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Penn State Greater Allegheny is taking a useful step as it recognizes the value and necessity of considering 
diversity and implanting appropriate initiatives accordingly both as Campus priorities and University goals. 
The Teaching International structure that integrates faculty and curricular collaboration across area studies is 
a good example of community building around an identified goal; in this case, international or global 
understanding. Much like the Campus’ 2004-09 End-term Progress Report, the 2010-2015 diversity strategic 
plan continues to read as a menu of good ideas while failing to anchor individual initiatives to specific, 
identifiable strategic goals. Consistent use of the term “monitor” throughout the report reveals plans to 
examine data, situations, and initiatives, but there is little evidence of intentional efforts to plan for and reach 
diversity goals. It is imperative for the Campus to explicate its approach to diversity in order to identify explicit 
goals, and to then develop specific benchmarks and metrics to enable useful assessments.  
 
The Campus still lacks its own definition of diversity; this is a grave omission. The process of guiding diversity 
efforts cannot be effectively achieved without a working definition. In addition, the plan provides very little 
information regarding initiatives targeted specifically at staff. Finally, the review team notes that much of the 
plan’s narrative is verbiage borrowed from “A Framework to Foster Diversity at Penn State: 2010-15.”  
RESPONSE: We began this report with the assumption as per the University Libraries Diversity Web 
site that accepts former Provost John Brighton’s succinct notion of “Diversity” as: 

 Reasonable representation from different minority groups 
 Representation from different countries and cultures 

 Reasonable balance of gender 
 Diversity in curriculum content 
 Climate supportive of different minority groups and cultures 

We believe that Brighton’s conception of diversity provides a viable foundation for campus’ efforts to 
describe the University's diversity objectives in a manner that is “strategically actionable.” 

In accepting this “reasonable” notion of Diversity we think the issue itself becomes “manageable.”   In 
this regard, a Diversity mission statement can be direct and straightforward:  

“The Diversity Mission of the Penn State Greater Allegheny campus will be to achieve a standard of 
diversity in all active areas of operation that is reasonable and productive.”   

Campus Climate and Intergroup Relations 

Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 

 The 2010-15 plan identifies a useful menu of media and forums to share diversity-related information. 
Now, it will be crucial to focus on content. A diversity information campaign requires specific goals, 
measures, and accountability. Who will have responsibility and authority? Response: This campus-
wide responsibility rests with the Chancellor and, we believe, for effectiveness it ought not to 
be delegated. The authority would be delegated to a Strategic Diversity Committee (SDC) 
whose work will be reported to the Campus Directors Cabinet (CDC) and Extended Campus 
Directors Cabinet (E-CDC) under leadership by appointment of the Chancellor. 
 
In the Fall of AY 2010-2011, the Chancellor will appoint a Strategic Diversity Committee for the 
Campus.  

 This Committee will have access to all vital and pertinent diversity information,  

 The Committee will make recommendations for practice across the campus,  

 The Committee will take note of areas which diversity would benefit the campus.  
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 The Committee will “reasonably” measure the standards implied in the 
aforementioned mission. 

 With the strict intention of increasing diversity overall on the campus, the 
Committee will assure that the University’s Diversity policies are in place at all 
times.  

 An active Campus Cabinet for Diversity Engagement (CCDE) (Strategic Diversity Committee) is a 
positive step. The lack of a clear mission and specific goals for this group, however, will render 
developing useful reports or recommending strategic initiatives difficult. RESPONSE: See above to 
Mission Statement: Moreover the campus will host at least one “Campus Town Meeting” per 
semester in which the issue of Diversity, it’s context, content and complexity will be explored 
before the entirety of the campus. 

 The Expanded Campus Director’s Cabinet (ECDC) does not appear to include staff among its 
membership. The review team strongly encourages the addition of staff representation on this group. 
RESPONSE: The Expanded Campus Director’s Cabinet (ECDC) is a combination of the 
Campus Director’s Cabinet (CDC); faculty representatives from the senate, representatives and 
second line staff the various programs on campus, staff from support programs and staff of 
the major grant programs on campus. The exact composition of AY 2010-2011 ECDC is 1 
Chancellor, 6 Directors, 7 faculty, and 7 staff.  

Challenge 2: Creating a Welcoming Campus Climate 

 The Campus is commended for recognizing that the faculty/staff survey did not produce sufficient, 
actionable data. Helping faculty and staff to understand the importance of their input is recommended. 
RESPONSE: Prior to the next Faculty/Staff Survey, the Chancellor will send out a special 
message encouraging increased participation in the survey.  

 Maintaining high visibility of diversity resources is listed among the targeted areas for improvement in 
this Challenge, yet the Campus does not appear to have a Web site devoted to diversity. 
Development of a robust, easily accessible diversity Web site will be key in the campus’ efforts to 
improve climate. RESPONSE: The campus is part of a 15-campus group currently redesigning 
the Web pages for those 15 campuses. A member of our campus is co-chair of this group, and 
will take the issue of a diversity page to the whole group for consideration. We will model our 
presentation on the diversity represented in our current Web presence. 
 
The new Web page design to be debuted this fall is much more flexible and will allow multiple 
ways for the campus to feature diversity content. Our current page represents a very diverse 
campus image. Diversity is a consistent feature of our campus Web site. Every ethnic and 
gender category is reflected in our pages based on our current Web policy. 
 
Perhaps the suggestion to have a diversity site might not be the best way to go. We think that 
such a site may suggest tokenism rather than the infusion of diversity into the fabric of the 
Web page.  
 
We consider infusing diversity into the page to be a stronger suggestion. Is there empirical 
evidence that concludes that isolating diversity on one part of a Web site is the most effective 
strategy for indicating diversity? We think our Web site and its pages make it apparent that we 
are a very diverse campus.  

 Potential best practice: promotion of the ideal to engage students and others as “campus citizens.” 
This move suggests an important approach centered on practices necessary to sustain a civil 
community. Now, it will be vital to move from generalities to specific goals, practices, and measures of 
growth. For example, what is a diverse campus community? What must individuals do as campus 
citizens to build and sustain community? What standards will be used to identify progress? 
RESPONSE:  

 The SDC will be undertaking data collection to insure that these characteristics can 
be measured and tracked.  
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 Our current campus diversity is listed at the end of this report. Reasonable is the 
operative term. 

 Progress typically will be defined in numbers such as those following.  

 These data can be compiled by the SDC. 
 
A “campus citizen” would: 

 Participate in programs like “THON”. 

 Participate in the campus Civic and Community Engagement minor (CIVCOM) 

 Participate in volunteer activities via clubs and other programs such as ACE 

 Engage in community volunteer programs. 

 Be involved in campus clubs and SGA activities. 

 Commit to the “Penn State Principles” in the conduct of their academic and student 
life. 

 
The ACE program at PSUGA seeks to impart upon its program participants a sense of what it 
means to be a good campus citizen by way of creating and offering programming which 
requires that students invest themselves in the civic fabric of campus life. Specifically, such 
programming includes service learning courses, volunteer activities that benefit both the 
campus and surrounding community and mentorship programs that deepen the connection 
between faculty, staff, and students.  

 Exposure to differences such as language can have positive results. Are there indicators that suggest 
that short course and other brief exposures produce a desired outcome? The outcome desired here is 
vague and a means of documenting new understanding, let alone attitude change, is absent. 
RESPONSE: The multi-cultural literature suggests that such changes can increase as the 
numbers of languages and cultures in a general body of persons also increases, by measure 
that body’s sensitivity and reaction toward “others” and, thus, exhibit attitudinal change.  
 
We shall have to remain firmly anecdotal here in notating the observable changes brought 
about through the significant degree of increase of international students and minority 
students on this campus.  
 
We have had a noticeable increase in domestic and linguistic minorities to the campus 
population. Indeed, over many years, the shift from a predominantly white male campus to a 
generally well integrated multi-gendered, multi-linguistic and multi-racial and multi-national 
campus has been observed. Diverse “cocoons” of students have been observed to have 
grown. While such diversity has not displaced singularly diverse networks of students, there is 
an observable growth in cross referenced diverse groups in the flow of the campus. 
 
Unfortunately, I don’t believe we have been allocated the resources in this arena of Diversity to 
properly measure the changes which have been and continue to be all too visible to student, 
faculty and staff, citizens of this campus, that is the “measure a change in attitude”. 
 
Because of the nature of some of our campus programming, such as Teaching International, 
data collection on these issues has begun. Although all of the information is not completely 
analyzed at this point, some information has emerged. A more comprehensive survey is 
planned for this academic year. 
 
In Spring 2009, 153 students were surveyed about their participation through classes in the 
Teaching International program. Over half of the students (51.6%) reported taking at least one 
class with such assignments. Specifically, 28.1% had one class and 22.5% had two or more 
classes that studied Latin America and the Caribbean, with the remaining 48.4% reporting no 
classes with such assignments.  
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In Fall 2009, 51 students were surveyed about their participation in classes that had a global 
focus. Again, over half the students (66.7%) reported taking one or more classes with a global 
focus. Specifically, 35.3% reported taking one class and 31.4% reported taking two or more 
classes, with the remaining 33.3% reporting taking none.  
 
In Spring 2010, 102 students were surveyed on their awareness of the Teaching International 
program on campus. Almost three-fourths of the students were at least somewhat aware of the 
international program. The students were also surveyed on what they thought should be 
present on the campus Web page concerning global issues. The most popular items were 
student news (M = 3.3 out of 5.0), event calendars (Calendar of campus events, M = 3.6; 
Information about off-campus events, M = 3.1) and various academic resources (Library 
resources, M = 3.5; University resources on the region being studied, M = 3.3).  
 
From Fall 2008 through Spring 2010, most Teaching International events included a standard 
survey asking respondents to rate the activity for fun, learning, and interest, and to indicate 
whether or not the activity motivated the respondent to do anything differently. The results, 
which are still being analyzed, show that most events are rated as successful on one or more 
dimensions. The students are able to separate the fun from the learning, which shows that 
every event does not have to be inherently fun to have value for students. The students have 
also indicated that they are more motivated to seek information about these topics and to be 
more sensitive to the issues raised. We will be able to analyze these data on other dimensions. 
The events we offer for Teaching International not only vary according to the region being 
studied, but also address other aspects of diversity, such as age, ethnicity, gender, and sexual 
orientation.  

Representation (Access and Success) 

Challenge 3: Recruiting and Retaining a Diverse Student Body 

 It is notable that the Campus has a mentoring program for African American males; are efforts 
planned to extend the program to other underrepresented/underserved groups of students? 
RESPONSE: The ACE Program, operating in conjunction with the Learning Center and the 
Educational Opportunity Centers of SW PA, is in the process of creating a mentoring program 
for African American Female students which would complement the campus’ African American 
Male Mentoring Program.  
 
This program will seek to pair campus faculty and staff with a large percentage of its female 
African American student population in order to deepen relationships, both among students 
and between faculty/staff and students.  
 
Such efforts are ultimately aimed at strengthening and celebrating student identities, while 
simultaneously enriching the civic life of the campus community. It is expected that the 
lessons learned in these special case situations will be diffused throughout the campus, such 
that no student will be either “under” represented, or “under’ served. This will take time and 
precious strategic resource. 

 The plan identifies African American, Hispanic/Latino, adult, veteran, and foster children as targeted 
populations. The team encourages consideration of additional classifications, such as gender, LGBT, 
workforce-displaced, and religious affiliation when considering admissions awareness. RESPONSE: 
Additional classifications will be added. 

 The majority of programs listed to increase retention of underrepresented/underserved students are 
federally funded. What programs does the Campus fund to improve retention of these students? 
RESPONSE: The campus does track all students in regard to progress and retention. 
Academic Affairs analyzes the outcomes at the end of each semester and institutes remedial 
actions when needed. These actions are not a “program” but duties assigned in the effort to 
increase retention across the board for our students. 
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It will be important to note that the federal programs that exist on the campus do so because 
the campus has been successful in competing for such programs and subsequently 
successful in retaining, and increasing the resources committed to the programs at issue.  
 
The value of grant funded programs offers an opportunity to provide a wide range of support 
to recruit and retain a diverse student body. The grant programs assist is offsetting the general 
funds budget limitations of the campus, as well as the university. Beyond the funded programs 
the campus routinely provides the resources to retain a diverse student body, a purpose for 
which funds are note that otherwise issued. Staff and faculty generate the basic relationship 
patterns and duties that generate retention. 

 The Campus is commended for acknowledging the importance of data analysis in the pursuit of 
effective recruitment and retention. However, the review team questions the necessity of assigning the 
“institutional research” function to a specific faculty member. Easily accessible data are available 
through a variety of means, including the Fact Book and EIS. More importantly, the perception that 
collecting and reporting data regarding diversity is the purview of one person is problematic. 
RESPONSE: One of the major problems with the Fact Book is that it does not allow one to drill 
down into the categories that may be crucial for a particular campus. EIS may have all those 
data, but in a highly cumbersome interface, thus, it is our experience that most persons have 
neither the time nor the capability to extract and correctly analyze such data.  
 
Having someone with the ability to use the Data Warehouse directly allows both greater 
flexibility and speed in such analyses. The faculty member who undertakes these 
responsibilities is an internationally known data-based scholarly expert in stereotyping. The 
data analyses undertaken are instituted, guided, and applied by the Chancellor, ECDC, and 
CDC.  
 
Additionally, each unit also focuses on gathering and reporting crucial data in regard to 
diversity as well other areas of concern. Most notably, this includes Admissions, Academic 
Affairs and Student Life. Perhaps the breadth of responsibility extant in these matters was not 
well communicated in the earlier response. 

Challenge 4: Recruiting and Retaining a Diverse Workforce 

 Evidence of the incorporation of diversity into staff reviews is missing from the update. It will be 
important for Greater Allegheny to join the other Campus locations that have successfully attained this 
critical measure of staff commitment to diversity. RESPONSE: Currently Staff Review and 
Development Plans (SRDP) have a section under “INTERPERSONAL RELATIONS FACTORS” 
titled Support for Diversity (see Appendix 3 for further guidance) Employees are rated on their 
ability to demonstrates a respect for the value of individuals regardless of their background or 
culture; How the employee contributes to processes that create and support a diverse 
environment; How the employee participates in diversity programming and activities; and 
finally, employees are evaluated on evidence that the employee shows respect and 
appreciation for the differences people of various backgrounds bring to the work unit and 
demonstrate a commitment to, and an awareness of, the value of diversity in the workplace. 
Again, we believe this comment, which is particularly harsh in its transmission, overlooks 
systemic institutional methodologies which PSUGA follows to the letter.  

 The willingness to focus attention on the usefulness of diversity-related research can produce positive 
reinforcement. Given the importance of peer review in all scholarship evaluation, it is not yet clear 
what is meant by having the Chief Academic Officer “explore new approaches and evaluation.”  
RESPONSE: The statement was formulated in a potentially misleading way. Given the 
emphasis and identity of the campus in terms of its international and diversity-related 
initiatives, the campus remains deliberate in recruiting faculty whose expertise and research 
have an international or diversity-related focus, where appropriate. The Chief Academic Officer 
also approaches both annual and Promotion and Tenure reviews from the perspective of 
striking “an appropriate balance among research, teaching and service.” 

 Evidence of faculty mentoring appears in the report, but no similar efforts for staff appear. 
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 How will job candidates learn about work-life benefits as specified in this Challenge? RESPONSE: 
New employees receive a benefits briefing by the HR representative on campus. As part of the 
benefits briefing, many work-life benefits are discussed. University provided Work-life benefits 
are limited to those stipulated in University policy. Each of the campus members takes 
advantage of the professional development workshops provided by HR, such as “Hire Power’ 
to guide their daily efforts in recruiting and mentoring new staff. 

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

 Penn State Allegheny rightly identifies the importance of teaching and research toward meeting 
diversity goals and is sensitive to the issues raised by enrollment size and available faculty resources. 
Too, the infusion of diversity examples and topics into curricula is to be applauded. Now it will be 
useful to identify specific and explicit learning and experiential goals and measures or methods to 
gauge success and/or areas for re-examination. RESPONSE: Two members of the campus’ 
Teaching International Executive Committee are currently engaged in a multi-year research 
project on the instructional effectiveness of the campus’ Teaching International Program.  

 International experiences, service learning, and other alliances and partnerships can be useful, or as 
is sometimes the case, can merely reinforce negative or inaccurate stereotypes and perceptions. 
What specific strategic ends are intended for experiential pedagogies? What appropriate means of 
determining the effectiveness of these strategies exist? RESPONSE: The specific strategic ends 
are a broadening and deepening of student understanding about international-
interrelatedness, cross-cultural differences, and of the circumstance-specific challenges to the 
quality of life for various peoples around the world. The methods of evaluation are embedded 
in the delivery of curricula that attend these international experiences. 
 
As the campus specifically moves forward with international service learning initiatives there 
will be organized effectiveness measures imbedded in each project. Such measures of course 
are dependent on the nature of the project. If, for example, students volunteer to work with the 
cancer program of Dr. Aziz in East Africa, these measures could be as simple as a record of 
child care assignments, or as complex as applying engineering and social technologies to a 
life challenging lack of water and/or food. Of course, where such methods are part and parcel 
of a partnership with an existing institution such as the Hospital Albert Schweitzer in Haiti, the 
institution itself will have measures and means in place to measure effectiveness. These 
methods will also include post-experiential reflection and reporting to the wider campus 
community that will also be evaluated. 
 
In addition, a more comprehensive survey will be undertaken in the fall and spring of the 2010-
2011 AY to gauge student reactions across many dimensions of diversity, and to relate those 
reactions to the various in- and out-of-class experiences offered on campus. For example, the 
ACE Program at PSUGA offers a 3 credit GS, US, IL course on Intolerance each fall semester.  
 
This course examines the construction and consequences of difference, be that difference the 
result of diversity in religion, ethnicity, language, class, or lifestyle. Throughout the course of 
the semester, students learn the theories and techniques involved in studying diverse 
cultures, as well as becoming familiarized with the landscape of difference itself, both in terms 
of its nuances and its outcomes. Finally, at the end of the semester, students discuss the 
consequences and possible solutions to intolerance, be those consequences and solutions at 
the individual, institutional, national, or international levels. 
 
Outcome measures and evaluation will continue to be at the base of the diversity classroom 
experience at this campus. Such methods are inherent to the effective classroom. 

 It is noteworthy and positive that the DAA has been given responsibility for curricular oversight. Will 
there be direct links in this area with the faculty? The CCDE Strategic Diversity Committee (SDC)? 
The disciplinary communities? RESPONSE: The DAA, appropriate to the office, fulfills the 
responsibility of oversight for curricular soundness in conjunction with the appropriate faculty 
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governance structure, e.g. the campus’ curriculum committee. By virtue of its function and this 
campus’ philosophy the DAA’s duties are directly linked to the content, performance and 
quality of curricula and the building of disciplinary communities. These tasks are especially 
energized on a campus of our size. They are also supported by the matrix-organizational 
structure of the University, where we are, One University, Geographically Dispersed. It is 
absolutely necessary to engage the challenges therein. 
 
An example of disciplinary community building may be found in The Teaching International 
Program. The program, which builds multi-disciplinary academic communities, has a Teaching 
International Committee, and an Executive Committee. The DAA is a member of the Executive 
Committee that is otherwise comprised of faculty members.  
 
In the spring of 2010, the Faculty Senate also instituted a new sub-committee concerning 
global and sustainability issues. In terms of other curricular issues associated with 
international and diversity initiatives, such as student-exchange, and international service 
learning, faculty are involved in their development and implementation, the formulation of 
disciplinary and topical communities, and directly linking with the campus strategic planning 
and the duties assigned to the DAA. 

Institutional Viability and Vitality 

Challenge 6: Diversifying University Leadership and Management 

 The Chancellor’s awareness of diversity issues is laudable, as is the agenda-setting function of 
administration. Additional information regarding efforts to diversify the Campus’ administration beyond 
the Chancellor is necessary. RESPONSE: The last three director- level positions hired at the 
campus consisted of one African American male and two women. No search committee is 
permitted to go forward with a slate of candidates which does not exhibit race and gender 
diversity. 

 Details describing how the Chancellor remains active in support of diversity goals are needed. 

 Recognition of the importance of search committee awareness, composition, and training is important 
and appears to be a positive attribute at Greater Allegheny. 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 

 Recognizing the substantive and symbolic value of including the CCDE in executive-level work 
through cabinet-level status has the potential to make a difference, as does the direct reporting line of 
CCDE to the Chancellor. RESPONSE: The core diversity unit at the campus will be a standing 
committee, Strategic Diversity Committee (SDC). It will allow for a fuller involvement of all 
ranks at the campus. The Chair of the SDC will sit on the CDC and the ECDC. 

 The menu of linkages appears to hold potential for important relationship-building and an increase in 
shared awareness. What specific goals and related measures exist for these linkages? RESPONSE: 
Each linkage serves to maximize the capacity of the campus to achieve its standard of 
strategic “reasonableness’ in pursuit of Diversity. 

 The review team recommends student representation on search committees for positions that deal 
with students, and CCDE (Strategic Diversity Committee) representation for any diversity services 
positions. RESPONSE: This recommendation is noted as a regular practice at the campus vis-à-
vis the student role on search committees for positions having to do with students. As per 
current campus policy there are no “diversity services” positions as such; but, no position is 
filled for which diversity candidates cannot be presented. 

 It is unclear from the plan whether or not the CCDE (Strategic Diversity Committee) chair is the 
Campus’ multicultural coordinator. RESPONSE: Again, we think that size is a factor. In a unit this 
small, for one person to bear the title of Campus Multicultural Coordinator, we think will tend 
to isolate the office and decrease its effectiveness. Rather, where the Chancellor can make 
direct input into a wide variety of campus processes based upon committee reports and 
perspectives, direct interaction with hiring officials, and good diversity data, the potential for 
positive change is larger.  
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 Potential best practice: establishment of the CCDE (Strategic Diversity Committee) as a cabinet-
level organization reporting directly to the Chancellor. Effectiveness of this group would be enhanced 
by the development of a mission, as well as a dedicated Web site. RESPONSE: Recommendations 
on this matter can be reviewed, having noted the previous philosophic differences between, 
the dedicated vs. the infused web site. Therefore, within the limitations already noted above, 
this recommendation is taken under advisement. A major starting point for the SDC will be to 
decrease the numbers of persons who do not respond or “answer” questions of Diversity. 
Please note below. Note also that every ethnic category of student is represented on this 
campus. Finally, the standard of “reasonableness” dictates that there is much to be done to 
increase diversity at this campus. This challenge is business of the first-order for the SDC, the 
Chancellor, the CDC, the ECDC and each of the functioning units of this campus. 

 
Student Ethnicity Fall 2010  
as of Sept 21 

   

 N % 

Asian 20 2.5% 

Black 222 27.8% 

Hawaiian 1 0.1% 

Hispanic 18 2.3% 

Amer Ind 2 0.3% 

International 16 2.0% 

Multiracial 20 2.5% 

White 468 58.5% 

Did not answer 33 4.1% 

 800  

   

 
Employee ethnicity (full time and 
part time) 

   

Asian 3 1.3% 

Black 20 8.4% 

Hawaiian 0 0.0% 

Hispanic 6 2.5% 

Amer Ind 0 0.0% 

International 2 0.8% 

Multiracial 0 0.0% 

White 135 57.0% 

Did not answer 71 30.0% 

 237  
   

  
 
 

Employee ethnicity (full time only) 

   

Asian 1 0.8% 

Black 10 8.4% 

Hawaiian 0 0.0% 

Hispanic 2 1.7% 

Amer Ind 0 0.0% 

International 1 0.8% 
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Multiracial 0 0.0% 

White 75 63.0% 

Did not answer 30 25.2% 

 119  
 


