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The Diversity Strategic Plan for the Eberly College of Science (ECoS) lists numerous ambitious goals under 
the seven Framework Challenges. This plan would be more comprehensive and better understood if strategic 
indicators and proposed measurable outcomes or achievements were included; see A Framework to Foster 
Diversity at Penn State: 2010-2015 (p. 6). The review team suggests using all available tools and resources to 
aid in the preparation of future strategic planning and progress reports and including measurable goals as 
called for in the Framework. RESPONSE: We will adopt the strategic indicators suggested on the 
Education Equity web site for challenges 1, 2, 3, and 4 as appropriate for our unit. 
http://www.equity.psu.edu/Framework/indicators/indicators.asp. 
 
Diversity leadership efforts lie heavily with the executive assistant to the dean and the College Climate and 
Diversity Committee; this is both commendable and concerning. The review team believes that garnering the 
support and assistance of other leaders within the College might lessen key player burn-out. Increased faculty 
involvement is crucial. RESPONSE: The importance of diversity planning is recognized in the college 
strategic plan. Specific to this point is “Action 6: Extend our progress in improving our departments 
by promoting the success of our faculty and by recruiting outstanding new faculty members, with 
extended efforts to increase the diversity of the faculty” in the college plan which outlines the creation 
of associate department heads for diversity & equity in each department. “Explore instituting a 
position of Equity Officer in each department, drawing from senior influential faculty members. 
Responsibilities will include: monitor faculty hiring processes and practices to ensure that applicant 
pools match national availability; obtain and share knowledge about gender and race equity literature; 
work to increase the number of faculty offers made to minority candidates; sit in on P&T meetings to 
ensure equity; encourage recruitment, acceptance, and matriculation of minority graduate students 
and post-docs; participate in local and national workshops on gender and race issues.” These 
positions, in addition to the departmental climate and diversity committees, will emphasize the 
importance of diversity and equity issues for the college and provide a voice on all departmental 
recruitment and search committees.  
 
A periodic strategic planning review process with unit stakeholders is recommended to facilitate a report with 
favorable (measurable) outcomes. Planned completion dates are vague for the majority of the actions listed. 
Specific time frames for all initiatives would connect accountability of stakeholders to actions. RESPONSE: We 
are amending our completion dates listed as “on-going” to reflect annual fiscal year reviews to be 
completed by Sept 30 each year beginning in 2011. 
 
The continuation of successful programs is laudable. The Bunton-Waller and the Trustee Matching 
Scholarship opportunities serve to increase the applicant pool of underrepresented students. The Bunton-
Waller Fellows achievements enhance the reputation of the College. Increased marketing and promotion of 
the College’s successful programs may prove to be an important recruitment and/or enrollment tool to attract 
faculty and staff of color. The College is encouraged to provide clarity on the ECoS Web site regarding its 
diversity programs. Web site revisions may provide insight to prospective students, faculty and staff on 
ECoS’s strong commitment to diversity. RESPONSE: A major redesign of the college web presence is 
underway. Our college’s successful programs will be highlighted throughout the year. We will make 
sure that information of interest to underrepresented populations is easy to find. 

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

• The College will utilize multiple communication formats to share diversity information across ECoS 
and with constituents. It was unclear how the implementation of best practices will be measured. 
RESPONSE: Agreed. The college is working on identifying metrics for best practices. 
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• The projected outcomes for many of the Challenge initiatives are vaguely written and subject to reader 
interpretation; it is suggested that strategic indicators be provided to understand outcomes. 
RESPONSE: We will adopt the University-suggested strategic indicators for this challenge. 

• Increasing the responsibilities and influence of the unit diversity committee, including representation 
by all unit stakeholders should validate commitment to its constituents. ECoS is encouraged to 
consider benchmarking other colleges/universities for useful ideas for programming, planning, and 
policy changes. RESPONSE: Undergraduate students have again been invited to join the college 
Climate and Diversity committee, and Post Doc representation and emphasis has expanded. 
We are collaborating with Texas A&M University in a benchmarking effort. They will share 
benchmarking data from 13 universities with us this year. 

• An annual review by the Dean of all administrators who are assigned diversity roles is recommended, 
as is assessing Climate and Diversity Committee effectiveness.  

Challenge 2: Creating a Welcoming Campus Climate 
• Corrective actions for continued improvement should be informed and implemented based on findings 

of the 2008 climate survey and additional methods for gathering information and suggestions 
regarding College climate. RESPONSE: The college has been in fact specifically addressing 
issues raised by the 2008 survey; we will add this information to the college web site. 

• The Multicultural Coordinator is encouraged to share knowledge of successful climate change 
initiatives. 

• The inclusion of staff and faculty (particularly tenure-track faculty) in planning, decision making, 
problem resolution, and celebrations aligns with University goals, and enhances leadership skills. 

• A successful Mentoring Program has the potential to attract employees. It was unclear how success 
will be measured and results shared with the College. 

• The integration of diversity goals into the ECoS mission and vision statement is commendable. 

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

• The continuation and enhancement of the scholarship programs (including Trustee Matching 
Scholarships) to enhance recruitment efforts is positive.   

• The College is committed to resources “slated for distribution that will focus, sustain, and 
institutionalize diversity efforts.” More specificity in defining the distribution of resources would be 
helpful. RESPONSE: College resources have been invested in programs such as SEECoS, SROP, 
REU’s, HBCU faculty collaborations, PJAS, and Bunton-Waller scholarships beyond those 
provided by the graduate school. 

• The use of climate surveys and focus groups could aid in determining student needs. RESPONSE: 
Students were included in the 2008 Climate Survey 

• The Student Academic Achievement Center has the potential to be an excellent resource for 
improving the retention and graduation rates of students. 

• The College would do well to engage in training sessions that address unique challenges of 
underrepresented groups. RESPONSE: The college HR office has offered HRDC training 
opportunities on diversity for faculty and staff in the college. The college, in partnership with 
other units across campus, will be bringing the STRIDE workshop on diversifying the faculty to 
PSU in the fall of 2010. All our students participate in the Race Relations Project. 

• Involving stakeholders in identifying their needs and challenges will facilitate the process. RESPONSE: 
Agreed. 

Challenge 4: Recruiting and Retaining a Diverse Workforce 
• The implementation of “best practices” is recommended. Review of the listing provided by the Office of 

Educational Equity could be a start. Benchmarking other universities may also help. RESPONSE: 
Agreed 
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• The promotion of a “family friendly environment” and the new and existing work-life benefits will 
increase retention rates of ECoS employees. Determining a method to assess satisfaction levels could 
be considered. RESPONSE: Agreed. 

• ECoS is encouraged to review and evaluate material on its Web site for content and reader impact. 
Does the information provided “reach out” to its intended audience? RESPONSE: In progress, as 
mentioned above. 

• The use of the term “ongoing” as a completion date does not denote a review of the action or 
determination of its success. RESPONSE: We are amending our completion dates listed as “on-
going” to reflect annual review of each fiscal year by Sept 30. 

• Explanation of “diversity criteria” to be discussed in annual reviews and how faculty and staff can 
demonstrate evidence of meeting criteria expectations would be helpful. RESPONSE: Faculty 
members have an opportunity to report diversity related contributions in their annual faculty 
activity reports; staff can similarly report on the SRDP and are specifically asked to report 
professional development activities related to diversity. 

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

• ECoS is encouraged to maintain positive collaborations with Trio Programs – a potential to yield and 
increase in program ideas. 

• The creation of more study abroad opportunities would create a positive offering for students looking 
to experience a global perspective; this is noteworthy. 

• The development and offering of diversity seminars/courses will showcase diversity in a more positive 
light and provide students with increased opportunities for engagement. 

• No mention of international course work appears. RESPONSE: We do have international 
experiences embedded in a number of our undergraduate courses and graduate programs. 

• Establishing inter-institutional partnerships/articulations is a laudable strategy that may lead to 
increased national and international visibility. 

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

• Changing the titles of diversity personnel may provide equity within the structures of the College, but 
may also be perceived as hierarchical and disengaging of historically marginalized groups (especially 
students). The role of and access to diversity personnel must be unambiguous to those who seek to 
use their “good offices.” RESPONSE: Changes to our web structure should help in this regard. The 
office of our multicultural coordinator is very clearly described as “The Office of Science 
Diversity Initiatives.”  

• When assessing a candidate for a leadership position, it was unclear as to what extent the candidate’s 
participation in diversity activities will factor into the decision. Decisions about what constitutes a 
“diversity activity” also remain unclear. RESPONSE: Increased emphasis will be a direct result of 
participation of the new Associate Department Heads for Diversity and Equity in the searches. 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
• The Executive Team Leadership Series may have merit. More information is needed to assess how 

this program will address diversity issues and positive outcomes. 
• The review of resources and metric alignments is highly recommended to be conducted annually. 

RESPONSE: Agreed. 
• Periodic reviews of the plan with stakeholders (unit heads, faculty, Climate and Diversity Committee) 

will lessen the chance of short-circuiting its implementation. RESPONSE: We are amending our 
completion dates listed as “on-going” to reflect annual review of each fiscal year by Sept 30. A 
review of resources and metric alignments will be included in these annual reviews. 


