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Penn State Harrisburg has an interesting and challenging complement of students, including first-generation 
and financially disadvantaged students. The College is doing a great job in developing initiatives for students 
and the public in its diversity programming. The College has also created a powerful Web presence via its 
diversity Web site and by announcing position vacancies through multiple online outlets. There are many 
methods for tracking data under several of the Challenges, but in some cases more follow-up is needed to 
assess what changes are warranted in the future. Retention programs for faculty are exemplary; 
implementation of more retention programs for staff is advisable. More specifics about how to include 
financially disadvantaged students in international programs could be outlined. RESPONSE: When the 
EOPC grant travel award money is distributed, financial need will be the primary factor. Privately 
raised funds for student travel are also need based. Harrisburg has a number of best practices that 
contribute to the quality of its plan, and many innovative ideas will hopefully come to fruition between 
now and 2015. 
 
The review team acknowledges that Penn State Harrisburg is adapting to the altered mission it accepted five 
years ago when it began to admit first-year students, and that dealing with a significantly different cohort of 
students requires programmatic and visionary changes. 

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

 Involving the surrounding community in diversity programming merits special attention. Assessment 
efforts to inform future program planning are recommended. 

 The goal of increasing traffic to the College’ diversity Web site is a good start; the team notes that the 
site includes a link to the Commission on Racial/Ethnic Diversity and advises the addition of links to 
the Commission for Lesbian, Gay, Bisexual, and Transgender Equity and the Commission for Women 
Web sites. RESPONSE: This has been completed, and can be found at 
http://www.hbg.psu.edu/diversity/. 

 The “Statement of Values” is commendable and shows adherence to Penn State’s vision as well as a 
solid commitment to inclusiveness and diversity.  

 An inclusive definition of diversity would be stronger by specifically listing groups. RESPONSE: In the 
paragraph immediately following the definition of diversity, the plan states: “College diversity 
initiatives are comprehensive and directed toward inclusion and acceptance of 
underrepresented groups within the college community including gender, international, ethnic, 
and racial groups, individuals with disabilities, military veterans, returning adult students, and 
persons of all sexual orientations.”   

Challenge 2: Creating a Welcoming Campus Climate 

 Assessing faculty, staff, and student perceptions of the College environment is a praiseworthy effort. It 
would also be helpful to survey the opinions of visitors, especially prospective students and alumni. 

 The review team is pleased to note that the College makes use of formal tools, such as the National 
Survey of Student Engagement, to measure student attitudes toward diversity. What plans are in 
place to improve future survey results? RESPONSE: In the past year, the College has hosted 
nearly fifty programs designed to increase understanding and awareness regarding students 
of color, LGBTQ students, veterans, adult learners and international students. 

 Potential best practice: Implementing the Climate Assessment Survey and disseminating comparative 
data every three years, and using the survey results to inform diversity programming and guide 
strategic initiatives. The review team looks forward to publication of the 2009 and 2012 results. 
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Representation (Access and Success) 
Challenge 3: Recruiting and Retaining a Diverse Student Body 

 The Office of Multicultural Recruitment and Community Affairs is commended for its efforts in 
recruiting students from diverse racial/ethnic groups.  

 The Learning Center’s use of innovative practices for promoting diversity is a positive initiative. Are 
data available indicating frequency of use and quality of services?  

 It is a good first step to monitor student retention by tracking grade point averages. Exit surveys might 
also provide meaningful data.  

 Fundraising efforts for students with unmet financial need are exemplary. The team encourages the 
College to continue these endeavors. 

 The programs, “CLASP” and “Tutoring Students from a Culture Different from Yours,” are innovative 
means of making connections among students. How many students use the programs annually? 
RESPONSE:  
o Chancellor’s Leadership Access Student Program (CLASP) - 2009/2010 Number of 

participants:  81  
o The Learning Center estimates that 15 of the Center’s 23 student tutors participated in 

“Tutoring Students from a Culture Different from Yours” training this past fall. In addition, 
about 12 of the peer mentors participated. Both the Tutor and Mentor Guides have a 
chapter on this topic.  

 Potential best practice: The program “Tutoring Students from a Culture Different from Yours.”  

Challenge 4: Recruiting and Retaining a Diverse Workforce  

 Involving the Office of Human Resources in the hiring process with proactive activities, such as 
reviewing the Diversity Talent Bank, is commendable. How many faculty and staff members have 
been hired as a result of this involvement, and how is the College tracking the effectiveness of this 
practice? RESPONSE: The College supplements the Diversity Talent Bank with the following: 
o Contacting HBCU’s  when conducting senior level searches 
o Utilizing higheredjobs.com 

 Are outreach efforts working? Specifically, are candidate pools increased with diverse candidates from 
the efforts reported? RESPONSE: When short lists for given searches are forwarded to Human 
Resources that do not  include a diverse pool of candidates, search committees are asked to 
reconsider  applicants from underrepresented groups who meet the published qualifications 
for the position. 

 The portfolio of retention programs promoting faculty and staff success is praiseworthy. The faculty 
initiatives were well described; more information about programs promoting staff success is needed. 

 The team noted that faculty members are encouraged to meet with a senior faculty mentor to explore 
professional development opportunities. This practice should be used specifically for diverse faculty, 
and expanded to diverse staff. RESPONSE: This practice is used with diverse faculty, and has 
been expanded to diverse staff through a network of senior administrators from 
underrepresented groups. 

 Best Practice: “Search and screen” diversity initiatives. 

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

 Creation of the Office for International Programs and the three-faceted approach to increase 
international activities is noteworthy.  

 Implementation of the certificate program in World Cultures and Diversity is commendable. Will the 
program be marketed? The review team suggests tracking data on the number of students who apply, 
are accepted, and complete the program. RESPONSE: The program will be marketed to all 
student advisors, faculty and students. The original EOPC grant awards travel money, which 
will also be included in the promotion of the program.  

 Efforts to identify institutional partners are applauded. The team looks forward to hearing more about 
the programs that are created as a result of these partnerships. 
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Institutional Viability and Vitality 
Challenge 6: Diversifying University Leadership and Management 

 Representation on advisory boards by women and members of underrepresented/underserved groups 
is noteworthy. How are board members recruited and retained? RESPONSE: New board members 
are recruited/mentored by other board members. 

 Developing a database of diverse community leaders is an excellent idea and, upon completion, will 
be a valuable resource. The review team encourages broadening the use of data collected beyond 
advisory board recruitment. RESPONSE: The database is complete, and is being used for board 
recruitment. It could also be used to recruit classroom speakers. 

 Potential best practice: Adding “demonstrated experience with managing diversity” to position 
announcements and asking related follow-up questions during the interview process.  

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 

 The eight diversity-related initiatives are a positive outline for the College. How does the steering 
committee address and respond to the feedback it receives? RESPONSE: Each unit of the college 
prepares an annual update that tracks progress toward diversity goals. 


