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Challenge #1 – Developing a Shared and Inclusive Understanding of Diversity 
Goals Actions Projected  Outcomes  

GOAL 1.   To achieve a 
comprehensive, College-wide 
communication structure which 
systematically supports and conveys 
HHD core diversity values. 

1. Under the auspices of the Alumni and 
College Relations Office, conduct a 
College-wide inventory by August 2010 of 
existing communication media formats 
including the College web page, 
magazines, brochures and marketing 
materials with the goal of improved 
promotion of our diversity ideals.   

 
2. Utilize the results of the inventory to 

establish a multi-faceted, improved 
communication system to be implemented 
throughout Fall 2010.   

 
3. Develop a new page on the College web 

site dedicated to the College-wide and unit 
Diversity Committees’ functions.  The site, 
with links to each of the academic units, 
will provide the names of Diversity 
Committee members and the units’ 
strategic plans. 

1. Diversity content, consistent with the College 
expanded definition of diversity is evident in all 
media formats.  
Dedicated College-wide and unit Diversity 
Committee web pages have been developed. 

The evidence of our success will be the representation of our College diversity principles, initiatives and resources in our web presence, 
marketing materials, magazines, newsletters and all forms of communication to internal and external stakeholders. 



Challenge #1 continued 

GOAL 2.   To empower a new 
generation of leaders and scholars 
with the knowledge and tools to 
promote diversity by creating a 
stimulating and engaging intellectual 
environment for undergraduate and 
graduate students. 

1. Launch the Global Health minor, 
administered by Department of 
Biobehavioral Health, with an advisory 
committee of faculty with international 
expertise.  Students in many majors inside 
and outside the College will find this minor 
attractive in advancing their future career 
and professional goals.  

 
2. Support the development of the College-

wide Global Leadership Initiative (GLI) for 
selected sophomores or juniors.  The GLI 
involves a planned sequence of 
experiences which will entail advanced 
preparation, an international experience, 
and subsequent guided reflection and 
mentoring of the next cohort.   

         
3. Collaborate with the Social Science 

Research Institute (SSRI) to build strength 
in the study of immigrant child and family 
health.      

 
4. Enhance students' understanding of 

disabilities and ways to transform the 
health, development, and quality of life of 
persons with disabilities by expanding 
Communication Sciences and Disorders 
course on Deafness Culture to the World 
Campus.                                      

1. The Global Health Minor is approved by the 
Faculty Senate.   The number of students and 
the number of students from underrepresented 
groups is monitored and reported. 
 
 
 
 
 

2. The Global Leadership initiative is launched. The 
number of students and the number of students 
from underrepresented groups is monitored and 
reported. 
 

 
 
 

 
3. There are new faculty hires with expertise in 

immigrant child and family health (most likely in 
Biobehavioral Health and Health Policy and 
Administration). 
 

4. Deafness Culture course is expanded to the 
World Campus.  

 



Challenge #1 continued 

 5. Create a page on the College-web site 
which will summarize out- of- classroom 
resources for undergraduate and graduate 
students. 

5. Web site has been developed. 

The 2008-2013 Health and Human Development Strategic Plan, "Changing Times, Transforming Lives," articulates a clear plan to further 
enhance the intellectual environment for students through initiatives such as the Global Health Minor and Global Leadership Initiative and the 
emphasis on immigrant populations and people with disabilities.  The continuing synergy between the College strategic initiatives and those 
emerging as a result of the 2010-2015 Framework to Foster Diversity promise to deepen students’ understanding of the dramatic changes 
that are shaping our society and world. 

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     

Goals Actions Projected Outcomes 
GOAL 1.   Nurture an environment 
of cultural competence and 
responsiveness.  

1. Communicate HHD diversity, strategic 
plans, resources and programming to staff, 
students and faculty at key points of entry 
into the College: new faculty, 
undergraduate and graduate student 
orientations, First-Year Seminars, and new 
staff hires.       

 
 
 
2. Address faculty/administration and staff                                                                                      

intergroup communication issues raised in 
the 2007 HHD Climate Assessment By 
developing : 
a. Programs to foster improved 

communication between faculty and 
staff, 

b. Programs to foster improved 
communication between fixed term 
and tenured faculty, and 

c. Efforts to improve climate for faculty 
with infants and young children.   

            
3. Design and implement an on-line, ongoing 

event calendar with a range of community 
building activities offered throughout the 
year (e.g., diversity themed movie nights, 
annual cultural celebrations).    

1. Faculty staff and students receive pertinent 
diversity information when they enter the 
College.  The number of events in which 
material is distributed and the number of 
recipients are counted. The number of College 
programs and participants is counted. 
Participants’ evaluation of the content and the 
usefulness of the material will be gathered by 
questionnaire.  
 

2. A focus group assessment model will be 
implemented to assist in developing effective 
mechanisms for improving intergroup 
communication and the climate for faculty with 
young children. 
 
 
 
 
 
 
 
 

3. The on-line calendar exists and is used (we will 
count number of hits per year and expect a 
steep, upward trajectory).   

 



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 52% said 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 responding felt that the climate in their classes was 
comfortable or very comfortable. 
 

Challenge #3 - Recruiting and Retaining Diverse Student Body     

Goals Actions Projected Outcomes 
GOAL 1.   Establish and implement a 
College-wide graduate recruitment 
plan.   

1. By Fall 2010, the Dean will appoint a 
Graduate Recruitment Task Force with 
College-wide representation including a 
unit chair, faculty members, a College-wide 
Diversity Committee member, the Director 
of the Diversity Enhancement Office, and 
graduate students to: 
a. Review existing recruitment practices 

in the College, including benchmarking 
with other universities and the 
identification of best practices.     

b. Develop a recruitment strategy 
designed to increase the applicant 
pool and annual yield of diverse 
graduate students; and  

c. Establish a method by which the plan 

At the end of the five-year Framework to Foster 
Diversity period, the percent of African 
American, Hispanic, and Native American 
graduate students will increase from the current 
HHD graduate representation of 7.5% to 15% of 
the total.   
Monitoring by College administration and 
graduate professors-in-charge will occur 
annually to assure our success with this goal. 

 



will be monitored.              
  

2. The Associate Dean for Research and 
Graduate Education, in collaboration with 
the departmental graduate professors-in-
charge and the Director of the Office of 
Diversity Enhancement, will monitor the 
graduate enrollment of underrepresented 
minority students.   
 

3. Share recruitment strategies developed by 
the Graduate Recruitment Task Force with 
all parties responsible for graduate 
recruitment by September 2010.                                                                                     

 4.  Designate a staff person to coordinate an all 
College calendar and timeline to support 
our graduate recruitment program.                                                                                                              

 

The review of College enrollment data over the past five years demonstrates that there has been a consistent decline in the applications and 
enrollments of diverse graduate students across all academic departments.  The College has begun and will continue an intensive effort to 
assess current efforts, benchmark best recruitment practices, and reverse this trend. 
GOAL 2.  Establish and implement a 
college-wide undergraduate and 
graduate retention plan.   

1. Use existing College enrollment data and 
graduation rates for undergraduate and 
graduate students to assess retention 
trends.  Use existing data to identify and 
address disparities between diverse student 
populations and the general student body 
regarding retention rates, graduation rates 
and other measures. 
 

2. The Associate Deans for Undergraduate and 
Graduate Education will establish a 
structure to monitor retention to examine 
the changing undergraduate and graduate 
student cohort characteristics.  The most 

1. Enrollment data, graduate rates, and years to 
completion data for diverse undergraduate and 
graduate students will be monitored and serve 
as the foundation for retention planning. 

 
 
 
 
 
2. Monitoring by College administration and 

professors-in-charge will occur annually to 
assure that we are succeeding in retaining 
students who enter the College’s degree 
programs. 



effective retention efforts are those which 
capitalize on information gathered from 
across the College and University (i.e., 
faculty, advisors, graduate students, student 
services, university offices).  

 
3. Identify and implement retention 

strategies which are responsive to the 
range of emerging student populations.  

     
 
4. Enhance via philanthropy College funding 

to provide scholarship assistance for 
students who are experiencing decreasing 
resources to meet college costs. It is 
particularly critical to maintain a rich mix of 
students from varied backgrounds 
including low income, first generation, 
disabled and veteran populations. 

 
 
 
 
 
 
3. Report summarizing effective retention 

strategies is produced and distributed to 
relevant College staff (e.g., academic 
counselors, professors-in-charge, etc.). 
 

4. Creation of an annual reporting structure to 
monitor retention by student profiles and to 
help modify retention strategies as 
appropriate. 

 
 
 

    
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     

Goals Actions Projected Outcomes 
GOAL 1.  Continue focused planning 
and attention on the recruitment 
and hiring of underrepresented 
diverse faculty and staff. 

1. Identify and disseminate best practices 
related to the recruitment of diverse 
faculty and staff and widely distribute to 
those involved in College searches.   

 
2. Enhance the use of thematic faculty 

cluster hires around diversity issues.          
                                                                                                                
 
 
3.  Incorporate questions which assess 

evidence of diversity expertise and 
experience as important job criteria in the 
interview process. 

1. Recruitment success is monitored on an annual 
basis. An annual meeting is held to discuss 
outcomes and how to modify recruitment 
strategies. 

 
2. The College has a cluster of faculty with 

expertise in immigrant child and family health.  
A second cluster hire in a diversity-focused area 
will take place if funds permit. 

 
3. The number of times that job applicants are 

asked the diversity questions is counted. 

The recruitment and retention of a broadly diverse workforce remains our highest priority.  Though there are a number of competing realities 
which continue to challenge our efforts, we remain vigilant.  During the recent five year diversity planning cycle, the College met with some 
success in the recruitment of diverse faculty from underrepresented groups.  A review of faculty retention data suggests that we must also 
remain dedicated in our efforts to retain a culturally rich faculty.   
GOAL 2.  Direct planning and 
attention to the retention of diverse 
faculty and staff. 

1.  Identify and disseminate best practices 
related to the retention of faculty and staff 
from diverse groups.     

 
 
          
2.  Assure that promotion and tenure reviews 

consider diversity scholarship and research 
as important criteria.                                       

1. By Spring 2011, the College Diversity Committee 
will develop and distribute a guide with best 
practices to assist administration and other 
leadership to retain diverse faculty and staff.   

 
2. The Dean will review promotion and tenure 

reviews for evidence of consideration of 
diversity-related scholarship and research. 

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



 

Challenge #5 -  Developing a Curriculum that Fosters Intercultural and International Competencies 

Goals Actions Projected  Outcomes 
GOAL 1.  Broaden students' 
understanding of domestic and 
international diversity in order to 
cultivate the knowledge necessary 
to live in multicultural and 
international settings.  

1. Establish a College-wide Global Leadership 
Initiative (GLI) for selected sophomores or 
juniors. The GLI involves a planned 
sequence of experiences which will entail 
advanced preparation, an international 
experience, and subsequent guided 
reflection and mentoring of the next 
cohort.    

2. Expand course offerings that extend 
beyond race, ethnicity and gender to 
populations that are reflected in the broad 
HHD definition of diversity (e.g., course on 
disability). 

3. Establish the Global Health minor 
administered by BBH.  

 
4. Collaborate with the College of Medicine to 

develop a master’s degree in Public Health, 
a degree that will attract students 
interested in global health and health 
disparities.               

                                                                            

1. The Global Leadership Initiative is launched in 
2010. Applications are monitored in order to 
assure diverse student enrollment of at least 
10%. 

 
 
 
2. At least one new course per academic year has 

been added with content beyond race, ethnicity 
and gender. 

 
 
3. The Global Health minor is approved by the 

Faculty Senate and the College will meet 
projected enrollments. 

 
4. A master’s degree program in Public Health is 

established. The number of students from 
underrepresented groups is counted. 

 5. Develop new international partnerships for 
student and faculty exchanges and other                                  
opportunities for students to work with  
faculty on international research projects.   
 

6. Develop and offer courses with diversity 
content for the World Campus.        

5. A list of new partnerships and faculty projects 
involving students will be developed. 

 
 
 
 6a. Two courses with US, IL, or US/IL designations  
        will be developed and offered on the World  



             
 
 
 
7.   Dedicate resources from “For the Future, 

the Campaign for Students” to increase 
funding for students who have financial 
need and would otherwise be unable to 
travel abroad.  

        Campus.  
  6b.  Deafness Culture course is developed for the  
         World Campus. 
 
    7. The amount of funding supporting      
         international travel will be detailed. 

As also described in Challenge #1, the goals of the College's five year strategic plan were predicated on the incredible changes occurring in the 
world around us.  Our society is rapidly aging and becoming more diverse, the nation's health care system is overwhelmed and underfunded, 
and well-documented risk factors such as economic stress and childhood obesity are on the rise.  The College is poised to address these 
changing times by transforming human health, development, and the quality of life through research, teaching, and outreach.  Our range of 
current courses and those in development are illustrative of the vast opportunities students in the College and the University have to broaden 
their horizons by appreciating cultural variations and individual differences in human health and development. 

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).    

 

  



Challenge #6 - Diversifying University Leadership and Management.   

Goals Actions Projected Outcomes 
GOAL 1.  Endorse the appointment 
of a leadership and management 
team with expertise in cultivating a 
diverse, inclusive and equitable 
environment. 

During the first two years of the Framework 
2010-15 planning cycle, the College will 
develop a conference on leadership 
development. Unit heads, undergraduate and 
graduate professors-in-charge, and research 
center directors will be among those discussing 
leadership opportunities with tenured faculty 
who have been nominated by their academic 
units.  Women and faculty from 
underrepresented groups will be given special 
consideration in selecting participants. 

A conference to stimulate tenured faculty leadership 
is scheduled for January 2012. Women and diverse 
faculty will comprise at least half of the participants. 

 The mission of the College of Health and Human Development is to EMPOWER a new generation of professional leaders and scholars by 
providing them with cutting edge knowledge and methods needed to effectively promote human health, development, and the quality of life 
in the context of families and communities.  We strive to foster an environment in the College with leadership from diverse backgrounds, 
perspectives and experiences. 
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.  

  



Challenge #7 - Coordinating Organizational Change to Support Our Diversity Goals. 

Goals Actions Projected Outcomes 
GOAL 1.  Embrace the HHD 2008-
2013 strategic plan (Changing Times, 
Transforming Lives) and the 
Framework to Foster Diversity at 
Penn State, 2010-2015 as the 
roadmaps that will assist the 
achievement of cultural competency 
in the College. 

1. Hold an annual or bi-annual meeting or 
retreat with all levels of College leadership, 
including leaders of student organizations, 
to focus on implementing the Framework 
2010-2015 goals.         
 

2. Devote one Dean's Executive Committee 
meeting per semester to monitoring the 
implementation of the Framework’s goals. 

 
3.  Enhance College-wide diversity committee 

structure with increased visibility, 
resources, College-wide representation and 
the development of a dedicated web site:                    

a.  Devise a method to distribute and 
monitor Framework 2010-2015 goals 
throughout the College.    

b.  Seek feedback from faculty, staff, and 
students about the implementation 
and modification of Framework 2010-
2015 goals. This feedback can be 
obtained by focus groups, a climate 
survey in 2011, and other informal 
procedures.    
 

4. Revise the Faculty Annual Activity Report 
(FAAR) to include a section for faculty to 
document diversity-related activities.  

 
5.  Re-name the Office of Diversity 

1. Meetings or retreats are held. 
 
 
 
 
 
2. Executive Committee meetings devoted to 

monitoring progress on implementing 
Framework goals are held.\ 

 
3. The College and unit diversity committees, in 

conjunction with   other administrative offices, 
will coordinate the implementation, distribution 
and monitoring of the of the Framework goals. 

 
 
 
 
 
 
 
 
 
 
 
4. The Faculty Annual Activity Report (FAAR) 

records faculty scholarship, leadership, and 
involvement in diversity-specific areas. 
 

5. The Diversity Enhancement Office is renamed to 



Enhancement Programs so that it is better 
aligned with the College’s emerging 
diversity vision and goals.  Conduct an 
analysis of its staffing, activities, programs, 
and resources. 

 

be more consistent with the diversity mission of 
the College.  A report of the office has been 
completed. 
 

The College of Health and Human Development has been thoroughly immersed in critical self evaluation for the past year and a half.  As 
College leadership, faculty and administration worked together on our strategic plans, we have gained a renewed appreciation of our culture. 
Together, the HHD 2008-13 strategic plan, Changing Times, Transforming Lives and the Framework to Foster Diversity at Penn State, 2010-15 
chart the future course and vision of the College. 
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.  

 


