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The College of Health and Human Development has shown a thoroughgoing commitment to diversity 
objectives and has created a plan with many positive actions as well as proactive outcomes. Several changes 
in the College’s leadership have provided important opportunities for renewing and enhancing strategic 
diversity initiatives. The evidence of growth in planning and carrying out diversity practices stands out clearly 
from previous iterations of the College’s update and plan. The value and strength of these efforts, however, 
did not sufficiently inform this new plan. Providing baseline data would be useful along with specific measures 
for each goal to successfully demonstrate program success. RESPONSE: Each goal in our plan will be 
reviewed to determine relevant strategic indicators so that progress during the 2010-2015 period can 
be documented. In these responses we provide current plans for identifying strategic indicators for 
each challenge. We will gather baseline data during the 2010-2011 academic year for comparison with 
data obtained for our mid-point progress report.  
 
Areas for further consideration include moving explanatory information to the beginning of each Challenge 
statement, clarifying plans for global initiatives so as to connect them to diversity themes and examining all 
projected outcomes to maintain a dynamic balance between the ideal vision and the achievable. Additionally, 
a one-page narrative would be helpful to put the plan in context within each Challenge. Collection of census 
data is commendable; the outcomes, however, must emphasize success in achieving the goal. The College 
and its departments should address means of assessing quality and quantity outcomes of unit-based actions 
in upcoming reports.  

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

• The actions related to achieving a comprehensive, College-wide communication structure do not 
address dynamic activity that provides reasons to visit the Web page. The review team recommends 
building in an initiative that makes this Web site interactive, not passive.  

• Globalization efforts are positive, but the plan contains insufficient evidence on how these efforts 
support the College’s diversity goals. Response: HHD’s emphasis on globalization will emphasize 
exposing students to cultural differences and to important social problems that arise in a 
context of international inequalities (e.g., malnutrition, health disparities). 

• The College should revisit and revise actions to empower a new generation of leaders and scholars 
with the knowledge and tools to promote diversity, and seek expert assistance to develop measures 
that showcase quality.  

• The review team was unclear on how specific faculty expertise necessarily correlates with 
engagement in diversity practices. RESPONSE: There is considerable substantive expertise in 
HHD in such diversity-related areas as race, ethnicity, and culture; aging and gender; 
disability; sexual identity and orientation; and health disparities. For example, the Center on 
Diverse Families and Communities and the Gerontology Center are interdisciplinary research 
centers in HHD whose foci revolve around the study of different aspects of diversity. Similarly, 
the Department of Communication Sciences and Disorders is devoted to understanding, 
preventing, and treating certain disabilities related to speech and hearing, another facet of 
diversity. We were simply saying that we have a strong foundation to build on. 

• Clarification is needed on whether the course on disability with a service-learning component is a 
General Education or major requirement. RESPONSE: We are rethinking this course. We currently 
plan to enhance our curricular offerings on disability by developing a World Campus course 
on deafness culture (CSD 269: Deafness and Society) to the World Campus.  

• The Penn State Institute for Neurosciences initiative should have an interim progress indicator. 
Response: The PSIN is not an HHD initiative, but a component of the Huck Institute of the Life 
Sciences. HHD faculty members participate in the PSIN, but we are not in a position to control 
its activities (and therefore would not want to be evaluated based on its successes or failures).  
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Strategic Indicators: Information about diversity issues distributed via several methods (brochures, 
listservs, etc.) will be monitored. For instance, first-year students were provided brochures about 
diversity resources, including the Center for Women Studies, the LGBTA Student Resource Center, 
the Multicultural Resource Center, etc. Material on diversity on each unit’s website will be reviewed. 
The number of programs offered by the College related to underrepresented groups other than 
women and racial/ethnic minorities will be determined.  

Challenge 2: Creating a Welcoming Campus Climate  
• Keeping records is commendable, but outcomes should also directly measure progress towards 

attaining cultural competence goals. Please explain how communication and cultural competence are 
enhanced and fostered. 

• The actions intended to improve faculty/administrator and staff communication are not well connected 
to projected outcomes. An outcome that will assess the impact of these actions should be developed. 

• Counting has value regarding enrollment data for diverse undergraduate and graduate students, but 
consider additional measureable outcomes that better assess goal achievement. 

Strategic Indicators: We will be continually taking advantage of data available from the Faculty/Staff 
Survey relevant to our College. The Survey contains 3 items on the climate for diversity in the 
College’s units. For example, 3/4 of the CHHD respondents in the Faculty/Staff Survey reported that 
the workplace climate in their unit is welcoming for employees from underrepresented groups. 
However, 45% reported that acceptance of diversity in their workplace had improved in the past three 
years; we would hope that we would see increases in this percentage.  

 
As to student views, we will use the results from the National Survey of Student Engagement (NSSE). 
For example, in the 2008 NSSE data, 52% of the senior HHD students reported that classes often or 
very often included work on diversity-related topics and 41% said this occurred sometimes.   

 
We will also continue to use results from our 2007 CHHD Climate Survey to assess progress on 
communication between faculty/administrators and staff. Those data showed that over 80% of the 
respondents felt the climate in the College was welcoming, and 15% were uncertain. Over three-
quarters (77%) of the students in the Climate Survey who responded felt that the climate in their 
classes was comfortable or very comfortable. 

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

• Consider expanding the College-wide graduate recruitment plan to include other underrepresented/ 
underserved groups, such as those based on disabilities, gender, age, low income, veteran status, 
and so on. RESPONSE: We wish we could do everything, but we simply can’t. Instead, HHD has 
ascertained that its most critical need at this time is to expand the number of 
underrepresented minority graduate students in the College. Making progress in this important 
area will be very challenging and require the sustained focus of the College’s Executive and 
Diversity Committees. 

• The timeline for sharing recruitment strategies developed by the Graduate Recruitment Task Force 
appears too compressed. RESPONSE: This was our mistake. The timeline for sharing 
recruitment strategies should have been stated as September 2011. 

• Designating a staff person to coordinate graduate recruitment information will assist the College in 
building dynamic practices. RESPONSE: Limited funds make hiring a staff person unfeasible at 
this time. We have instead provided a course release for the chair of the College’s Diversity 
Committee so that she can participate even more actively in the committee’s projects, and so 
far this has proven to be a very useful infusion of time and energy. 

• Reviewing previous search pools to identify potential candidates for new faculty vacancies is a good 
strategy and has the potential to expand minority recruitment efforts. 

• Better metrics will improve the projected outcomes of this Challenge. For example, why are enrollment 
data being used to assess the retention goal? How does this anticipated outcome refer to the goal? 
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Data are critical, but they must be must be placed in appropriate contexts to illuminate real-world 
problems, such as enrollment or graduation disparities. RESPONSE: In addition to enrollment 
figures, we will monitor graduation rates. We appreciate the importance of correlating 
enrollment, retention, and graduation rates for diverse groups.  

• The retention structure should explicitly mention diversity and be more clearly articulated. What are 
the deans and professors-in-charge doing with the analysis of cohort characteristics? Will pre-major 
students be included in the analysis or just those with a declared major? RESPONSE: We will be 
interested in all students who are connected to our College, including HHD students who have 
not yet declared a major. 

• What defines an “emerging student population” was unclear. 
• Please elucidate how information related to annual reports summarizing the characteristics of students 

given College funding is reflective of the College’s diversity goals. RESPONSE: HHD shares the 
University’s concerns regarding barriers to educational access that reflect economic 
disparities. A disproportionate number of students with financial need are students of color. 
The College is committed to supporting students from varied socioeconomic and racial/ethnic 
backgrounds. Tracking the characteristics of scholarship and fellowship recipients will help 
assure that the College is supporting a diverse array of students. 

• Increased scholarship assistance for underrepresented/underserved groups is positive. The review 
team suggests correlating increases in funding with enrollment and retention data to assess the 
effectiveness of this endeavor. RESPONSE: We will track enrollment and retention of 
underrepresented minority students and endeavor to determine the effectiveness of this 
strategy.  

• It is unclear how the World Campus initiative addresses this Challenge. RESPONSE: We agree and 
suggest that this activity better fits under Challenge 5.  

Strategic Indicators: Enrollment and retention information will be used regularly. In 2005, 14% of our 
undergraduate students reported that they were not White; this was 15% in 2008. These numbers are 
consistent with University percentages. A more pressing focus of our efforts at recruitment will be 
non-White graduate students. In 2005, 27% were international students and 64% were White, with 9% 
from other groups. In 2008, international students were 26% of the graduate student body and 68% 
were White, with 6% from other groups. In Fall 2009, 58% were White, 29% were international students, 
and 6% were non-White. 
 
Enrollment Management data available on undergraduate retention rates will be used. For the class 
entering in Fall 2005, data show a 68% four-year graduation rate for minority undergraduates, an 
increase from the class entering in Fall 2004 (55%). For the class entering in Fall 2008, 83% were 
retained through the second year, showing the importance of early efforts at retention. Degree 
completion rates for graduate students from underrepresented groups will be monitored as well.  

Challenge 4: Recruiting and Retaining a Diverse Workforce 
• It was unclear whether everyone in the College is invited to the annual meeting; if not, who is invited? 

RESPONSE: The annual meeting was initiated in 2009 and includes the members of the HHD 
Executive Committee (deans, academic unit heads, director of Diversity Initiatives, director of 
HHD Outreach activities, and director of HHD’s development office), members of the College’s 
Diversity Committee, and the College’s HR manager. Others will be invited as needed, 
depending on the theme and goals of the specific meeting. 

• Previous faculty cluster hires focused on family-health expertise, with diversity-focused expertise as 
the next priority. It may be helpful to consider the reverse. RESPONSE: We were not clear enough 
about what we meant with regard to the cluster hires. The first cluster hire was focused on 
immigrant family and child health. The purpose was to strengthen the College’s expertise in 
this area and encourage cross-unit interdisciplinary collaboration in an important, diversity-
related area. It was also hoped that the topic would attract a diverse pool of applicants which 
has proved to be the case.  
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• The College should develop a list of interview questions for dissemination. Place emphasis on the 
quality of discussion, not just on counting how often questions are asked.  

• The team recommends a focus on creating a culture that welcomes and encourages diversity 
scholarship and research. 

• Attention has been paid to recruiting diverse administrators and faculty, but consideration should be 
paid to recruiting diverse staff. RESPONSE: We agree that recruiting a diverse staff is important. 
The current economic times, however, preclude our doing very much hiring in this area.  

• The review team looks forward to more information regarding the cluster hiring process.  
• Why wait until 2011 to develop and distribute a best practices guide? Consider a sooner date. 
• Reviewing previous search pools to identify potential candidates for new faculty vacancies is a good 

strategy and has the potential to expand minority recruitment efforts. 

Strategic Indicators: The Faculty/Staff Survey data will be used to determine trends in faculty and staff 
attitudes about diversity.  

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

• A list of new international partnerships is not a sufficient outcome. The team recommends developing 
metrics with specific thresholds that define success. 

• More information about the course on disability with a service-learning component would be helpful. 
For example, does the count towards General Education or fulfilling major requirements? 
RESPONSE: The previously identified cross-listed CSD and RPTM course will not be offered. 
Our current plan is to expand the CSD course on Deafness Culture to the World Campus. 

• Cultivating the inclusion of a diversity-focused course in the curriculum should continue to be a priority 
during the College’s strategic planning process. More advertising for underutilized course 
development funds appears to be needed. RESPONSE: We have made available to faculty course 
development funds to develop diversity-related courses or to include more diversity material in 
current courses.  

• RESPONSE: Our curriculum efforts to enhance U.S. and international cultural competencies 
will include not only residential instruction courses but also World Campus courses. Our initial 
effort in this area is to develop CSD 269 (Deafness Culture) as a World Campus course with a 
US designation.  
 

Strategic Indicators: As of Fall 2010, the College had 44 courses with US, IL, or US-IL designations. 
This list will be updated on an annual basis to determine if our course development strategy is 
effective. The number of HHD students who participate in Education Abroad courses will be obtained 
annually. In Fall 2009, 18 students participated in Education Abroad courses, 56 in Spring 2010, and 
69 students in the Summer 2010. The number of students who minor in Global Health, a minor 
administered by Biobehavioral Health, will be assessed over time (the minor has just become 
available).   

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

• Information provided regarding participant selection is unclear, indicating “Women and faculty from 
underrepresented groups will be given special consideration when participants are selected.” 
Response: We will strongly encourage women and faculty from underrepresented groups to 
apply.  

Strategic Indicators: The composition of administrative personnel, academic administrators 
(department heads, school director, research center directors, etc.) will be reviewed on a regular basis 
for the representation of underrepresented groups.  
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Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
• Better explanation regarding the anticipated outcome(s) and overarching measure(s) of success of the 

proposed annual or bi-annual meetings and/or retreats is needed. Response: The annual 
meetings/retreats will keep us focused on attaining the goals within this framework and 
continuing to seek creative ways to enhance our focus on diversity. 

• More specific measures that can help identify whether or not the College is on-track with their 
implementation of Framework goals, especially with any necessary adjustments, would be useful.  

Strategic Indicators: We will include a specific section on diversity-related activities in the College’s 
Faculty Annual Activity Report (FAAR) which is the way in which all full-time faculty report on their 
accomplishments in the areas of research, teaching, and service. This will not only enable us to 
monitor trends in faculty involvement in diversity-related activities, but will raise the profile of these 
activities in the minds of faculty members. In addition, each department submits an annual unit 
diversity update and plan, which uses the seven challenges as a template. These reports will be 
reviewed for specific indicators of progress, and units will be given feedback to further refine their 
measurement approaches. 

The diversity strategic plans from College units will be reviewed by the Dean on an annual basis and 
feedback given to unit heads. After these reviews, a meeting of the Executive Committee of the 
College will be held to consider best practices and College-level initiatives that would aid in 
coordinating the College’s diversity planning.  


