many positive ramifications for 
attracting a diverse population to UOGP. 

• UOGP will develop a Web portal for centralized communication and information exchange for 
international projects, programs and education. This innovation has the potential to make a strong 
impact on all UOGP processes. 


