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Finance & Business  

2010-15 Framework to Foster Diversity  
Diversity Strategic Plan  

Well before there was a Framework to Foster Diversity for the University, the leadership of 

Finance & Business (F&B) understood the level of commitment that was required to bring about 

change to Penn State and was forward thinking enough to include diversity and equity issues in 

the F&B Strategic Plans as early as 1980.  Despite the successes we have realized over the last 3 

decades, we realize that there is still a way to go on the diversity continuum.  We have been 

fortunate to have this held as a critical need under the leadership of the last two Senior Vice 

Presidents and now with our current headship, Al Horvath, Senior Vice President for Finance & 

Business and Treasurer.   

The 2008-13 Strategic Plan for F&B (http://www.fandb.psu.edu/strategicplan/) includes a Key 

Initiative on Fostering Diversity to reaffirm and revitalize our diversity focus throughout this 

service division of the University. Furthermore, diversity is an integral part of the F&B Core 

Value of “respect” in the Strategic Plan: 

“We honor the diverse experiences, gifts, and knowledge that every person brings to the 

table. Respect is deserved, not earned, and is the core of how we deal with each other 

and those with whom we interact.” 

Our overriding vision is to have diversity embedded in the fabric of all we do without having to 

give it a second thought.  Just as we have grown accustomed to doing those things that are 

critical to saving the limited resources on this planet through our Environmental Stewardship 

Key Initiative, we can apply the same attitude and acceptance towards fostering diversity.  To 

accomplish this F&B has a broad definition of “diversity” to guide our efforts: 

“F&B defines diversity as the acceptance and understanding that everyone is unique. 

People from different backgrounds and experiences contribute to the richness and the 

competitive edge of the University. We recognize these differences and strive to promote 

a respectful and inclusive environment that fosters innovative, flexible approaches to 

work and helps all employees and the organization achieve their full potential. 

Differences may include, but are not limited to: race, ethnicity, culture, gender, gender 

identity/expression, sexual orientation, socioeconomic status, mental abilities, age, 

physical abilities, religious beliefs, political beliefs, work experiences, education, 

geographic location, marital status, military experience, and parental status” 

All Key Initiatives in the F&B Strategic Plan have been assigned a Key Initiative (KI) Manager 

to oversee the teams that have been formed for the duration of the Plan.  As of July 1, 2009, the 

KI Managers report directly to the Senior Vice President for F&B (Sr. VP) for this function and 

http://www.fandb.psu.edu/strategicplan/
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have been added to his organizational chart to emphasize the importance of their roles in the 

organization:   http://www.fandb.psu.edu/documents/FB_Org_Chart092209.pdf  

F&B does not have a Multicultural Officer position.  The KI Manager for Fostering Diversity, 

Lydia Abdullah, presently fulfills the function.  The KI Team has representation from every 

administrative unit within F&B and is multi-racial and gender balanced.  Additionally, we have 

representation for disabled and Lesbian/Gay/Bisexual/Transgender (LGBT) employees and from 

various employment classes (see Appendix 1 for a list of KI Team members). The KI Manager 

attends all F&B Leadership staff meetings and retreats of the Sr. VP and is expected to 

contribute to the agendas for both.   

The primary goal for the Fostering Diversity Key Initiative is to implement and monitor the 

action items of the 2008-13 F&B Strategic Plan.  The KI Team was also charged with the 

development of the action items for this Diversity Strategic Plan to support the Framework to 

Foster Diversity.  Besides the KI Team, several Diversity Focus Groups within F&B will be used 

to refine and carry-out the Plans.  

Although F&B is a large, administrative support unit to the University, we will not be able to 

contribute directly to all seven Challenges in the 2010-15 Framework to Foster Diversity -- 

Challenge 5, in particular.  But we are confident that we are positioned to help bring about 

lasting changes to the unit and to make viable contributions to the University’s goals. 

Below are F&B’s targeted objectives and goals to meet the Challenges over the next five years. 

These have been generated by the KI Team and approved by the Sr. VP and his F&B Leadership 

Team. 

 

 

     

 

 

 

http://www.fandb.psu.edu/documents/FB_Org_Chart092209.pdf
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Challenge 1: Developing a Shared and Inclusive Understanding of Diversity  

Goals and Objectives Performance Indicators 

#1 - Improve the content and timeliness of the F&B Fostering Diversity website and 

assess its use by the F&B community. Currently, the website is being maintained by 

personnel in the Marketing Office of Auxiliary & Business Services as one of their 

many projects for F&B.  Given their workload, a dedicated website content manager 

may need to be assigned.  http://www.fandb.psu.edu/fbdiversity/  

There will be no broken links and as much 

information as possible will be made dynamic.   

 

Install a “counter” on the diversity website pages 

to calculate the number of hits. 

#2 - The Fostering Diversity Key Initiative activities are routinely included in the F&B 

Newsletter which is distributed to all F&B employees in hardcopy format and posted to 

the F&B public website. To increase space and options (links to other sites, etc.), as 

well as to conserve paper, we plan to distribute the F&B Newsletter only in an 

electronic format. An archive of the Newsletters can be found at the following website: 

http://www.fandb.psu.edu/news/newsletters/default.shtml 

No hard copies of the Newsletter will be printed 

for distribution.   

 

Content will be made dynamic versus static 

where feasible. 

#3 - Posters were developed (see Appendix 2) in 2009 for all of the Strategic Plan Key 

Initiatives as well as companion brochures. These were initially distributed throughout 

all F&B administrative units.  The poster and brochure on Fostering Diversity will be 

posted to the Fostering Diversity website.  The brochures will be distributed to all new 

F&B employees at the required F&B New Employee Orientation Program facilitated 

by the Human Resource Development Center (HRDC) 

Ensure that all administrative units have 

prominently displayed the posters and brochures. 

 

Include the applicable poster and brochure on the 

F&B Fostering Diversity website. 

 

Provide HRDC with the Fostering Diversity 

brochures for inclusion in the F&B New 

Employee Orientation sessions. 

#4 - Develop a “mark/tagline” to be used with all printed/electronic materials to 

identify the Fostering Diversity KI and to provide uniformity in our communications. A 

recent issue of the Chronicle on Higher Education was devoted to diversity and 

contained good examples that the KI Team can consider. The tagline below that is used 

for some “environmentally friendly” communications is a user-friendly look that we 

could emulate. 

 Please consider the environment before printing this email 

Subcommittee of the KI Team will develop a 

recommendation to the Sr. VP and F&B 

Leadership for their input and approval.   

 

Electronic and printed materials related to 

Fostering Diversity will use the approved look 

and verbiage. 

#5 - To continue an open line of communication with the budget executive (the Sr.VP 

for F&B) the newly appointed Special Assistant to the Sr. VP will attend the regular 

Meetings will be posted to their calendars and 

scheduled around their availability to ensure 

http://www.fandb.psu.edu/fbdiversity/
http://www.fandb.psu.edu/news/newsletters/default.shtml
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monthly KI Team meetings and any subcommittee and/or Focus Group meetings.  The 

Sr. VP will also continue to personally attend KI Team meetings at least twice a year as 

well as select Diversity Focus Group meetings.  The Sr. VP last attended the KI Team 

meeting in December 2009 to discuss the Framework to Foster Diversity report drafts 

and the results of the 2008 Faculty/Staff Survey. 

attendance. Monthly KI Team meetings for 2010 

have already been posted to the Special 

Assistant’s calendar.   

The KI Manager will recommend which meetings 

the Sr. VP should attend to maximize the greatest 

use of his time and expertise.   

#6 - KI Manager will present status reports on a quarterly basis at the F&B Leadership 

meetings which includes the Sr. VP and his direct reports.  Time sensitive information 

will continued to be shared at each meeting or via direct email. 

KI Manager will make at least 4 presentations a 

year to F&B Leadership at regular meetings or 

retreats.  The most recent update to this group 

was December 2009. 

#7 - KI Manager will begin to supply input for each Fostering Diversity KI Team 

members’ annual performance appraisals. Informal feedback is already provided to 

their Administrative Unit Head (AUH) during the year.  Additionally, the KI Manager 

recommends periodic rotations to the team membership when needed due to 

performance or workload issues of Team members. 

Development of an electronic format to submit 

performance appraisal input to the supervisors 

and AUHs of Team members. 

Annually submit input for their appraisals. 

#8 - Currently, the following units have internal “diversity-related” teams/committees: 

Office of Physical Plant, the Office of the Corporate Controller, Hospitality Services 

and the Office of Human Resources. These are among the larger units within F&B. To 

support the Fostering Diversity KI goals and to deter redundancy, the KI Team will 

recommend that all F&B administrative units form their own diversity teams, where 

appropriate.  

Confirm which units do have active “diversity-

related” teams/committees and form such 

teams/committees in units that do not have them 

(smaller units could be exempted). 

Charge all unit teams/committees to connect with 

the KI Team and to support the Fostering 

Diversity KI goals and objectives. 

#9 - The KI Manager, who serves as the F&B “multicultural officer,” has unrestricted 

access to the Sr. VP and they meet at least once a month and whenever there are critical 

issues to be handled that require his input or resolution. For the near future, this 

organizational structure will meet the needs of F&B.   

KI Manager will continue to have monthly “one-

on-one” meetings with the Sr. VP. The meetings 

for 2010 have already been scheduled. 

#10 - Although the oversight of the Fostering Diversity KI is not formally the sole or 

primary job responsibility of the current KI Manager, she is held accountable for 

coordinating related tasks and ensuring appropriate outcomes. Currently, this is not 

formally included in the annual Staff Review & Development Plan (SRDP).  

The Sr. VP will be asked to contribute to the KI 

Manager’s SRDP as the Assistant Director for 

Reporting in the University Budget Office so that 

expectations and accountability are documented 

each year. 
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#11 - The Sr. VP continues to provide central funding to support the KI Team activities 

and programs for Fostering Diversity. Because many of the initiatives have outgrown 

the operational capacity of the KI Manager and the Team (and based on 

recommendations from the People of Color Focus Group), a fixed-term position was 

approved in 2008 to provide infrastructure for the Fostering Diversity KI.  However, 

there was limited response after two internal postings and a viable interview pool was 

not obtained.  (See Appendix 3 for the job description that was last used).  The need for 

administrative and analytical support for the KI Team is still needed and the Sr. VP has 

ensured his commitment to provide it.  

A revised job description will be developed and 

posted with the expectation of filling the position 

in 2010.  The position may be posted externally if 

needed to expand the applicant pool. 

#12 - The F&B definition of diversity (see the Introduction of this document) appears 

on the F&B website and is in the Fostering Diversity brochure. However, feedback in 

our last Diversity Climate Survey revealed that all F&B employees are not aware of the 

breadth and scope of our definition.  Further communication is needed so that the 

definition is clear to a larger group of the workforce.  

Promote the definition in the F&B Newsletter and 

in other communications more frequently. 

 

Continue to post and reference the definition on 

the F&B Fostering Diversity website. 

#13 - Members on the KI Team will continue to be diverse by gender, race, 

employment classification, years of service, abled/disabled, sexual orientation, religion, 

and nationality.  

To further broaden representation, a veteran will 

be added to the KI Team. 

#14 - Human Resource Representatives (HR Reps) in F&B play an integral role in the 

various diversity programs that have been developed and therefore must be a part of 

what the KI Team is doing.  Currently, three F&B HR Reps are on the KI Team. We 

will continue to keep all F&B HR Reps informed of diversity initiatives that impact 

their purview of responsibilities. 

Maintain HR Reps as members of the KI Team 

for their expertise. 

 

Schedule at least one joint meeting each year with 

the KI Team and the seven F&B HR Reps.  

#15 - In 2009, to support F&B’s commitment to the Diversity Supplier Program, the Sr. 

VP designated SupplySource Inc. to become the first Minority Business 

Enterprise/Women Business Enterprise (MBE/WBE) to be used when purchasing 

office equipment in F&B.  This has increased this MBE’s business with the University 

to over $2 million. They now have a State College office:  http://supplysourceinc.com/ 

At the recommendation of the Manager of 

Supplier Diversity, the Sr. VP will continue to 

introduce additional MBEs and WBEs to be 

primary/sole vendors for the F&B organization.   

 

#16 - The F&B Diversity Intern Program was designed to increase the number of 

employees of color in the workforce. The program exposes recent Penn State graduates 

to F&B units with the intention that they will be viable candidates for F&B positions 

upon completion of their internship.  To date, only a few F&B units have hosted an 

Intern for the duration of their formal program or for a designated assignment.  Thus 

reducing the effectiveness of their learning experience. See the following website for a 

All F&B administrative units will be asked to 

host the Diversity Interns at some point during 

their program cycle so that the participants can 

learn more about F&B and be viable candidates 

for future vacancies. 

 

http://supplysourceinc.com/
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description of the program:  http://www.fandb.psu.edu/fbdiversity/internprogram.shtml AUHs will be asked to strategically consider 

Diversity Interns that successfully complete the 

program for future employment in their units. 

#17 - An electronic “dashboard” of essential F&B strategic indicators is under 

development for the Sr. VP and will be implemented in 2010.  This will provide easy 

access to critical data about F&B in general as well as the various administrative units.  

Besides serving as a convenient reporting mechanism it will also serve as an 

accountability tool for the actions of the AUHs in F&B.  The Sr. VP has agreed to 

include diversity-related indicators. 

Include a tab of diversity indicators on the final 

F&B electronic dashboard.  These indicators will 

include diversity data on the workforce profile, 

diversity in applicant and interview pools, 

diversity education activities, etc.  

#18 - To support the Penn State Principals, the KI Team developed a Commitment 

Statement on Diversity for F&B under the last Framework.  It has been signed by the 

Sr. VP and the F&B Leadership Team and is available to the public on the F&B 

website.  With the change in the leadership, the document is re-signed to reflect current 

personnel.  This serves as a visual reminder for our employees.   

http://www.fandb.psu.edu/fbdiversity/images/DiversityLetter.jpg 

Push the Statement down a level in leadership and 

have unit management add their signatures to the 

document. 

Hard copies of the signed Statement will be 

provided for F&B offices to be prominently 

posted in the work units. 

#19 - F&B Leadership chose to retain a “nondiscrimination” statement on external 

communications when the University was given an option to drop it in 2009. The F&B 

statement is as follows, “Penn State is committed to affirmative action, equal 

opportunity and the diversity of its workforce.”  F&B Leadership agreed to use it on 

external documents. 

Consistent use of the approved statement on F&B 

external communication. 

 

#20 - The Office of Physical Plant (OPP) has dedicated a staff member to expand 

contracting opportunities of MBEs and WBEs and Procurement Services also has a 

dedicated staff member for the Supplier Diversity Program (non-construction 

purchases). These two positions and appropriate infrastructure in these units will 

continue to be supported by F&B so that our MBE/WBE goals can be accomplished. 

Continue to provide adequate infrastructure to 

ensure outreach to MBEs and WBEs. 

 

#21 - New internal purchasing/contract guidelines are being developed to promote and 

sustain MBE/WBE efforts in the University; thus supporting our commitment to non-

discrimination. Internal personnel (project managers, purchasing agents, etc.) will be 

trained on these guidelines during 2010 and accountability processes will be put in 

place to ensure their use. 

Implementation of the newly developed 

MBE/WBE Guidelines in 2010. 

 

#22 - Significant “outreach” efforts have occurred over the past two years to introduce 

MBEs and WBEs to Penn State and to prepare them for doing business with Penn 

Quarterly progress reports and annual 

assessments to the Sr. VP and KI Manager will 

http://www.fandb.psu.edu/fbdiversity/internprogram.shtml
http://www.fandb.psu.edu/fbdiversity/images/DiversityLetter.jpg
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State. These outreach efforts will continue in different parts of the state to ensure that 

we are reaching these businesses. 

include references to these activities.  

 

 

Challenge 2: Creating a Welcoming Campus Climate 

Goals and Objectives Performance Indicators 

#1 - The last F&B Diversity Climate Survey was completed in 2007 with extensive 

disaggregated results (this was the third such survey since 1995). The results were 

extensively reviewed with F&B Leadership, the KI Team, the Diversity Focus Groups 

and throughout the organization. All of the results have not yet been analyzed.  AUHs 

submitted follow-up reports to the KI Team in 2009 and a list of “best practices” was 

developed.  Refer to Appendix 4 for the best practices extracted from a summary of 

these reports.  

Require periodic status reports from each AUH so 

that the Sr.VP and KI Manger can assess 

progress. Review the list of best practices with 

AUHs and include them in the assessment 

process. 

Analyze the remaining disaggregated results 

(years of service, employee classification, age). 

#2 - The F&B results for the 2008 Faculty/Staff Survey have been posted prominently 

on the F&B website to initiate discussion and accountability throughout the 

organization (see: http://www.fandb.psu.edu/survey08.shtml).  Additionally, the results 

were highlighted by the Sr. VP at the first gathering of all F&B employees in 

November 2009.  Negative and positive themes were identified. During the fall of 

2009, the AUHs were asked to provide an update to the Sr. VP on how they distributed 

and discussed the results in their units as well as their plans to improve negative 

findings.   

Require periodic updates from each AUH over 

the next few years for the Sr. VP. 

Determine if negative trends that were noted are 

diminishing. 

#3 - The diversity related results of the 2008 Faculty/Staff Survey were reviewed and 

discussed with F&B Leadership at several meetings. Diversity related themes (refer to 

Appendix 5) were identified and highlighted in leadership discussions.  

Associate VP for Human Resources will present 

these findings to the KI Team to gain further 

insight as to how any negative trends can be 

resolved. 

#4 - To continue to assess the diversity climate in F&B, the KI Manager and Sr. VP 

will continue to meet, at least annually, with the various Diversity Focus Groups.  The 

F&B Strategic Plan and Framework to Foster Diversity goals and action items will be 

discussed as well as current diversity climate issues noted in the 2008 Faculty/Staff 

Survey. These groups will also be consulted on various diversity initiatives that are 

Continue to have annual meetings with all 

Diversity Focus Groups. Feedback from these 

meetings will be discussed with the KI Team and 

F&B Leadership for appropriate follow-up. 

http://www.fandb.psu.edu/survey08.shtml
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being considered. 

#5 - Effective July 2009, the Fostering Diversity KI Manager reports directly to the Sr. 

VP for the duration of the current Strategic Plan.  These positions now appear on the 

Sr. VP’s organizational chart for F&B to provide appropriate visibility for their 

function.  See http://www.fandb.psu.edu/documents/FB_Org_Chart092209.pdf 

The Fostering Diversity KI Manager will 

continue to attend all F&B Leadership meetings 

and retreats of the Sr. VP as well as contribute to 

the agendas of such meetings.   

#6 - All employees new to F&B are invited to attend a New Employee Reception 

hosted by the Sr. VP.  As a part of the overview of the organization, the KI Managers 

are presented to highlight the importance of the Strategic Plan.   

The Fostering Diversity KI Manager will 

continue to attend these events to meet new F&B 

employees and to talk about the diversity 

initiatives. 

#7 - The Bryce Jordan Center (BJC) has made great strides in bringing diverse acts to 

the region -- often at a financial loss (see Appendix 6 for a list of recent events).  

Diverse entertainment offerings add to a welcoming climate for underrepresented 

students and employees at Penn State and in the surrounding communities.  

BJC management will continue to increase the 

number of diverse entertainment acts presented to 

the region despite the financial repercussions. 

#8 - The F&B dedicated website for diversity will continue to serve as the most current 

and visible source for diversity resources: http://www.fandb.psu.edu/fbdiversity/ 

Promote the website as a place to find diversity 

resource information and news. 

#9 - Internal purchasing/contract guidelines are being developed to promote and sustain 

MBE/WBE inclusion by the University.  These guidelines will help OPP and 

Procurement Services increase their capacity to do business with these businesses. 

Implement the new guidelines throughout the 

University.  This will include posting the final 

guidelines to the F&B website. 

#10 - F&B has mandated 3 hours of diversity education for all employees each year 

since 1995.  However, it has become more difficult to fulfill this requirement due to the 

lack of trained facilitators available within the University (Human Resource 

Development Center and Affirmative Action Office).  As such, we have resorted to 

outside contractors which can be costly for the smaller administrative units.  

Reevaluation of this requirement in light of the 

limited resources available. 

 

#11 - The Sr. VP has charged the KI Team with developing a diversity education plan 

for F&B employees that is suitable for all levels of experience/responsibility 

throughout their tenure as employees in F&B.  New employees receive initial education 

but there is no overall F&B plan for beyond that point.  However, units may have their 

own plans. 

Collaborate with AUHs and develop a strategic 

diversity education plan for F&B employees with 

guidelines for all levels of experience and years 

of service. 

#12 - Sr. VP is encouraging strategic succession planning to include diversification of 

the F&B workforce.   

Continual assessment of diversity in newly 

created positions and filling of vacancies.   

#13 - Although the seven Key Initiatives in the F&B Strategic Plan require certain 

expertise, an effort is made to ensure that team make-up is diverse.  Focus groups and 

subcommittees that assist with the KI work are also opportunities for diverse 

Membership in all of these groups will be 

examined by the KI Team to ensure that they 

have diverse representation from the workforce. 

http://www.fandb.psu.edu/documents/FB_Org_Chart092209.pdf
http://www.fandb.psu.edu/fbdiversity/


9 
 

participants. These groups have afforded F&B employees exposure to different 

areas/cultures of F&B as they learn from one another and strive to improve the work of 

F&B.  They have been able to walk out our motto of “Quality Service, Quality People.”  

#14 - KI Team has recommended that “Fostering Diversity” be included as a core factor 

in the annual performance appraisals for all F&B employees.  This will reinforce the 

importance of including diversity in all that F&B employees do.  Expectations will be 

developed as a template that can be used by the F&B units in the appraisal process. 

Currently, Hospitality Services includes diversity as an appraisal factor in their annual 

staff reviews and this can be used as a model for the template (see Appendix 7). 

Development of consistent language for a core 

factor on diversity. 

Inclusion of the diversity core factor in F&B 

annual performance appraisals. 

#15 - F&B has included diversity as a part of the core value of “respect” in the current 

Strategic Plan and therefore acknowledges its strength.  However, comments in our 

open-ended survey questions and in Focus Group meetings indicate that the business 

value of diversity is not understood or acknowledged by all employees. Some 

employees felt as though diversity “costs” them personally (missed job 

opportunities/promotions) or organizationally (limited resources redirected to diversity 

efforts).   

Educate the workforce about the business value 

and moral sense of being more inclusive.  

Model the marketing efforts of the F&B 

Environmental Stewardship Key Initiative to 

reinforce the benefits of an endeavor that initially 

appears costly and requires a major culture shift. 

#16 - Two former F&B Diversity Interns returned to F&B as fulltime employees in 

2009 after leaving the University to pursue advance degrees or work in an urban 

environment. Although they left the University shortly after they were hired into 

fulltime positions, they did return with valuable and broader work experience. We have 

acknowledged that younger generations of employees will not necessarily start their 

careers at Penn State and remain for 30+ years.  As such, our expectations will have to 

be adjusted to accept this paradigm shift. Refer to Appendix 8 for the Diversity 

Internship program participants and their current status. 

Promote these success stories throughout F&B as 

an example of the benefits of such a program 

even if it is not immediately evident.  

Consider former Interns when filling F&B 

vacancies.  

#17 - F&B has supported the Leadership Centre County (LCC) program by providing 

release time and tuition for employees to participate in the 9-month program. Since 

LCC’s inaugural class in 1993, F&B has sponsored 67 employees -- 13 have been 

people of color and 42 have been women (refer to Appendix 9).  Not only has this 

afforded the participants a professional development experience but it has also enriched 

the community by providing diversity in the classes. Additionally, many of those that 

have participated are in key leadership positions within F&B.   

F&B employees continue to participate in LCC 

classes. 

Continue to assess the impact of participating in 

this program. 
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Challenge 3: Recruiting and Retaining a Diverse Student Body  

Goals and Objectives Performance Indicators 

#1 - As of Fall 2009, F&B had 416 student employees and a significant number may be 

from underrepresented groups.  Currently there is no reliable method to obtain 

demographic data on part-time employees because the University’s data collection 

process does not capture this information.  

Develop a consistent method for collecting and 

reporting student workforce demographic data in 

F&B. 

Annual assessment of the diversity of student 

employees. 

#2 - Since 2002, the F&B Diversity Intern Program has successfully recruited 20+ 

people of color who were Penn State students or recent graduates. Originally, we 

thought our recruitment would be at historically underrepresented colleges.  However, 

we realized that there were a number of our graduates that were interested in remaining 

in the area and would qualify for this program.  Accordingly, all participants have been 

from Penn State.  

Continue to recruit racially diverse Penn State 

students for participants in the Diversity Intern 

Program. 

#3 - As of the Fall 2009 official employee headcounts, there are 863 part-time positions 

within F&B. Twenty-three of the 416 student positions were work study appointments 

– representing 3.4% of all work study positions at University Park. This is an increase 

from 7 appointments in the previous year. Work Study provides financial assistance to 

students to supplement their total unmet need.  

F&B will try and provide more opportunities to 

increase the number of students that are employed 

through Work Study. 

#4 - Sr. VP Emeritus for Finance & Operations, Steve Garban, and family continue to 

support an endowment that includes an UG golf scholarship for women and room & 

board stipends for freshmen who are the children of technical service or staff 

employees. Recently retired Sr. VP for F&B, Gary Schultz, and his wife have 

established a Trustee Scholarship that supports students from low-income households. 

F&B employees made contributions to this scholarship fund as a retirement gift to Gary 

Schultz in June of 2009. F&B employees contribute to these and other scholarships 

through the University’s Annual Faculty and Staff Campaign. For the 2009 Campaign, 

F&B employees donated more than $400,000. 

Highlight these specific giving opportunities 

within F&B through the website and the F&B 

Newsletter during the Annual Campaign. 

Ascertain the diverse make-up of the scholarship 

recipients, if possible, to assess the efforts of our 

contributions. 

#5 - Over that past decade, nine F&B employees have served as mentors in the Alumni 

Association’s FastStart program. Two of these volunteers have done this for over ten 

years. This is a mentoring program designed to help first-year students from under-

represented racial/ethnic groups. Refer to the following website for program details: 

F&B employees continue to participate as 

mentors in the FastStart program. 

Determine how to best recognize these employees 
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http://alumni.psu.edu/network-mentor/faststart  in F&B. 

#6 - A critical component of student retention is a welcoming and familiar social 

community that celebrates the diversity of the student body.  The Food Services 

Division has incorporated this value into their operations. Mexican food concepts are 

offered in two locations and several dining locations regularly offer Asian cuisine.  The 

Bluespoon Market in Warnock Commons, houses The World Beat-- a retail operation 

which offers ethnic foods during lunch and dinner (including Halal foods). 

Food Services continue to provide experiences 

that cater to diverse populations. 

#7 - Providing diverse entertainment at the BJC is a continuous goal for their 

management team.  Over that past 10 years, their efforts have brought more than 20 

acts that would appeal to a diverse audience.  Refer to Appendix 6 for a list of diverse 

attractions since 1997. 

Despite the potentially negative financial impact, 

the BJC continues to provide this level of diverse 

entertainment for the University and community. 

#8 - Under the direction of the Assistant Vice President for Housing, Food Services & 

Residence Life, services and programs within Residence Life are geared towards an 

inclusive community that contributes to overall retention efforts. Currently, 35% of 

residence hall staff members are from underrepresented racial groups. Additionally, 

each Residence Hall area has a Cultural Lounge and funds have been set aside to for 

programs which create cultural awareness. 

Residence Life will continue to support programs 

and staffing that positively impact the diversity of 

the student community. 

 

Challenge 4: Recruiting and Retaining a Diverse Workforce 

Goals and Objectives Performance Indicators 

#1 - During 2009, revisions were made to the F&B Diversity Intern Program to 

increase the retention of these employees after their internship period.  The revised 

component was the New Professional Internship which brought a cohort of 4 recent 

Penn State graduates into a more highly structured program that included professional 

development and departmental rotation. We expect this revision will increase our 

retention of successful candidates. Refer to Appendix 8 for the retention of interns as 

fulltime employees.   

Assess the success of this new component of the 

Diversity Internship Program in terms of the 

retention of interns as employees. 

#2 - The seven HR Reps in F&B have the responsibility of ensuring that applicant and 

interview pools are diverse.  Currently there is no F&B process to collect this 

information for review by the Sr. VP and KI Manager. 

Accountably tools will be put in place through the 

F&B electronic dashboard by including diversity 

metrics in the data.  

#3 - The Office of Physical Plant recognized the need to increase the diversity of their This program will be assessed in 2010 and a 

http://alumni.psu.edu/network-mentor/faststart
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supervisors in the trades and started a 3-year internship program in 2009.  Upon 

successful completion of the program, the intern should be a viable candidate for a 

supervisory position. Because of the initial success of this program, a second internship 

was recently added.  

determination will be made if it should be 

continued/expanded. 

#4 - The KI Manager provides an annual analysis of the current F&B workforce by 

gender and ethnicity for each administrative unit to the Sr. VP and F&B Leadership. 

The Sr. VP uses this data to stress the importance of considering diversity in strategic 

succession planning. 

Develop programming to collect and report those 

employees that have identified themselves as 

“disabled” or a “veteran” in the employee 

database. 

Continue to prepare annual reports of the changes 

in the diversity of the workforce. 

#5 - A new employee Enterprise Information System (EIS) model of fulltime 

employees has been developed so that the Sr. VP can easily access demographic data in 

a format that is directly related to the current organizational structure of F&B. Refer to 

Appendix 10 for an example of the model contents. 

Training for the use of this model for the Sr. VP 

and his designated staff members will occur early 

in 2010. 

#6 - OHR retains a Diversity Talent Bank to house resumes of diverse applicants. Steve 

Hayes, Assistant Manager for Diversity Recruitment, Inclusion & Special Programs, 

attends career fairs to promote Penn State as a preferred employer and to gather 

resumes of diverse applicants.  

The Diversity Talent Bank will continue to be 

accessed by F&B when filling vacant positions. 

#7 - Underrepresented interns (typically from urban areas) participate in the 

University’s Summer Information Technology Program and Summer Staff Assistant 

Program. These programs help to improve the participants’ technical skills and to 

expose them to the University. F&B has hosted six participants over the past five years 

but has not made any hires from these pools.  

F&B will continue to participate in these 

programs.   

Ascertain the deterrents to F&B hiring successful 

participants. 

#8 - F&B Leadership shares resumes of diverse individuals that they receive informally 

through professional organizations and personal contacts. The Alumni Association has 

a recruiting website that can provide an even boarder exposure to F&B:  

http://alumni.psu.edu/career/recruiting 

 

Continue to share resumes of underrepresented 

individuals that are received through informal 

channels. 

Utilize the Alumni Association’s Nittany Lion 

Alumni Recruiting website to reach diverse Penn 

State alumni.   

 

http://alumni.psu.edu/career/recruiting
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#9 - The University’s Academic Council on Multicultural Affairs (ACMA) is 

comprised of chief multicultural officers from the colleges and various academic 

support units. ACMA is good source for underrepresented students that may have an 

interest in employment opportunities with the University. Since F&B is not a part of 

this group it is difficult to establish and maintain working relationships with its 

members.  

The KI Manager will plan an annual outreach 

effort with ACMA to establish a communication 

network about the F&B internship and 

employment opportunities in hopes that they will 

direct diverse students to us for consideration. 

#10 - Sr. VP is a member of the Forum on Black Affairs (FOBA).  This organization 

has existed for over 2 decades and serves in an advisory capacity to the University’s 

president.  For more details refer to their website at:  http://www.foba.psu.edu/ 

 

Sr. VP continues his membership in FOBA and 

participates in its activities to support community 

networking and recruitment efforts of racially 

diverse employees for F&B. 

#11 - KI Team members regularly attend the Legacy and Heritage Breakfasts in 

Harrisburg to access the network of underrepresented professionals that also attend 

these annual events.  MBE/WBE contacts have been made through this group. 

Continued attendance at these events as long as 

viable contacts are being made that support our 

diversity efforts. 

#12 - In 2008 Duane Bullock, Manager of Supplier Diversity, and Vernon Davis, 

Diversity Contractor Liaison, were featured in Profiling Excellence: Success in 

Diversity magazine to highlight our diversity procurement and construction efforts. 

This publication is primarily distributed in the Harrisburg area and is targeted for 

women and people of color in business, government and education.  

F&B will feature at least one employee in an 

upcoming edition of the magazine to highlight 

our commitment to growing and sustaining a 

diverse workforce. 

#13 - Since “Fostering Diversity” is a KI of the F&B Strategic Plan it should be a part 

of every F&B employee’s daily work. As such, the KI Team is recommending its 

inclusion as a core factor in the annual performance appraisal.  Refer to Appendix 7 for 

an example. 

Develop consistent language for a core factor on 

diversity in F&B and include it in F&B annual 

performance appraisals. 

#14 - The KI Manager will begin to supply input for each KI Team member’s annual 

performance appraisals. Informal feedback is already provided to their AUH during the 

year. 

Develop an electronic format to submit 

performance appraisal input to the supervisors 

and AUHs of Team members. Then submit input 

for annually. 

#15 - Leadership Centre County has been as a highly successful professional 

development opportunity for a significant number of women and underrepresented 

employees (see Appendix 9).  The program enriches the community connection for the 

employee (thus helping with retention) and exposes the other participants to the rich 

diversity of the county.   

F&B continues to provide the release time and 

tuition for employees to be a part of LCC. 

#16 – The Sr. VP has committed to sponsoring LCC’s Education Day for 3 years 

starting with the 2009-10 program year. This will ensure the financial stability of this 

F&B continues financial support for LCC’s 

Education Day for the agreed upon 3-year period. 

http://www.foba.psu.edu/
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program that supports the development of community leaders – many of whom are 

women and people of color.  Refer to the following for a list of their alumni: 

http://www.leadershipcentrecounty.org/Directory 

#17 - Annually, the Sr. VP purchases a table for all of the Penn State Forum luncheons.  

Invitations are extended to KI Team members and Focus Group members when there 

are available seats.  This provides professional development opportunities for 

employees that may not be able to attend due to the cost.  If the speaker/topic is 

diversity related, additional tables are purchased to accommodate the Diversity 

Mentoring and Intern Program participants.  Tables are also purchased each year for the 

annual Dr. Martin Luther King, Jr. Banquet and participants in the Mentoring and 

Intern Programs are invited. 

The Sr. VP continues to purchase tables to each 

Forum lunch and the MLK Banquet and invites 

F&B employees involved in diversity related 

activities. 

#18 - The KI Team facilitates the Diversity Mentoring Program that was started in 

2004.  As of the 2009-10 program, 33 employees of color will have been mentored by 

more experienced employees in F&B.  The program includes a structured orientation 

and several social activities as well as jointly agreed upon times between the mentor 

and mentee. See the following for a description of the program: 
http://www.fandb.psu.edu/fbdiversity/mentoring_program.shtml 

F&B continues the Diversity Mentoring Program. 

An administrative unit in F&B should be assigned 

the operational responsibility for this program 

that is now being run by KI Team. 

#19 - Over the past few years, more than 30 F&B employees have participated in the 

mentoring programs for the Commission for Women, Commission on Racial/Ethnic 

Diversity and the Alumni Association’s Fast Start Program. However, there is no 

mechanism in place to capture this information from employees for recognition of their 

efforts. Details of these mentoring programs can be found at the following websites: 
http://www.equity.psu.edu/cfw/programs/mentor.asp 

http://live.psu.edu/story/26306 
http://alumni.psu.edu/network-mentor/faststart 

F&B continues to support participation in these 

programs and recognizes those employees that 

serve as mentors.  

Development of a process to formally collect this 

information from F&B employees to determine 

actual participation rates in all mentoring 

programs in the university. 

#20 - The HR Reps in F&B are responsible for ensuring that new F&B employees 

attend the University’s New Employee Orientation class provided by HRDC which 

covers work-life benefits.   

 

Assess F&B participation to ensure that all new 

F&B employees have attended within a 

reasonable timeframe. 

#21 - All HR Reps are required to maintain a working knowledge of all work-life 

benefits and related policies and they are expected to attend monthly meetings 

throughout the year. F&B HR Reps attend these meetings and then share information 

throughout their units. Currently there is no mechanism in place to determine if job 

Confirm that F&B HR Reps are staying current 

on these topics and are disseminating information 

to current and potential employees. 

http://www.leadershipcentrecounty.org/Directory
http://www.fandb.psu.edu/fbdiversity/mentoring_program.shtml
http://www.equity.psu.edu/cfw/programs/mentor.asp
http://live.psu.edu/story/26306
http://alumni.psu.edu/network-mentor/faststart
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candidates are told about work-life policies. 

#22 - Currently F&B turbulence and turnover reports are not received by the Sr. VP for 

review and monitoring.   

OHR will prepare these reports for the Sr. VP on 

a regular basis so that he can discuss any trends in 

his monthly meetings with AUHs. 

Include this data in the newly created electronic 

dashboard for easy accessibility and 

accountability.  

#23 - An annual report of the historical trends of the fulltime employees is prepared 

each year, by gender and race for F&B. Trends are analyzed by the KI Team and 

reviewed with the Sr. VP and F&B Leadership. Refer to Appendix 11 for a 10-year 

report employees. 

Continue to monitor changes in the workforce 

based on available demographic data. 

Include the number of employees that have self-

identified in the database as “disabled” or a 

“veteran” to make the report more complete.   

#24 - Because of a relatively low number of employees of color in F&B that has 

remained virtually static over the past decade, an analysis of their retention and 

promotion history can easily be done to identify trends for correction or replication.  

KI Manager will analyze the employment history 

for current employees of color and will report any 

significant trends, both positive and negative, to 

the Sr. VP. 

 

Challenge 6: Diversifying University Leadership and Management 

Goals and Objectives Performance Indicators 

#1 - The F&B Commitment Statement on Diversity was renewed by F&B leadership 

after the retirement of Gary Schultz and the appointment of Al Horvath in July 2009.  

The statement will remain on the home page of 

the F&B website and the hard copy is 

prominently posted in the central office of the Sr. 

VP. 

#2 - Sr. VP for F&B personally attends the Fostering Diversity KI Team meetings (at 

least twice/year) and most of the Diversity Focus Group meetings.  Additionally, the 

Special Assistant to the Sr. VP attends all of these meetings so that he can coordinate 

status reports for the Sr. VP.   

The Sr. VP and his Special Assistant will 

continue to attend KI meetings and Focus Group 

meetings to expose these groups to F&B 

leadership.  

#3 - Sr. VP, or designee, attends the Provost’s annual Best Practices in Diversity 

Strategic Planning Workshop. The KI Manager also attends these critical sessions.   

The Sr. VP and KI Manager will continue to 

attend this annual event. 
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#4 - In February 2009, the Sr. VP hosted a reception for all fulltime employees of color 

in F&B to personally hear their concerns and success stories.   

Another reception will be planned with all 

employees of color and the F&B Leadership 

Team will be invited to attend. 

#5 - Sr. VP has personally monitored the results of our efforts with WBEs and MBEs 

and actively promotes the newly developed internal guidelines.  Realistic goals are 

being developed after baseline data is collected. Initial reports indicated an increase in 

our MBE/WBE vendor participation for fiscal year 2008-09.  In 2008, we began 

tracking MBE/WBE participation with construction contracts and established a 

baseline for future comparisons. Quarterly reports with comparative detail have 

recently been developed and will be used to track our progress. 

OPP and Procurement Services will continue to 

prepare quarterly reports of MBE/WBE 

participation. 

Sr. VP will continue to personally review these 

reports until there is consistent and sustained 

growth. 

#6 - Annually, the Sr. VP hosts and facilitates a Spring Retreat for over 300 employees 

in leadership positions within F&B.  President Spanier is invited and typically attends. 

At these sessions, Strategic Plan updates are presented and current issues are addressed 

(which would include Fostering Diversity).  

Continue to cover of the Fostering Diversity KI at 

the annual Spring Retreats. 

#7 - The Sr. VP’s organizational chart now includes two people of color with a direct 

reporting line to him.  Additionally, there are six women among the direct reports.  This 

represents an increase in gender/racial diversity in F&B leadership. The Sr. VP has 

advised AUHs to continue to strive to diversify their leadership teams as vacancies 

occur.  

The KI Manager will analyze the organizational 

charts of each AUH to determine the extent of 

diversity throughout the F&B organization. 

#8 - The Fostering Diversity KI Team now has at least one representative from each 

administrative unit within F&B. Some of the larger units within F&B also have 

diversity teams/committees but they are not formally connected to the KI Team. Such a 

connection will provide greater synergy among diversity activities in F&B. 

Formalize the relationships between the Fostering 

Diversity KI Team and internal diversity 

teams/committees in the F&B administrative 

units. 

#9 - KI Manager attends bi-monthly F&B Leadership meetings with the Sr. VP and his 

AUHs and other direct reports. Information is shared and issues are discussed at these 

meetings. Quarterly, the KI Manager must present a status report at these meetings on 

the action items of the Framework to Foster Diversity and the Fostering Diversity Key 

Initiative.  This ensures that AUHs receive the same message in a timely and consistent 

manner that can then be shared throughout the organization.  

Continued attendance and participation at F&B 

Leadership meetings by the KI Manager. 

#10 - The Diversity Focus Groups are comprised of representation from all F&B units 

where possible.  All AUHs are asked to recommend staff members to participate so that 

there is participation by all units.  

As membership is refreshed on the Focus Groups, 

the KI Manager will insure that all F&B units 

continue to be represented. 

#11 - A greater effort has been made to include appropriate inclusive language in Follow-up with HR Reps in F&B to ensure that 
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posted job descriptions for leadership positions.  Typically the following statement is 

included --” Must possess the ability to work effectively with diverse populations as 

well as administrators.” 

this (or a similar) statement is consistently used in 

vacancy postings. 

#12 - HR Reps are expected to help ensure that committees are considering diversity 

during the search and interview process.  However there are no accountability measures 

in F&B to confirm that this is being done on a consistent basis.   

Accountability metrics will be included on the 

electronic dashboard for the Sr. VP and they will 

include the make-up of applicant and interview 

pools for vacant positions. The KI Manager will 

also monitor these metrics. 

#13 - Due to F&B’s relatively low turnover rate, only a few positions open up at the 

leadership level.  We have begun to see changes over the past decade in the diversity of 

some leadership positions as evidenced in the organizational chart of the Sr. VP. Of the 

14 “administrators” in the F&B workforce, only five are women and there are no 

people of color. Greater diversity may be evident at the director and managerial levels.  

Analyze the management structures in F&B units 

to determine the actual level of diversity.   

#14 - Underrepresented employees from F&B are encouraged to serve on F&B and 

university-wide committees and are provided the release time to do such. Currently we 

do not have a complete list of those employees that participate in these activities.  

Develop a process to collect this information 

from all F&B employees annually so that 

participation can be recognized and evaluated. 

F&B Leadership continues to support the 

participation of underrepresented employees on 

these groups. 

#15 - F&B was the original division to host an Administrative Fellow in 1986 and has 

continued to provide mentoring for women and people of color over the years. Five 

people of color and seventeen women and have been mentored by F&B vice presidents 

during this time and release time has been provided to eleven F&B employees to serve 

as Fellows.  Currently, an F&B female employee is a Fellow to the Vice President for 

Outreach. Refer to Appendix 12 for a list of F&B Fellows.   

F&B Sr. VP will serve as a mentor again in the 

near future. 

F&B continues to allow F&B women and people 

of color to participate as Fellows. 

#16 - Leadership Centre County is a community program that prepares individuals for 

community service leadership. The Sr. VP and F&B Leadership support the program 

for its value to the employee, F&B and the community.  Although F&B has provided 

release time and tuition for 13 people of color and 42 women (see Appendix 9), we 

have not formally assessed how this program has impacted their leadership 

participation in the community.   

F&B continues to support participation of F&B 

employees in the LCC program. 

Collect information on participants’ leadership 

roles after the program to assess its effectiveness. 

#17 - Since its inception, F&B employees has participated in the leadership team of the Continue to support F&B employee participation 
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Community Diversity Group.  The current co-chair is a member of the KI Team. The 

group’s mission is to provide diversity training and awareness to local merchants to 

help create a more welcoming climate. See the following website for details about the 

organization:  http://communitydiversitygroup.com/ 

in the Community Diversity Group. 

#18 - In an effort to increase Penn State business with MBEs and WBEs, the Manager 

of Supplier Diversity and the Diversity Contractor Liaison -- both African Americans -- 

have partnered with the Commonwealth of Pennsylvania’s Department of General 

Services to offer outreach activities in select markets of the state.  These sessions have 

not only increased our visibility, but have improved our relationship with State 

officials.  Accordingly they were asked to appear before the House Select M/W/DBE 

Committee in June 2009 to present Penn State’s efforts in this area. Refer to Appendix 

13 for an acknowledgement from the Department of General Services. 

More sessions will be planned across the state to 

help increase the number of MBEs and WBEs 

doing business with Penn State. 

#19 - We believe from anecdotal information that many of F&B’s underrepresented 

employees hold leadership positions in local organizations as well as at the state and 

national level.  However, there is no database to confirm this assumption. 

Develop a data collection method to determine 

F&B employee participation and leadership in 

professional and non-profit organizations. 

#20 - Employees in F&B are encouraged to participate in the Penn State Leader, 

Mastering Supervision and other leadership programs offered by HRDC.  

Obtain data from HRDC on the diversity of F&B 

participants in their leadership programs.  

#21 - On average, 100 women from F&B attend the Women’s Leadership Conference 

offered through HRDC.  Feedback has consistently been positive about this offering. 

Tuition and release time have been provided by the F&B administrative units.   

Continue to support F&B employee participation 

in this professional development opportunity. 

 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals  

Goals and Objectives Performance Indicators 

#1 - Although each unit within F&B may have their own orientation program for new 

employees, F&B has a unique program for all employees new to F&B to supplement 

the University’s New Employee Orientation.  The F&B orientation includes the 

following components: an overview of F&B and its strategic framework, promoting 

inclusion and respect in the workplace, customer service and business ethics and 

continuous improvement.   

Continue the F&B New Employee Orientation 

program. 

Ensure participation of all new employees to 

F&B in this program. 

#2 - In an effort to keep the Strategic Plan before F&B employees and other Provide sufficient copies to administrative offices 

http://communitydiversitygroup.com/
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stakeholders, a series of brochures was developed to highlight each KI.  Fostering 

Diversity was the first brochure completed in 2009.  These will be distributed 

throughout Penn State and externally, where appropriate. 

and diversity groups when the initial printing of 

300 is depleted. 

Determine how the brochures are being 

distributed throughout F&B and to related 

stakeholders. 

#3 - As of 7/1/2009, F&B KI Managers were formally added to the organizational chart 

of the Sr. VP.  Although, the employees holding these positions are still functionally 

accountable to their AUHs for their standing position, this alignment gives them the 

visibility and accessibility within F&B and the University to accomplish the goals of 

the F&B Key Initiatives (including Fostering Diversity). 

Maintain this reporting and accountability 

structure for the 2008-13 F&B Strategic Plan. 

#4 - Sustain organizational infrastructure (personnel, funding, and marketing) for the 

diversity supplier and construction initiatives.  Within OPP, there is the Diversity 

Contractor Liaison and within Procurement Services there is the Manager of Supplier 

Diversity. Their positions require educating employees about their function and 

purpose as well as establishing relationships with businesses and government officials.  

And both are charged with bringing more MBE/WBE partnerships to Penn State. 

However they both have additional responsibilities in their units beyond diversity.  

Refer to Appendix 14 for some of the accomplishment metrics. 

Assess the duties of these positions and determine 

if there is sufficient capacity to carry-out these 

diversity goals along with their other job 

responsibilities. 

#5 - The new F&B electronic dashboard will serve as an accountability tool for the Sr. 

VP. It will include the following diversity metrics: employee headcounts by race and 

gender, turnover and turbulence, applicant and interview pools, and professional 

development hours. 

Implement the dashboard in 2010 and begin to 

use the metrics as an accountability tool with 

F&B AUHs. 

#6 - In support of the Diversity Supplier Program in Procurement Services, F&B 

Leadership committed to using one MBE vendor for office furniture starting in 2008. 

This has required a culture shift in the buying practices within F&B.  The result has 

been an increase the vendors business with Penn State from $500,000 in 2007-08 to 

over $2.2 million in 2008-09.   

Procurement Services will continue to find 

MBE/WBE vendors that can be recommended as 

sole/primary suppliers for select goods and 

services. 

#7 - To date, the Diversity Contractor Liaison has primarily sought out construction 

companies to do business with.  However there are many MBE/WBE that provide 

professional services related to construction that he would like to establish business 

partnerships with. 

OPP will seek out WBE/MBE engineers and 

architects to consider for future business 

opportunities. 

#8 - F&B does not have a “multicultural officer,” however, the Manager of the Until a “multicultural officer” position is 
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Fostering Diversity KI Team acts in this capacity currently.  Lydia Abdullah reports 

directly to the Sr. VP for this Strategic Plan Key Initiative.  She is also a part of the 

F&B Leadership Team in this capacity and therefore assists in executive planning and 

decision-making.   

officially established in F&B, maintain the 

current organizational structure. 

#9 - Although the KI Manager does not manage a budget for Fostering Diversity 

activities, financial requests are made directly to the Sr. VP who handles them through 

his budget.  Approximately, $25,000 is allocated for the KI.  An additional $150,000 is 

set aside for the Diversity Mentoring and Internship Programs each year. 

Until a budget is established for diversity efforts, 

maintain financial support through the Sr. VP.  

#10 - To improve Penn State’s presence in the Harrisburg community and to connect 

with WBEs and MBEs in that area, representatives from the KI Team regularly attend 

the annual Heritage Breakfast and Legacy Breakfast. These are primarily attended by 

underrepresented business and governmental leaders.   

Continue to send representatives to these events 

to build fruitful relationships with these 

populations. 

#11 - The KI Manager continues to serve as the F&B liaison to the Equal Opportunity 

Planning Committee (EOPC) and reports to the Sr. VP for these initiatives. 

http://www.equity.psu.edu/eopc/ 

F&B will continue to be represented on EOPC. 

#12 - The Sr. VP and his wife have joined the Forum on Black Affairs (FOBA) – a 

community and university advisory group to President Spanier. At these events, the 

Horvaths have the opportunity to interact with underrepresented faculty/staff and 

community members on a social and activist level.  

Sr. VP will continue his membership in FOBA. 

#13 - Several F&B employees have served on the CFW, CORED and LGBTA through 

the years.  These experiences enrich the lives of the participants and assist the 

university in their diversity efforts.   

F&B will continue to support employee 

participation in these diversity groups. 

Devise a method to collect annual statistics on 

F&B participation on these commissions. 

#14 - The Manager of Supplier Diversity has joined the Pittsburgh Regional Minority 

Purchasing Council and regularly attends activities of the National Minority Supplier 

Diversity Council.   

Continued participation in these councils. 

The Diversity Contractor Liaison will seek out 

similar opportunities. 

#15 - Sr. VP meets with each AUH on a regular basis to discuss operational issues. The 

F&B Leadership team has regularly scheduled meetings with their direct reports and 

staff to share executive level information.  Each spring the Sr. VP hosts a retreat for 

300+ leaders within F&B to update them on the Strategic Plan KI’s (including 

Fostering Diversity).  And the Sr. VP periodically attends meetings/retreats in the 

Continue and reinforce this communication 

arrangement throughout the F&B organization. 

http://www.equity.psu.edu/eopc/
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administrative units to share his vision and to reinforce the tenants of the Strategic 

Plan. 

#16 - The Sr. VP will continue to communicate directly with all F&B employees 

through the F&B Newsletter and website.  Electronic mail systems for all F&B units 

will soon be compatible so that the Sr. VP can send emails to all F&B employees when 

needed. 

Continue to use the F&B website and Newsletter 

to share pertinent information to all F&B 

employees. 

Implementation of a unified mail system for F&B 

will be used for mass email communications. 

 

#17 - Each KI Manager must make quarterly reports to the Sr. VP and F&B Leadership 

team to provide updates on the goals and action items.  These updates become a part of 

the permanent minutes of these meetings. Updates are also given to the Sr. VP during 

regularly scheduled one-on-one meetings. The KI Manager also includes the status of 

the Framework to Foster Diversity goals in these updates.   

Continue this reporting process for the KI 

Manager. 

Start to include updates on the F&B diversity 

website.  

#18 - A status report of the 2007 F&B Diversity Climate Survey was prepared with 

direct input from AUHs in 2009. Best practices were extracted and areas for continued 

progress were identified.  Additional status reports will be required in the next 

reporting period to provide accountability from the AUHs. 

Requests annual status updates from the AUHs on 

the outcomes of the 2007 survey. 

#19 - As previously noted, annual employee headcount data is provided to the Sr. VP, 

F&B Leadership Team and the KI Team that is disaggregated by gender and race for 

each F&B work unit.  

The KI Manager will continue to prepare and 

analyze these reports each fall.  Additional 

demographic information will be added as it 

becomes available in the University’s employee 

database. 

#20 - Results of the 2008 Faculty/Staff Survey indicate that F&B ranks more favorably 

than the rest of the university on issues regarding diversity (see Appendix 5). These 

results will be used to identify best practices and “pockets” of problems in the 

organization.  Disaggregated results will be discussed with applicable Diversity Focus 

Groups. 

Resolve negative trends noted in the 2008 survey 

results. 

#21 - To address the issues of underrepresented/underserved populations within F&B, 

Focus Groups were established under the last Framework reporting period for the 

following: women, people of color, disabled, and LGBT. Since we have to rely on self-

identification of disabled employees, it has taken some time to gather a sufficient 

Now that there is a significant cohort of identified 

disabled employees for that Focus Group, a 

meeting will be schedule for early 2010 with the 
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number of participants to form that Focus Group. And based on the open-ended 

responses in the most recent surveys, a Focus Group was established in 2009 for White 

males.  They have met with the Sr. VP and KI Manager to discuss survey responses 

(i.e., “white male backlash”) and to learn about their role as affinity partners in our 

diversity endeavors. 

KI Manager and Sr. VP. 

KI Manager continues to meet with all Focus 

Groups to discuss the goals of the Framework to 

Foster Diversity reports and the F&B Strategic 

Plan Fostering Diversity Key Initiative. 

#22 - The KI Team has received requests to establish a Focus Group to address issues 

on religion.  Our open-ended survey responses indicate that there are some F&B 

employees that feel they are discriminated against because of their religious belief.  

Because there is no method to identify employees by their religious preference, seeking 

participants for such a Focus Group will require some effort. 

Forma Focus Group on religion after obtaining 

recommendations for participants from F&B 

Leadership. 

#23 - A fixed-term position was established in 2009 to build infrastructure for the Sr. 

VP and KI Manager for diversity programs and operations. However, this position has 

not yet been filled after two internal postings.   

Re-post the position after the description is 

revised. 

#24 - The University’s participation in the Opportunity Network for Employment 

(ONE) Program has provided opportunities for F&B to hire disabled employees in full-

time and part-time positions. Over the past 3 years, F&B has hired more than 40 

individuals through this program (mostly in Hospitality Services and Physical Plant). 

For program details see: http://www.ohr.psu.edu/diversity/services/one.cfm.  

Continue use this valuable resource in F&B. 

Determine if other units can use ONE 

participants. 

#25 - The Office of Human Resources provides diversity resources/programs for the 

entire University as well as for F&B: http://www.ohr.psu.edu/diversity/services.cfm.   

Steve Hayes, the Assistant Manager for Diversity Recruitment, Inclusion, and Special 

Programs, has purview for many of these endeavors.  

F&B will continue to provide financial and 

infrastructure support for these programs. 

#26 - Human Resources Development Center (HRDC) collaborates with the 

Affirmative Action Office to provide the University’s diversity education courses for 

employees.  Although there are a number of offerings, there are not enough facilitators 

to meet the needs of F&B (or the rest of the University).  Additionally, the resource 

materials are not adequate or current. The Sr. VP has directed the KI Team to work 

with both departments to replenish these needed resources. 

Refresh diversity resource materials in HRDC. 

Continue to pursue a resolution for the shortage 

of diversity educators in the University. 

#27 - Formal diversity goals have been a part of the F&B Strategic Plans since 1991 

under the leadership of 3 different Senior Vice Presidents. A Fostering Diversity Key 

Initiative has been included in the 2008-13 Strategic Plan.  The Framework to Foster 

Diversity will continue to be a primary component of this Key Initiative.  

Continue to keep diversity planning in the F&B 

Strategic Plans. 

http://www.ohr.psu.edu/diversity/services/one.cfm
http://www.ohr.psu.edu/diversity/services.cfm
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Appendix 1 

Finance and Business  
Fostering Diversity Key Initiative Team 

Lydia P. Abdullah, Key Initiative Manager 

Name & Title F&B Area & Address Phone  Email/Fax 
Lydia Abdullah 

Assistant Director for Reporting 

University Budget Office 

308 Old Main 
865-7641 

lpa1@psu.edu 

863-8050 

Duane Bullock 

Manager, Supplier Diversity & 

Environmentally Responsible 
Purchasing 

Auxiliary & Business Services 

101 Procurement Services Building 
865-5417 

dmb5@psu.edu 

865-3028 

Sharon R. Corl 

Maintenance Worker 

 

Office of Physical Plant 

Area Landscape 

50 Office of Physical Plant Bldg. 

865-2701 src140@psu.edu 

Vernon Davis 

Contractor Liaison 

 

Office of Physical Plant 

Design & Construction Division 

112 Office of Physical Plant Bldg. 

863-2520 

 

vld3@psu.edu 

865-1692 

Carol Eicher 

Director, Human Resources 

Auxiliary & Business Services 

Penn State Hospitality Services 
863-5071 ece2@psu.edu 
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Kofi Ofori 

Special Assistant to the Senior Vice 
President for Finance & 
Business/Treasurer 

Central Finance & Business 

208 Old Main 

865-6759 kno101@psu.edu 

863-8685 

Tyrone Parham 

Deputy Director  

University Police 

25 Eisenhower Parking Deck 

865-5458 tap3@psu.edu 

865-0466 

420 Penn Stater Conference Center  

Mary Jane Fisher 

Human Resources Coordinator 

University Budget Office 

308 Old Main 
865-7642 

mjf1@psu.edu 

863-8050 

Steve Hayes 

Senior Employment/Recruitment 
Specialist 

Office of Human Resources 

Box 31 Elliott Building 
865-1387 

lsh5@psu.edu 

865-3750 

Sharon Lucas 

Data Systems Manager 

Investment & Trust Management 

212 the 103 Building 

863-9159 sml20@psu.edu 

 

Jonathan McVerry 

Coordinator for Public Information 

Auxiliary & Business Services 

Marketing 

108 Hostetter Business Services 

867-0037 Jfm171@psu.edu 

863-0904 

Phillip Melnick 

Director, Building & Grounds 

Office of Physical Plant 

125 Office of Physical Plant Bldg. 

777-7027 prm1@nw.opp.psu.edu 

865-4839 

Judy Mudgett 

Manager of Internal Audit 

Internal Auditing 

404 Rider Building  

865-1288 jzm3@psu.edu 

 

mailto:kno101@psu.edu
mailto:sml20@psu.edu
mailto:Jfm171@psu.edu
mailto:prm1@nw.opp.psu.edu
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Susan Rutan 

Manager, Human Resources 

Office of Physical Plant 

102 Office of the Physical Plant 
Bldg. 

863-0671 smr9@psu.edu 

863-5763 

Roseann Sieminski  

Asst. Controller & Bursar 

Office of the Corporate Controller 

103 Shields Building 

865-6528 rks1@psu.edu 

865-2979 

Jayashree Sonti 

Director, Investment Operations 

Investment & Trust Management 

212 - The 103 Building 

863-9150 jns5@psu.edu 

863-9160 

Michael Zimmerman 

Staff Assistant VII 

Central Finance & Business 

208 Old Main 

865-6574 mrz3@psu.edu 

 

 

 



26 
 

 

Appendix 2 

 



27 
 

Appendix 3 

Finance & Business 

2009 Fixed-term Position Description 

 

Human Resources Specialist (Special Assistant for Diversity and Inclusion) Work Unit:  Senior 

Vice President for Finance and Business/Treasurer, Office of the Senior Vice President for 

Finance and Business/Treasurer  

Level:  00  

Type:  Exempt  
 
Responsible to the Vice President for Finance and Business (F&B) for development, 

coordination, measurement and implementation of programs and policies affecting the 

recruitment and retention of a diverse staff in F&B. Advance the programs and initiatives 

designed to address issues and concerns raised in the 2007 Finance and Business Diversity 

Climate Survey and the University’s 2004-09 Framework to Foster Diversity through close 

collaboration with the Diversity and Focus on People Key Initiative Teams. Develop strategies 

and institute processes to expand the pool of diverse and talented candidates from under-

represented groups for F&B positions. Serve as the F&B Diversity Intern Program liaison with 

the Office of Human Resources to market the program, identify internship opportunities and 

subsequent placement into permanent positions upon program completion. Develop and 

maintain strong working relationships with various University departments and relevant 

external organizations to expand F&B initiatives, which support recruitment and retention 

efforts for under-represented employees. Provide support counsel to the Vice President for 

Finance and Business on issues of inclusion and diversity. Attend meetings of F&B senior staff as 

appropriate. This job will be filled as a level 2, level 3, level 4, or level 5, depending upon the 

successful candidate’s education and experience. Minimum educational and work-related 

experience requirements are: Bachelor’s degree plus two years of related experience (Master’s 

degree with additional experience preferred) or an equivalent combination of education and 

experience. Excellent project management, communication, organizational and analytical skills 

are essential. Must possess the ability to work effectively with diverse populations as well as 

administrators. This is a fixed-term appointment funded for one year from date of hire with 

good possibility of re-funding. 
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Appendix 4 

 

 

 



29 
 

Appendix 5 

2008 Faculty/Staff Survey Results 
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Appendix 6 

Bryce Jordan Center - Diverse Performances 
(With attendance numbers) 

 

2008    T.I.,  Kardinal Offishall (6581) 

John Legend, Raphael Saadiq (2158) 

Earth, Wind & Fire (2352) 

Little Anthony & The Imperials, The Flamingos (1317) 

2007     Rihanna, Akon (6984) 

             Jordin Sparks, Flo Rida (cancelled due to illness) 

2006     Black Eyed Peas (8353) 

Sean Paul, Bubba Sparxx (3285) 

2005      Kanye West (8552) 

               Nelly, St. Lunatics, Murphy Lee ((3939) 

               BB King (3216) 

               Gladys Knight (1082) 

2004      Prince (10913) 

               Ludicris (3066) 

               Tracy Morgan (5695) 

2003      50 Cent (9466) 

2002      Janet Jackson    (8130) 

               Nelly      (6321) 

2001      Temptations, Spinners (2584) 

2000      Ricky Martin (9771) 

               Bill Cosby (5443) 

1999      Whitney Houston (5831) 

  Lenny Kravitz (3784) 

1998      Janet Jackson, Usher (8406) 

               Mary J Blige, Usher (2540) 

1997      Tina Turner (11375) 

               Gloria Estafan (9196) 
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Appendix 7 
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Appendix 8 

Finance & Business: Diversity Internship Program Participants 

 

          

             Start 
Date 

Intern Hired Results 
During/After 
Internship 

F&B/PSU Hiring  
Unit 

PSU 
Termination 
Date 

 F&B 
 Rehire 
 Date 

1 1/14/2002 
 

Kofi Ofori Full-time 
June 2002 

Left to accept 
another offer 

Business Services 6/27//2003 4/20/09 

2 8/26/2002 Sonya Sessoms Full-time 
Jan. 2003 

Left to pursue 
graduate degree 

Corporate Controller 8/11/2004 
 

 

3 9/16/2002 Juan Tabon 
 

Full-time 
March 2003 

Left to accept 
another offer 

Physical Plant 
 

5/20/2004 
 

 

4 9/16/2002 
 

Ferris Joanis 
 

Full-time 
March 2003 

Left to accept 
another offer 

Physical Plant 
 

9/12/2003 
 

 

5 7/14/2003 
 

Luke Phan 
 

N/A Left to accept 
another offer 

University Budget Office N/A  

6 8/4/2003 
 

O'Ryan Goring 
 

Part-time 
Feb. 2004 

Left to accept 
another offer 

Hospitality Services 
 

5/31/2007 
 

 

7 10/14/2003 
 

Boswell Lecky 
 

Full-time 
April 2004 

Left to accept 
another offer 

Housing 
 

10/14/2003 
 

 

8 9/1/2003 
 

Sonali Dalal 
 

Full-time 
March 2004 

Current F&B 
employee  

Investment Management N/A  

9 9/22/2003 
 

Gregory Jenkins 
 

Full-time 
March 2004 

Left to pursue 
graduate degree 

Physical Plant 
 

6/17/2004 
 

 

10 6/7/2004 
 

Kenesha Bentley 
 

Full-time 
Dec. 2004 

Left to accept 
another offer 

Human Resources 6/29/2007 
 

 

11 11/22/2004 
 

Juanita Bowser 
 

Full-time 
May 2005 

Left to pursue 
graduate degree 

Corporate Controller 8/18/2006 
 

10/16/09 

12 3/1/2005 
 

Jasmine Gates 
 

Full-time 
Sept. 2005 

Left to return to 
Buffalo, NY 

Auxiliary Services 
 

8/8/2006 
 

 

13 2/1/2006 
 

Jason Godinez 
 

Full-time 
Aug. 2006 

Current F&B 
employee 

Corporate Controller N/A  

14 8/1/2006 Asmara 
Gebremedhin 

Full-time 
June 2007 

Left for family 
reasons 

Auxiliary Services 
 

9/26/2008 
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15 6/1/2007 
 

Greg Humphrey 
 

Part-time 
July 2008 

Left to accept 
another offer 

Hospitality Services 
 

9/1/ 2009 
 

 

16 2/1/2008 
 

Andre McLeod 
 

N/A Left for another 
position in PSU 

Residence Life N/A  

17 5/1/2008 
 

Lee Barney 
 

Full-time 
Nov. 2008 

Current F&B 
employee 

H&FS - Behrend N/A  

18 8/1/2008 
 

Emily Tan 
 

Part-time 
Jan. 2009 

Graduated and 
left the area 

Hospitality Services 
 

8/1/2009  

19 11/7/2008 Milea Perry Full-time 
Aug, 2009 

Current F&B 
employee 

Physical Plant 8/1/2009  

20 7/8/2009 
 

Jillian Crayton  Current Intern Auxiliary Services   

21 7/8/2009 
 

Stacy Hollar 
 

 Current Intern Auxiliary Services 
 

  

22 7/8/2009 
 

Larry Murray 
 

 Current Intern Auxiliary Services 
 

  

23 8/19/2009 
 

Cleon Smith 
 

 Current Intern H&FS - Berks   

 

               

                            

Rehired in F&B as of 12/31/09: 

Kofi Ofori is the Special Assistant to the Senior VP for Finance & Business 

Juanita Bowser is the Assistant Coordinator for Research Contracts
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            Appendix 9 

Leadership Centre County 

Participants from Finance & Business 

(Sponsoring Unit and Class Year) 

Women 

Cynthia King               Office of Human Resources -- 1993 

Lydia Abdullah*          University Budget Office -- 1994 

Rachel Miller                Office of Human Resources -- 1994 

Roseann Sieminski*     Corporate Controller -- 1996 

Deb Meder*                  Corporate Controller-- 1996 

Terri Parker*                Office of Physical Plant -- 1996 

Gail Hurley*                  Auxiliary & Business Services -- 1996 

Sandy Vactor              Office of Human Resources -- 1996 

Fran Levin*                  Auxiliary & Business Services -- 1998 

Edie Hertzog               University Budget Office – 1999 

Jan Grasser                 Corporate Controller -- 2000 

Judy Moyer                  Auxiliary & Business Services -- 2000 

Sandra Podgurski        University Police -- 2000 

Joan Coble                   Finance & Business Central -- 2001 

Carol Eicher*                Auxiliary & Business Services -- 2001 

Carolyn Fisher              Auxiliary & Business Services -- 2001 

Kim Patishnock*           Corporate Controller -- 2001 

Sue Cromwell              Office of Human Resources -- 2002 

Edna Melendez           Auxiliary & Business Services -- 2002 

Pam Fuller                   Corporate Controller -- 2002 

Diane Byron                 Auxiliary & Business Services – 2003 

Lynn DuBois*               Auxiliary & Business Services – 2003 
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Michele Newhard         Auxiliary & Business Services – 2003 

Janine Andrews           Office of Human Resources -- 2004 

Carol Griffin                  Office of Human Resources -- 2004 

April Martell                  Auxiliary & Business Services -- 2004 

Sue Sampsell*                Corporate Controller -- 2004 

Sue Wiedemer*            Corporate Controller -- 2004 

Mary Jane Fisher         University Budget Office – 2005 

Dorothy Green             Office of Physical Plant -- 2005 

Deb Johnson                Auxiliary & Business Services -- 2006 

Joann Dornich             Auxiliary & Business Services -- 2007 

Eunice Enciso-Herbert     Auxiliary & Business Services – 2007 

Sharon Bryzctak          Auxiliary & Business Services – 2008 

Wendy Jones*              Auxiliary & Business Services – 2008 

Susie Blauer   Auxiliary & Business Services – 2009 

Kim Belcher*    Central F&B – 2010 

Stephanie Brooks-Delaney Police Services – 2010 

Judith Larkin   Office of Physical Plant – 2010 

Maureen Riedel*  Auxiliary & Business Services – 2010 

Kimberly Snyder*  Auxiliary & Business Services – 2010 

 

People of Color 

Cynthia King               Office of Human Resources -- 1993 

Lydia Abdullah*          University Budget Office -- 1994 

Terri Parker*                Office of Physical Plant -- 1996 

Sandy Vactor              Office of Human Resources -- 1996 

Steve Hayes                Office of Human Resources -- 1998 

Duane Bullock             Auxiliary & Business Services -- 2000 

Mi A Kim                      Office of Physical Plant -- 2002 

Edna Melendez           Auxiliary & Business Services -- 2002 

Ricardo Veruete          Auxiliary & Business Services -- 2006 
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Eunice Enciso-Herbert     Auxiliary & Business Services – 2007 

Tyrone Parham*         University Police – 2007 

Cliff Holmes                Auxiliary & Business Services – 2008 

Jay Sonti*   Investment Management – 2010  

 

*indicates currently in a leadership position in F&B 
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Appendix 10 

Official Finance & Business Annual Reporting Counts (Full-time Only) Tuesday, November 24, 2009 
     

            

Headcount 
as values 

2009 2008   

White Minority Undeclared *Ethnicity White Minority Undeclared *Ethnicity   

Auxiliary & Business Services Bryce Jordan Center Femal
e 

6 0 0 6 8 0 0 8   

Male 24 0 0 24 22 0 0 22   

*Gend
er 

30 0 0 30 30 0 0 30   

Business Services Femal
e 

87 6 0 93 86 5 0 91   

Male 103 4 0 107 98 3 0 101   

*Gend
er 

190 10 0 200 184 8 0 192   

Bus Oper - Other Loc Femal
e 

6 0 0 6 5 0 0 5   

Male 1 0 0 1 1 0 0 1   

*Gend
er 

7 0 0 7 6 0 0 6   

Div Food Services Femal
e 

176 3 0 179 168 4 0 172   

Male 159 7 0 166 152 6 0 158   

*Gend
er 

335 10 0 345 320 10 0 330   

Div Housing Femal
e 

133 5 0 138 129 6 0 135   

Male 54 2 0 56 56 2 0 58   

*Gend
er 

187 7 0 194 185 8 0 193   

HFS - Other Locations Femal
e 

117 8 0 125 113 8 0 121   

Male 60 8 0 68 55 8 0 63   

*Gend
er 

177 16 0 193 168 16 0 184   
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Hospitality Services Femal
e 

109 4 0 113 107 5 0 112   

Male 103 8 0 111 96 9 0 105   

*Gend
er 

212 12 0 224 203 14 0 217   

Housing & Foods Femal
e 

56 5 0 61 55 3 0 58   

Male 61 0 0 61 57 0 0 57   

*Gend
er 

117 5 0 122 112 3 0 115   

University Airport Femal
e 

3 0 0 3 3 0 0 3   

Male 23 0 0 23 22 0 0 22   

*Gend
er 

26 0 0 26 25 0 0 25   

Auxiliary & Business Services 1281 60 0 1341 1233 59 0 1292   

Corporate Controller Controller Femal
e 

101 4 1 106 96 4 0 100   

Male 37 2 0 39 38 2 0 40   

*Gend
er 

138 6 1 145 134 6 0 140   

Corporate Controller 138 6 1 145 134 6 0 140   

F & B at Hershey Medical Center College of Medicine Femal
e 

1 0 0 1 1 0 0 1   

Male 2 0 0 2 2 0 0 2   

*Gend
er 

3 0 0 3 3 0 0 3   

F & B at Hershey Medical Center 3 0 0 3 3 0 0 3   

Office of Human Resources Human Resources Femal
e 

67 1 0 68 66 3 1 70   

Male 18 4 1 23 18 4 1 23   

*Gend
er 

85 5 1 91 84 7 2 93   

Office of Human Resources 85 5 1 91 84 7 2 93   

Office of Internal Audit Internal Audits Femal
e 

3 0 0 3 3 0 0 3   

Male 6 0 0 6 6 0 0 6   

*Gend
er 

9 0 0 9 9 0 0 9   

Office of Internal Audit 9 0 0 9 9 0 0 9   
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Office of Investment 
Management 

Investment 
Management 

Femal
e 

4 3 0 7 3 3 0 6   

Male 2 0 0 2 2 0 0 2   

*Gend
er 

6 3 0 9 5 3 0 8   

Office of Investment Management 6 3 0 9 5 3 0 8   

Office of the Senior Vice President Central Fin/Business Femal
e 

7 0 0 7 8 0 0 8   

Male 7 1 0 8 8 0 0 8   

*Gend
er 

14 1 0 15 16 0 0 16   

Office of the Senior Vice President 14 1 0 15 16 0 0 16   

Office of Physical Plant Physical Plant Femal
e 

269 5 0 274 275 4 0 279   

Male 921 13 0 934 929 13 0 942   

*Gend
er 

1190 18 0 1208 1204 17 0 1221   

Office of Physical Plant 1190 18 0 1208 1204 17 0 1221   

University Budget Office University Budget Office Femal
e 

16 1 0 17 16 1 0 17   

Male 15 0 0 15 15 0 0 15   

*Gend
er 

31 1 0 32 31 1 0 32   

University Budget Office 31 1 0 32 31 1 0 32   

University Police Safety/Envir Svcs Femal
e 

16 2 0 18 13 2 0 15   

Male 44 2 0 46 47 2 0 49   

*Gend
er 

60 4 0 64 60 4 0 64   

University Police 60 4 0 64 60 4 0 64   

*Reporting Admin Area 2817 98 2 2917 2779 97 2 2878   
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  Appendix 11 

Finance & Business: Employee Headcounts 

By Race & Gender 

              

              Headcount 

as values 
2009 2008 2007 2006 2005 2004 2003 2002 2001 2000 1999 

 

White Female 1176 1154 1133 1131 1105 1123 1125 1115 1106 1107 1070   

Male 1638 1622 1604 1554 1547 1467 1421 1391 1380 1373 1326   

*Gender 2814 2776 2737 2685 2652 2590 2546 2506 2486 2480 2396   

Asian American Female 12 13 9 10 11 11 11 9 7 9 10   

Male 7 7 8 9 7 8 5 5 6 5 3   

*Gender 19 20 17 19 18 19 16 14 13 14 13   

African American Female 17 18 17 15 16 15 15 16 16 17 21   

Male 35 30 29 33 31 31 32 31 28 34 31   

*Gender 52 48 46 48 47 46 47 47 44 51 52   

Hispanic Female 15 15 13 10 11 10 8 8 3 4 4   

Male 8 9 7 5 4 5 5 5 4 4 4   

*Gender 23 24 20 15 15 15 13 13 7 8 8   

American Indian Female 3 2 2 2 2 3 3 3 5 5 3   

Male 1 3 3 3 3 3 3 2 2 2 2   

*Gender 4 5 5 5 5 6 6 5 7 7 5   

Undeclared Female 1 1 1 0 0 0 0 0 0 0 0   

Male 1 1 0 0 0 0 0 0 0 0 0   

*Gender 2 2 1 0 0 0 0 0 0 0 0   

*Ethnicity 2914 2875 2826 2772 2737 2676 2628 2585 2557 2560 2474   
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Appendix 12 

Finance & Business Administrative Fellows  
(Program Year/Fellow/Vice President Mentor) 

 

1986-87  

Patricia Farrell  (Steve Garban) 

1987-88 

Mary M. Dupuis  (Steven Garban) 

1988-89 

Roseann K. Sieminski  (Steven Garban) 

1989-90 

Lydia P. Abdullah*  (Steven Garban) 

1990-91 

Edie C. Hertzog  (Steven Garban) 

1991-92 

Silvia Cabrera*  (Steven Garban) 

1992-93 

M. Rachel Miller  (Steven Garban) 

1993-94 

Janeen M. Grasser  (Steven Garban, Gary Schultz, James Wagner) 

1994-95 

Cynthia L. King*  (Gary Schultz & James Wagner) 

1995-96 

Robin L. Anderson  (Gary Schultz) 

1996-97 

Gail A. Hurley  (Gary Schultz) 
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1997-98 

Terri L. Parker* (Gary Schultz) 

1998-99 

Linda C. Strauss  (Gary Schultz) 

1999-2000 

Susan J. Wiedemer  (Gary Schultz) 

2003-04 

Edward N. Thompson*  (Gary Schultz) 

2004-05 

Rachel Smith  (Gary Schultz) 

2008-09 

Jody M. Heckman  (Gary Schultz) 

 

 

*indicates a person of color 

  



44 
 

Appendix 13 

From: Levy, U. Harold [mailto:hlevy@state.pa.us]  

Sent: Wednesday, April 29, 2009 11:26 AM 

To: Duane Bullock; Speaks, Peter; Waters-Perez, Kathryn; Poticher, Charles; Anderson, Oslwen; 

Nuppnau, Gayle 

Cc: vld3; Burwell, Curtis; Joyce Haney; 'GCS2@psu.edu'; 'AGH12@psu.edu'; 'WTJ1@psu.edu' 

Subject: RE: PSU/DGS outreach last week 

Dear Duane:                                                                                           

 Thank you for your kind note! On behalf of the Commonwealth of Pennsylvania, Department of General 

Services, Bureau of Minority and Women Business Opportunities, I / we would like to thank you again for 

your friendship and graciousness in providing conference space at the Penn State Great Valley Campus 

last week.  

 Peter Speaks, Deputy Secretary and Special Advisor to the Governor for Minority, Women Owned and 

Disadvantaged Business Development, Kathryn Waters-Perez, Director of Bureau of Minority and Women 

Business Opportunities, Charlie Poticher, Contract Compliance Officer, Gayle Nuppnau, Procurement 

Liaison, Oz Anderson, Construction Liaison, Curtis Burwell, EEO Manager, as well as many others who 

were in attendance, said what a wonderful event this was made even nicer by the beautiful facilities and 

the great refreshments!  

 Additionally, I cannot say enough nice things about the great job you and Vernon did on your 

presentations. You guys are the best!  I would also like to thank the administrative staff at the Penn State 

Great Valley Campus for their professionalism and help in seeing our guests to the program.  

 Once again, I want to thank you for your kindness, generosity, help and friendship. We look forward to 

partnering with you and doing what we can to connect minority and women businesses with real 

opportunities. Whatever I / we can do to assist you, please let me know. 

 Warm regards, 

 U. Harold Levy 

Eastern Regional Representative 

Department of General Services 

Bureau of Minority and Women Business Opportunities 

State Office Building, Rm. 209 

1400 Spring Garden Street 

Philadelphia, PA 19130 

215-965-1105 

215-965-5401 (Fax) 

Hlevy@state.pa.us 

mailto:Hlevy@state.pa.us
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           Appendix 14 

Minority and Women Owned Business Expenditures 

 

 

  Diverse $'s Diverse %'s Minority $'s Minority %'s Women Owned $'s Women Owned %'s Min/WO $'s Min/WO %'s 

06/07 $22,016,744 5.20%  $4,713,698 1.03% $17,577,234 3.84%  NA NA  

07/08 $30,786,994 6.10% $7,128,320 1.41% $17,569,821 3.48% $6,088,853 1.21% 

08/09 $36,732,905 6.70% $11,596,789 2.11% $22,228,625 4.05% $2,907,491 0.53% 
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Percentage of Diverse, Minority/Women Owned, Minority and Women Owned Business 

By Area and by Fiscal Year 
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               NOTE:    1. The Diverse Business category= (Minority/WO + Minority + Women Owned Businesses). 

2. “Min/WO” business is a business that is both minority and women-owned.  In 2007/2008 we began reporting  Min/WO business as 

a unique category of business. 
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PENN STATE UNIVERSITY'S EFFORTS TO INCREASE  

PARTICIPATION OF MINORITY AND WOMAN-OWNED VENDORS 

 

Penn State University continues to encourage business with minority and woman-owned business enterprises and to 

assure equal opportunity to all vendors. Our efforts include: 

1. Penn State Procurement Services has a full-time Manager of Supplier Diversity.  The position was developed in 
2003 and maintains a strategic plan with the perpetual goal of increasing contractual commitments and 
procurement activity with diversity suppliers (minority, woman-owned, historically underutilized business zone, 
veteran and service disabled veterans.) 

 

2. Penn State actively participated in the Western Pennsylvania Minority Supplier Development Council 
(WPMSDC).  New sources of supply have been developed through our association with them and our Manager 
attended their quarterly General Membership meetings held in Pittsburgh, Pa representing Penn State University. 

 

3. Purchasing Agents requested additional sources of minority and woman-owned distributors from manufacturer’s 
representatives.   

 

4. The Purchasing office solicited information from other educational institutions to obtain possible sources. 
 

5. We distributed a Penn State brochure to diverse suppliers and departments that details our Supplier Diversity 
Program and its objectives. 

 

6. Supplier Diversity Manager and Applied Research Lab Purchasing personnel attended the National Minority 
Supplier Development Council Trade Fair in October 2008.  This is an annual trade fair with breakout sessions 
and networking opportunities between large corporations and smaller firms on the national level. 

 

7. We continue to meet with prospective minority and woman-owned businesses at University Park and introduce 
them to end-users within the various departments.  The Supplier Diversity Manager serves as the liaison 
between the MBE/WBE’s and the University community. 

 

8. A website has been established and utilized for the Supplier Diversity Program enabling departments to go on 
line for a selection of reputable minority and woman-owned businesses.  View our website at 
http://www.purchasing.psu.edu/diversity. 

 

9. The Supplier Diversity Manager and the Office of Physical Plant Construction Liaison exhibited at the 2008 
Pittsburgh Regional Minority Purchasing Council’s Business Opportunity Fair on May 7-8th in Pittsburgh, Pa.  This 
annual event brings buyers and sellers together and is an extraordinary way to identify new suppliers, nurture 
existing relationships and reaffirm our minority business commitment. 

 

10. Purchasing Services has a second tier purchasing arrangement with VWR Scientific (our primary scientific supply 
source), OfficeMax (our primary office supply vendor) Dell Computer, Apple Computer and Grainger to promote 
the use of minority distributors and manufacturers. 

 

http://www.purchasing.psu.edu/diversity
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11. Supplier Diversity Manager presented testimony before the Pennsylvania State House Select M/WDBE 
Committee in Harrisburg about Penn State’s involvement with diverse suppliers and the overall Supplier Diversity 
program and Construction Diversity established.  This testimony before Chairman and State Representative Jake 
Wheatley and committee members touched upon Outreach, Education and Developments over the past year as 
well as gave strategies for improving growth.    

 

12. Supplier Diversity Manager continues to share information with PSU’s Physical Plant Staff about our Supplier 
Diversity Program and how it can impact their area of construction projects.  Supplier Diversity Manager 
continues to work in conjunction with the Office of Physical Plant’s Diversity Construction Liaison, (Vernon L. 
Davis). 

 

13. Supplier Diversity Manager and OPP Construction Liaison did an outreach of “How to do Business with Penn 
State” to small businesses in McKeesport, Pa.  The event was hosted by DGS (Department of General Services) 
and was held at the Penn State Greater Allegheny Campus in April 2008. 

 

14. Supplier Diversity Manager hosted the first Grant Research Supplier Fair in June 2009 designed to showcase 
diverse suppliers to the Penn State Scientific/Research community.  We intend to host this type of fair annually in 
an effort to increase business with these firms. 

 

15. Over the past year our Supplier Diversity Manager worked closely with the Applied Research Lab’s Supplier 
Diversity contact person.  He helped coordinating efforts to include ARL on joint ventures pertaining to diversity 
spending and will continue to do so in the future. 

 

16. Supplier Diversity Manager attended the “Meet the Directors of Diversity” networking session in Hershey, Pa in 
October 2008.  This event was hosted by Vera Cornish and PSU was invited to present and network with other 
Corporations working with Supplier Diversity. 

 

17. Supplier Diversity Manager attended the Small Business Administration Mid-Atlantic Alliance Fair & Matchmaking 
Session representing Penn State’s Purchasing Department in March 2009.  This included networking 
opportunities and participating in a matchmaking table event where suppliers rotated in and out every 10-15 
minutes. 

 

18. Supplier Diversity Manager and OPP Construction Liaison did an outreach of “How to do Business with Penn 
State” to small businesses in Malvern, Pa.  The event was hosted by DGS (Department of General Services) and 
was held at the Great Valley Campus in Malvern, Pa. in April2008. 
 

19. In the process of developing MBE/WBE Utilization Guidelines for Penn State University’s Finance and Business 
operations to implement at all levels in an effort to increase business with diverse suppliers.  Working closely with 
Kofi Ofori, Special Assistant to the Senior Vice President for Finance & Business/Treasurer. 

 

 


