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Penn State Beaver has made important strides with diversity initiatives, particularly in areas of international 
opportunities for students and strategies to support at-risk students. Limited information appears to exist 
regarding ways to improve climate pertaining to other diversity issues, primarily sexual orientation and, to 
some extent, students, faculty and staff with disabilities. It also appears that community service outreach 
initiatives, while important for student development, may not necessarily contribute to exposure of diverse 
populations, without additional information. Finally, although the Campus Diversity Mission Statement makes 
it clear that the Campus will not accept discrimination or harmful behavior or actions, the lack of specificity in a 
diversity definition is a shortcoming of the plan. The data being collected should be included as the Campus 
implements the plan. 
 
RESPONSE: Since implementation, the Gay-Straight Alliance (GSA) has formed with a faculty advisor. 
Workshops regarding LGBTA were conducted for faculty/staff & students. Also, a significant number 
of Beaver personnel have joined the PSU LGBT Ally network to impact campus climate.  
 
The campus continues to make ADA upgrades to facilities, including renovation to create dorm rooms 
to accommodate students with disabilities. 
 
Students involved in service learning activities are often supporting local social service agencies.  
In many instances, the populations being served have a significant minority segment.  
 
The campus has adopted “enhancing cultural competency” as one approach to define and support 
campus diversity. Cultural Competency is defined as “enhancing knowledge and understanding 
related to cultural identities, identifying similarities and differences across cultures and articulating 
this with others, and supporting pride among various cultural groups”. This activity is supported by a 
structured group of cultural programming that is often linked to academic programs.  
 
Significant process, support and informational improvements have and will continue to occur related 
to students with disabilities as directed by our campus strategic plan.  
 

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

• It is positive that intercultural learning competencies are being identified for Campus programs and 
initiatives.  

• The review team was unclear how student service learning opportunities affiliated with businesses, 
schools and organizations will increase diverse understanding. RESPONSE: Student engagement 
with clients and services in these arenas, especially social service organizations, provides 
hands-on interaction and exposure to many diverse human needs, socio-economic issues, 
public policy impacts, and a host of other concerns. This is a strong educational approach 
often shown in the service-learning literature. As mentioned above, the populations served 
often times have a significant minority component and the campus views diversity in a very 
broad sense to include socio-economic status.  

• It is praiseworthy that students are introduced to diversity issues as part of orientation and FYS 
initiatives; evaluating the effectiveness of these initiatives would provide an indication of the impact on 
understanding diversity. RESPONSE: The effectiveness of these initiatives is measured through 
campus specific questions added to the first-year and student satisfaction surveys. The first-
year student survey content mirrors the student satisfaction survey. Those questions along 
with the percentage of positive responses for the 2009 student survey are given below: 
 
1. I have learned about people of different races and ethnic groups while at Beaver. Positive 

response – 52.5% 
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2. I have met and interacted with individuals whose family and/or economic background is 
different than mine. Positive response – 77.5% 

3. I have made friends with a student whose race or culture was different than mine while at 
Penn State Beaver. Positive response – 75.8% 
 

Challenge 2: Creating a Welcoming Campus Climate 
• Developing a list of local childcare providers to assist students, faculty and staff who have childcare 

needs is noteworthy.  
 

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

• Several initiatives focus on adult learners. Other underrepresented/underserved groups are likely to 
benefit from focused efforts as well. The review team believes it would be helpful to position the 
activities for recruitment and retention in the context of the Campus and the opportunities provided 
within the community it serves. RESPONSE: The campus has established a veteran’s support 
group on campus and hosted a veteran’s fair in collaboration with area employers. The 
admissions office continues to conduct targeted programs for several area high schools with 
significant underrepresented populations. 

• Developing an “early alert” team of personnel to monitor progress of “at risk students,” as well as 
providing annual faculty/staff training to better support these students, is a proactive approach.  

• Greater refinement and disaggregation of the demographics would provide more precision in the plan 
as a baseline for monitoring progress. For example (e.g., 13.2% underrepresented students could be 
disaggregated to show the percentage of students from each component demographic category.)  
RESPONSE: For the Fall of 2009 the breakdown by category is as follows: Native American 
(0%), African American (7%), Asian (2.2%), Hispanic (2.3%), Native Hawaiian (0%), Two or More 
Races (1%), and International (0.1%). 

• A strength of the plan is the effort to enhance climate via student-focused activities (e.g., student 
organizations, trips, and visiting lecturers). Additionally, the plan indicates support for diverse student 
organizations. Specifying the type and level of support as well as which organizations are involved will 
be valuable to document as the plan is implemented.  
 

Challenge 4: Recruiting and Retaining a Diverse Workforce 
• Considering diversity as a campus unit-specific factor in SRDPs is a strength. It was unclear, however, 

whether evaluations of faculty and technical-service personnel include diversity as part of the review 
process. RESPONSE: Support of diversity is a required field in the faculty activity report and is 
also included as part of the annual faculty review letter prepared by the Director of Academic 
Affairs, Chancellor, and Department Head (if appropriate). This has not been done with 
technical-service employees.  

• How do rewarding faculty and staff to pursue community outreach contribute to this Challenge? 
RESPONSE: Community outreach often connects campus faculty and staff with individuals 
from underrepresented groups. Having the opportunity to expose the community to Penn State 
may help generate interest in seeking employment at the campus. However, we would agree 
this is not a primary driver. 

• Establishing experience-based questions for interviews is positive and serves a more constructive role 
than more traditional approaches to sharing diversity-related information. This approach could be 
applied to all faculty and staff positions  

• Funding provided to support faculty/staff workshops on diversity topics is noteworthy.  
• Information about the frequency, topics, and how participation will be acknowledged regarding the 

faculty/staff workshops on diversity was not provided. RESPONSE: Workshops specifically for 
faculty have been part of the fall and spring general faculty meetings. These sessions have 
focused on issues surrounding students with disabilities, student referral and intervention, 
and several workshops on the “millennial student”. Broader campus-wide diversity programs 
are provided via the office of student activities with staff/faculty encouraged and supported to 
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attend. These types of events and other contributions are reported via staff SRDP and faculty 
activity reports and participation is noted in the annual evaluation process. 

• Where appropriate, professional development could integrate faculty and staff diversity programming. 
• As noted in earlier Challenges, the review team is unsure how service learning contributes to diversity 

understanding. 
 

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

• A strong commitment for international experiences for students and faculty is evident. Additionally, the 
plan to identify cultural competencies is noteworthy. A necessary aspect will be to determine how 
competencies will be measured. 

• The plan’s strategic indicators include two satisfaction survey items pertaining to global diversity and 
study abroad. The review team notes that “satisfaction” feedback is not a sufficient assessment of 
attitudes toward diversity, diversity competence, or level of exposure to diverse topics. RESPONSE: 
As noted in an earlier response, while the questions are part of the student satisfaction survey 
they are worded in a way that allows the campus to gage the impact of these activities. 
 

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

• The efforts to tie diversity programming attendance to staff and faculty performance review and 
reward processes are noteworthy.  

• Consideration of other criteria to evaluate programming impact beyond attendance seems necessary 
and could be useful in demonstrating how attitude, knowledge, and behaviors are impacted. 
 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
• The Challenge has not been adequately addressed in the Framework diversity strategic plan.  

RESPONSE: By including diversity as part of the campus strategic plan, the campus 
leadership and strategic committee members signaled that supporting and enhancing campus 
diversity is an important initiative for the campus. The format of the both the strategic plan and 
framework for diversity plan lists action items, timelines for completion, and the responsible 
party. To assure that the campus plans are followed and implemented, the campus leadership 
team, which includes directors and the chair of the faculty, review and update the progress on 
all action items semi-annually. This assures items noted in the plans are accomplished. The 
reviews include a written update for each action item, with the entire plan update available on 
the website for anyone to review. For example, the January update includes the following: 

2.A.1. Examine both the charge and appointments to the Campus Climate and Diversity 
Committee considering a faculty co-chair model to foster greater campus ownership. 
(Chancellor/DSA/DAA; Annually) 
 
1/10 – Committee appointments continued with one staff and student member added as 
replacements. Significant work completed fall 2009 regarding charge via assessments 
conducted for the Framework to Foster Diversity 2010-15 strategic plan. 
 

Even though the entire update is available on the website, the Chancellor updates both faculty 
and staff on key initiatives at the general meetings held each fall and spring. With this 
approach the strategic initiatives, many of which support diversity goals, are completed in the 
designated time frame. The first formal review of the Framework to Foster Diversity plan will is 
scheduled for mid-June, and will be completed semi-annually over the life of the plan.  


