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Development and Alumni Relations has made strong progress in its diversity endeavors since the mid-point 
review, especially in augmenting institutional support for diversity-specific funds, and tracking and evaluating its 
efforts in the creation of diversity-related endowments.  Development is to be commended for its detailed 
enumeration of diversity-specific funds in the addenda.  Alumni Relations also continues its progress towards 
making a significant contribution to the diversity goals of the University.  For example, the FastStart program is 
now a signature retention program for undergraduate students of color, and data presented in the final report 
support the conclusion that the program has become a best practice. 
 
The most significant challenge for the Division appears to be coordinating the diversity efforts of its two sub-
units.  For example, Alumni Relations seems to be more proactive in diversifying its staff and in its sponsorship 
of diversity programs than Development.  One of the overarching challenges of the Division is to implement 
collaborative mechanisms to create more transferable diversity practices between the two sub-units.  Also, in 
future reports, the inclusion of a flow chart on the precise organizational relationships among Division offices 
may be helpful in assisting the reviewers to better understand and evaluate the Division’s plan in general, along 
with the mechanisms that could facilitate the cross-fertilization of diversity within the Division. 
 
Finally, the Division is encouraged to reconsider how it reports progress towards Framework Challenges.  One of 
the suggestions made in the mid-point feedback report was for the Division to use a point-by-point response to the 
questions provided by the Office of the Vice Provost for Educational Equity rather than narratives under each 
Challenge.  This suggestion was not implemented in the final report, potentially compromising the review team’s 
ability to detect positive gains that the Division had made in diversity.  Also, at a few points in the report, it is not 
clear that the initiatives described actually contributed to the Division’s diversity goals.  For example, the 
Division indicates that some of offices have “recruited over a half-dozen interns and work-study students to learn 
about advancement” (p. 20).  Were some of these students from diverse backgrounds? 
 
Challenge 1:  Developing a Shared and Inclusive Understanding of Diversity 

 The Division has made progress in its definition of diversity, which is inclusive and focuses on 
acceptance, respect, and embracing diversity.  It is unclear whether or not this definition has been clearly 
communicated and discussed at all levels throughout the Division. 

 The Division is to be commended for focusing on diversity training for managers.  Is a systemic 
mechanism in place to facilitate managers’ communication of this information back to their units? 

 
Challenge 2:  Creating a Welcoming Campus Climate 

 The Division is commended for the many programs designed to foster a more welcoming climate for 
women, members of racial/ethnic groups, and LGBT individuals.  More initiatives for other constituents, 
such as people with disabilities, would strengthen the Division’s climate endeavors. 

 The numerous programs sponsored that address climate issues for external constituents, such as the Black 
Alumni Reunion, are noteworthy, but efforts to address climate issues within the Division appear to be 
less focused.  Initiatives such as mandatory diversity training and the welcome orientation demonstrate 
that the leadership of the Division understands this need, but more internal climate programs are needed. 

 Data to support the need for and success of various programs are provided.  For example, data on the 
participation of students from diverse racial/ethnic groups in Lion Ambassadors indicate that recruitment 
efforts have produced favorable results.  A more consistent use of data, including baselines and metrics to 
gauge success, would be useful. 

 
Challenge 3:  Recruiting and Retaining a Diverse Student Body 

 The Division provides meaningful data to demonstrate its success under this Challenge.  The Division 
exhibits exemplary work in its development activities for both diversity-specific scholarships and 
scholarships that are often awarded to students from diverse backgrounds.  It is also notable that the 
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Division has generated funding for units that support diversity at University Park, such as the 
HUB/Robeson Center and the Pasquerilla Spiritual Center. 

 Three aspects of the Division’s fund-raising activities for diverse students are not clear: (1) how fund-
raising accomplishments fit into an overall plan to increase support for diverse students, (2) the 
percentage of overall scholarship support that goes to diverse students in comparison to mainstream 
students, and (3) the extent that Development takes an active role in soliciting funds for diverse students 
as opposed to simply responding to donors who express an interest in supporting diversity. 

 A four-year retention rate for FastStart students that is 11 percent higher than the University Park average 
for students of color is significant and establishes this program as a best practice.  In addition to FastStart, 
the Alumni Association supports an impressive array of other programs, though data supporting the 
effectiveness of these programs are often not provided. 

 
Challenge 4:  Recruiting and Retaining a Diverse Workforce 

 The increase in staff of color within the Division from 3.8 percent to 5.5 percent, benchmarked against a 
5.8 percent for advancement offices around the country, indicates significant progress, but the breakdown 
of the data for the two sub-units is not clear.  The Division has done an exemplary job of developing a 
significant representation of women in its workforce ranks. 

 While progress against the 5.8 percent benchmark for staff of color is laudable, the review team 
recommends that the Division set a goal to exceed this benchmark.  Also, as the Division begins to bring 
a critical mass of staff of color into its ranks, the Division may be able to utilize their expertise in 
augmenting support for students of color among donors. 

 Despite the increase in the diversity of its workforce, the Division provides no evidence that any new 
initiatives since 2001 have been created to continue growth in recruiting and retaining diverse employees.  
New and innovative approaches will be necessary to sustain Division goals.  For example, an internship 
program that recruits undergraduate students of color who are already at the University (i.e., through Lion 
Ambassadors) might establish a viable pipeline to increase a more diverse workforce. 

 
Challenge 5:  Developing a Curriculum That Supports the Goals of Our New General Education Plan 

 Challenge 5 is not addressed in the final report.  However, the Division indicated in its mid-point 
feedback response that an initiative was underway to create a Center for Multicultural Understanding and 
Diversity housed in the College of Education.  An update on this initiative would be helpful. 

 
Challenge 6:  Diversifying University Leadership and Management 

 The Division reports an increase in women and staff of color from 44 percent of the Grade 26 and above 
positions in 1997 to 55 percent in 2003.  However, the data tables in the addenda indicate that this 
progress only applies to women; only two staff of color were Grade 26 and above in 2003, the same 
number as for 1997.  These data underscore the Division’s need to develop new and innovative initiatives 
to specifically address this Challenge. 

 
Challenge 7:  Coordinating Organizational Change to Support Our Diversity Goal 

 The Division should consider its potential impact in fostering diversity across the University.  For 
example, since Development is involved in approving fund-raising goals for other units in the post-Grand 
Destiny Campaign period, the Division is in a key position to support the University’s diversity goals. 

 The impact of dollars raised in the area of diversity programs and scholarships, international programs 
and activities, programs and scholarships for women, and religious diversity (the new Pasquerilla 
Spiritual Center) is significant to organizational change.  Continued funding support for these types of 
initiatives is encouraged in the post-campaign period. 

 The permanent establishment of the Alumni Association’s Diversity Committee on the Division’s Alumni 
Council (and the expanded representation of diverse alumni among the leadership of the Council) is 
commendable.  Including additional information about outcomes of the Diversity Committee’s initiatives 
that are directed towards organizational change would be useful. 

  


