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BACKGROUND 
 
The College of Engineering Framework to Foster Diversity Plan is based on the continuing 
efforts that began with its original plan initiated in 1993 and the college’s ongoing strategic 
planning processes. Similar to the original plan, and each plan since then, this Diversity Plan is 
tightly connected to the vision set forth in the college’s Strategic Plan.  
 

The vision of the College of Engineering is to have a partnership of faculty, 
students, staff, alumni, and government and corporate leaders working together 
to provide the highest quality education and to continue building one of the 
nation’s best engineering institutions. Further, our vision for the college is to 
create a climate that attracts and supports a diverse group of students, faculty, 
and staff and in which learning, research and service are accomplished together. 

 
The college defined specific goals to achieve that vision through a process that began with broad 
participation in which the college sought input from the departments and college task force 
committees, and feedback from advisory boards (including advisory boards for the Leonhard 
Center for the Enhancement of Engineering Education, Engineering Diversity, and Penn State 
Engineering Alumni Society). Seven strategic goals emerged which formed the basis of the 
College of Engineering Strategic Plan:  
 

1. Attract and develop an outstanding and diverse faculty, student body, and staff 
2. Implement the World-Class Engineer vision in the undergraduate curriculum 

with emphasis on globalization and innovation 
3. Strengthen graduate programs 
4. Develop research thrusts in areas of state, national, and global needs 
5. Enhance outreach to the Commonwealth and beyond 
6. Implement administrative and organizational actions to support strategic goals 

and increase effectiveness 
7. Advance philanthropy and external relations 

 
The Framework to Foster Diversity plan has the benefit and strength of having each Diversity 
Challenge aligned with at least one of the strategic goals of the college—some more directly than 
others as shown in Appendix A and summarized here. College Strategic Goal 1 maps directly to 
Diversity Challenges 3 and 4 (Representation: Access and Success), and is indirectly aligned 
with Challenges 1 and 2 (Campus Climate and Intergroup Relations) since a welcoming and 
inclusive environment is essential when attracting and retaining a diverse workforce and student 
body. The importance of Strategic Goal 1 in addressing the Diversity Challenges cannot be 
underestimated. Attracting a diverse student body and workforce is prominent in the college’s 
Strategic Plan and reiterates the commitment to diversity.  
 

The College of Engineering is committed to fostering diversity by offering a 
welcoming and supportive environment for its students, faculty, and staff, and to 
nurturing a learning and working environment that respects differences in 
culture, age, gender, race, ethnicity, physical ability, sexual orientation, and 
religious affiliation. Recognizing that diversity enriches the educational 
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experience, improves the practice and profession of engineering, and enhances 
creativity and professional growth in the workplace, the college emphasizes both 
demographic and intellectual diversity. This requires continued effort to attract 
and develop qualified persons of diverse backgrounds to deliver and participate 
in its educational mission and programs; a curriculum and other learning 
experiences that provide exposure to diverse cultures, human characteristics, and 
ways of thinking; and an organizational climate that stimulates innovation, values 
diverse contributions, and encourages performance that leads to the advancement 
of its constituents.   

 
Linkages for the other strategic goals continue with college Strategic Goal 5, which includes the 
promotion of activities to engage the K-12 community. This activity is also an important element 
of the undergraduate recruiting efforts (Diversity Challenge 3). College Strategic Goal 2, 
implementing the World-Class Engineer vision, addresses a significant portion of the educational 
goals of the education expectations in Diversity Challenge 5. Additionally, the college’s 
Strategic Goal 7 for philanthropy encompasses increased student and program support.  In part, 
the philanthropic efforts will be directed toward doubling the amount of scholarship dollars 
available and dramatically increasing graduate fellowships which are in line with actions in 
Diversity Challenge 3 to increase access. The focus of increasing the program support 
endowments will be to enrich the undergraduate student experience, such as those defined by 
service learning and international experiences per the education element in Diversity Challenge 
5. Finally, college Strategic Goal 6 directly relates to the leadership and management goals and 
organization articulated in Diversity Challenges 6 and 7. The close association of the college’s 
Strategic Plan goals to the Diversity Challenges demonstrates the college’s commitment to 
diversity and provides a mechanism for sustainability. 
 
Similar to the College of Engineering Strategic Plan, the current Diversity Plan has benefited 
from the input from faculty, administrators, staff, and students across a range of committees and 
working groups. The ongoing efforts of the Office of Academic Programs Steering Team, the 
Global Engineering Education Implementation Committee, the First-Year Engagement 
Implementation Committee, and the Recruiting Task Force have shaped specific activities and 
overarching directions relevant to the plan. To supplement those efforts, small groups of 3-5 
individuals (listed in Appendix B) shared their perspectives on each particular diversity 
challenge by focusing on the University’s recommended target areas, and identifying desired 
actions and outcomes for the college, and providing indicators for measures of success. Their 
input was combined with the college’s Strategic Plan to form particular actions and outcomes 
that provide a cohesive approach to make progress toward addressing the seven Diversity 
Challenges.  
   
 
CAMPUS CLIMATE AND INTERGROUP RELATIONS 
Challenge 1 – Developing a Shared and Inclusive Understanding of Diversity 
Challenge 2 – Creating a Welcoming Campus Climate 
 
During the previous College of Engineering Framework to Foster Diversity cycle, considerable 
attention was given to develop a clear and consistent description of Penn State’s diversity 
objectives and initiatives, to strengthen our organizational structures that support diversity in the 
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college, and to utilize feedback from faculty, staff, and students to gauge the climate, and 
identify areas for improvement. Building upon those efforts the college now seeks opportunities 
to improve communication on diversity issues, engage more individuals, integrate the activities 
more broadly across the college, and develop effective communications that speak to the 
inclusiveness of our community within the college and the impact that we have when partnering 
with diverse communities outside of Penn State. 
 
Challenges 1 and 2 also speak to the importance of examining our own processes and procedures 
and making use of the findings from reports and studies conducted with Penn State participants 
as well as those that represent national findings. Key data sets and reports that will be used 
during the 2010-2015 Framework cycle include the Faculty/Staff Survey, including longitudinal 
data (2004 and 2008), results from the college’s participation in a survey of students titled PACE 
(Program on the Assessment of Climate in Engineering) sponsored by the Sloan Foundation, and 
the longitudinal data available from our participation in the National Survey on Student 
Engagement (2008 and 2011). Each of these studies provides data from our college as well as the 
overall results for the sample population. Other sources of information that will shape our future 
directions include college enrollment and retention data, assessment of the effectiveness of 
programs that support diversity, student feedback on recruiting efforts, and student flow, senior 
exit surveys, alumni surveys, and reports from the Office of Planning and Institutional 
Assessment.  
 
The college’s goals, action items, and proposed outcomes for Challenge 1 emphasize broader 
participation, greater integration, and more effective communication—all in an effort to meet the 
college vision “to create a climate that attracts and supports a diverse group of students, faculty, 
and staff and in which learning, research, and service are accomplished together.” The expected 
completion dates for the outcomes are shown in parentheses.  
 
Goal 1.1 Increase direct participation in efforts to address the Framework Challenges 
Action Items  Proposed Outcomes 
Redefine the Diversity Committee by 
composing seven Challenge Task Teams with 
broad membership and responsibility to 
implement the plan and guide direction 

 

Action-oriented task teams with membership 
comprised of faculty, staff, students, and 
administrators that have responsibility to achieve the 
goals in the seven Framework Challenges (SP 
2010); 100 active members during the 2010-2015 
cycle with 30-40 members (some with staggered 
terms) engaged each year (FA 2015) 

Make visible the college’s representation and 
participation on relevant committees and task 
forces, and acknowledge the contributions of 
individual efforts (See Goal 2.2) 

A website that lists the college faculty, staff, and 
student participation on the Commissions, the 
Faculty Senate Educational Equity committee, the 
Challenge Task Teams, Affirmative Action College 
Contacts, (FA 2010);  A regular website feature 
spotlighting staff, faculty, and students for their 
efforts to promote a welcoming climate  
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Goal 1.2 Incorporate vibrant messages in online and hardcopy publications that demonstrate a 
commitment to diversity and reflect an inclusive environment  
Action Items  Proposed Outcomes 
Conduct a systematic review of hardcopy 
publications and identify opportunities for 
improvement 

Consistent messages that include text, images, and 
visual representations of data that support the 
Framework Challenge goals   

Review portions of the college website to 
identify sites with highest priority for updating 
and opportunities to include information about 
the climate, our demographics, and activities 
that support an inclusive community 

Improved effectiveness of the websites that 
incorporate use of contemporary technologies where 
appropriate. Priority order: Engineering Diversity (SP 
2010); Climate (SP 2010); Prospective Students (SP 
2010); Faculty/Staff Resources (FA 2011); other 
sites based on review 

Bring the human, societal, and global  aspects 
of engineering to the forefront in 
communications  

The college will be recognized for the inclusive 
community it is, and the diverse communities it 
serves and with whom it partners  

 
 
Goal 1.3 Increase interactions across units within the college  
Action Items  Proposed Outcomes 
Present and discuss the Office of Engineering 
Diversity strategic plan with other units in the 
college (e.g., academic council, academic 
departments, student services) (See Goal 7.2)   

Partnerships on proposals which leverage and 
expand existing successful programs; identification 
and pursuit of activities with mutual benefits to the 
department and college, such as recruiting 

Create venues for academic leaders to share 
lessons learned on diversity topics (See Goal 
7.2) 

Department heads and academic leaders become 
familiar with key topics related to diversity, e.g., the 
National Academy of Engineers “Changing the 
Conversation” report, humanitarian engineering 
efforts via the new “Engineers Without Borders” 
chapter at Penn State (begin FA 2010) 

 
Strategic indicators for Challenge 1 will include trends with regard to: 

 # of faculty, staff, students, and administrators participating on the Challenge 
Task Teams (See Appendix B for Challenge Task Team Leaders, Teams 
identified in January 2010) 

 # of proposals written (and awarded) that leverage and expand existing 
successful programs that enhance diversity (begin collecting in 2010) 

 # of national and international awards bestowed on faculty, staff, students or 
units for their efforts related to the Framework Challenges (begin collecting in 
2010) 

 
The college’s goals, action items, and proposed outcomes for Challenge 2 emphasize 
incorporating data into opportunities for discussion and informational reports.  This challenge 
addresses approaches we will pursue to make sense of the data from a variety of sources (internal 
and external), distill the information into useable formats, and communicate it to others. This 
challenge also develops programming to educate others and to build a community where 
members respect each other and enjoy finding common avocational pursuits. The expected 
completion dates for the outcomes are shown in parentheses.  
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Goal 2.1 Enhance utilization and reporting of data and findings 
Action Items  Proposed Outcomes 
Establish a process for reviewing reports, 
including those with national or comparison 
data, distilling key findings, and communicating 
the results (See Goal 7.2) 

Summaries that assist decision-making, strengthen 
proposals, and shape future directions; Standard 
reports for academic leaders and climate 
committees to assist decision-making and planning  

Use Faculty/Staff Survey results to identify areas 
of improvement; Gather additional information; 
Pursue actions to address shortcomings, identify 
measurable outcomes, and monitor progress 

Issue will be addressed and appropriate data 
presented to show progress 

 
 

 
Goal 2.2 Increase educational programming for staff, faculty, academic administrators, and 
students  
Action Items  Proposed Outcomes 
Establish a programming committee (separate 
from the Challenge Task Teams) with broad 
representation from the college to arrange for 
multiple events for staff and faculty 

Valued events offered for the staff and faculty with 
topics relevant to workplace issues (FA 2010); 
Increased familiarity with and knowledge of others in 
the college  

Encourage participation by providing pathways 
to make use of the information and training in 
the workplace, and subsequent recognition for 
the efforts (See Goal 1.1) 

Attendance at events increases as individuals see 
the value in participation 

Encourage and support student organizations 
to partner together (See Goal 3.3) 

Increased participation and attendance at student 
events due to co-sponsorship 

 
Strategic indicators for Challenge 2 will include: 

 Ratings on particular items that garnered attention and action on the 
Faculty/Staff, NSEE, PACE, and other surveys (See Table 1 and Table 2). 
 
TABLE 1: Student Responses on Academic Climate 
NSSE 
Quality of the relationship with people at your institution 
1= unfriendly, unsupportive, sense of alienation 
7= friendly, supportive, sense of belonging 

 
First-year 

 
Seniors 

 

8.a. Relationships with other students  5.70 5.63 
8.b. Relationships with faculty members 4.95 4.94  
8.c. Relationships with administrative personnel and offices 4.48 4.60  
PACE 
Responses 
1=Never, 2=Rarely, 3=Sometimes, 4=Usually, 
5=All the Time 

 
Gender 

 

 
Race/Ethnicity 

 

 Men Women Majority Minority 
Professors treat you with respect 
 4.2 4.2 4.3 4.2 

I fell like I am part of a community 
 3.4 3.4 3.5 3.5 
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The survey analysis conducted by the university on the faculty and staff 
responses to the 2008 survey stated, “The College of Engineering has 
favorable ratings in all important areas and therefore has no primary 
improvement issues. Communication and respect and perceptions of 
administration could be a focus.”  
 
TABLE 2: Faculty and Staff Responses on Workplace Climate 
 2004 2008 
 Favorable Unfavorable Favorable Unfavorable 
The workplace in 
my department/unit 
is welcoming 

70% 9% 76% 7% 

 One of the Best or  
Above Average 

One of the Best or  
Above Average 

How would you rate 
Penn State as a 
place to work? 

73% 78% 

 Worse or Much Worse Worse or Much Worse 
How would you rate 
it compared to three 
years ago? 

24% 16% 

 
 # of reports and presentations discussing the data from the national, 

university, and college studies (begin collecting in 2010) 
 # of individuals recognized for contributions to the climate (begin reporting in 

2010) 
 # and list of co-sponsored student organization events (begin collecting in 

2010) 
 
REPRESENTATION: ACCESS AND SUCCESS 
Challenge 3 – Recruiting and Retaining a Diverse Student Body 
Challenge 4 – Recruiting and Retaining a Diverse Workforce 
 
The college continues to recognize the interconnectedness of these two challenges, and the 
inextricable tie that these challenges have to the remainder of the Framework. Throughout the 
past decade, the college has made progress toward greater diversity with regard to gender and 
race/ethnicity in the undergraduate student body and among the faculty. Additionally, the 
college’s efforts to understand aspects of learning experiences and student support that are 
important for student success have been influential in the design and implementation of pre-
college programs, bridge programs, orientation and mentoring programs, and international 
experiences.  During the next five years, the college will focus its efforts on strengthening 
existing support programs, broadening the reach of the successful elements of the retention 
programs for undergraduate and graduate students, creating a more diverse graduate student 
body, and increasing the diversity of the faculty and staff. The college will continue to develop 
and offer innovative programs designed to increase knowledge of and interest in science and 
engineering by connecting the exciting K-12 opportunities with those fields of study.  
 
With regard to students, the challenges to increase diversity vary depending on the level of study. 
For example, while women account for about 16% of the undergraduate students, the college has 
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several majors (aerospace, mechanical, electrical, civil, computer science and engineering) that 
have fewer than 11% women, while a few majors have significantly higher percentage than the 
college average (47% in bioengineering, 28% in chemical engineering and 27% in industrial 
engineering). At the graduate level, the percentages of women are higher overall but the same 
relative differences between majors persist. A different picture emerges with underrepresented 
minority students where about 5.1% of the undergraduate student enrollments are comprised of 
underrepresented minority students (African American, Hispanic American, Native American) 
with considerably less variation across programs. At the graduate level, unlike the trends for 
women, the underrepresented minority percentages are lower than in the undergraduate 
population. For effectiveness, the efforts to increase diversity should consider the level of study 
and the major. Finally, the college recognizes that there are additional opportunities to increase 
diversity by broadening participation to reach other underserved populations. The college plans 
to extend successful program elements (such as mentoring) to reach and support all students. 
 
Not surprisingly, the trends for both women and minority faculty reflect the trends at the 
graduate level; however, the college has been successful at recruiting women and 
underrepresented minority faculty, such that current percentages of both populations are higher 
than is reflected in the national averages for engineering programs. At the midpoint report in the 
last cycle there were no underrepresented minority on the staff, primarily due to the ongoing 
challenges of limited diversity in the applicant pool.  While the college now includes eight staff 
members from underrepresented populations, the attention to address Challenge 4 remains high; 
however, the focus has been directed toward enhancing the workplace climate. 
 
The college’s goals, action items, and proposed outcomes for Challenge 3 emphasize increasing 
our understanding of the critical points in which information and activities are needed so as to 
increase diverse representation in applicant pools, broaden participation in programs that support 
students, and enhance financial support to students. The expected completion dates for the 
outcomes are shown in parentheses.  
 
Goal 3.1 Enhance infrastructure support applicable to both undergraduate and graduate 
programs 
Action Items  Proposed Outcomes 
Review, for both undergraduate and graduate 
studies, the processes from beginning to end 
(i.e., from the activities to attract students 
through to degree completion) to identify the 
greatest opportunities for support   

A series of reports of the flow of undergraduate and 
graduate students through various stages (e.g., 
application through enrollment, and enrollment to 
degree completion) to be shared with academic 
leaders in the college to identify opportunities to 
enhance diversity. (FA 2009-2011)  

Improve the website and print materials for 
prospective undergraduate and graduate 
students being attentive to including 
information indicative of a welcoming and 
inclusive environment (See Goal 1.2)  

Improved effectiveness of the websites that 
incorporate the use of contemporary technologies 
where appropriate (SP 2010);  Review and update 
print materials for undergraduate recruiting (FA 
2010) and graduate recruiting (SP 2011).  

Seek additional endowments for scholarships 
(undergraduate) and fellowships (graduate) 
and program support that achieves educational 
goals (See Goal 5.2, and Goal 7.2) 

More students will have financial support for tuition, 
and more students will be able to participate in the 
experiential activities involving undergraduate 
research, international experiences, and service-
learning  
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Goal 3.2 Increase the diversity within applicant pools for both undergraduate and graduate               
programs  
Action Items  Proposed Outcomes 
Maintain and expand support for programs that 
educate and inform pre-college students about 
engineering (e.g., Make the Machine, 
Engineering Ambassadors, Visit in Engineering 
Weekend) 

Expanded involvement of current students in 
outreach programs so that a broader reach can be 
established and sustained  

Organize and expand support for 
undergraduate research opportunities to 
expose more undergraduate students to this 
element of graduate study 

Established network of support for students, 
including a searchable database of opportunities, 
communications (e.g., newsletters) to keep students 
informed of research opportunities and graduate 
school planning; Established programming for 
students to develop skills for pursuing research (akin 
to skill development for pursuing internships)  
(SP 2011) 

Build external partnerships and participate in 
professional conferences, and recruiting fairs to 
promote graduate study opportunities at Penn 
State  

Database of opportunities with indications of 
participation and opportunities for use by graduate 
program officers and the graduate program director 
(FA 2012) 

 
Goal 3.3 Strengthen and broaden participation in programs directed toward undergraduate 
retention 
Action Items  Proposed Outcomes 
Expand elements of the successful orientation 
programs for Women in Engineering and 
Multicultural Engineering Programs to benefit 
all students, particularly all first-year students 
and students transitioning to University Park 

First-year students who are better informed about 
the majors, better prepared to plan participation in 
international experiences, undergraduate research, 
or work experiences while making progress toward 
the completion of their degree (FA 2010); Students-
in-transition programming established (paired 
courses for ME and EE via Students in Transition 
Education Program in SU 2010; new features added 
each year); increased participation in Academic 
Summer Experience (campus program)  

Encourage and support student organizations 
to partner together (See Goal 1.3) 

Increased participation and attendance at student 
events due to co-sponsorship  

 
Strategic indicators for Challenge 3 will include trends in the following (†refers to Figures 1-8 in 
the College of Engineering Diversity Strategic Plan 2004-2009 Final Report): 

 # and % of underrepresented undergraduate and graduate students in applicant 
pools (begin reporting in 2010) 

 # and % of underrepresented undergraduate and graduate students enrolled† 
(See Figures 1, 2, 3, and 4 in Appendix C) 

 # and % of underrepresented undergraduate and graduate students completing 
degrees † (See Figures 5, 6, 7, and 8 in Appendix C) 

 # of graduate students who participated in undergraduate research at Penn State 
(begin collecting in 2010) 

 # of pre-college students reached through outreach programs, or # of pre-
college outreach programs (begin collecting in 2010) 

 Amount of scholarship and fellowship awards, including Trustee Scholarships 
(begin reporting in 2010) 
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 Amount of support awarded for experiential learning: undergraduate research, 
international and service-learning experiences (begin reporting in 2010) 

 
The college’s goals, action items, and proposed outcomes for Challenge 4 emphasize leveraging 
current activities and the positive climate within the college to ensure professional growth, 
recognition of accomplishments, and success for faculty and staff, thereby positioning the 
college to attract a diverse and inclusive workforce. The expected completion dates for the 
outcomes are shown in parentheses.   
 
Goal 4.1 Strengthen support to faculty and staff through programming that assists with their 
professional development 
Action Items  Proposed Outcomes 
Develop programming to assist with the 
retention of mid-career faculty 

 

An established workshop and seminar series for 
post-tenure faculty for continued professional 
development and progress toward their next 
promotion (FA 2010)  

Utilize reporting mechanisms in the SRDPs and 
the Faculty Annual Reviews to identify good 
practices that support diversity and an inclusive 
climate  

A resource compiled by HR that identifies good 
practices, which is made available to staff, faculty, 
and academic leaders (SP 2011)    

 
Goal 4.2 Increase knowledge of, and access to, information that assists with recruiting and 
retaining a diverse workforce 
Action Items  Proposed Outcomes 
Identify family friendly policies and procedures, 
including mentoring opportunities, at the 
University and within the college  (See Goal 
1.2) 

Visibility of policies and procedures to faculty and 
staff; Additions to be included in website revision 
per Goal 1.2 (FA 2011)  

Offer STRIDE (Strategies and Tactics for 
Recruiting to Improve Diversity and Excellence) 
or similar program to assist search committees  

Improved effectiveness of search committees in 
their efforts to establish and review diverse 
applicant pools 

Provide an annual report/presentation to the 
Academic Council to share information and 
discuss opportunities (See Goal 7.2) 

Increased awareness and discussion of national 
trends (e.g., decreases in domestic applications for 
faculty positions), opportunities for leveraging 
support (President’s Opportunity Fund, Institutes’ 
co-funding, etc.), effective networks (e.g., WEPAN) 
and leveraging locations (Navy Shipyard) for 
advertising to attract a diverse candidate pool 
(annually)  

 
Strategic indicators for Challenge 4 will include changes in the following measures: 

 # of faculty promoted to associate and full professor (begin reporting in 2010) 
 # of staff from underrepresented populations (begin reporting in 2010) 
 # of faculty, staff, and students recognized for contributions to the climate 

(begin reporting in 2010) 
 # and percentage of faculty from under represented populations (for 

longitudinal trends showing the number of women and underrepresented 
minority faculty see Figures 9 and 10 in Appendix C)  
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Engineering Faculty Growth at Penn State compared to National* Trends 
*National Data Source: ASEE Profiles of Engineering and Engineering Technology Colleges 
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EDUCATION AND SCHOLARSHIP 
Challenge 5 – Developing a Curriculum That Fosters U.S. and International Cultural 
Competencies 

For the past decade, the college has focused attention on developing a vision that includes 
attributes of world-class engineers. During the recent strategic planning cycle, the college 
strengthened its commitment by choosing as one of its goals the implementation of the World-
Class Engineer vision. Specifically, the college established a goal that every student will 
participate in a significant international experience. To accommodate that aggressive goal given 
our high enrollments, the college is striving to become a world leader in non-travel based 
international educational experiences, while also expanding travel-based global experiences. 
These experiences are expected to prepare students for the increasingly competitive global 
workplace while developing an understanding of diverse cultures and attitudes. Increasing 
domestic intercultural experiences will continue to be pursued via community-based projects 
aligned to service learning.  Additionally, team skill development will continue to be emphasized 
because of its importance in improving students’ effectiveness when working with others 
different from themselves. Existing courses and co-curricular elements, such as capstone 
experiences, cooperative education, undergraduate research, first-year engagement activities, and 
teaching assistant training will be leveraged to expand participation and impact.  Also, we intend 
to engage more fully the international community present in the current students and faculty, and 
visiting international scholars.  

The college’s goals, action items, and proposed outcomes for Challenge 5 reflect the efforts to 
build a deeper understanding of effectiveness of programs, leading to more effective utilization 
of resources and increased participation by students, faculty, and staff. The expected completion 
dates are shown in parentheses.   
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Goal 5.1 Increase educational experiences that develop international and intercultural 
competency 
Action Items  Proposed Outcomes 
Review the breadth of educational 
opportunities available in the college; Share 
approaches across academic departments; 
Periodically review opportunities to identify 
gaps  

A database of opportunities in the college (courses 
and co-curricular activities) available to 
undergraduate and graduate students that 
incorporate multicultural topics (FA 2010) 

Develop, implement, and evaluate 
effectiveness of non-travel based experiences  

 

A collection of non-travel based models that 
integrate international competencies into resident 
courses and the associated evaluation including 
factors related to student demographics, course 
level, etc. (SP 2011); A record of participation level  

Develop components of the first-year 
experience that introduce intercultural and 
international awareness and that build interest 
among students to pursue future opportunities        

A defined set of intercultural education components 
embedded in the first-year program (SP 2011); 
Creation of an introductory course on engineering in 
the US for first-year international students (SP 
2011);  Academic plans for each program that 
incorporate a semester abroad to facilitate early 
planning by students (FA 2010) 

Expand travel-based experiences through 
embedded courses, international internships, 
community-based projects, international and 
intercultural student organization projects; 
Develop an instrument to assess the level of 
international and intercultural competency 

Increased participation in travel-based experiences; 
Increased understanding and sensitivity to local 
effects on engineering practices  

Create workshops for students to develop 
communication skills that will enable them to 
more effectively relate the personal and 
professional accomplishments resulting from 
international and intercultural experiences 

Improved visibility to activities and a sustained 
student network of engineering ambassadors that 
enhances the community  

 
 
Goal 5.2 Expand capacity by improving infrastructure and increasing support mechanisms 
Action Items  Proposed Outcomes 
Develop facilities that incorporate technologies 
supporting communications for non-travel 
based projects and partnership development  

The establishment of a technology-enhanced 
conference room in the Learning Factory and the 
completion of the Global Engineering Laboratory 
(SP 2010) 

Pursue a concerted effort for external funding 
to build sustainable support to assist students, 
faculty, and staff participation (See Goal 3.1) 

Establish and increase endowments and corporate 
sponsorship for international and domestic 
educational experiences  

Review best practices at other institutions for 
building partnerships (domestic and 
international) that facilitate increased 
intercultural awareness;  Create opportunities 
for faculty and staff to gain familiarity with other 
institutions 

Benchmark reports that summarize faculty needs 
and institutional support requirements for greater 
engagement (SP 2011) 

Utilize the existing faculty committees GLEE 
(Global Engineering Education) and EFC 
(Engineering Faculty Council) to disseminate 
information to departments and to provide 
ongoing feedback on progress (See Goal 7.2) 

Increased visibility and a greater awareness of 
activity due to the public reports and presentations  
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Strategic indicators for Challenge 5 will include: 
 Responses to NSSE questions relevant to diversity (1.e., 1.u., 1.v., 10.c., 11.1) 

and learning experiences (7.a., 7. d., 7. e.,7. f.) (see Table 3)  
(disaggregate reports to be completed in 2010) 

 # and diversity of students participating in service-learning experiences  and 
undergraduate research (begin reporting in 2010) 

 Funding awarded to assist participation in undergraduate research, 
international experiences, and service learning (begin reporting in 2010) 

 # and diversity of students engaged in non-travel based international 
experiences (see Table 4) 

 # and diversity of students participating in travel-based international 
experiences (see Table 4)  
# and breadth of countries in which students have a significant educational 
experience (see Table 4) 
 
TABLE 3: Student Perception of Experiences 
NSSE 
In your experience at your institution during the 
current school year, about how often have you done 
each of the following? 
1=never; 2=sometimes; 3=often; 4=very often 

 
First-year 

 
Seniors 

 

1.e. Included diverse perspectives (different races, 
religions, genders, political beliefs, etc.) in class 
discussions or writing assignments  

2.43 
never: 11%  

2.14 
never: 22% 

1.u. Had serious conversations with students of a 
different race or ethnicity than your own 

2.52 
never: 13% 

2.64 
never: 12%  

1.v. Had serious conversations with students who are 
very different from you in terms of their religious beliefs, 
political opinions, or personal values 

2.75 
never: 7% 

2.72 
never: 8%  

Responses 
1=very little; 2=some; 3=quite a bit; 4=very much 

 
First-year 

 
Seniors 

 
10.c. To what extent does your institution emphasize 
encouraging contact among students from different 
economic, social, and racial or ethnic backgrounds? 
 

2.70 
 

2.28 
 

11.l. To what extent has your experience at this 
institution contributed to your knowledge, skills, and 
personal development in understanding people of other 
racial and ethnic backgrounds? 

2.59 
 

2.37 
 

Which of the following have you done or plan 
to do before you graduate? 

 
First-year 

 
Seniors 

 
7.a. Practicum, internship, field experience, co-op 
experience, or clinical assignment 385 (91%) 334 (84%) 

7.d. Work on a research project with a faculty member 
outside of course or program requirements 201 (48%) 157 (39%) 

7.e. Foreign language coursework 
 147 (35%) 109 (27%) 

7.f. Study abroad 
 162 (39%) 59 (15%) 
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The data in Table 4 is collected annually as part of the reporting process for global education 
initiatives in the College of Engineering. Similar tables will be prepared for service learning and 
undergraduate research experiences, although these activities are more difficult to track because 
there is not a comprehensive data collection process to record these activities.  
 
TABLE 4: 2008-09 International activities participation by engineering students at University Park  
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* Study Abroad – Semester 18 9 0 1 0 1 22 0 3 27 
* Summer and Short-Term 
Programs 
Abroad 

85 41 0 1 10 6 94 4 11 126 

 * Work Abroad 15 2 0 1 2 0 12 1 1 17 
Non-travel based 
Internationalization 
programs at Penn State  

413 179 1 11 52 21 449 11 47 592 

Total 531 231 1 14 64 28 577 16 62 762 

Language Courses 467 154 0 24 68 33 419 9 68 621 
Full-Time International 
Students 334 67 0 4 16 3 1 123 254 401 

International Exchange 
Students 25 6 0 0 0 0 0 26 5 31 

* Travel-based experience countries (in order of highest participation rate to lowest): China, Italy, 
Kenya, Japan, Dominican Republic, France, Hungary, Morocco, United Kingdom, Spain, Germany, 
Singapore, Turkey, Peru, Australia, Ireland, South Korea, Egypt, Argentina) 
 
 
INSTITUTIONAL VISIBILITY AND VITALITY 
Challenge 6 – Diversifying University Leadership and Management 
Challenge 7 – Coordinating Organizational Changes to Support our Diversity Goals 
 
For the past decade, the college has continued to foster leadership development of its faculty and 
staff through programs and administrative structures. Additionally, the college has aligned its 
strategic planning to support the University’s Framework vision for an environment 
“…characterized by equal access and respected participation for all groups and individuals 
irrespective of cultural differences, and more importantly, where the multiplicity of 
characteristics possessed by persons are not simply tolerated but valued”.  The coherence of 
planning and implementation has led to successes, as well as new opportunities revealed.  
 
The current structure of the college is characterized by a coordination team led by the Dean and 
consisting of the Associate Dean for Research and Administration, the Associate Dean for 
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Academic Programs, and the Director of Development.  Leadership within the college is further 
characterized by those with significant responsibility to offices and departments. The Assistant 
Dean for Student Services, the Assistant Dean for Engineering Diversity and several directors 
provide specific leadership in areas that engage and support students, and assist faculty and staff 
in their efforts to achieve the college’s goals. The thirteen Department Heads have broad 
responsibility to the tripartite mission of their department, while providing additional direction 
and leadership within the college and on university committees. Among the 18 academic leaders 
(5 deans and 13 department heads), 12 are men, 6 are women, 2 are African American, 1 is Asian 
American, and 15 are White. 
 
Advancing on the progress made during the last decade, the college will continue during this 
next cycle to build upon the themes to foster leadership development, and to increase diverse 
perspectives thereby enhancing decision-making and planning. Finally, the college recognizes 
the opportunity to more clearly articulate the connection between its Strategic Plan and its 
Framework to Foster Diversity Plan. Therefore, the Diversity Challenges that are present in the 
college’s strategic goals will be stated explicitly to demonstrate coherence between the two 
plans. Consistent with the intention to share information and make visible our progress, the next 
cycle will include a visible report structure that will be updated annually with particular Strategic 
Indicators or Planned Outcomes as appropriate.  
 
The college’s goals, action items, and proposed outcomes for Challenge 6 focus on developing 
leadership and diversifying perspectives.  
  
Goal 6.1 Develop leadership among the faculty and staff 
Action Items  Proposed Outcomes 
Review programs that facilitate leadership 
development (e.g., CIC Academic Leadership 
Fellows) and encourage participation; Explore 
creation of leadership development program for 
faculty who have increased responsibility for 
research  

Developed leadership that enriches the college and 
manifests itself at the university level (university 
committees and task forces) and national level 
(professional organizations); Faculty and staff 
develop knowledge of college and university 
infrastructure and functions 

Maintain College Administrative Fellow 
program to support leadership development of 
staff  

Increased responsibilities accompanied with 
promotions for staff who participate in the Fellows 
program 

 
Goal 6.2 Diversify the perspectives to enhance decision-making and planning  
Action Items  Proposed Outcomes 
Review college level committee needs and 
establish systematic processes to identify and 
appoint demographic and intellectual diversity 
on committees (See Goal 7.2) 

Faculty and staff with increased opportunities to 
develop team skills, management skills, and 
leadership skills; Committee outcomes (information, 
recommendations) benefit from diverse perspectives 

Review college advisory committee needs and 
responsibilities, and establish systematic 
processes to identify potential members who 
bring demographic and intellectual diversity to 
the work of the committee (See Goal 7.2) 

Committee outcomes (information, 
recommendations) benefit from diverse perspectives; 
opportunities for engaging current students for later 
appointments (post-graduate), departments may 
benefit from cross-over appointments (e.g., Diversity 
Advisory Board members, PSES Board members 
join IPACs and vice versa)  

 



15 

Strategic indicators for Challenge 6 will include: 
 Diversity (gender and race/ethnicity) in academic leadership  

Dean’s Coordination Committee (4):  
3 men, 1 woman; 4 White 

College of Engineering Executive Committee (17):  
13 men, 4 women; 1 Asian-American, 1 African-American, 15 White  

College of Engineering Academic Council (21):  
14 men, 7 women; 1 Asian-American, 2 African-Americans, 18 White 

 Leadership positions in university standing committees (e.g., Faculty Senate) 
held by college faculty and staff (begin collecting in 2010) 

 Leadership positions on college standing committees held by college faculty 
and staff (begin collecting in 2010) 

 Survey responses to Faculty/Staff survey  
Item: My unit provides visible leadership to foster diversity 

In 2008, 59% faculty and staff responded favorably and 13% 
responded unfavorably, compared to 2004, when 57% faculty and 
staff responded favorably and 17% responded unfavorably. 

 Agree or 
Strongly Agree 

Disagree or 
Strongly Disagree 

Minority 50% 22% 
White 60% 11% 

 
The college’s goals, action items, and proposed outcomes for Challenge 7 reinforce the 
integration of the actions and outcomes of Challenges 1 through 6 into the college Strategic Plan 
activities (See Appendix A). Challenge 7 also identifies the actions in Challenges 1 through 6 
which support institutionalizing the goals and developing sustained practices.  
 
Goal 7.1 Articulate linkage between the college’s Strategic Plan and its Framework to Diversity 
Action Items  Proposed Outcomes 
Review all areas of the Strategic Plan and 
develop a process to report progress toward 
goals related to the Diversity Challenges 

 

Visibility for achievement of goals or progress 
toward addressing Diversity Challenges.  
Increased access to reports by faculty, staff, 
students, and external constituents  

Develop linkage between Engineering Diversity 
Strategic Plan and the Framework Diversity 
Challenges 

Increased clarity regarding scope of Engineering 
Diversity Office activities; participation and role of 
Engineering Diversity Board, opportunities to 
integrate activities and programs with other groups 
(e.g., Senior Women Faculty Council, student 
organizations, faculty-led proposal development, 
and development office) 

 
Goal 7.2 Achieve sustainability by institutionalizing key actions in Challenges 1 through 6 
Action Items  Proposed Outcomes 
Periodically review Challenge Goals and 
Actions to identify actions that are likely to 
foster sustained approaches, e.g., see Actions 
under Goals 1.3, 2.1, 3.1, 4.2, 5.2, and 6.2 

As described by outcomes for the actions cited 
under Goals 1.3, 2.1, 3.1, 4.2, 5.2 and 6.2 that 
impact Goal 7.2.   
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Strategic indicators for Challenge 7 will include: 
 Performance indicators for the College of Engineering Strategic Plan that relate to 

the Diversity Challenges, namely those identified specifically with enrollments 
and degrees awarded, diversity of faculty and staff, endowment support for 
scholarships and programs (begin reporting in 2010) 

 
 
CONCLUSION 
 
In conclusion and based on the progress the college has achieved thus far, the next cycle of the 
Framework to Foster Diversity will focus on increasing visibility of the individuals enhancing 
the climate, more effective utilization of data in decision-making and planning due to systematic 
reporting, increasing opportunities for students to develop intercultural and international 
competencies, and broadening the reach of successful activities to assist others and improve 
access to undergraduate and graduate programs. 
 
To achieve our goals and pursue the activities outlined in this report, the college will implement 
the Diversity Plan with a Steering Team chaired by the Associate Dean for Academic Programs, 
and comprised of the Challenge Task Team leaders. Recall that the Challenge Task Teams will 
be responsible for pursuing the goals and implementing the action plan described in that 
Challenge. The Steering Team will guide and coordinate the overall implementation of the plan, 
communicate the outcomes, and advise for future direction to achieve the college’s vision “to 
create a climate that attracts and supports a diverse group of students, faculty, and staff and in 
which learning, research and service are accomplished together.” 
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APPENDIX A:  
Summary Table of Challenges and Goals 
  

Diversity Challenge Goals 
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1. Campus Climate and Intergroup 
Relations: Developing a Shared and 
Inclusive Understanding of Diversity 
(College Strategic Goal 1) 

1.1 Increase direct participation in efforts to address the Framework Challenges 
1.2 Incorporate vibrant messages in online and hardcopy publications that demonstrate a 
commitment to diversity and reflect an inclusive environment  
1.3 Increase interactions across units within the college 

2. Campus Climate and Intergroup 
Relations: Creating a Welcoming 
Climate 
(College Strategic Goal 1) 

2.1 Enhance utilization and reporting of data and findings 
 
2.2 Increase educational programming for staff, faculty, academic administrations, and 
students 

3. Representation (Access and 
Success): Recruiting and Retaining a 
Diverse Student Body 
(College Strategic Goals 1, 5, 7) 

3.1 Enhance infrastructure support applicable to both undergraduate and graduate programs 
3.2 Increase the diversity within the applicant pools for both undergraduate and graduate 
programs 
3.3 Strengthen and broaden participation in programs directed toward undergraduate retention 

4. Representation (Access and 
Success): Recruiting and Retaining a 
Diverse Workforce 
(College Strategic Goals 1, 4) 

4.1 Strengthen support to faculty and staff through programming that assists with their 
professional development 
4.2 Increase knowledge of, and access to, information that assists with recruiting and retaining 
a diverse workforce 

5. Education and Scholarship: 
Developing a Curriculum that Fosters 
U.S. and International Cultural 
Competencies  
(College Strategic Goals 2, 3, 7) 

5.1. Increase educational experiences that develop international and intercultural competency 

5.2. Expand capacity by improving infrastructure and increasing support mechanisms 

6. Institutional Viability and Vitality: 
Diversifying University Leadership and 
Management 
(College Strategic Goal 6) 

6.1 Develop leadership among the faculty and staff 

6.2 Diversify perspectives to enhance decision-making and planning 
 

7. Institutional Viability and Vitality: 
Coordinating Organizational Change to 
Support Our Diversity Goals 
(College Strategic Goal 6) 

7.1 Articulate linkage between the college’s Strategic Plan and its Framework to Diversity  

7.2 Achieve sustainability by institutionalizing key actions in Challenges 1 through 6  

 
    17 
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APPENDIX B: CHALLENGE TASK TEAMS AND DISCUSSION GROUP PARTICIPANTS 
 
I. Challenge Task Team Leaders (Leadership Team) for 2010-2015  

Chair:  Renata Engel, Associate Dean for Academic Programs 
 Challenge 1 Leader: Amy Freeman, Assistant Dean of Engineering Diversity 
 Challenge 2 Leader: Sarah Zappe, Director of Assessment and Instructional Support 

 Challenge 3 Leader: David Spencer, Director of Graduate Programs 
 Challenge 4 Leader: Robert Hannegan, Manager of Human Resources 
 Challenge 5 Leader: Jean Landa Pytel, Assistant Dean for Student Services 
 Challenge 6 Leader: Anthony Atchley, Associate Dean for Research and Administration 
 Challenge 7 Task Team: David Wormley, Dean, Anthony Atchley, Renata Engel and 

John Dietz, Director of Development 
 
II. Challenge Task Discussion Group Participants Fall 2009 
Michael Alley, Associate Professor, Engineering Communications 
Kim Baran, Global Engineering Education Coordinator, Engineering  
Walt Beatty, Manager, Network and Information Systems 
Karen Brooks, Program Manager, Acoustics Program 
Lisa Brown, Research Associate, Center for Sustainability 
Diane Bucha, Recruiting Manager, Engineering Career Resources and Employer Relations  
Alex Devaux, Electrical Engineering student, International Envoy 
Helen Edson, Staff Assistant, Engineering Diversity 
Renata Engel, Associate Dean, Academic Programs 
Amy Freeman, Assistant Dean, Engineering Diversity 
Paul Griffin, Professor and Head, Industrial and Manufacturing Engineering 
Bob Hannegan, Manager, Human Resources 
Jane Harris, Writer-Editor, Engineering 
Ken Jenkins, Professor and Head, Electrical Engineering 
Peggy Johnson, Professor and Head, Civil and Environmental Engineering 
Shan Karimushan, Database Analyst/Programmer 
Audrey Kharem, Research Associate, Engineering 
Gul Kremer, Associate Professor, Engineering Design 
Donald Lenze, Major Gifts Officer, Development and Alumni Relations 
Maureen Macaleer, Major Gifts Officer, Development and Alumni Relations 
Betty Mantz, Assistant to the Associate Dean, Academic Programs 
Rick McClintic, Director, Engineering Career Resources and Employer Relations 
Martin Pietrucha, Professor, Civil and Environmental Engineering and Director, Larson 

Transportation Institute 
Teresa Reed, Coordinator, Graduate Studies and Fellowships 
Katie Roth, Chemical Engineering student, Interest House leader 
David Spencer, Associate Professor, Aerospace and Director, Graduate Programs 
Judith Todd, Professor and Head, Engineering Science and Mechanics 
Stefanie Tomlinson, Staff Assistant, Engineering Development 
Martin Trethewey, Professor, Mechanical Engineering  
Andrew Zydney, Professor and Head, Chemical Engineering 
Sarah Zappe, Director, Assessment and Instructional Support, Engineering 
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APPENDIX C: GRAPHS FROM 2004-2009 FINAL REPORT 
 

Figure 1. Engineering Undergraduate Women Enrollment 
Number and percentage of students - University Park 

1018 1049 1079 1079 1081
1008

970

857884884

982
911

989

16.3%16.0%15.4%15.7%16.2%17.3%17.4%18.4%18.8%19.4%19.1%18.8%18.8%

0

200

400

600

800

1000

1200

97/98 98/99 99/00 00/01 01/02 02/03 03/04 04/05 05/06 06/07 07/08 08/09 09/10

 
 
 

Figure 2. Engineering Undergraduate Minority Enrollment 
Number and percentage of students - University Park 
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Figure 3. Engineering Graduate Women Enrollment 
Number and percentage of students - University Park 
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Figure 4. Engineering Graduate Minority Enrollment 
Number and percentage of students - University Park 
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 Figure 5. Engineering Undergraduate Women Degrees 
Number and percentage of students degrees awarded - University Park 
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Figure 6. Engineering Undergraduate Minority Degrees 
Number and percentage of degrees awarded - University Park 
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 Figure 7. Engineering Graduate Women Degrees 
Number and percentage of degrees awarded - University Park 
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Figure 8. Engineering Graduate Minority Degrees 
Number and percentage of degrees awarded - University Park  
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Figure 9. Longitudinal View of Engineering Women Faculty Growth 
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Figure 10. Longitudinal View of Engineering Minority Faculty Growth 
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