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The plan promises a fresh and bold approach to the College’s efforts to foster diversity by integrating diversity 
planning into the regular strategic planning process. The creation of study teams around each of the seven 
challenges in the Framework to Foster Diversity also represents an exciting new development. Given the 
reorganization of the College’s planning process, the review team expected to see greater documentation of 
benchmarks and matrices as they were lacking in the 2004-09 Final Update. We anticipate these will be 
added as the process unfolds. It is not clear how, or if, the college used the results of the University’s 
Faculty/Staff Survey. Response: The College shared the results of the Faculty/Staff survey with unit 
heads and with the Faculty Council as part of its effort to improve the climate within the College. 

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

• The team applauds the continuing evolution of the College’s definition of diversity, particularly the 
addition of “previous career experience,” especially as it incorporates veterans. The College is 
encouraged to continue expansion of its definition of diversity, for example, the inclusion of religion. 
Response: We will continuously revise our definition to ensure we are inclusive of all 
dimensions of the human experience. 

• The addition of diversity-related questions to the annual career conference protocols is a positive step. 
More information on how these questions will be used would be helpful. Response: The inclusion of 
diversity questions will assist the College in recognizing and validating the work of those who 
engage in diversity initiatives and research. It also aims to achieve long term change in the 
work culture and therefore in the “institutionalized academic culture” by 

o Communicating that diversity is a priority for the College’s leadership;  
o Communicating that diversity related work is a valid and valuable topic for research;  
o Communicating that the inclusion of “diverse” perspectives in curriculum development 

and academic activities is valued by establishing a “diversity expectation.” 

Challenge 2: Creating a Welcoming Campus Climate 
• Creation of the “innovation studio” offers promise if integration of technologies into teaching, research 

and service includes a more clearly defined understanding of the “connecting points” for students. 
Clarification of the lounge’s connection to diversity is needed. The College may wish to consider 
developing the innovation studio as an opportunity for integrating diversity content into the curriculum. 
Response: We agree and will look for opportunities to develop the Studio in this direction. 

• Better coordination of departmental diversity committees is an important strategic move, and the goal 
should be more clearly tied to the challenge of creating a welcoming environment. Clarification 
regarding the connection and communication between the committees would also be helpful. It is 
important to ensure that the same faculty members aren’t being called upon to serve repeatedly on 
these committees. Response: We agree and intend to focus on developing better coordination 
and communication by “charging” committees with clear responsibilities and by establishing 
expectations across the College.  

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

• The personalized approach to recruiting through increased visibility at conferences is a good starting 
point, and will require a more creative approach than mere presence. Perhaps conference social 
functions might be considered as a tool for building stronger bridges through more informal interaction. 
Use of alumni in recruitment would also enhance these efforts. Response: The goal of the 
“personalized approach” is to be creative in our engagement in conference settings; we 
already have a presence and we are seeking greater impact. The suggested examples are 
among those being considered and/or implemented. 
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• Outreach to less visible underrepresented populations is promising, and may require more than better 
coordination with external governmental entities. Consideration should be given to local and regional 
non-governmental organizations that offer support and advocacy for these populations. 

• Best Practice: The planned matching fund intended to diversify research teams by connecting faculty 
research projects and students is a potential best practice. Response: Coordination with local and 
regional non-governmental is embedded in our outreach plan. The Veterans Administration 
Office and the Office of Vocational Rehabilitation work with such regional and non-
governmental organizations therefore facilitate our connections with those service providers.  

Challenge 4: Recruiting and Retaining a Diverse Workforce 
• The report acknowledges that the recently established practice of conducting external searches for all 

staff vacancies has not yet yielded many actual diverse hires. The team commends the College for 
admitting the deficit in this area, and suggests that a commitment to best practices in recruiting more 
diverse staff may require dedicated resources and connections beyond Penn State. 

• The implementation of a mentoring award is a potential best practice. The College may wish to 
consider additional steps toward creating structured mentoring programs that include appropriate 
training, professional development, and assessment. Ideally, mentoring should extend beyond staff to 
include faculty and students, as well.  

• The College has lost a number of diverse faculty members in the last five years, yet there does not 
appear to be a strategy to replenish this loss. Response: We understand conducting external 
searches for staff positions may not bring immediate outcomes but see the importance of 
maintaining such practice. We will be attentive to investing appropriate resources and making 
use of meaningful connections. 

 
We are continuously looking at mentor training (for students, staff, faculty) and for ways to 
incorporate mentoring activities into our daily work. But we also remain cautious about the use 
of highly structured/rigid mentoring programs. We address this issue in our 2004-2009 
progress report, under Challenge 4 –question # 4 (document page 43) and note that it is 
important for mentoring programs to be flexible and responsive to individual circumstances.  
 
We have placed extra stress with all of our search committees about the importance of 
searching diligently for highly qualified candidates whose hire would enhance the diversity of 
the College. We will continue to make these efforts, but our progress is likely to be slowed by 
the reduction in the number of new searches we are conducting. The tightness of the budget is 
a reality we face. 

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

• The review team appreciates College’s understanding that diversity is not a “special topic,” and 
believes that this understanding is especially important for the inclusion of less visible members of the 
University community. 

• The College is commended for planning a less reactive approach in responding to “concerned” 
parents’ inquiries about student safety in urban and international experiential learning opportunities. 
The review team strongly urges the College to seize this opportunity for “teachable moments” in 
diversity education outreach to constituent groups beyond the immediate University community—
particularly as it relates to the value of intercultural competency in future work/life endeavors of 
students. 

• Development of learning outcomes vis-à-vis curriculum assessment (given the College’s unique 
strengths in this field) could serve as a model for other colleges and service units; the team looks 
forward to seeing these outcomes among the results of the planned comprehensive curriculum review. 
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Challenge 6: Diversifying University Leadership and Management 
Institutional Viability and Vitality 

• The continued and sustained emphasis on scholarship through thoughtful design of faculty 
positions may speak more to Challenge Four; however, scholarly examination of institutional 
policies as related to inclusiveness offers promise of a better understanding of the democratic 
function of universities and could make Penn State a national leader in the field and fill the 
pipeline with potential new leaders. The College is encouraged to seek the counsel of the 
Affirmative Action Office as appropriate in this endeavor. Response: We agree and will use the 
office of Affirmative Action to seek counsel and work with as a partner in activities and for 
training programs. 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
• The goal of developing a “fluid and transparent” process where parties are held accountable for 

achieving real progress needs clarification. The team looks forward to reporting of assessment 
measures in the College’s mid-term progress report. 

• Best Practice: The more broadly participatory approach to planning efforts makes the Framework 
more central in the College’s strategic planning efforts, and is a potential best practice. Specifically, 
the inclusion on the Strategic Planning Steering Committee of members with interest and experience 
in diversity issues is a positive step.  


