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Berks-Lehigh Valley College has undergone tremendous change since 1998 including a change in 
leadership and the challenges faced by a new organization.  The 1998 Framework offered a clear 
set of goals and actions and contained an ambitious plan for enhancing diversity.  The college’s 
definition of diversity expressly recognizes nineteen different groups of people and seeks to 
promote an understanding of and respect for their diverse human characteristics. 
 
The final report provides more contextual information and more detail about specific initiatives 
that allow for a fuller understanding of progress in implementing the Framework.  For example, 
the report provides measurable results for initiatives targeted at adult learners over the review 
period.  Accompanying data also allow a better assessment of the impact of other initiatives 
relating to the recruitment and retention of students, faculty and staff.  The report also adequately 
addresses how climate issues affecting students are identified and addressed, although it does not 
do quite the same for faculty and staff. 
 
Challenge 1:  Developing a Shared and Inclusive Understanding of Diversity 

 The definition of diversity, which is based on Penn State’s non discrimination policy, is 
very comprehensive and sets a laudable standard. It focuses on multitudinal components 
and recognizes that understanding and respecting diverse characteristics of human beings 
adds a new dimension to learning.  

 The college has provided information on the dissemination of information about diversity 
initiatives, including the means and efforts involved in the dissemination process, such as 
flyers, posters, and listserves to announce educational and cultural programming, 
FTCAP, New Student Orientation (NSO), diversity training and submission of the results 
of climate surveys to designated groups.  It is not clear, however, whether the 
disseminating of important initiatives such as the results of climate surveys include 
sufficient opportunities for interaction, dialogue, and the exchange of ideas that promotes 
a coalescence of the shared understanding of diversity, as opposed to a one-way 
dissemination of information.  An appendix to the final report stated that the results of the 
latest climate survey were passed on to the Dean, the Faculty Senate, and the Student 
Government Associations.  It also stated that all members of the college community 
could obtain the results from Lisa Shibley.  There was, however, no indication of the 
opportunity for public discussion of the climate survey results by all college constituents. 
RESPONSE:  Several open forums were held for students, faculty and staff.  The 
faculty senate discussed and debated the implications of the data as did the 
Administrative Council.  When we present information to various bodies, it is then 
opened for discussion. 

 The role of Liaison (between the Diversity Committee and the College Senate) and 
Diversity Advocate in the Senate is a valuable one for keeping the faculty senate 
informed and for obtaining its input and support for college diversity initiatives. 

 It isn’t clear how the newly established Committee on Human Differences fits under the 
responsibility of the Diversity Committee for college diversity issues.  
RESPONSE:  The Committee on Human Difference was proposed by the previous 
administration and was never implemented.  In stead, the Diversity Committee has 
served as the primary body for addressing diversity issues.
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Challenge 2:  Creating a Welcoming Campus Climate 

 Orienting people of color to the college through the activities of BAPFTS is an excellent 
idea.  However, it must be coupled with orienting the rest of the campus to welcome 
people of color so as not to diminish its value.  Concern #1 of the Subcommittee Report 
on the College’s Diversity Survey (2002-03) revealed that less than 30% of white 
students participated in a diversity-related program, course or activity, while 41.9% of 
non-whites did.  This is particularly important because the Berks-Lehigh Valley diversity 
survey results showed that 41.4% of non-white students and 46.2% of non-white staff 
witnessed or experienced condescending behaviors by students based on ethnicity.  
Furthermore, substantial percentages of white students and employees had 
misconceptions about unqualified minority students being admitted to Berks-Lehigh 
Valley. 
RESPONSE:  The issue of participation or non-participation in diversity related 
programs or courses is an interesting one since all students must enroll in a diversity 
related course.  Many students do not realize that they are participating in a diversity 
related event – they are just enjoying or learning and that is not necessarily a bad 
thing.  We have taken measures, which were recommended by a student run 
roundtable, to ensure that the syllabi for diversity related courses identify the course as 
such.  The data reported above is in error.  28.6% of non-white students reported that 
they witnessed or experienced condescending behaviors by students based upon 
ethnicity, not the 41.4% you report.  On the other hand, it is actually 53.8% of non-
white employees who indicated they witnessed or experienced condescending behaviors 
by students.  What we have done is to have dialogues with students about their 
behavior towards each other.  The forums have been productive and enriching. 

 The report specifies ways in which the college identifies and responds to climate issues 
that affect students, such as the student satisfaction survey.  However, there are no 
specifics on how the college identifies and responds to climate issues affecting faculty 
and staff.  The 2002-2003 diversity survey appears to focus exclusively on student 
climate. 
RESPONSE:  Only one third of the data was student-student related, the remainder of 
the data were dealing with faculty-student, faculty-faculty, faculty-staff, staff-student, 
staff-faculty and staff-staff. 

 Encouraging student organizations that are diversity centered, sponsorship of cultural 
activities by diverse groups (adult learners, black students, international students, LGBT 
students, the Asian club, etc.), and student leadership diversity training are laudable 
examples of a commitment to creating a welcoming campus climate.  The fact that the 
percentage of students from underrepresented groups rose from 11% of total enrollments 
in 1997 (213 students) to 14% in 2002 (403) shows that these initiatives (among others) 
are making a difference. 

 The examples of college and individualized approaches to climate issues are not specific 
enough to be informative.  For example, it would be helpful to indicate how acts of 
intolerance toward members of underrepresented groups and feelings of isolation they 
report are handled. 
RESPONSE:  Acts of intolerance move through the Student Affairs judiciary, when 
dealing with students and move through Affirmative Action/Human Relations if 
dealing with employees. 
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Challenge 3:  Recruiting and Retaining a Diverse Student Body 

 The success of Berks-Lehigh Valley in recruiting and retaining students of color is 
positive.   

 Reserving approximately 11% of residence hall space for late admits from 
underrepresented groups is an innovative way to increase enrollment of students from 
underrepresented populations. 

 Increasing the percentage of minority Resident Assistants from 37% in 1999 to 61% in 
2003 is an excellent retention initiative for resident students from underrepresented 
groups. 

 Hiring a disability specialist and an ESL specialist, and providing equipment, resources 
and support for students with physical and learning disabilities is an excellent retention 
strategy for students from these underrepresented groups. 

 Data for assessing the outcomes/successes of the various programs designed to recruit 
and/or retain students would be helpful. 

 Berks-Lehigh Valley Programs for at-risk adolescents and high school students in inner 
city areas making them potential candidates for recruitment is positive and a potential 
best practice. 

 
Challenge 4:  Recruiting and Retaining a Diverse Workforce 

 While efforts to recruit female and minority staff are commendable, the hires have mostly 
been made in lower graded positions.  The committee also notes that the College could 
more effectively draw from their community demographics (Allentown and Reading have 
one of the highest Hispanic populations in Pennsylvania) which are not currently 
reflected in their staff make-up. 
RESPONSE: While the turn-over rate for the college is very minimal, we do try to hire 
individuals from the community where appropriate. 

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

 The college is commended for offering a substantial number (45) of “diversity” courses 
over the Framework period and infusing diversity modules into courses that lend themselves well 
to a discussion of diversity issues, such as modules on culture in the Negotiation course, modules 
on ethnicity and race in the Sports Psychology course, and modules on differences in agricultural 
practices and the medical value attached to plants by different societies in Biology 20. 

 The course on Community Building taught annually is an excellent addition to the 
curriculum.  Infusing appropriately-tailored community building modules into FYS, 
FTCAP and NSO could be valuable extensions of this course. 
RESPONSE: This has been done. 

 
Challenge 6:  Diversifying University Leadership and Management 

 The hiring of a Hispanic Division Head for Engineering, Business and Computing is an 
encouraging development.  Institutionalizing stronger affirmative action measures for 
search committees will be important to efforts to diversify the leadership of the college. 

 Many of the initiatives described, such as the Dean’s support of minority outreach 
initiatives, appear to be more relevant to building community ties that could boost 
minority enrollment, than to diversifying college leadership. 
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Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
 The strategies listed under this challenge focus solely on hiring.  They do not address 

planned changes in the way the college functions as an organization, or to its 
organizational structure, or culture that would support diversity goals.   
RESPONSE: We continue to be a leader in the Penn State system with respect to 
student and employee satisfaction with respect to diversity issues.  When we discover 
weaknesses we address those weaknesses, but it is not necessary to make changes when 
the system is working. 

 

 


