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The ongoing responsibilities of Undergraduate Education and International Programs (UEIP) provide natural 
opportunities to further the University’s diversity goals.  UEIP’s diversity initiatives are designed to enhance 
faculty growth and provide significant support and diversity educational experiences for all students.  This Unit 
appears to have an outstanding record of inviting employee participation in professional development 
opportunities, both within and outside of UEIP.  The low turnover of employees gives UEIP a special opportunity 
to assess its climate and re-assess following implementation of appropriate strategies. 
 
UEIP has numerous sub-units with broad areas of responsibility and enumerates an expansive range of diversity 
activities across many of its sub-units.  Additional details on sub-unit activities would provide a better picture of 
the activity-level of each sub-unit.  Also, during the 1998-2003 Framework period, Academic Advancement 
Programs (AAP) was reassigned to Educational Equity, and International Programs (IP) was incorporated into 
UEIP.  Do these changes redefine the diversity mission of UEIP, and if so, how?  Some discussion along these 
lines would help to contextualize UEIP’s ongoing diversity activities. 
 
UEIP reports that 50 to 75 percent of its employees attend diversity-related events.  Specific counts are taken at 
events and programs are assessed for audience satisfaction.  UEIP could take its assessment activities to the next 
level by addressing a few important questions.  Does a broad range of UEIP employees across all units attend 
events consistently, or is participation typically limited to “the choir”?  What about assessment instruments that 
go beyond audience satisfaction to measuring changes in attitudes or the acquisition of diversity skills?  How 
could activities be broadened, systematized, and channeled in new directions so as to increase their impact?  Are 
climate survey results based on a representative sample?  Also, a clear and consistent use of appropriate 
performance indicators across a range of UEIP initiatives would help to identify best practices and augment 
UEIP’s effectiveness as a provider of diversity education. 
 
UEIP provided numerous “Response” items to the mid-point feedback report in its revised mid-point report.  The 
review team had difficulty determining the current status of some of these items.  Finally, UEIP appears to have 
used the questions from the mid-point assessment instead of those for the final assessment, as provided by the 
Office of the Vice Provost for Educational Equity.  While the mid-point questions are similar to the questions for 
the final assessment, this change altered some of the information expected, potentially impeding an accurate 
assessment of UEIP’s efforts. 
 
Challenge 1:  Developing a Shared and Inclusive Understanding of Diversity 

 UEIP embraces the American Council on Education definition of diversity, which defines the relationship 
between multicultural and international education, an important issue for UEIP. 

 The Diversity Enhancement Team coordinates a vibrant array of programs that benefit students, 
employees, and external constituents.  These programs include topics on race/ethnicity, LGBT equity, 
disability, and international and intercultural experiences.  Did any programs occur at locations away 
from University Park? 

 The online survey and follow-up luncheon are very promising beginnings for Unit-wide discussions on 
diversity.  Thirty-four percent of employees completed the survey, and 44 employees attended the 
luncheon.  Was the UEIP leadership pleased with these participation rates, or were higher rates expected? 

 Although the online survey is identified as a “climate survey,” it appears that most of the questions assess 
the value and effectiveness of diversity endeavors among UEIP staff, not the climate within UEIP.  The 
follow-up luncheon seemed to be more of an opportunity for Unit-wide communication about diversity 
than about climate concerns.  A survey focusing on the UEIP climate and appropriate follow-up activities 
would now be constructive.  Also, it is unclear whether or not a formal mechanism exists for employees 
to anonymously communicate their climate concerns to the UEIP leadership.  Perhaps an operational 
definition of climate would facilitate communication and discussion. 
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Challenge 2:  Creating a Welcoming Campus Climate 
 UEIP units have a strong record of supporting the University’s diversity goals through various endeavors, 

such as University Learning Centers’ ongoing collaboration with Academic Advancement Programs, the 
multimedia program “Presenting the University to Freshmen” used during FTCAP, and other activities.  
As a result, it is surprising that no mention is made of how DUS incorporates diversity education into its 
advising program for enrolled students. 

 UEIP identifies programs that provide diversity education for first-year students but does not mention 
similar initiatives for change-of-assignment or transfer students.  This omission was noted in the mid-
point feedback report, and UEIP addressed the omission in its revised mid-point report.  An update in the 
final report would have been helpful. 

 
Challenge 3:  Recruiting and Retaining a Diverse Student Body 

 Through its multiple responsibilities (e.g., undergraduate enrollment in DUS, international student 
enrollment, and support for student athletes), UEIP offers numerous educational programs to support the 
retention of underrepresented students.  While the report provides data on the number and percentage of 
underrepresented and international students involved in various sub-units, it includes little information on 
the impact of the educational programming within these sub-units. 

 
Challenge 4:  Recruiting and Retaining a Diverse Workforce 

 UEIP notes achieving a 20 percent increase in representation of employees from underrepresented groups.  
How was this increase determined since the baselines have changed so dramatically with the loss of AAP 
and the inclusion of IP? 

 UEIP acknowledges the need to be more aggressive in its recruitment and retention efforts for staff.  
“Networking” is considered the most effective recruitment approach, and “UEIP’s culture of respecting 
and valuing each member” is offered as the reason for low employee turnover.  However, no data are 
provided to substantiate these assertions.  The mid-point review team identified UEIP’s “networking” 
approach as “a good start” but recommended that UEIP develop formal processes.  The current review 
team agrees with this assessment and hopes that specific mechanisms will be employed soon. 

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

 The vice provost and several members of her staff play key leadership roles on University Faculty Senate 
Committees (i.e., Undergraduate Education and Curricular Affairs).  However, as also indicated in the 
mid-point feedback report, no specific information is provided to demonstrate how these individuals 
attempt to influence decision-making on diversity issues in these important arenas. 

 “Public Scholarship Associates” appears to be a potential best practice, though this section would be 
strengthened considerably by providing data on the courses and student accomplishments resulting from 
this initiative. 

 
Challenge 6:  Diversifying University Leadership and Management 

 UEIP is to be commended for supporting its staff in numerous professional development activities; its 
staff participation rate exceeds the University average.  Further, three female employees were supported 
to attend nationally recognized professional development institutes, indicative of a strong commitment by 
UEIP.  Have any staff advanced into leadership positions as a result of these training experiences? 

 As indicated in the mid-point review, this section could be strengthened considerably by including some 
discussion of the implementation of a formal plan to position employees from all underrepresented groups 
for leadership roles after they have received appropriate training. 

 
Challenge 7:  Coordinating Organizational Change to Support Our Diversity Goals 

 The information in this section identifies some excellent initiatives for diversifying UEIP’s workforce, 
though the points would fit better under Challenge 4.  Otherwise, there is little indication that UEIP has 
considered how organizational innovations can have a positive impact on diversity goals. 

  


