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The College of Agricultural Sciences (CAS) new Framework diversity strategic plan outlines an achievable 
strategy for continuing the diversity accomplishments of the past while striving to achieve a better 
measurement of outcomes. Particularly commendable is the expectation that each leader within CAS will 
embed diversity into the practices of their respective units. CAS might consider creating additional incentives 
for leaders so as to foster the performance of this expectation. Also, the College should especially continue to 
focus on implementing strategies aimed at increasing the diversity of the faculty. Further, as also noted in the 
feedback report for the CAS 2004-09 Framework final update, additional emphasis on campuses other than 
University Park would be desirable. 
 
Some components of the plan, such as its structure of goals, action items, and projected outcomes, could 
serve as a model for other University units. Also noteworthy was the table of planned and current activities, 
which gives a sense of where the College is moving in its diversity emphases. The major shortcoming of the 
plan is that it does not consistently specify concrete thresholds for success in the Projected Outcomes 
section. For example, one projected outcome for Challenge 3 is “graduation rates of undergraduate and 
graduate students,” but no specific rate is identified. What defines success here? Also, are graduation rates 
from Penn State or graduation rates within the College in view? Much the same can be said of many other 
projected outcomes. Also, some items in the Action Items/Description section could be more specific. Again, 
under Challenge 3, the College promises “new student scholarships.” A more ambitious approach would be to 
set a target on the amount of support desired, just as University development campaigns set targets. 
Obviously, the level of specificity for action items is constrained by the need to keep plans somewhat 
streamlined, as called for in the 2010-15 Framework, and to preserve a degree of flexibility, but the review 
team thought that, at points, these items could be more concrete. 

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

• The CAS 2004-09 Framework update highlights the leadership role of their new multicultural 
coordinator, yet the review team could find no clear reference to this person in the new plan. 

• The review team endorses the College’s overall approach to diversity, such as utilizing University 
resources proactively, conducting a speaker series, and expanding the concept of diversity beyond 
race, gender and sexual orientation to include religious minorities, the disabled and nontraditional 
students. 

• The number of “hits” on the CAS Web site is probably not the best way to measure the climate for 
diversity given that it is not clear what conclusions can be drawn from these data. RESPONSE: 
Agree. 

• CAS should explore collaborating more with student government because it has many resources that 
can be utilized to promote diversity efforts. 

• The College should consider adding a survey for Cooperative Extension clients to measure diversity 
efforts related to this population. RESPONSE: Cooperative Extension evaluates programs 
regularly and will explore the addition of a diversity-related question in evaluation tools. A 
sample question might include, “to what extent do you believe Cooperative Extension delivers 
programming that supports Pennsylvanians from a variety of cultures and backgrounds?” 

Challenge 2: Creating a Welcoming Campus Climate 
• The idea of forming climate or diversity committees to review and respond to climate issues at each 

unit level is exemplary and should foster diversity as a pervasive goal throughout the College. 
• CAS’s proposed use of social networking tools to enhance diversity communication is an apt way to 

optimize state-of-the-art communication technologies and practices. 
• Increasing the numbers of students from diverse racial/ethnic groups in the College signals to others, 

including prospective students, that CAS is a welcoming place for them. 
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• Mandating that all candidates for leadership positions be interviewed by the Diversity Coordinating 
Council to ascertain each candidate’s skill set and commitment to diversity is an outstanding 
organizational structure. This practice communicates to everyone that diversity is a priority for CAS, 
not an afterthought. 

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

• Establishing new scholarships and grants for multicultural education and diverse students is 
exemplary and should augment retention and graduation rates. Outcomes tracking will be critical. 
RESPONSE: Regarding new student scholarships, we will follow up with our development 
officer to discuss the college’s development strategy and targets and ensure that diversity is a 
visible priority. Is the desire for minority student scholarships incorporated in university 
campaign materials? 

• CAS partnerships with institutions that mainly serve diverse students are noteworthy, especially the 
inclusion of tribal colleges, which is new for this planning cycle. 

• CAS’s work with on-campus organizations, such as MANRRS, is impressive and should be expanded 
to include other organizations such as the LGBTA Student Resource Center. 

• The College should explore better ways of exhibiting the diversity and variety of its majors to attract 
more students. Many students may not appreciate the richness of majors and career paths available, 
which could be a reason some students don’t consider CAS. RESPONSE: The College has 
increased its UG enrollment by over 40% in the last five years through an extensive marketing 
and outreach campaign which is ongoing. 

Challenge 4: Recruiting and Retaining a Diverse Workforce 
• A better plan with more specifics should be developed to recruit a more diverse faculty. Good 

intentions are clearly seen, but the review team would like to see a more concrete plan with robust 
metrics. For example, utilizing the Senior Faculty Mentor and other faculty to diversify the applicant 
pool is a good start, but these components should form one part of a constellation of integrated 
endeavors, whereas the current description appears more facile and diffuse. The current CAS gender 
and race/ethnicity profile suggest that this goal should be of upmost importance. RESPONSE: Agree 
with the importance of focusing on hiring of diverse faculty. We would appreciate the use of 
Alumni Association data on demographics of our alumni so that we can contact diverse alumni 
to engage their assistance in recruiting faculty as well as students.  

• Capitalizing on its positive sense of community through programs aimed at improving employee 
relations and professional development will continue to make CAS a desirable place to work. 

• Participation with the equity commissions is cited in the plan, though not CLGBTE; LGBT and gender 
identity issues are also not prominently mentioned in the plan. RESPONSE: We will start actively 
promoting the opportunity to participate in equity commissions. 

Education and Scholarship 
Challenge 5: Developing a Curriculum That Fosters Intercultural and International Competence 

• Developing a research agenda for diversity-related issues is a great step in the right direction. 
• Augmenting partnerships with international schools and institutions that primarily serve diverse 

racial/ethnic students to increase funding for international research, education, and extension program 
development is exceptional. As alluded to in feedback for the 2004-09 Framework update, CAS 
should be careful not to overemphasize international diversity at the expense of U.S. diversity. 
RESPONSE: Agree, and to get a truer picture the data should be disaggregated. 

• CAS could improve the diversity of its curriculum by hiring more faculty members whose scholarly 
interests are in diversity-related areas. As also mentioned in the 2004-09 Framework update 
feedback, CAS should consider asking faculty members to include diversity efforts in their annual 
reports to promote diversity in their teaching, scholarship and service. RESPONSE: To reinforce 
diversity and create additional incentives for our faculty and leadership team members we will 
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explore the addition of a diversity goal in annual performance reviews. This is already in place 
for extension educators and staff members. 

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

• Offering administrative internships and professional development programs is a key factor for 
increased diversity in the leadership of the College. 

• Planning to use more networks that promote diversity when looking to fill leadership roles is laudable, 
as is requiring that applicants for these positions possess “demonstrated skills in managing diversity.” 
However, this criterion can sometimes morph into qualifying candidates based on vague statements of 
good intention and “commitment to diversity.” Tangible diversity accomplishment should be the bar, 
and CAS should make it clear in its screening processes that diversity is a core business. 

• An explicit goal, with associated metrics, for increasing the diversity composition of CAS leadership 
should be added to this Challenge. RESPONSE: Agree. 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
• The College’s goal of integrating diversity strategic planning and strategic planning so neither is done 

in isolation is exemplary. 
• CAS is commended for sponsoring at least two diversity-related professional development workshops 

annually and for articulating the activities and initiatives to be implemented. 


