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The College of Medicine and the Milton S. Hershey Medical Center (COM/HMC) have undergone significant re-
organization over the past few years, including new leadership. The dean/CEO has made diversity a priority, 
demonstrating strong and consistent commitment to diversity and climate, resulting in commendable progress, 
particularly in curricular integration and climate efforts. Efforts under Challenges 6 and 7 appear to be less well 
developed.  
 
The Review Team noted that the COM/HMC report understates their diversity initiatives and efforts. For 
example, in Challenge 3, the report states, “no specific activities are carried out to accomplish the goals of gender 
or cultural diversity” (p. 9), however; the student profile indicates positive percentage rates for women and 
underrepresented racial/ethnic groups. When addressing Challenge 4, the report states, “there are no specific 
activities that have been implemented” (p. 12), however; the report goes on to list 10 specific initiatives that are 
being utilized. The tendency to understate and under recognize positive practices within COM/HMC is apparent 
throughout the report.  
 
The COM/HMC report references the document, Plan for Excellence: The Next Generation, which outlines the 
COM/HMC commitment and diversity initiatives. More information on this document (possibly including it as an 
appendix) would be helpful in presenting how diversity is positioned within the general strategic direction of 
COM/HMC. 
 
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 

 A broad definition of diversity is offered, including the celebration of differences of ideas.  It is positive 
that this understanding of diversity extends to teaching students to respect the dignity of each patient and 
to treat the whole patient. 

 Diversity information is distributed to students through the Dean’s Council on Diversity, the Student 
National Medical Association, and the Multicultural Awareness Club. 

 The college recognizes the need to implement a new communications plan to facilitate distribution of 
diversity related information to faculty and staff.  

 COM/HMC does not appear to have a specific multicultural coordinator position. 
 Activities of the Dean’s Council on Diversity are positive, notably review of policies for inclusiveness. 

Supporting data would help to establish the council’s activity as a best practice. 
 

Response: The College does not have a specific person designated as “multicultural coordinator”.  We 
have chosen to implement the appointment of the Dean’s Council on Diversity, a group comprised of 
diverse individuals from across the campus. Both College of Medicine and Medical Center employees are 
included as members.  We expect to continue to gather data on the Council’s activities, with the goal of 
establishing the Council as a “best practice”.   

 
Challenge 2: Creating a Welcome Campus Climate 

 The leadership’s support for diversity is demonstrated through the creation of the Dean’s Council on 
Diversity and an emphasis on recruiting, mentoring, and retaining underrepresented applicants. 

 Problems can be taken to the two ombudspersons identified for students or to the faculty ombudsperson.  
There does not appear to be an ombudsperson for staff. It is positive that the unit recognizes the need for a 
climate survey and additional formal mechanisms to monitor climate.  

 It is commendable that COM/HMC responds to climate issues by working one-on-one with members of 
the specific unit involved by providing education, counsel, and liaison support to facilitate a positive 
outcome. 

 Several positive unit-wide approaches to addressing this Challenge were noted: Plan for Excellence: The 
Next Generation serves as the strategic plan and emphasizes the importance of diversity; the Center for 
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Leadership Development has begun to develop a portfolio of activities related to personal and 
professional development; and a Climate Committee exists within the Dean’s Council for Diversity. 

 More information, including outcome data, on the calendar of events established by the Dean’s Council 
on Diversity Climate Committee would be helpful. 

 
Response: A report on the campus climate from the Dean’s Council Committee is forthcoming.  

 
Challenge 3: Recruiting and Retaining a Diverse Student Body 

 The continued work of the Associate Dean for Academic Achievement appears to be effective. 
 The COM/HMC employs a wide variety of recruitment mechanisms to attract medical students from 

underrepresented groups, including the development of an institutional plan, sponsoring visits of students 
from underrepresented groups, and sponsoring a summer research program for students from 
underrepresented groups. Recruiting practices appear to be effective. More information, including 
historical comparison data, would be helpful.  

 Retention efforts for graduate students from underrepresented groups include participation in the Student 
National Medical Association and the American Medical Women’s Association and close attention by the 
faculty. 

 
Challenge 4: Recruiting and Retaining a Diverse Workforce 

 COM/HMC describes almost a dozen specific activities that support this Challenge including bringing in 
a firm to assist with the recruitment of faculty from underrepresented groups. 

 The COM/HMC retention strategy is to provide equal opportunity and regular evaluations leading to 
promotion and advancement of staff from underrepresented groups. A needs assessment process is in 
place to identify efforts to assist faculty from underrepresented groups in achieving success, both 
professionally and personally.  

 Historical data on unit demographics would be helpful. 
 

Response:  Retention of female and minority faculty members is expected to improve as the results of the 
recently completed Faculty Salary Equity Study are implemented. 

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

 Among the activities that support multicultural curriculum efforts, COM recently completed a diversity 
grant from the American Medical Student Association Foundation to incorporate diversity objectives into 
the pre-clinical curriculum. 

 A Title VII grant provided the opportunity and funding for educating 320 community-based preceptors in 
cultural competency. 

 Research projects are underway on chronic illness among migrant workers and patients from underserved 
areas through COM/HMC affiliation with the federally funded community health centers. 

 The Agromedicine Project provides the opportunity to assess the health risks of migrant farm workers. 
 Plans are underway to further diversify the curriculum; cultural competency training will be introduced in 

the third year and the clinical cases used for teaching will be reviewed for inclusiveness. 
 Data supporting the success of integration of cultural competencies into the clinical interviewing course 

and physical diagnosis instruction would establish this initiative as a best practice. 
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Challenge 6: Diversifying University Leadership and Management 

 While the COM/HMC reported progress in diversifying leadership and management, they also 
acknowledge the need for more progress. 

 Examples of leaders who are women or members of underrepresented groups are positive. Data on the 
demographic profile of COM/HMC would be helpful.  

 There was no indication of how faculty and staff from underrepresented groups are assisted in developing 
leadership and management skills. 

 
Response:  Demographic profiles of the campus and campus leadership are expected to be completed as 
part of the Framework to Foster Diversity 2004-2009 

 
Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 

 The course Organizational Culture, Change and Diversity is available in the Center for Leadership 
Development. The initial class yielded four organizational change projects that are clearly focused on 
underrepresented groups and LGBT faculty and staff; no mention of projects about the needs of women 
was included. 

 The COM/HMC reported that some implementation can already be seen within the organization but did 
not enumerate the changes.  

 Active leadership support and the establishment of the Dean’s Council on Diversity (described under 
Challenges 1 and 2) and the council’s review of polices for consistency and inclusiveness are positive 
responses to this Challenge. 

 
Response: Completion of the Faculty Salary Equity Study and the resulting adjustments in salaries is a 
clear indication of organizational change to support diversity goals on the Hershey campus.  
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