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Diversity is at the core of Penn State Brandywine’s vision statement: “The students, faculty and staff of Penn 
State Brandywine will embody the cultural, economic, and social diversity that constitutes the 21st century 
landscape […]” The centrality of diversity in Penn State Brandywine’s vision for itself emerges in the direct 
correspondence between the Campus’ 2010-15 diversity strategic plan and its 2008-2013 general strategic 
plan, Penn State Excellence in Your Backyard: Developing Regional Talent for Global Success. Goals from 
the diversity strategic plan align with all seven overall strategic goals for the Campus. Appendix A—
Comparison of Strategic and Diversity Goals—is particularly effective. The vision statement included in the 
introduction is excellent. It references diversity, but that alone is not sufficient. The review team strongly urges 
Penn State Brandywine to formulate a definition of diversity that will serve to guide their efforts toward building 
an inclusive campus environment. RESPONSE: Brandywine has chosen to keep its definition of 
diversity, which appeared in its last plan and was adapted from the University of Oregon. The concept 
of diversity encompasses acceptance and respect. It means understanding that each individual is 
unique, and recognizing our individual differences. These can be along the dimensions of race, 
ethnicity, gender, sexual orientation, socio-economic status, age, physical abilities, religious beliefs, 
political beliefs, or other ideologies. It is about understanding each other and moving beyond simple 
tolerance to embracing and celebrating the rich dimensions of diversity contained within each 
individual. Overall, the initiatives identified to promote diversity at Penn State Brandywine are thoughtful and 
comprehensive; however, projected outcomes stated exclusively as percentages are somewhat problematic. 
For example, the plan states that the Campus projects an increase in diversity among faculty and staff by a 
minimum of 1% per year. With a total of 66 faculty members, to attain the projected increase, the Campus 
would only have to hire one (0.66) new underrepresented faculty member annually. Is this sufficient? 
RESPONSE: The Diversity Committee and Strategic Planning committee will review this in September. 
With the limited number of fulltime hiring opportunities, there are years when only one or two 
vacancies become available. We have the most opportunity for change with our part-time and adjunct 
faculty. Continuing to diversify our faculty and staff will continue to be a priority for the campus. Open 
questions from the review team include the scope of responsibility for the Diversity Committee and the 
accessibility for students of the “unofficial network” of faculty and staff who respond to campus climate issues. 
RESPONSE: We acknowledge these concerns and will work to address them in the coming years of 
the plan. As mentioned in our last report, the Diversity Committee will be responsible for identifying 
issues, recommending initiatives and working with the Chancellor and the campus community to 
ensure that our goals are being met. 

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

• Creating the planned Brandywine “Diversity Principles” will contribute positively to the campus climate. 
Who will be responsible for development and accountable for implementation? RESPONSE: The 
Diversity Committee will assume responsibility for the development of the principles with the 
Chancellor taking on the responsibility of overseeing the implementation. 

• Emphasizing cultural competence beyond tolerance is appropriate. How does Brandywine define 
cultural competence? RESPONSE: Our Director of Student Affairs recently published an article 
in an online diversity newsletter with and audience of over 1600. What follow is his thoughts 
that are expressive of Brandywine’s vision: “We define cultural competence as the ability to 
transcend tolerance; moving to a position of articulating someone else’s world view. To be 
able to identify with someone’s view even if you have not had that experience. To be able to 
not just tolerate, but to celebrate diversity. To not simply ‘put up’ with people. In order for true 
understanding we must go beyond what is politically correct. Penn State Brandywine is a 
community that challenges its members to ask difficult questions that require honest answers. 
We are a community that celebrates dialogue. We are a community that embraces dialogue 
that leads to understanding. A community that creates opportunities for understanding of 
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inclusion rather than exclusion with the end result of building people up rather than tearing 
them down.”  

• The review team strongly suggests creation of a diversity Web site to communicate the Campus’ 
vision to students, prospective students, faculty, and staff. RESPONSE: We thank you for this 
suggestion. This will be a priority for the Diversity Committee in the Fall. 

• Potential best practice: Enhancing diversity training for student leaders. RESPONSE: While we are 
responding to this document, our orientation leaders have gone through a 3 day retreat which 
included not only discussion of who our students are but also an exploration of what we bring, 
what we observe, what we believe to be true, and what may be differing realities. 

Challenge 2: Creating a Welcoming Campus Climate 
• Strategic initiatives reveal thoughtful consideration of students’ needs for flexibility in the availability of 

services and space. Adding safe spaces and increasing hours for support services should advance 
the goal of creating a welcoming campus climate. 

• Enhancing multicultural student programming is positive. What outcomes are expected? RESPONSE: 
As part of Brandywine’s overall student programming initiatives, the Office of Student Affairs 
plans to implement the PSU’s IMPACTS model. IMPACTS = Intellectual, Multicultural, Personal 
Awareness, Community Service, Transition and Social Programs. As part of the IMPACTS 
model, multicultural programming allows students to learn from persons different from one’s 
self and gain appreciation for diversity in one’s own society.  

• The review team notes that efforts to improve campus climate focus primarily on students. What 
efforts are planned to improve the climate for faculty? Staff? Industry partners? RESPONSE: The 
Diversity Committee will review this with our Director of Business Services and Director of 
Academic Affairs and expand our objectives. 

• The team recommends implementation of a campus-wide diversity climate survey so as not to rely 
solely on results of the University’s Faculty/Staff Survey. RESPONSE: We will be happy to 
implement a campus-wide diversity climate survey. However, the finances and expertise are 
not available on campus for a survey of this magnitude. We look to the Office of Educational 
Equity your expert help in making this possible for our campus. 

• Potential best practice: Increasing and providing more inclusive services through the Campus’ 
academic support services. 

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

• The Campus plans to “maintain or increase” its enrollment of underrepresented students through 
increased out-of-state recruitment. Is there a strategic target for this initiative? Will these efforts be 
focused exclusively on the out-of-state market? Will Philadelphia be considered? RESPONSE: 
Philadelphia has always been and continues to be an important market for the campus. The 
out-of-state recruitment is a new market. Increased efforts in southern New Jersey and 
Delaware have the potential to bring and addition 5-10 underrepresented students to campus 
per year.  

• The review team recommends use of alumni contacts in its recruitment of underrepresented students. 
RESPONSE: We agree with this idea. In fact, we had already given a member of the admissions 
staff who is an alumnus of the campus from an underrepresented group this assignment and 
this is reflected in his action plan on the SRDP for 2010-2011. 

• The campus projects a 1% annual increase in “diverse student populations among ethnic minorities.” 
The use of specific metrics is commendable, but the team questions the feasibility of this goal. The 
percentage of “multicultural” students at Brandywine was reported to be 24% in fall 2008; is the 
expectation that this percentage will have increased to 26% by fall 2010? RESPONSE: The goal is to 
have the percentage of ‘multicultural students to increase with the desire of 30% non-majority 
(including international students) by 2015. Although we may not be able to reach this goal, we 
believe it is an important target for the campus because it reflects the projected percentage of 
underrepresented college-aged students in our service area. 
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• How will diversity-focused student groups be “encouraged?” This statement lacks specificity and 
intentionality. Please clarify. RESPONSE: Diversity-focused groups have committed staff/faculty 
advisors who work hand-in-hand with these groups to ensure their continued success. In fact, 
in this past year, the majority of student and club leadership awards were won by ‘diversity 
focused’ clubs/groups as voted on by their peers, staff and faculty. 

• The percentage of female students at Brandywine appears to be decreasing. How does the campus 
plan to reverse this downward trend? RESPONSE: The campus is concerned about this trend and 
not clear as to the cause. We would appreciate any assistance that the Office of Educational 
Equity could provide. One area that we have focused on in the past year has been our athletic 
program. The campus now has a five year plan to increase female varsity sport opportunities 
on campus. We also believe that new leadership in our education program will bring more 
females to campus. 

• Potential best practice: Providing pre-college programs for at-risk students. 
• Potential best practice: Encouraging dual enrollment programs for underrepresented students. 

Challenge 4: Recruiting and Retaining a Diverse Workforce 
• Emphasizing diversity in faculty and staff searches and widely advertising open positions is 

commendable. Have these efforts resulted in increased diversity among candidate pools? 
RESPONSE: We have ensured that all applicant pools included diverse representation. If we 
did not have a diverse pool, we continued the search until there was representation. Each 
search committee has an appointed diversity advocate to ensure that the search is held in an 
equitable manner. 

• Initiatives are in place to support student retention. Are initiatives in place to support staff retention as 
well? Staff development? RESPONSE: The campus has committed to staff development funds in 
all units to allow staff to attend professional development opportunities outside of Penn 
State’s offerings. It is our intent that this funding will be continued on a yearly basis and that 
staff growth and retention will be one of the results of this funding. 

• Potential best practice: Charging search committees with the responsibility of ensuring a diverse 
employment pool. However, “age” is not an Affirmative Action category, and the review team strongly 
urges removal of that term from the following statement: “All search committees are charged with the 
responsibility (of) ensuring a diverse employment pool by including gender, and ethnic diversity within 
the final pool of candidates.” RESPONSE: We will take out age. Thank you for bringing that to our 
attention. 

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

• The 30-Hour Summer Program facilitates the transition to Brandywine, especially for non-native 
speakers of English; extending it to other populations may improve student retention. RESPONSE: 
We do offer this program to other students based on placement test results. 

• The review team questions the projected 1% annual increase in the number of diversity-focused 
courses offered at Brandywine. An assessment of demand for these courses would be prudent. 
RESPONSE: The Diversity Committee will bring this to the Council of Academic Divisions 
(CAD) and the Director of Academic Affairs for further assessment. 

•  Potential best practice: Developing embedded trip courses through the International Studies Program. 

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

• Engaging diverse groups in the community will foster their support for Brandywine; charging advisory 
board members to recruit from underrepresented groups will reinforce these efforts. 

• The majority of the goals and projected outcomes for this Challenge target faculty. The review team 
strongly suggests increased efforts to provide management and leadership opportunities for staff. 
RESPONSE: The campus has committed professional development funds in campus budgets 
for staff starting Fall 2010. 
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• How will visits to University Park for underrepresented faculty increase diversity among program 
coordinators? This is unclear. RESPONSE: It is our intent to provide exposure to 
underrepresented faculty to all levels of the university with the hope that they will want to seek 
more leadership opportunities and will be mentored not only by PSU Brandywine but by others 
within the university community as well. 

• Potential best practice: Implementation of a program for current senate members to mentor faculty 
from diverse backgrounds for senate leadership positions. 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
• Continued involvement of the Chancellor, DAA, and DEM (Director of Enrollment Management) in 

Delaware County leadership is positive. How does this impact this Challenge? RESPONSE: We 
agree that this might better fit under Challenge 3. However, our thinking was that the campus 
must not only be a member of the university community but also a member of our surrounding 
communities. It is important that the goals that we set for ourselves within the university are 
also reflected outside of the university. We encourage our students, faculty and staff to work 
towards our diversity goals by working outside of the campus through research, service 
learning and volunteerism. It is important for the campus community to see involvement from 
the top down. 

• Goals related to student involvement are lacking in this Challenge, for example, possible inclusion of 
students on the Diversity Committee. RESPONSE: Two students per year participate on the 
Diversity Committee. One of the student participants has moved to University Park and we will 
replace that student with another SGA representative this coming year. 


