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Challenge 1

DEVELOPING A SHARED AND INCLUSIVE
UNDERSTANDING OF DIVERSITY
Question 1: How does your College define or describe diversity? How
is this understanding demonstrated in areas of emphasis within your
College?
In the College of Education, we define the term “diversity” broadly, and are
committed to fostering and respecting differences that can be defined in terms of ethnic
origin, race, cultural background, religion, gender identity, sexual orientation, geographic and
linguistic background, previous career experience, age, and the presence of a disability.
In addition, we strive to respect differences in philosophy and points of view and
emphasize the open debate of ideas on their merits.
We can point to quite a large number of examples of specific initiatives within the
College where we demonstrate our commitment to diversity. We will provide additional
information about these initiatives later in this report, and for now provide a brief
annotated list:


We continue to build partnership initiatives with Historically Black Colleges and
Universities (HBCUs) like Xavier University and Hispanic Serving Institutions
(HSIs) like the Mayaguez campus of the University of Puerto Rico. The program
is in its early stages but has already brought seven new students from Mayaguez
and Xavier into our doctoral program. The successes of these students are
making it easier to recruit additional students from these institutions. We will
also be welcoming a faculty member from Xavier this summer to teach a course
on multicultural issues for aspiring teachers. We have recently expanded this
initiative to include the new partnership between the Rehabilitation Services
program and Howard University.



Our Diversity and Community Enhancement Committee has become quite active
and has now been established as a standing committee in the College.



Our Penn State Educational Partnership Program (PEPP) continues to enjoy
success at providing after school tutoring experiences and raising educational
aspirations for middle and high school students at three locations in Pennsylvania
(McKeesport, Reading, and Philadelphia).
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Our Summer College Opportunity Program in Education (SCOPE) will be
entering its third year in the summer of 2004 and has been successful at
attracting to Penn State a diverse population of high school students with
interests in education careers.



We are continuing to strengthen the international component of our Outreach
program and successful outreach programs have been pursued with Chile,
England, Costa Rica, Norway, Sweden, Korea, and Egypt. The College also offers
student teaching exchanges and placements at sites in England, Norway and
Sweden, as well as in South Dakota on an American Indian Reservation.



The Penn State Humphrey Fellows Program has been moved into the College of
Education, and we are seizing this opportunity to make connections between our
faculty, staff, and students and the Humphrey Fellows who are mid-career
professionals who come from around the globe for a year-long residential
experience at Penn State.



We are preparing for an Indigenous Knowledge Conference and have just
received notification that funding will be supplied by the Kellogg Foundation,
the National Science Foundation, and the U.S. Department of Agriculture. The
Conference will bring together scholars, educators, and practitioners from
universities and colleges to explore ways of knowing that are indigenous to
communities around the world. It will provide an international forum for the
exchange, critique and dissemination of ideas for linking the academy and the
community.



Just in the past year, three College of Education faculty members were awarded
Fulbright grants to conduct research in Germany, Korea and Zimbabwe.



Our Special Education and Rehabilitation Services faculties (Liza Conyers, Jim
Herbert, and Elias Mpofu) have been working with the State College Area School
District (SCASD) to develop an innovative program serving State College High
School Students with special needs, ages 18 to 21, on the Penn State Campus.
The program is called Lifelink and it provides SCASD students with
opportunities for enrichment, socialization and independence as well as
opportunities for Penn State students, staff, and faculty to interact with people
with disabilities.



We have strengthened the American Indian Leadership Program thanks to a
shifting of interest on the part of two senior faculty members in our Special
Education Program in this direction along with a new faculty hire. A Pow Wow
will be taking place in the spring of 2004, and we are busy making preparations.



The Comparative Education and International Studies (CIED) program is a dual
title degree program that is being redesigned as part of an external review
process. The CIED program helps to raise awareness and appreciation of other
cultures and societies through the use of comparative research to gain insights
into the nature of education as it is practiced around the world.
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Several new courses that deal explicitly with diversity issues have been added
to our curriculum, including Understanding Discrimination: An Educational
Perspective in our Counseling Psychology Program. There is a new Dialogues
on Race initiative within the Counselor Education, Counseling Psychology, and
Rehabilitation Services Department in collaboration with Counseling and
Psychological Services (CAPS). The College of Education is also developing a
new diversity relevant course with the Schreyer Honors College and the History
Department. Dr. Keith Wilson is one of the professors in the new course (HIST
297A: Struggle for Freedom), which is being offered for the first time this spring.



We are participating with other Penn State colleges and campuses to strengthen
outreach efforts in the science, technology, engineering, and mathematics
curriculum areas with the K-12 schools in Pennsylvania. We are placing a strong
emphasis on expanding opportunities for students from underrepresented groups
in the sciences.



The College’s home page on the Web is Bobby approved and we offer a Spanish
version of the page.

Question 2: How has your College distributed and discussed
information to students about the University’s diversity initiatives?
The College continues to make extensive efforts to communicate its commitment
to diversity to prospective as well as enrolled students. We are in the process of
revamping both our print and electronic publication programs, and we are being
particularly sensitive to the messages we send both in terms of text and the pictorial
images that we use. There is some tendency in the public to assume that Colleges of
Education are concerned primarily if not exclusively with young (school age) learners.
At Penn State, we also operate significant programs for adult learners and we are careful
to make this reality clear in every possible way.
Our publications continue to deal explicitly with diversity topics. For example,
our most recent alumni magazine, Penn State Education, contained seven "feature"
articles on international outreach and programs that reach diverse populations, such as
LifeLink PSU, SCOPE, initiatives in Puerto Rico, students on alternative international
spring break, the American Indian Leadership Program, agreements with international
institutions, the new Rural Education and Communities Center, and the work of our
Diversity and Community Enhancement Committee. This Committee’s work has also
been featured in Connections, the College’s internal newsletter, three times in the past 8
monthly issues. Numerous stories about the programs just mentioned have also
appeared in Connections. The next issue of Penn State Education, due to appear toward the
end of January, features stories on employment barriers for people with disabilities and
the Humphrey Fellows program.
The endowment that supports our Waterbury Chair in Secondary Education also
supports the Waterbury Forum. This invited lecture program is directed by our
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Waterbury Chair Professor, Dr. Henry Giroux, and under Professor Giroux’s leadership,
outstanding speakers including Michael Dyson, best-selling author of Holler if You Can
Hear Me: Searching for Tupac Shakur and most recently Why I Love Black Women; Sut
Jhally, producer of Dreamworlds: Desire/Sex/Power in Music Videos, and director of
the Media Education Foundation; and Jonathan Kozol, best selling author of Savage
Inequalities. These speakers dealt explicitly with diversity and social justice topics.
These have been highly successful lectures and have required us to book locations like
Schwab Auditorium and the Nittany Lion Inn to provide sufficient space.
We have also used our Mitstifer Endowment to sponsor lectures that deal
explicitly with diversity issues. For example, in October of 2003, Dr. James Banks,
editor of Diversity and Citizenship Education: Global Perspectives and the Handbook of
Research on Multicultural Education, delivered the 2003 Mitstifer Lecture and his topic
was Preparing Leaders for Diversity and Citizenship Education in a Global World. We
recently announced that Derrick Bell will deliver the 2004 Mitstifer Lecture. Dr. Bell is
the author of Silent Covenants: Brown v. Board of Ed and the Unfulfilled Hopes for Racial
Reform, and his lecture will deal explicitly with diversity and social justice.
In addition, we continue to operate the programs that we identified in our
previous progress report. These efforts include:
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The Dean’s Student Advisory Forum (SAF). The SAF is now in its fifth year.
The SAF consists of undergraduate as well as graduate students who represent
the various academic programs within the College. The SAF meets monthly
with the Dean to discuss student concerns. Recent steps have been taken to make
the SAF more visible among students in the College and a web site was recently
created which can be found at: http://www.ed.psu.edu/dsaf/. Students in the
College are invited to share their concerns with members of the SAF.



Department Town Meetings. We have now completed the first round of
Department Town Meetings where representative students and faculty from a
Department meet in the Dean’s home to discuss issues including climate in the
Department. We are currently reviewing alternative formats for these meetings
since the format may have made it difficult for students to share their views
openly.



Updates. The Dean continues to share periodic updates on developments within
the College with faculty, staff, and students. The goal is to help all members of
the College stay aware of what is going on. Diversity topics are regularly
featured in these Updates.



Connections. The College’s newsletter, Connections, has been transformed into an
electronic publication and has been redesigned to include students. What used to
be a black and white print newsletter that was distributed only to faculty and
staff is now an electronic color publication that reaches students in addition to
faculty and staff. New features have been added that are of interest to students.
Again, the goal is to help students feel that they are part of the larger College
community. Connections also regularly features diversity topics.
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Search Committees. We continue to appoint advanced graduate students to all
of our faculty search committees. This practice has proven to be quite successful
and there are benefits for both the students who have been appointed and the
search committees.



Mosaic. We continue to publish a periodic newsletter out of the Office of
Multicultural Student Services (MSS) that deals explicitly with diversity issues
in the College. This is a print publication and the Spring 2003 issue appears in
the appendix. (See Appendix 1)



Multicultural Student Services Listserv. The MSS office maintains two listservs
for students of diverse backgrounds, one for graduate students and one for the
College’s undergraduate population. Through these listservs, the MSS maintains
continuous and prompt communication with our students on matters related to
their academic progress, financial support, and social well being. The electronic
groups have become a successful tool of communication and appear to build a
positive sense of community. Our perception of this success stems from the high
volume of student contacts generated after messages are distributed as well as
from the students’ positive feedback.



Social Events. We find that social events help to build a sense of community.
Each Department and unit in the College organizes events that help to build
social cohesion. Some of these are explicitly designed to deal with multicultural
phenomena such as the annual fall cultural celebration in the Learning and
Performance Systems Department that provides an introduction to American
cultural events (such as a hayride, bobbing for apples, Halloween, etc. for
international students). Additional examples include the annual Multicultural
Lunch in the Center for the Study of Higher Education, the Graduate Business
Card Exchange in the fall of 2003 and the Fall Evening Dinner for
undergraduate students from diverse communities.

Question 3: How has your College distributed and discussed
information to faculty and staff about the University’s diversity
initiatives?
Since our last progress report, we have been relying more heavily on our new
Diversity and Community Enhancement Committee to raise and explore diversity issues
with faculty and staff throughout the College. The Committee has faculty, staff, and
student representation from each of our five Departments (in addition to members from
the College administration) and has been working to improve communication about
diversity initiatives.
The College’s Faculty Council under the leadership of its Chair, Dr. Dan
Marshall, and its Chair-Elect, Dr. Lourdes Soto, has played an important role in raising
and exploring diversity issues with the faculty and staff. The Council has sponsored two
College-wide town meetings that were both very well attended to discuss climate issues
COLLEGE of EDUCATION
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in the College. The most recent of these occurred in the fall of 2003 and the purpose,
in part, was to discuss the results of the climate survey in the College that was conducted
last spring by our Diversity and Climate Enhancement Committee (see below for
additional details about the survey). The Council is functioning as a vehicle for
gathering additional information about climate in the College and this information is
being shared with the Diversity and Community Enhancement Committee.
The College participates actively in University events that provide education
about diversity issues. For example, we see the annual Martin Luther King banquet as a
wonderful opportunity to build fellowship within the College around a diversity theme.
The College invites faculty and staff as well as students to participate in this event and
the response has been very positive. We also invite and provide financial support for
other cultural events such as the Hispanic Heritage Month, the Native American History
Month, the Touch of Africa, the Caribbean Experience, the National Disability
Employment Month, the Asian American Awareness Month, and the International Fair
and International Coffee House. These programs all attract significant attendance and
participation from College of Education students.
We use our internal newsletter, Connections, to call attention to diversity issues.
Recent features with diversity content in Connections include: two reports on our
Diversity Committee's survey and next steps; approval of the ESL Certificate program;
the Humphrey Fellows Program moving to the College; a review of Michael Dyson's
Waterbury Forum lecture; news on the Egyptian Fulbright program; Beverly Vandiver's
appointment to direct the Africana Research Center; the summer SCOPE program; and a
profile on Schreyer Honors Scholar Chinelo Okparanta.
We use the College’s faculty and staff annual meeting as an opportunity to
discuss trends in achieving greater diversity within the College, particularly with respect
to student enrollment and faculty hiring trends. The Dean includes these topics in his
report to the College and there is an opportunity for open discussion.
Departments in the College also devote time at Department meetings to diversity
topics. The Counselor Education, Counseling Psychology, and Rehabilitation Services
Department, for example, has regularly scheduled “issues meetings,” and diversity is one
of the issues that has been addressed. This Department has also recently established a
Climate Committee. The Curriculum and Instruction Department has had good success
with a memo that is distributed regularly on Monday mornings and the “Monday
Memo” has been used to address climate issues in general and diversity issues in
particular.
We also see professional development workshops as an important means of
sensitizing faculty and staff to diversity issues that affect the College. Thanks to the
leadership of our Diversity and Community Enhancement Committee, we have been
experimenting with the use of the theater arts as a means of providing innovative
professional development. With the assistance of the Office of the Vice Provost for
Educational Equity, we contracted with Next Stage, a local theater company, to prepare
a series of short vignettes, each based on an instance of interaction with diversity
content. These are original works that have been tailored to circumstances that arise in
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a College of Education like ours. Next Stage prepared the vignettes and performed them
for the College’s administrative leadership team at a retreat in August of 2003. Tom
Poole, Associate Vice Provost for Educational Equity, facilitated the discussion that took
place after each vignette. The vignettes each lasted about 4-5 minutes and the discussion
then took place for approximately 25 minutes. The workshop consisted of four vignettes
with discussion and lasted approximately 2 hours. By all accounts, this workshop was a
great success. The participants became engrossed in the issues and the workshop
demonstrated the power of live drama for the purpose of raising sensitivity and
generating insight.

Question 4: What is the role of your College’s multicultural
coordinator?
The Office of Multicultural Student Services (MSS), continues to be a unit in
the Office of the Dean in the College of Education. It was created for the purpose of
coordinating and sponsoring recruitment and retention activities for underrepresented
students and to assist the College in its efforts to meet the diversity goals of the
University. Ms. Maria Schmidt has been our MSS director since the summer of 2000.
Under Ms. Schmidt’s leadership, the Office has grown in its scope and range of
responsibilities. Since our last progress report we have hired a MSS staff assistant and
have located a graduate assistant in the MSS Office.
During the past few years, Ms. Schmidt and her colleagues have built the
Summer College Opportunity Program in Education (SCOPE), which brings rising
high school juniors with interests in becoming educators to Penn State for a 6-week
residential educational program. SCOPE is currently funded jointly by the Office of the
Vice Provost for Educational Equity and the College of Education. We are actively
seeking additional external support for this program because of its great success and
promise.
The Director of the Multicultural Student Services Office in the College of
Education is a member of the College’s executive committee and participates actively in
meetings with Department Heads and other administrative officers in the College about
the College’s academic program. The Director reports directly to the Dean and meets
with the Dean on a regularly scheduled basis.
The Director of Multicultural Student Services in the College of Education is
responsible to the Dean for college-wide leadership, coordination, development, and
implementation of programs and policies that enhance the recruitment and retention
of students from underrepresented groups. The Director assists in the creation of an
academic environment that is supportive to the success of the College’s and the
University’s educational mission. Furthermore, the Director provides advisory and
collaborative functions within the College and other University offices in efforts to
improve diversity University-wide.

COLLEGE of EDUCATION
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What follows is a list of the Director’s specific areas of responsibility:
ADMINISTRATIVE
 Maintain understanding and knowledge of College/University policies and
procedures
 Maintain working knowledge of diversity issues; identify, gather and
disseminate information relevant to recruitment and retention programs
 Serve as a permanent member of the College’s Executive Committee, the
Undergraduate Recruitment Task Force, the Scholarship Committee and the
Diversity and Community Enhancement Committee
 Serve as the College’s representative in the Council of College Directors of
Multicultural Programs
 Responsible for the budget management and staff supervision of the MSS
office
 Maintain open communication with the Office of the Vice Provost for
Educational Equity
 Represent the College and the University to internal and external
stakeholders
 Participate in college strategic planning
 Participate on faculty and staff search processes as appropriate
RECRUITMENT
 Implement the College's recruitment plan utilizing internal and external
stakeholders
 Maintain a consultative and collaborative relationship with the Associate
Deans and academic departments regarding recruitment
 Develop mechanisms to promote graduate education aspiration in the
undergraduates via CIC -- summer research programs, McNair Scholars,
and other relevant activities
 Collaborate with the Graduate Educational Equity Office, the office of
Minority Admissions and Community Affairs, PSU Recruitment Centers and
Trio/Academic Advancement programs on outreach/recruitment initiatives
targeting underrepresented students
 Oversee the Thomas Puksar Graduate Assistantship in Education and the Bunton
Waller Graduate Award selection process
 Select candidates for the Mildred S. Bunton – Calvin H. Waller Undergraduate
Fellows Program for the College of Education
 Select candidates and coordinate the Summer Research Opportunity Program
(SROP) at the College level
 Coordinate and supervise the College of Education’s summer program for
high school students (SCOPE)
RETENTION
 Monitor student academic progress; provide or recommend intervention
approaches to instructors and advising staff; solicit and provide exchange of
support services and resources
 Act as ombudsman and provide advocacy for multicultural students in the
College of Education
8
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Develop and provide services to support the student acclimatization to the
College
Provide individual and group counseling and appropriate referrals for
academic, health and counseling services as needed
Provide support to the Holmes Scholars program
Coordinate and supervise MSS programs such as MESA/Peer Mentor
Network, Multicultural Networking Reception, University Learning Center–
SI partnership, Academic Success Programs and PRAXIS workshops

Question 5: What is the role of your College’s diversity committee?
The College of Education created a Diversity and Community Enhancement
Committee in May of 2002. The committee has three representatives from each of the
five departments in the College (a faculty member, a staff member, and a student) and
also includes the Director of Multicultural Student Services and the Associate Dean for
Research in the College. The Committee has been guided by a three-member leadership
team consisting of Dr. Edgar Farmer, Dr. Spencer Niles, and Ms. Sharon Patrick.
Dr. Farmer served as the initial lead member of the leadership team. Dr. Farmer is
currently serving the University as an Administrative Fellow and has remained a
member of the leadership team for the committee but has stepped down from the lead
role. Dr. Spencer Niles is currently serving as the lead member of the leadership team.
The Committee received a four-part charge for the period May 1, 2002 to
January 1, 2004 and has made impressive progress. The Committee’s charge was
developed following broad consultation throughout the College and is a byproduct of our
earlier effort to assess progress toward implementing a framework to foster diversity at
Penn State. The charge statement reads as follows:


Conduct a climate survey and ensure that the results are used to inform
decision making within the College;



Develop diversity related SRTE items that can be incorporated into
student evaluations of courses and instruction;



Organize professional development activities for faculty members and
staff members that are designed to raise consciousness and understanding
regarding diversity issues.



Work with the College and Department curriculum committees to
encourage curricular revisions and enhancements that reflect sensitivity
to diversity issues.

The Committee worked in conjunction with Dr. Sue Rankin from the Office of
the Vice Provost for Educational Equity to develop the survey of students, faculty, and
staff that was called for in the Committee’s initial charge. The survey instrument was
developed and reviewed by the Committee and was administered throughout the College
in the spring of 2003. The results of the survey were tabulated during the summer and
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Dr. Rankin has been meeting with the Committee during the fall of 2003 to report and
interpret the results. The College’s Faculty Council sponsored a town meeting during
the fall 2003 semester to discuss climate in the College and Dr. Rankin was invited to
present the results of the survey. The meeting was very well attended and it is clear
that there is great interest in climate issues within the College. The Council provided
additional opportunities for written input at the town meeting and these insights are
being shared with the Committee. The Committee is continuing to review and interpret
the results of the survey, an activity that will continue into 2004.
The Committee has also made great progress with the design of innovative
professional development programs for faculty and staff members. As indicated earlier,
the Committee has been working with Next Stage, a local theater company, to develop
workshops that are based on dramatizations of sensitive settings where students, faculty,
and staff deal with diversity issues. We have had a very successful pilot demonstration
of these workshops and the Committee has scheduled sessions for all faculty and staff in
the College that will take place in February of 2004.
The Committee has made less progress with the two elements in its charge that
relate to curriculum revision and the evaluation of teaching. Work in this area is very
important for the College and the revised Committee charge will reflect a continued
interest in making progress in these arenas.
We have recently revised the charge and the Committee will be working on the
goals listed below over the period between January 1, 2004 and June 30, 2006. The
charge will be reviewed and revised during the spring of 2006 for the purpose of guiding
the Committee in its work beyond the June 30, 2006 date. We believe it is important to
review the charge periodically to ensure that it keeps pace with changes in the College,
University, and the larger community. We have chosen the June 2006 date for a review
of the charge since it falls roughly in the middle of the new Penn State Framework for
Fostering Diversity (2004-2009).
New Charge for the Diversity and Community Enhancement Committee
January 1, 2004 — June 30, 2006
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To continue to interpret the results of the spring 2003 Climate Survey and to
gather additional information, as needed, for the purpose of making
recommendations for positive steps that can be taken by the College to make
improvements;



To encourage departments and programs to expand the number of Education
courses that address intercultural and international competence issues in
ways that warrant the GI suffix that is available through the University
curricular approval process;



To assist faculty members in the College in the development and refinement
of courses which meet the published criteria of Intercultural and International
Competence (GI);

CHALLENGE 1 – DEVELOPING A SHARED AND INCLUSIVE UNDERSTANDING OF DIVERSITY



To work with the Assistant Dean for Undergraduate Education and with the
relevant instructors to strengthen the diversity content of the first year
seminars and other general purpose courses that are taken by large numbers
of undergraduates in the College (e.g., EDTHP 115, EDPSY 14, and CI 295);



To assist faculty members in the College in the development of SRTE items
that will generate insight into students’ perceptions of how successful courses
and instructors are at dealing with diversity issues; and



To establish avenues of communication throughout the College including a
presence for the Committee on the College’s Home Page that will provide
up-to-date information about the Committee and its activities.

Question 6: Which strategies have been most successful in addressing
this Challenge? Which have been least successful? Which could be
termed “best practices”?
Most Successful


The use of tailored vignettes and live drama to help raise sensitivity and to
generate insight into diversity and community issues.



Having regular meetings between the Dean and the MSS Director and
including the MSS Director as a regular member of the College’s
administrative leadership team.



Encouraging faculty members who have participated with the SROP and
McNair programs to talk with their colleagues about the positive nature of
the experience.



Social events with multicultural content that build a sense of community at
both the Department and College levels.

Least Successful


Department Town Meetings in their current format. The design is being
revised to promote frank discussion.



The use of passive forms of communication like bulletin board postings.

Best Practices
We are listing as best practices a sub-set of the most successful steps we have
taken. In particular, we are listing those steps that we feel are the most effective and
have the greatest promise. These best practices figure prominently in the strategic plan
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we are developing for the implementation of the new Penn State Framework to Foster
Diversity: 2004-2009.
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The use of tailored vignettes and live drama to help raise sensitivity and to
generate insight into diversity and community issues.



Having regular meetings between the Dean and the MSS Director and
including the MSS Director as a regular member of the College’s
administrative leadership team.



Having faculty directly involved in mentoring programs and University
initiatives such as the FastStart, SROP and McNair programs.
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Challenge 2
CREATING A WELCOMING
CAMPUS CLIMATE
Question 1: How does your College and Department leadership
demonstrate visible support for diversity?
The College and Department leadership teams continue to assign a high priority
to diversity enhancing initiatives. Because an important part of our mission is to prepare
members of the next generation of education professionals (e.g., teachers, counselors,
administrators, school psychologists, etc.) we have a special responsibility for ensuring
that our students gain a deep understanding of diversity and the positive role it can play
in educational contexts. In response to this question, we provide an illustrative
annotated list of diversity enhancing initiatives in many different areas of the college.
Further information about any of these endeavors is available from the Dean’s office in
the College.


Partnerships with HBCUs and HSIs. The Partnerships that the Department
of Curriculum and Instruction has with Xavier University of Louisiana and
the University of Puerto Rico-Mayaguez were initiated and developed
beginning in 2000 by the Head of the Department of C&I, Dr. Murry Nelson.
The partnerships are designed to a) increase the diversity of the Curriculum
and Instruction Department by attracting high quality students from
underrepresented groups; b) increase the supply of scholars from
underrepresented groups with expertise in teacher education and curriculum
and instruction; and c) facilitating the further professional development of
Penn State faculty by providing opportunities for faculty exchanges and
joint research projects. The agreement stipulates that the Department of
Curriculum and Instruction will provide support in the form of assistantships
or fellowships for up to two doctoral students yearly from each of the two
institutions to matriculate at Penn State. The one or two students must
meet all Penn State and C&I admission requirements and are selected by
the sending institution from the applicants who apply for this
assistantship/fellowship through either Xavier or Mayaguez while they
are also going through the Penn State admission/application process. The
Department of Curriculum and Instruction may also accept more than two
students, but those additional admissions would be handled in the same
manner as the admission/application of other doctoral students.
The benefits of the program have been greater than anticipated, even at this
early stage of the agreement. Of the seven students currently enrolled (four
COLLEGE of EDUCATION
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from Mayaguez and three from Xavier), one is a Puksar Holmes Fellow, five
have been/are Bunton Waller Fellows, and one has a graduate assistantship.
None have reached the point of comprehensives so their “ultimate” success,
i.e. receipt of a degree is not imminent, but all are students in good standing
in the doctoral program. Two benefits that were not fully appreciated were
the great experiences that these students bring to their teaching of Penn
State undergraduates where they are sharing their authentic insights into
urban and multicultural education. In addition, the current Xavier and
Mayaguez doctoral students are acting as a powerful means of recruiting
others to apply for the program, increasing our pool of talented members of
underrepresented groups.
We also recently learned that Dr. Rosalind Hale, the Head of the Division of
Education at Xavier University of Louisiana has agreed to teach a graduate
course here at Penn State this summer on Multicultural Education. Dr. Hale
will be a very valuable resource for our graduate assistants as well as for our
undergraduate students. She brings a wealth of experience with multicultural
issues to the College.
In addition, under the leadership of Dr. Liza Conyers we have expanded our
initiatives with HBCUs with the recent establishment of the partnership
between our Rehabilitation Services program and Howard University.
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Education Work Experience. We require all aspiring teachers to have an 80
hour education work experience before they can gain entrance to a teacher
education major. Moreover, we stipulate that at least half of this experience
must be with learners whose cultural, social, or ethnic backgrounds differ
from the candidate’s own. Students are required to provide detailed
documentation of their experience, which is verified and signed by the
workplace supervisor.



Special Needs Learners. Our teacher certification programs require
candidates to demonstrate that they are knowledgeable about and sensitive to
the needs of special needs learners. The term “special needs learner” is quite
broad and includes students who must overcome disabilities in order to learn.
SPLED 400 is a course that students can take to meet this requirement.
SPLED 400 routinely enrolls more than 700 students per year and is offered
both fall and spring semesters as well as during the summer.



Student Teaching Placements. Our Office of Pre-Service Teaching
Experiences endeavors to place student teachers in schools that offer a rich,
diverse climate that reinforces and illustrates the principles of diversity
that are taught in the concurrent seminars and related courses. Given our
geographic location and the large number of placements that we make each
year (over 600 in a typical year), we sometimes struggle to find a sufficient
number of culturally diverse settings such as those found in urban areas. We
are responding to this challenge by developing new student teaching sites.
Currently, we offer external sites in England and on an American Indian
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Reservation in South Dakota, in addition to urban areas within Pennsylvania.
We have succeeded at establishing a new student teacher exchange program
with Trondheim University in Norway, Jönköping University in Sweden,
and we have been trying to establish a similar kind of partnership with the
University of Puerto Rico. The Pennsylvania Department of Education has
issued some new regulations that make it more difficult to place students
outside of Pennsylvania for student teaching experiences. We are currently
reviewing these programs in light of the new regulations.


Rehabilitation Services Internship Placements. Our Rehabilitation Services
students frequently seek and complete their internship requirement in diverse
locations across Pennsylvania and the nation, including recent placements
working with diverse populations with disabilities in New York City and San
Francisco.



Urban Early and Middle Childhood Education Degree. We work
collaboratively with the Delaware County Campus to offer a teacher
certification program and baccalaureate degree in urban education.



First Year Seminars. We place emphasis on diversity related topics within
the common curriculum of the First Year Seminars that are offered through
the College of Education.



Student Orientation. As students enter the College we call attention to
diversity issues, both in text materials that are distributed (and available on
the Web) and in oral presentations. This is further emphasized in the First
Year Seminar as noted above.



International Efforts. We have recently strengthened our Committee on
Comparative and International Education (CIED), which oversees a dual-title
graduate program in comparative education. We have earmarked a faculty
fellowship endowment that was recently created in the College to support
the work of this Committee. In addition, we are party to numerous
Memorandums of Understanding with universities in Taiwan, Korea,
Sweden, and elsewhere that facilitate faculty and student exchange programs.



Advanced Placement Exam Initiative. The College is working with other
Colleges of Education in the CIC to develop a new and expanded effort to
prepare teachers to teach advanced placement exam courses in school districts
that historically have very low participation rates. These tend to be districts
with high incidence of students coming from impoverished backgrounds.
Penn State has recently launched a series of summer workshops to train
Advanced Placement teachers and is working with the CIC to secure external
funding to increase the preparation of Advanced Placement teachers to serve
students from underrepresented student populations.



Penn State Educational Partnership Program (PEPP). The PEPP program
has been based in the College of Education for 12 years, and operates out of
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three locations, McKeesport, Reading, and Philadelphia. This is a large and
growing outreach program in the College that connects Penn State students
as tutors with “at-risk” middle and secondary school students. The goal of
the program is to raise the sights of the middle and high school students so
that doing well in school and going to college become realistic possibilities.
The program has served more than 1,800 middle and secondary school
students during its history and has involved more than 1,200 Penn State
students as tutors. The College dedicates a portion of its general funds
budget to support PEPP. This is an example where a diversity enhancing
program that was started with grants and gifts has become institutionalized
within Penn State. We are now seeking to strengthen PEPP by building a
connection to the new summer residential program (SCOPE) that has been
serving high school students between the 10th and 11th grades.
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American Indian Leadership Program (AILP). This initiative dates back
more than 30 years and is designed to prepare American Indians for
leadership positions within educational organizations. Approximately
200 American Indians and Alaska Natives have earned graduate degrees
from Penn State under the aegis of this program and are now serving in
administrative and other leadership positions in schools, colleges, universities,
tribes, and educational organizations throughout the nation and beyond.
This is the only program that has continued without interruption since the
initial seed monies were provided by the Federal Government in 1970. It is a
case where the College and University have identified Penn State resources
to support the work of the AILP, and these resources have proven to be
invaluable for sustaining the program during the ups and downs of Federal
funding. A very successful celebration of the program’s 30th anniversary took
place in the spring of 2001 and included an American Indian Pow Wow that
attracted more than 400 participants. The success of the Pow Wow
prompted planning for a return engagement, and a second and even larger
Pow Wow will be taking place in April 2004 in the State College High
School. The College of Education is very proud to be co-sponsoring this
event in conjunction with the Office of the Vice Provost for Educational
Equity.



National Association for Multicultural Education (NAME). The College is
an active supporter of this organization, both at the national and at the state
levels. We have been a co-sponsor of several of the PA-NAME conferences,
including the conference at the Penn Stater during the spring of 2001. In
addition, Mr. Andrew Jackson, Sr. has been an elected member of the national
governing board, and the College has covered the costs of his participation at
the national conference and related meetings.



Africana Research Center. Dr. Beverly Vandiver is the new director of the
University’s Africana Research Center and is a member of the College’s
Counseling Psychology faculty. We have been pleased by Dr. Vandiver’s
appointment and have been responsive in terms of making the necessary
adjustments in her teaching workload. We look forward to being actively
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involved with the Center and will do all that is possible to support Dr.
Vandiver’s leadership.


Multicultural Student Services Office. As we have indicated, this Office is
very actively involved in fostering the College’s diversity agenda. The office
has grown and gained increasing levels of responsibility over time.



Urban Programming. The College is actively seeking to strengthen its
program offerings in urban areas of the Commonwealth. For example, we are
working with Penn State Great Valley, Abington, and the Delaware County
Campus to develop a new secondary teacher certification program in science.
This program is being designed for individuals who majored in a content area
and who may also be seeking to change careers. We are also working with
Penn State Abington to develop a baccalaureate degree that would lead to
teacher certification in biology. The hope is that this will be the first of a
series of teacher certification programs at Penn State Abington. We have
made other efforts to expand our presence within the Philadelphia area in
particular, but progress has been slow. We plan to continue working in this
direction and have had some recent interest expressed in our new Ed Lion
program which is designed to provide College of Education services for
recent graduates who are in the early years of their careers as teachers. We
recently learned that there are approximately 60 Penn State graduates who
are in their first or second year of teaching within the Philadelphia school
district. We plan to use Ed Lion to make contact with these Penn State
graduates.



Support for University Organizations and Events. Faculty, staff, and
students from the College of Education participate actively in University
organizations that are working to strengthen diversity programming at
Penn State. For example, both Beverly Vandiver, a faculty member in
Counseling Psychology and Andrew Jackson, one of our academic advisors,
have served as the President of the Forum on Black Affairs (FOBA). The
College also routinely supports these organizations by sponsoring tables at
various events, including the Martin Luther King banquet, the Commission
for Women banquet, and the Commission on Lesbian, Gay, Bisexual and
Transgender Equity (CLGBTE) banquet. Currently, the College is
represented on all three of these Presidential commissions. Linda Strauss
(2001-2004) serves on the Commission for Women; Gerald Henry, Jr. (20022005), Dan Marshall (2003-2006), and Keith Wilson (2002-2005) and Ph.D.
student Jennifer de Coste serve on the Commission on Lesbian, Gay, Bisexual
and Transgender Equity; and Susan Faircloth (2003-2007) and Darla Homan
(2003-2007) serve on the Commission on Racial and Ethnic Diversity. We
also support various projects that are pursued by these organizations (e.g.,
Hispanic Heritage Month, Black, History Month, Asian American Month, the
Black Graduate Student Association’s Achievement Conference, and National
Disability Month).
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Summer Research Opportunity Program (SROP). The College actively
supports this CIC collaborative program that provides summer research
opportunities at CIC universities for undergraduates from underrepresented
groups to learn about graduate school and careers in research. We began to
support this program in 1993, and from the summer of 2000 to the present we
have sponsored nine SROP students, one of whom from Xavier University
has participated for two summers.



Ronald E. McNair Post-Baccalaureate Achievement Program. This program,
also known as the McNair Scholars Program, is designed to help prepare
talented undergraduates to enter graduate school and to receive their
doctoral degree. Since its inception at Penn State in October of 1991, many
of our faculty and staff have actively participated in various capacities and
roles in the McNair Scholars Program. Dr. Keith B. Wilson was recognized
with the Friends of AAP Award in acknowledgment for his involvement with
Penn State’s TRIO and AAP programs and for his prominent work with the
McNair Scholars Program.

Question 2: How does your College identify climate issues?
We continue to be firmly convinced that climate issues surface from many
sources and believe that we need to be very sensitive to signals we receive even when
they may be distant and muted. Our goal is for students, faculty, and staff to feel that
there is a place for them to go for help when a concern develops about fair treatment
and climate. In some cases, the individual with a concern may not feel comfortable
approaching the relevant administrator in the College. We have taken steps in these
cases to provide alternative routes and these include the Director of Multicultural
Student Services and the College Ombudsman. The Student Advisory Forum is also
available for this purpose, although this function is new for the Forum. When concerns
surface, we gather the relevant information and try to resolve the matter. We are aware
of resources outside of the College (e.g., the Office of the Vice Provost for Educational
Equity and the Office of Affirmative Action) that are available to provide assistance, and
we draw upon these as needed.
A new source of information about the College’s climate came to us thanks to
the climate survey that was conducted by our Diversity and Community Enhancement
Committee during the spring of 2003. The results of this survey provide very useful
information about feelings that exist in the College about how people have been treated.
It is clear that some members of the College community have witnessed or experienced
instances of inappropriate treatment. These findings make it clear that complacency and
the feeling that the problems exist outside the College are inappropriate. We need to
take responsibility for the instances of inappropriate treatment that exist within the
College and guard against their reoccurrence. This will be a high priority for us as we
enter the next planning phase.
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Question 3: How does your College respond to climate issues?
We are continuing in our efforts to respond to each climate issue that surfaces
on its merits and to take full advantage of the available expertise that exists within the
University. We feel we have been well served by the various University offices that
provide guidance about how best to respond to climate concerns, and these offices
include the Office of the Vice Provost for Educational Equity, the Affirmative Action
Office, the Multicultural Resource Center, and the various President’s Commissions (the
Commission on Racial/Ethnic Diversity (CORED), the Commission on Lesbian, Gay,
Bisexual and Transgender Equity (CLGBTE), and the Commission for Women (CFW).
We have also begun to make more effective use of the University’s Senior Faculty
Mentor. This position is currently held by Dr. James Stewart, and Dr. Stewart met in
January 2004 with the College’s Department Heads and other administrative leaders in
the College to discuss what can be done to improve the promotion and tenure review
process for faculty members from underrepresented groups within the College. Dr.
Stewart has also made presentations to other key groups on campus, including the
Academic Leadership Council, and his insights are proving to be quite helpful. We are
learning that it is much better to work early with faculty members to strengthen their
record than to wait until after a concern has developed.
When climate concerns arise, we work hard to respond directly and with
sensitivity. A recent case comes to mind that involved a student going to a Department
Head with a complaint about how a faculty member created an uncomfortable
environment in a class. The Department Head responded immediately and met with
the faculty member. In this case, the student’s complaint had merit and there was
evidence from multiple sources. The Dean was made aware of the concern, but the
matter was handled at the Department level and it was made clear to the faculty member
that change needed to occur in how the class was being handled. The needed change
occurred.
The Director of Multicultural Student Services also receives student complaints
about climate. In these cases, the Director follows-up as appropriate with the Deans in
the College and the relevant Department Head.
We also continue to make efforts to be pro-active in addressing climate issues.
In other words, we are not content to merely react to concerns that come to our
attention. It is much better to take positive steps to create a climate that discourages
instances of unfair or inappropriate treatment. Students are participating routinely in
the governance of our Departments and have a regular presence at Department
meetings. We have also worked to involve graduate students in the search process for
new faculty members.
As we mentioned earlier, the recent climate survey has revealed to us a number of
instances where students and others indicate that they are reluctant to speak out about
climate issues. This is a disturbing finding and we are currently considering how best to
respond. The College’s Diversity and Community Enhancement Committee will be
directly involved in helping us develop a response. Our goal is to create a climate that
fosters trust along with a shared set of goals. Members of our community need to feel
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that they can voice a concern when they see or experience an instance of insensitivity.
One idea we are considering would involve developing an on-line ‘in-basket’ for concerns
of this kind that would then be reviewed and followed-up by an appropriately trained
individual.

Question 4: What College-wide and individualized approaches have
you developed to enhance overall climate and satisfaction with the
environment?
We have created several new feedback gathering structures in the College that
are designed to improve the overall climate and environment. The Student Advisory
Forum (SAF) has been in existence for several years, but we have recently broadened its
responsibilities to include being a place where students can go to speak with a fellow
student about a concern. Some of the concerns that have surfaced have been relatively
straightforward (e.g., students were concerned that Otto’s (a food service establishment
in Kern Building) shortened its hours recently and thereby made it difficult for students
in the College with evening classes to find a cup of coffee prior to class), and we are
hopeful that students will feel comfortable approaching a member of the SAF with more
sensitive concerns.
The creation of the Diversity and Climate Enhancement Committee is also a
significant step forward for us as a College. Each Department has representation on the
Committee and the goal is for the Committee to serve as a two-way means of
communication and discussion about climate issues.
The College’s Faculty Council has also chosen to become active in addressing
climate issues within the College. As we mentioned earlier, the Council has sponsored
town meetings on this topic that have been very well attended. The Council is an
elected body and has representation from all Departments in the College. It is providing
a forum where best practices in each of the Departments can be discussed and shared.
Council members regularly report on Council debates at their Departments’ faculty
meetings.
The Office of Multicultural Student Services continues to maintain a listserv,
newsletter (Mosaic), and web site that provide direct connections with students.
These communication vehicles provide valuable information about financial,
academic/professional, and campus life needs of students. In addition, we regularly use
the College listserv to make announcements about events that address diversity topics.
We are also investing heavily in innovative professional development activities
for faculty and staff, and we hope to expand this program to include students as well.
Earlier in this report we described how we will be using the dramatic arts to offer
workshops in February of 2004. We see this as an on-going effort on our part and look
forward to continuing with the program as we gain experience and greater insight into
its power.
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The Counseling Psychology Program began a series of “Difficult Dialogues”
two years ago where issues of diversity were given priority in discussions about how
to strengthen the program. These dialogues take the form of bi-weekly community
meetings in Counseling Psychology where there are opportunities for students and
faculty members who work together closely to share views about diversity, multicultural
issues, and other program concerns.
The Counseling Psychology faculty has also discussed a proposal for expecting
all Counseling Psychology doctoral students to develop a Multicultural Portfolio that
would demonstrate their cultural competencies in their work as therapists, teachers, and
researchers. The Portfolio would include a series of goals and assignments that the
Counseling Psychology program students would complete across the curriculum and
over time. For example, a paper for the research class would require considering the
impact of culture or the theory paper for advanced theories would require the inclusion
of culture in the theory. The practicum courses would require a set number of clients
based on a combination of factors (e.g., sex, age, ethnicity, or sexual orientation). At the
culmination of a student's progression through the program, his/her portfolio would
illustrate the personal development of his/her cultural competency. For the program, the
collection of students' portfolios would provide an additional mechanism for evaluating
the adequacy of training in cultural competency. The Multicultural Portfolio is a work
in progress and we will continue to explore its value during the implementation of the
next phase of the Penn State Framework.
The Department of Counselor Education, Counseling Psychology, and
Rehabilitation Services has supported the development of a Dialogues on Race initiative
which involves the creation of two inter-related courses. There is an undergraduate
course entitled “Dialogues in Race,” CN ED 497. There is also a related graduate course
entitled “Facilitation in the Group/Intercultural Context,” CN ED 597. This graduate
course provides the group leaders for the students who participate in the undergraduate
“Dialogues on Race” course. The coordination and supervision for this course comes
from CAPS staff under the leadership of D’Andre Wilson and Kurt Gehlert. The
Dialogues program is designed to be part of the University’s overall multicultural
education effort. The primary goal of this initiative is to assist people in competently
and humanistically interacting and working with people who are different from them and
yet share inherent human similarities.

Question 5: What strategies have been most successful in addressing
this Challenge? Which have been least successful? Which could be
termed “best practices”?
Most Successful


Partnerships with HBCUs and HSIs.



Efforts to broaden the range of ways students, faculty, and staff can make
diversity and climate concerns known (e.g., the expansion of Student
Advisory Forum’s role).
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Development of student teaching sites in international and culturally diverse
settings.



Completion of the Rehabilitation Services internship requirement with
diverse populations.



Administration of a climate survey that provided base-line data as well as
insights into climate concerns within the College.



Implementation of the Difficult Dialogs initiative in the Department of
Counselor Education, Counseling Psychology and Rehabilitation Services.



Creation of a Standing Diversity and Community Enhancement Committee.



Use of College-wide town meetings to discuss diversity issues.



Use of a listserv that is designed to meet the needs of students from
underrepresented groups.

Least Successful


Finding ways to be responsive to students, faculty, and staff who are reluctant
to come forward with their concerns.



Expanding the number and range of field experience sites in urban areas of
the Commonwealth.

Best Practices
We are listing as best practices a sub-set of the most successful steps we have
taken. In particular, we are listing those steps that we feel are the most effective and
have the greatest promise. These best practices figure prominently in the strategic plan
we are developing for the implementation of the new Penn State Framework to Foster
Diversity: 2004-2009.
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Partnerships with HBCUs and HSIs.



Implementation of the Difficult Dialogs initiative in the Department of
Counselor Education, Counseling Psychology and Rehabilitation Services.



Creation of a Standing Diversity and Community Enhancement Committee
for the College.



Use of College-wide town meetings to discuss diversity issues.



Use of a listserv, newsletter, and web site that are designed to meet the needs
of students from underrepresented groups.
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Challenge 3
RECRUITING AND RETAINING
A DIVERSE STUDY BODY
Question 1: How does your College contribute to locating and
recruiting undergraduate students from underrepresented groups?
The College of Education is continuing to refine and strengthen its recruitment
program for undergraduate students from underrepresented groups. These efforts need
to be understood in light of the numerous changes taking place in the larger market for
prospective students with interests in the field of education. Most of the undergraduate
students who enter the College of Education at Penn State are thinking of teaching as
their career goal. Of the 596 undergraduates who earned a baccalaureate degree from
the College of Education in 2001-2002, 520 or 87% completed one of our teacher
education majors (elementary and kindergarten education, secondary education, special
education, or workforce education). Of these 520 students, 442 were endorsed for a
Pennsylvania teaching certificate. A portion of the remaining students have pursued
teacher certification in another state or are planning to teach in private schools which do
not require State certification.
The Commonwealth of Pennsylvania and our national accrediting agency have
been making significant changes in the requirements instituted for teacher certification.
For example, in 1998 the required minimum grade point average for graduation and
certification was 2.50. Effective 2003-2004, the Commonwealth has raised this required
grade point average to 3.0. In addition, certification now also requires students to pass a
battery of standardized exit exams where students are expected to demonstrate their
mastery of content knowledge as well as teaching skills. Within the College we have
mixed feelings about these increased certification requirements. On the one hand, we
applaud the desire to attract academically capable students into the teaching profession;
on the other hand, we worry about the bluntness of the instruments being used to gauge
academic talent and fear that we are turning away students who could become highly
effective teachers.
The recent increases in Penn State’s tuition are also affecting our ability to
attract students. In Pennsylvania, there are close to 100 different teacher preparation
programs and we are in direct competition with these programs, many of which charge
significantly lower tuition. Many of these competing programs are also located in or
near larger population centers in the Commonwealth and students are able to live at
home while attending school and thereby further reduce the costs of their education.
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We are confident that the quality of the program we offer at Penn State justifies the
extra cost, but there is no question that we face significant competition.
We are also in the process of redesigning and strengthening the quality of our
teacher preparation program. We are placing greater emphasis on both the content
preparation of our teacher education candidates and the quality and intensiveness of the
clinical practice portion of the program. With respect to clinical practice, we now
require three conceptually distinct clinical experiences in the schools. The supervision
of these clinical experiences is quite costly and very labor intensive.
Compared to other research oriented universities in general and the CIC (Big
Ten) universities in particular, Penn State operates one of the largest undergraduate
teacher preparation programs. We routinely place more than 600 student teachers in the
schools in a typical year, and only the University of Indiana has a program of comparable
size. Operating a large undergraduate professional preparation program like this
creates strains on the College and limits our ability to pursue other parts of our mission,
but we also recognize the importance of meeting the career goals of our students and
also see the value of having such a large laboratory of practice operating within the
College. There are numerous opportunities to link research dealing with teaching and
learning to the on-going efforts we make to prepare future teachers.
The data provided by the Office of the Vice Provost for Educational Equity
provides some useful insights into our success at attracting undergraduate students from
underrepresented groups into the College. With respect to the balance between female
and male students, there has been some rise in the percentage of female undergraduate
students at University Park in Education between 1997 and 2002. In particular, the
percentage of females has increased from 73 to 76 percent over that period.
The incidence of Asian American, Black American, Hispanic/Latino, Native
American, and International undergraduate students within the College at University
Park declined from 7% to 5% between the fall of 1997 and the fall of 2000 and has
increased to 6% in the fall of 2002.
We are pursuing a three-part strategy in our efforts to continue to build this
percentage and to recruit larger numbers of underrepresented students into our
undergraduate programs: (1) make sure high school students as well as undecided
Penn State undergraduates are aware of Penn State programs in education; (2) make
changes in the design of our programs so that they are more attractive to students from
underrepresented groups; and (3) work with younger students in the earlier grades to
kindle an interest in the field of education.
RECRUITING EFFORTS AIMED AT HIGH SCHOOL STUDENTS AND UNDECIDED PSU
STUDENTS
The Multicultural Student Services office continues to be actively engaged in
a wide range of on-going recruitment strategies that encompass early interventions,
collaborative activities and scholarship support. Some of the efforts that are
contributing to the recruitment of undergraduate students include:
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Summer College Opportunity Program in Education (SCOPE)
Spend a Fall Day
Philadelphia Honors Convocation Banquet and Honors Convocation Campus
Visit
High School visits
Participation in (PA) high schools’ College Fairs and Career Days
Collaboration and participation in programs by Upward Bound, Talent
Search and College Assistance Migrant Program and initiatives coordinated
by the Council of College Director of Multicultural Programs
Achievers Weekend
Collaboration and participation in programming by PSU Recruitment
Centers
Allocation of scholarships for incoming freshmen: Bunton Waller
Undergraduate Fellows Program (two awards) and the College of
Education’s Alumni Society’s Scholarship Fund (up to six awards)
Personalized contact through letters, e-mail, and phone calls to referrals and
prospective students.

Over the past year we have made significant progress in re-establishing a
presence in high schools across the Commonwealth and in developing meaningful
contacts with teachers and counselors. The development of such a network brings
meaningful opportunities for early intervention and outreach. One example is teachers
and counselors requesting assistance to guide 8th and 9th graders, who show an interest
in education careers, in fulfilling requirements during high school for entrance into
education majors. Such requests provides us with the opportunity to familiarize students
with education careers, in a personalized fashion, and facilitate the understanding of the
education profession with the demands and level of skills needed for entrance and
successful completion of our programs.
We have developed a network of campus contacts through which we distribute
information and carry out presentations on Education majors specifically for current
students who are undecided or who are reconsidering their career choices. We are using
a variety of forums to create awareness about teaching and counseling careers, and these
include programs we make available to student organizations that are focused on the
needs and interests of underrepresented students. Noteworthy is the active participation
by the Rehabilitation Services program faculty in the development of descriptive
materials in formats that can easily reach a large audience and be quickly distributed
among all PSU undergraduates from underrepresented groups. This communication
provides information not only about this specific career path, but also about professional
development opportunities and financial assistance in the form of scholarship, grants and
assistantships.
While we will continue to utilize and capitalize on the above efforts, we
understand the challenges that we face in trying to minimize the group disparities in our
College. Therefore, we are committed to engage in the evaluation of current practices
and on the further development of new and innovative tools of recruitment.
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DESIGN CHANGES
One of the recruiting challenges we face is the fact that disturbingly small
numbers of students of color pursue teaching careers. The teaching profession in
Pennsylvania is overwhelmingly white (93.8% in 2002-2003) and young children of color
do not see many teachers who come from a similar ethnic or racial group. This lack of
diversity can also be found within teacher preparation programs since a common career
path for teacher educators is to begin their careers as classroom teachers. We need to be
mindful of these realities as we design our programs, and we are working to broaden the
range of diversity experiences our students have as they go through our programs.
We must also be aware of the fact that our white students need to be prepared to
deal effectively with students who come from backgrounds and cultures that are highly
varied. The demographic statistics are quite clear and suggest that teachers increasingly
will be dealing with diversity in their classrooms.
In light of these realities, our teacher education program needs to infuse diversity
into is coursework as well as into its clinical experiences. We have already taken steps in
this direction and these include the creation of courses that deal explicitly with diversity
in the classroom, the partnership programs with Xavier University which has brought
graduate assistants of African-American heritage who are now teaching undergraduates
in teacher education, and the training of graduate assistants in diversity from a summer
course that will be taught by a Xavier partner faculty member, Dr. Rosalind Hale.
We are also actively considering the creation of a new education studies major
that would be designed for students with interests in education but who are not
interested in pursuing state certification as a teacher. We expect this degree to be built
around a theme and to provide students with a fundamental understanding of the role of
education within various cultures.
WORK WITH YOUNGER STUDENTS
Given the poor track record of the field in attracting students from
underrepresented groups into the teaching profession, we recognize a need to help
younger students gain appreciation for the field of education in addition to the skills they
will need to be successful practitioners. Programs like the Penn State Educational
Partnership Program (PEPP) and the new Summer College Opportunity Program in
Education (SCOPE) are designed to achieve these goals. The PEPP program, as we
indicated earlier, operates at three locations in Pennsylvania (McKeesport, Reading, and
Philadelphia) and brings Penn State students into the schools as tutors with middle
school and high school youth. While PEPP is not tied directly to recruiting students
into the field of education and is more generally focused on encouraging students to
pursue higher education, the SCOPE effort has more of an education focus. SCOPE
works with students between the 10th and 11th grades and brings them to the University
Park campus for a 6 week intensive educational experience. While it is too early to
assess the impact of SCOPE, PEPP has an impressive track record and we expect to be
strengthening the connection between PEPP and SCOPE over time.
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Question 2: How has your College contributed to locating and
recruiting graduate students from underrepresented groups?
According to the data provided by the Office of the Vice Provost for Educational
Equity, the gender balance for graduate students in the College of Education has been
relatively steady between fall of 1997 and the fall of 2002. In particular, the percentage
of female graduate students has changed from 66% in 1997 to 65% in 2002. With
respect to the ethnic and racial balance of graduate students in the College, there has
been a significant increase in the percentage of international graduate students (from
11% in the fall of 1997 to 19% in the fall of 2002). For our domestic students, the
balance has been fairly steady over the period. In the fall of 1997, 13% of our graduate
students were either Asian American, Black American, Hispanic/Latino, or Native
American in the fall of 1997 and the comparable figure for the fall of 2002 was 12%. We
do note some change in the composition of the 12% with increases occurring for Asian
Americans and Native Americans and decreases occurring for Black Americans and
Hispanic/Latino students.
Thanks to the leadership of the Associate Dean for Graduate Programs, we
have engaged in continuous meetings for discussion on strategies and a more efficient
allocation of our resources that will support our recruitment efforts. These meetings
have facilitated an open and frank discussion of our challenges, have promoted
collaborations among departments and provided the opportunity to share successful
practices.
Most of our graduate recruitment success derives from the strengthening of
collaborations, the materialization of partnerships, the efficient administration of
our limited resources and the personalized attention and follow up with applicants.
Although some of our projects are still in their early stages, we continue to experience
positive outcomes from established as well as new initiatives that include:


HBCU and HSI Partnerships. The cooperative agreements with University
of Puerto Rico-Mayaguez Campus and Xavier University of Louisiana are
providing new sources of very talented students from underrepresented
groups for the Curriculum and Instruction graduate programs. We have
expanded these collaborations to include Howard University, and we
anticipate additional positive outcomes.



MSS Collaborative Endeavors. MSS collaborates and coordinates programs
with the Council of College Directors of Multicultural Programs, the Office of
Graduate Educational Equity and the Committee on Institutional
Cooperation. Some of these collaborative endeavors involve:






Graduate fairs and CIC Caravans
Graduate Visitation Day
Visits to institutions
Professional conferences with specific recruitment agendas
Campus visits from prospective students
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Annual Pennsylvania Conference on Graduate Opportunities
SROP



American Indian Leadership Program (AILP). AILP provides academic
advancement and leadership training for American Indians and Alaska
natives. The program has been consistently awarded with U.S. Department
of Education grants that provide fellowships for graduate students in the
program. John Tippeconnic, in collaboration with two colleagues from other
institutions, conducts an academy for principals from schools that serve
American Indian students. Twenty five principals, primarily from small and
rural schools on Indian reservations, attended a session off campus in 2003.
The focus of the Academy was on developing educational leadership and the
construction of networks among school principals. Penn State’s Continuing
Education program provided academic credit for the participants, and we
have found that the Academy provides a good source of American Indian
graduate students for our graduate programs in educational leadership.



Ronald E. McNair Scholars Program. The McNair Program is designed to
prepare talented undergraduates who are first-generation, low-income and/or
from an underrepresented group, for entrance into graduate and professional
degree programs. Collaborations with the Scholars program provide access
to a rich pool of prospective candidates graduating from Colleges and
Universities across the Nation.



Thomas Puksar Graduate Assistantship in Education. Each year the College
awards five assistantships across departments. The award recognizes and
supports outstanding candidates for our graduate programs whose ethnic,
cultural, and/or national background contributes to the diversity of the
student body.



Bunton Waller Graduate Awards. In partnership with the Graduate School,
academic departments provide awards to graduate students who contribute to
the diversity of Penn State’s graduate student body.

In addition, the current Xavier and Mayaguez doctoral students are acting as a
powerful means of recruiting others to apply for the program, increasing our pool of
talented members of underrepresented groups.
We have been particularly impressed by the positive results that come from
prospective students’ campus visits. The Office of Multicultural Student Services and
the academic departments work on financing and scheduling visits to campus for our
candidates. During these visits we provide personalized attention with the opportunity
to meet with faculty, administrators, students, experience our classes, and explore our
College, campus and community. Our recent recruits have indicated their visit
experience was a determining factor in their graduate program selection.
Overall, the partnerships with colleague institutions serving underrepresented
populations, the close and positive working relationship between the Office of the
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Associate Dean for Graduate Studies and the Multicultural Student Services office,
the team work and harmonized efforts between the above offices and the academic
departments have proven to be effective tools for the recruitment of candidates from
diverse backgrounds.

Question 3: What strategies have you implemented to retain
undergraduate students from underrepresented groups?
The data provided by the Office of the Vice Provost for Educational Equity
provide useful insights into our success at retaining and graduating undergraduate
students. We note an improvement in our underrepresented students’ four year
graduation rate at University Park where the rate has increased from 38.4% for students
admitted in the fall of 1994 to 50% for students admitted in the fall of 1998. There was a
parallel improvement in the percentage of our retention rates after one year for these
students, from 84.6% for students admitted in the fall of 1994 to 92.3% and 87.5% for
students admitted in the fall of 2000 and the fall of 2001, respectively. While we are
pleased to see these increases, we note that further progress needs to be made.
The ethnic and racial breakdowns of our undergraduate graduation profiles
indicate that we experienced growth in the percentage of graduates from
underrepresented groups between 1998 and 2001, but that we have dropped to our 1998
level (5%) in the most recent 2003 data. These trends warrant further attention since
they reflect the effects of both changes in our success at recruiting and retaining
undergraduate students from these groups.
The Office of Multicultural Student Services remains actively focused on
developing and providing academic and campus life assistance services for our
underrepresented students. Our strategies aim to decrease the isolation of multicultural
students and to provide support to increase academic success. The effectiveness of these
services is increasingly corroborated by the rising level of student participation in our
programs. Moreover, success is evident through the enthusiastic development of new
projects such as MESA (Multicultural Education Student Association) and Peer Mentor
Network that was initiated and developed by current students under the guidance of the
MSS office. As reported in our previous progress report, Multicultural Student Services
programs and services are tailored primarily around the areas of academic achievement,
campus life support systems and networking/professional development and include the
following examples:
ACADEMIC


Academic Success Program. This is a comprehensive program of services
that includes tutoring, study skills/time management coaching, individual
and group counseling, academic advising, and monitoring of academic
progress. Although some activities are in group settings, the services are
mostly individualized and tailored to the specific needs of each student. We
also monitor the academic progress of underrepresented students with
emphasis on freshman and sophomores as well as students who are part of the
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Academic Advancement Programs. One of our principal goals is to assist
students in completing successfully our entrance to major process through
early intervention.
Math 200-Supplemental Instruction (SI). In collaboration with the
University Learning Center, we finance and offer Supplemental Instruction
for Math 200 which is a challenging course that is required for entrance to
our teacher education majors.
PRAXIS Workshops. These workshops provide preparation for the PreProfessional Skills Test, another requirement for entrance to the teacher
education majors.

SUPPORT SYSTEMS
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MESA (Multicultural Education Student Association). This is an
organization for College of Education students that is based in the MSS
office. It focuses on freshman mentoring, professional development, outreach,
and retention and recruitment efforts. The purpose of the group is to provide
a community of identifiable support for students of color within the College of
Education through peer mentoring, student forums, professional development
and other retention activities. (See Appendix 2)



Peer Mentor Network. MESA includes a peer mentoring component that
aims to enrich the first year experience by assigning incoming freshmen with
an upperclass student mentor.



FastStart. The MSS office participates in the Alumni Association’s FastStart
program which provides incoming freshmen with faculty/staff mentors.
Several faculty and staff members of the College are actively participating as
mentors for new students under this program.



Fall Evening Dinner. Early in the fall semester there is a gathering and
dinner for undergraduate multicultural students in the College of Education.
The event provides an opportunity for new and returning students to meet
and develop nurturing relationships. During the event, information about the
MSS office, entrance to major requirements, work/internships opportunities
and College/University resources are reviewed.



Support for Participation in Multicultural Events. The College participates
actively in University events and programs like the MLK Banquet, Black
History Month, Native American History Month, Asian American Awareness
Month, Touch of Africa, and the Caribbean Experience.



Electronic List Group “MSSUG”. This is an electronic forum that seeks to
provide information on academic, college, campus/community, financial and
professional news and updates. The list group also grants students with the
opportunity to connect with each other, with the Office of Multicultural
Student Services/College of Education, and with the larger University
community.
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NETWORKING AND PROFESSIONAL DEVELOPMENT


Multicultural Networking Reception. This is a gathering that provides
underrepresented students the opportunity to meet potential employers the
evening prior to the Education Career Day.



Financial Support. The MSS provides financial support for professional
conferences and graduate fairs such as the Chakka Fattah’s Annual
Pennsylvania Conference on Graduate Opportunities and National Eagle Leadership
Institute (NELI). These resources complement what is provided by
Departments and other units within the College and University.



Internship Clearinghouse. In collaboration with the Office of Career Services,
we assist students in their efforts to identify future employers and internship
opportunities (Career Services’ Minority Internship Program).



Diversity Student Internship Program. A partnership program with the
Department of Agricultural and Extension Education and Penn State
Cooperative Extension through which we place undergraduate Education
students in paid summer internships.



Collaborations with McNair Scholars Program and SROP. As we indicated
earlier, we are actively involved with both the McNair and the SROP
programs.

Question 4: What strategies have you implemented to retain graduate
students from underrepresented groups?
The data provided by the Office of the Vice Provost for Educational Equity
indicate that the profile of students who are graduating from our graduate programs has
become more diverse over time. For example, in 1998, 20% of our graduating graduate
students were either Asian American, Black American, Hispanic/Latino, Native
American, or International. In 2003, the comparable figure was 23%. However, we note
that we have experienced a drop in the percentage of our graduates who are Black
American (7% to 5%) and Hispanic/Latino (3% to 2%). These declines warrant further
attention.
The Office of the Associate Dean for Graduate Programs, Academic Departments
and the Office of Multicultural Student Services have created a strong partnership to
promote and support our underrepresented graduate student population. These efforts
are designed to enrich the graduate experience by facilitating these students’ intellectual
and personal growth. The specific programs we offer include:


Orientation meetings for new students to familiarize them with curricular
requirements and on how to navigate their graduate program, the College
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and the University (provided by the program, departments and the office of
Multicultural Student Services);


The provision of consistent guidelines and action plans for advising and
mentoring students;



Mentoring programs with an emphasis on the first year but with on-going
support throughout the graduate experience;



The provision of careful, attentive, and ongoing individualized counseling
supplied by an assigned faculty advisor;



Early identification (even before they arrive) of students’ technical skills,
background knowledge and experience as well as the degree of familiarity
with the culture of research in order to, if necessary, provide the resources to
enhance the skills that will contribute to the successful completion of a
graduate degree program;



Development of a peer network;



Creation of a sense of belonging and recognition of students as valued
members of the Department and the College (PICs, the Department Heads,
and the Multicultural Student Services Director take a leadership and an
active role in paying regular attention to students, seeking them out,
overseeing their progress both in terms of acclimatization and academic
success;



Development of a sense of community that facilitates a smooth adjustment to
the new environment through the use of socio-cultural activities;



Provision of some teaching and workload relief during the first semester or
first year (for new graduate students); and



Financial assistance for professional development (e.g., travel to conferences).

Question 5: Which strategies have been most successful in addressing
this Challenge? Which have been least successful? Which could be
termed “best practices”?
Most Successful
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The partnerships with Xavier University and the University of Puerto Rico—
Mayaguez.



Personalizing the campus visits of students from underrepresented groups.
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Providing financial support.



Specialized services that are designed to meet students’ academic as well as
financial and social needs.



Mentoring throughout graduate experience with an emphasis on the first
year.



Relief of teaching and work load during the first semester (for new graduate
students).



Socio-cultural activities.

Least Successful


We have made several efforts in collaboration with other CIC institutions to
jointly recruit graduate students from underrepresented groups at national
conferences such as the National Science Teachers Annual Meeting. These
efforts have had limited success.

Best Practices
For this challenge, we feel all of our most successful steps constitute best
practices. These best practices figure prominently in the strategic plan we are
developing for the implementation of the new Penn State Framework to Foster
Diversity: 2004-2009.


The partnerships with Xavier University and the University of Puerto Rico—
Mayaguez.



Personalizing the campus visits of students from underrepresented groups.



Providing financial support.



Specialized services that are designed to meet students’ academic as well as
financial and social needs.



Mentoring throughout graduate experience with an emphasis on the first
year.



Relief of teaching and work load during the first semester (for new graduate
students).



Socio-cultural activities.
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Challenge 4
RECRUITING AND RETAINING A
DIVERSE WORKFORCE
Question 1: How has your College actively engaged in locating and
recruiting faculty and staff from underrepresented groups?
We continue to place great emphasis on searching diligently for strong
candidates from underrepresented groups in every search that we conduct. We know
from experience that simply placing ads and being reactive will not generate the pools
of candidates that we seek. Our search committees are encouraged to be proactive and
energetic in their efforts to identify strong and diverse pools of candidates.
We continue to invite a member of the University’s Affirmative Action office to
meet with each search committee that we establish. These meetings have proven to be
very helpful and provide search committee members with a thorough understanding of
their affirmative action responsibilities. The changes in policy regarding the use of the
cards candidates use to reveal affirmative action relevant information have been well
received. Having this information available from the Affirmative Action Office has
streamlined the process and appears to be working quite well.
The Dean continues to meet with all tenure line faculty search committees for
the purpose of emphasizing the College’s commitment to strengthening diversity. He
stresses the point that the commitment to diversity needs to be infused throughout the
search process.
We have found that it is particularly important to give a thorough introduction
to the State College community for all of the finalists for faculty positions in the College.
Our experience has been that candidates are favorably impressed by what they learn
during visits to campus, and we take great pride in the hospitality we provide during
these visits. For candidates from underrepresented groups, it is important to provide
opportunities for contact with individuals and groups that can provide first-hand
information about the relevant group in the University and the community. We rely
on current faculty members from the relevant group as a resource to guide how best to
connect candidates with sources of this information. Moreover, during information
sessions conducted by our Human Resource Manager with all potential faculty hires, we
address same-sex domestic partnerships whether it be benefits or dual career situations.
Our goal is to be as transparent as possible about the strengths as well as the limitations
of the State College community. No one benefits when misleading and inaccurate
information is conveyed.
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The College has been enjoying some significant recent success in its effort to
broaden the diversity of the faculty. The data provided by the Office of the Vice Provost
for Educational Equity show that the percentage of female faculty members has
increased between 1997 and 2002 for all three ranks of the tenure line faculty. Our
percentages for female full professors went from 10% to 19%; for associate professors
that increase was from 29% to 39%; and for assistant professors the percentage increased
from 61% to 74%. We are particularly proud of the fact that we have been able to make
several outstanding senior appointments for female faculty members in recent years.
We have also made progress with respect to the ethnic and racial mix of faculty
members. In the fall of 1997, 15.8% of the assistant, associate, and full professors in
the College were either Asian American, Black American, Hispanic American, or Native
American. In the fall of 2002, the comparable percentage was 16.7%. Most of this
increase occurred at the associate professor level, suggesting success at both promotion
and tenure and efforts to hire outstanding mid-career faculty members from these
groups.
We were also pleased with the progress we made during the 2002-2003
recruiting cycle, the results of which have not yet been included in the data coming from
the Vice Provost’s Office. Last year, we succeeded at making a tenured appointment at
the associate professor level for a Black American and a tenure line appointment at the
assistant professor level for a Native American.
We have made less progress in our efforts to diversify the staff of the College.
There is great stability in our staff and turnover takes place slowly. The pools of
applicants that we attract are strong, but tend to be fairly homogeneous in terms of
affirmative action categories. Achieving a more diversified staff remains a challenge for
us as a College.

Question 2: What retention strategies have you implemented in your
College to retain members of underrepresented groups?
We continue to struggle with partner placement issues as we seek to retain
faculty members. This affects faculty from underrepresented groups as well as others
and is a factor in recruitment as well as retention. We have found that it is best to deal
with partner issues early in the hiring/interviewing process, and we can point to some
successes. The University provides support for dual career new hires and this support
has been very helpful. The University provides less support for dealing with partner
issues when the goal is to retain an existing member of the faculty. This asymmetry
warrants further attention.
We have also found that building a strong academic program has powerful
retention effects. Faculty members are reluctant to leave strong programs where they
feel they are being highly productive. We also find that program strength pays
handsome dividends as we recruit new faculty members.
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High quality mentoring is perhaps the most effective means by which we ensure
the success of our faculty members. We only extend invitations to join the faculty of the
College to individuals we believe have the ability and drive to be highly successful. We
believe it is our collective responsibility to make it possible for these individuals to
succeed, and in each Department we have an active mentoring program in place. The
College also offers a mentoring program for all assistant professors. We are quite proud
of our record of success with the promotion and tenure review process. During the past
promotion and tenure review cycle, three of the seven faculty members receiving
promotion or tenure were faculty of color.
We make efforts to recognize faculty, staff, and student achievements in the
College. For example, each issue of Connections, our electronic newsletter, carries a
feature of a faculty or staff member, and we have instituted an annual dinner where
faculty members who have been promoted during the previous year are honored.

Question 3: Which strategies have been most successful in addressing
this Challenge? Which have been least successful? Which could be
termed “best practices”?
Most Successful


Connecting candidates from underrepresented groups with relevant sources
of information about the community during the interview.



Effective mentoring programs that are sensitive to the needs of faculty
members from underrepresented groups.



Having the Dean as well as a member of the Affirmative Action Office meet
with each search committee.



Mentoring programs at both the Department and College levels.



Recognition events such as the annual dinner for recently promoted and
tenured faculty members.

Least Successful


Passive placements of advertisements for faculty positions.



Attracting diverse pools of applicants for staff assistant positions.

Best Practices
For this challenge, we feel all of our most successful steps constitute best
practices. These best practices figure prominently in the strategic plan we are
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developing for the implementation of the new Penn State Framework to Foster
Diversity: 2004-2009.


Connecting candidates from underrepresented groups with relevant sources
of information about the community during the interview.



Effective mentoring programs that are sensitive to the needs of faculty
members from underrepresented groups.



Having the Dean as well as a member of the Affirmative Action Office meet
with each search committee.



Mentoring programs at both the Department and College levels.



Recognition events such as the annual dinner for recently promoted and
tenured faculty members.
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Challenge 5
DEVELOPING A CURRICULUM THAT
SUPPORTS THE GOALS OF OUR
NEW GENERAL EDUCATION PLAN
Question 1: Describe the initiatives your College has taken in
supporting multicultural curriculum efforts.
The College’s entire curriculum is organized around the development and
utilization of human capabilities, and this provides us with a very natural base from
which to address diversity issues. We recognize the important power that sensitivity to
diversity issues can provide to an educator, and we strive to foster this sensitivity by
pursuing a two part strategy. First, we work to take advantage of the diversity that the
current students and faculty members bring to the College. We realize that our students
and faculty bring a wealth of knowledge and experiences to the classroom, and we
believe that we have a responsibility as a College to draw upon these resources. In this
light, making further progress toward diversifying our student body as well as our
faculty is of paramount importance.
Second, we recognize that we have a responsibility to design the contents of our
curriculum so that our students are exposed to the latest and best thinking and insights
about diversity in educational settings. Many of our students will become professional
educators and are preparing themselves to be future teachers, administrators, counselors,
psychologists, and therapists in many different settings. Given the demographic trends
of the nation, they will almost assuredly be dealing first-hand with increasingly diverse
recipients of their services, and it is vitally important for them to be knowledgeable
about the issues. They too will have a responsibility to draw upon the diversity of their
classrooms and related settings to enhance their performance as an educator. We need
to help them gain the necessary skills, and the curriculum we offer is the key vehicle for
achieving this goal.
During the first phase of our efforts to implement the Penn State Framework to
Foster Diversity, we took steps to infuse diversity content into virtually all of the
courses we offer as a College. We have also taken steps to develop courses that place
special emphasis on diversity topics. These courses include:
ED 100S
ED THP 115
ED THP 411
ED THP 412
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First Year Seminar in Education
Education in American Society
Ethnic Minorities and Schools in the U.S.
Education and the Status of Women
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ED THP 533
ED ADM 597A
ED ADM 597C
HI ED 503
CN ED 297
CN ED 507
CN ED 497
CN ED 597
CN ED 597D
CN ED 597C
CN PSY 554
SPLED 402
WF ED 450
CI 295
C&S 496A
C&S 560
C&S 596A
C&S 597B
CI 412W
LL ED 402
LL ED 497I
LL ED 480
LL ED 541
LL ED 550
LL ED 577
LL ED 597D
SSED 430W
SS ED 597A
SS ED 597A

Social History and Educational Policy
Diversity and Leadership
American Indian Education Seminar
Ethnicity, National Identity, and Education
Understanding Discrimination: An Educational
Perspective
Multicultural Counseling Foundations
Dialogues in Race
Facilitation in the Group/Intercultural Context
Counseling Gay, Lesbian, Bisexual Clients
Gender Issues
Cross-Cultural Counseling
Human Rights: Historical and Current Issues in
Special Education
Cultural Diversity in the Workplace
Early Field Experience—includes a “culture walkabout”
assignment
Curriculum Practicum in Puerto Rico
Principles of Instructional Supervision
Curriculum Study in Puerto Rico
Educational Change: Theory & Practice (Summer 1998)
Secondary Teaching
Teaching Children’s Literature
Foundations of Second Language Acquisition
Media Literacy in the Classroom
Adolescent and Children’s Literature Related to Ethnic
& Social Issues
Theory and Practicum in Assessment and Remediation
of Reading Difficulties
Multicultural Issues in Literacy Education
Language, Politics, and Practice in Latin America
(Spring 2002)
Teaching Social Studies in the Elementary Grades
Race, Class, and Gender in the Educational Context
Women Theorists of Color (cross-listed with WMN ST
597C, Women Theorists of Color)

An important part of our curriculum involves supervised field experiences either
in classrooms and school organizations or in clinical settings of various kinds. It is at
this point that our students begin to practice what they have learned and it is important
for them to have experiences with diverse populations. As we have indicated, we have
designed our field experiences to provide experience in different kinds of settings, but we
need to expand these efforts. In particular, we would like to provide a wider range of
urban field experiences.
Two years ago, the Department of Counselor Education, Counseling Psychology,
and Rehabilitation Services went through a voluntary review of the syllabi of each course
for the presence of multicultural material. This was experienced as a cooperative effort
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to examine whether the syllabi reflected what was agreed upon as a priority of the
Department. This Department has also instituted new requirements at both the masters
and the doctoral levels for multicultural counseling. We see this as a best practice and
will be encouraging other Departments in the College to pursue a similar approach.
Within our Higher Education graduate program, issues of diversity, particularly
relating to race and ethnicity, are presented in Economics and Financing of Higher
Education (HIED 597B) and State Policy and Higher Education (HIED 597B) with
Donald Heller. Roger Geiger's History of Higher Education focuses on minorities and
women, HBCUs, and desegregation among other diversity issues (HIED 554). Race
and gender are integral to Carol Colbeck's course on Organizational Theory in Higher
Education (HIED 562). Robert Reason, in Higher Education Students and Clientele
(HIED 556), devotes much of the course time to studying different higher education
experiences and outcomes from students of various groups, including but not limited to,
racial/ethnic groups, LGBT students, and non-traditional students. HIED 548,
Curriculum in Higher Education, is infused with diversity issues. In this class, led by
Lisa Lattuca, students discuss how the curriculum in higher education has and has not
responded to new knowledge in existing and new academic fields and disciplines such
as ethnic studies, women's studies, and cultural studies, both historically and in
contemporary times, how curriculum and pedagogy do or should respond to the
diversity of learners in higher education (including class, ethnicity, perspectives) and
faculty responses to various types of diversity.
Within our Educational Theory & Policy (EDTHP) program, David Baker's
sociology of education graduate course includes discussions of race, gender, social class,
and ethnicity as key topics. Major themes in his comparative education policy course
focuses on gender and access issues of all kinds. Issues related to diversity and
inequality as well as experiences of and research on ethnic and minority students
permeate Regina Deil-Amen's Sociology of Education 416 and 597 classes. Issues of
diversity and equality are key in virtually all EDTHP courses which focus on these
issues via sociology, philosophy, and history of education. These elements are central to
the undergraduate EDTHP 115 course, taught by Regina Deil-Amen and Dana Mitra,
which serves some 600 undergraduate students per year. Here, there is a focus on social
justice including issues of social class, inequality, and cultural, racial, and ethnic
diversity. The text used in this course for 2003-2004, Teaching to Change the World,
exemplifies this focus. In this course, Dana Mitra devoted an entire week to issues of
segregation and the Brown case which involved exposure to Web sites with current
information and viewing of the documentary "Eyes on the Prize," focusing on the Little
Rock 9 and the integration of Ole Miss. Finally, many of the faculty in EDTHP also
teach courses in comparative education (CIED) which because of their very nature focus
on diversity.
Within the Educational Leadership (EDLDR) program, diversity plays a key role
in most EDLDR courses. This program also houses the American Indian Leadership
Program (AILP) which has several diversity-focused courses. Diversity issues are
integral to courses such as William Boyd's Politics of Education course and John
Tippeconnic's Interagency Relations (EDLDR 597). Susan Faircloth is currently
teaching a course on Leadership & Diversity (EDLDR 597B) which covers topics
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related to gender, race/ethnicity, age, sexual orientation, religion, socioeconomic status,
and linguistic diversity, among others. How most of these groups may be discriminated
against in the workplace is covered in the Personnel Management and Contract
Administration course (EDLDR 565) taught by Preston Green. The Law and Education
course (EDLDR 576), taught by Jacqueline Stefkovich in fall 2003 and by Preston Green
in spring 2004, also covers issues of discrimination and equity as they apply to students.
Finally, Paul Begley's course on the principalship (EDLDR 568) emphasizes issues of
cultural diversity.
Several other areas of our curriculum warrant special mention. We indicated
earlier that we construe the term “diversity” quite broadly and include under the
diversity rubric an interest and commitment to those with disabilities of various kinds.
We operate two graduate programs that focus on these issues, our Special Education and
Rehabilitation Services Programs. Virtually all of the course work and field placements
in these programs deal explicitly with diversity issues. These two programs have also
been cooperating to create an innovative diversity enhancing initiative for the entire
University and State College communities. This is the Lifelink program that brings
advanced special education students from the State College Area School District
(SCASD) to the University Park campus to take courses and to gain experience
functioning in a university environment. This has proven to be an immensely successful
program, and increasing numbers of Penn State students are participating as mentors for
these very courageous and inspiring students. The program is based at the HUB and is
a wonderful example of cooperation between the University and the SCASD. The
College of Education is proud to be a part of this project.
We reported on the Dialogues on Race initiative within the Counselor Education
Program under Challenge Two, but it is quite relevant here also since the effort involved
the creation of courses. We are particularly proud of how the two courses make
connections between the undergraduate and graduate portions of our curriculum. This
is also an excellent example of collaboration across different parts of the University since
it involves contributions from CAPS.
The CIED dual-title degree in comparative and international education allows
graduate students throughout the university to add CIED to their degree as they
increase their expertise in this area. The program is administered within the College
of Education by an interdisciplinary committee whose members include faculty with
international expertise from across the university. The curriculum is designed to provide
students with a comparative lens for examining educational issues and to raise awareness
and appreciation of other cultures and societies. In Spring 2003 an external review of the
program was conducted, and reviewers found Penn State’s program to be one of the
strongest in the country.

Question 2: Describe the research and teaching initiatives in your
College that have advanced the University’s diversity agenda.
Many faculty members in the College of Education have research interests in
areas that deal directly with diversity issues. As we mentioned earlier, two of our
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programs (Special Education and Rehabilitation Services) are exclusively focused on
issues that affect individuals with disabilities of various kinds. To give some sense of the
scale of this part of our program, our Special Education Program organizes a summer
autism conference that attracts more than 1,300 participants on an annual basis. The
faculty also offers a set of outreach programs year round that are reaching over 6,000
participants. Penn State is recognized internationally for the leadership it provides in
research on autism.
In addition, the Department of Education Policy Studies (EPS) deals with a wide
range of contemporary policy issues in education, and diversity is the center piece of the
research programs of many faculty members in this Department. According to the EPS
career conference reports, at least 70% of the faculty conduct some research on issues
related to diversity. A small sample of these include, but are certainly not limited to,
issues of access and race/social class (Heller, Terenzini, Deil-Amen), racial equality
and law (Green, Brown, Kornhaber, Reardon, Stefkovich), equity (Lindsay), gender
issues (Colbeck), cultural diversity (Pong, Post), American Indian Leadership and
racial/ethnic/cultural diversity (Tippeconnic, Faircloth).
Beverly Lindsay is editing a special issue of the Journal of Negro Education
dedicated to the Centennial of Ralph Bunch, a distinguished African-American diplomat
and scholar. Several faculty members are heavily involved in special events related to
the anniversary of Brown v. Board of Education. Chris Brown, who is on leave at the
United Negro College Fund this year, is working on this agency's Patterson Research
Conference. The theme is "Still not Equal: Expanding Opportunity in Global
Societies." Don Heller is on an AERA panel, "From Brown to Grutter and Beyond, the
Supreme Court and Integration: 1954-2003. Jacqueline Stefkovich is on a pre-conference
panel, for the Education Law Association, relative to Brown and the state of our schools.
Within the College there is a group of faculty with interests in cultural studies
and the role of education in Democratic societies. We have faculty members who are
directly concerned with what happens when different groups come together in
educational as well as political settings. It is worth noting that these faculty members
themselves approach these issues from a variety of philosophical perspectives.
There are also faculty members with interests in cognitive processes and the
teaching and learning process. These faculty members are very interested in studying
what happens in learning communities whose composition varies. There are also
interests in variation across various groupings of learners in how knowledge is acquired.
The results of this research are rich in implication for the future development of policy.
Our Counselor Education, Counseling Psychology, and Rehabilitation Services
Department includes several faculty members with interests in racial identity, the
disability culture, the role of race in the distribution and effectiveness of rehabilitation
treatments, and counseling issues for gay, lesbian, and bi-sexual clients and counselors.
For example, Dr. Jerry Trusty recently co-edited a volume with the title, Multicultural
Counseling: Context, Theory and Practice, and Competence.” Graduate students in this
Department are producing an impressive number of doctoral theses that are tied to the
faculty’s research programs in these areas.
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The Special Education program offers courses in law and ethics that detail the
legal requirements as well as the historical account of legal mandates that cover the
treatment of special needs learners in American society. It is worth noting that there is a
longstanding collaboration between Special Education and Educational Leadership
regarding the legal and moral issues surrounding the delivery of educational services to
students with disabilities.

Question 3: How is diversity integrated into the curriculum of your
College?
We pursue this kind of integration in three ways. First, we have created courses
that place special emphasis on diversity issues and these courses are becoming important
parts of our curriculum. In a number of cases, we are requiring students to take courses
of this kind. Second, we have encouraged all faculty members in the College to consider
building diversity content into the courses they are teaching. And third, and as we
mentioned earlier, we are shifting our field oriented clinical courses so that our students
are exposed to increasingly diverse settings.
We offer several courses that virtually all of our undergraduate students take
(EDTHP 115: Education in American Society; EDPSY 14: Learning and Instruction;
SPLED 400: Teaching Exceptional Students in General Education Settings; and CI 295:
Introductory Field Experience for Teacher Preparation), and these courses provide
special opportunities for us to ensure that all of our students are gaining insight into
diversity issues. We also see the first year seminar as a good opportunity to address
diversity issues with our students. The College’s Diversity and Community
Enhancement Committee is being asked as part of its new charge to work with the
instructors of these courses to make sure we are taking full advantage of these
opportunities to introduce students to diversity issues.
We are mindful of how easy it is to say that we are infusing diversity content into
all of our courses. We are also mindful of the need to coordinate this infusion so that our
students are not finding themselves being assigned to read the same materials in
multiple courses. We see our curriculum committees at the Department as well as at the
College levels as being key elements in our growing effort to monitor and coordinate the
infusion. Our Diversity and Community Enhancement Committee is also being asked to
assign a high priority to achieving this coordination.
We believe SRTE items can be useful to us in our efforts to infuse diversity into
the courses in our curriculum. The revised charge for the Diversity and Community
Enhancement Committee includes a request for the committee to generate a pool of
suitable SRTE items for faculty members to be able to draw upon.
We feel advantaged as a College in our potential to address diversity issues in our
curriculum. Indeed, it is hard to conceive of a course or program in education that is
tangential to the diversity topic, particularly when it is construed as broadly as is the
case in our College. Even our courses in technical aspects of educational statistics are
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relevant since some of the most interesting educational statistical phenomena involve
assessments of test bias across alternative groupings of students. We are striving to do
justice to this abundance of opportunity.

Question 4: Which strategies have been most successful in addressing
this Challenge? Which have been least successful? Which could be
termed “best practices”?
Most Successful


Proactive curriculum reviews conducted at the Department level.



Integration of diversity content into courses across the curriculum.



Creation of innovative course and field experience opportunities such as the
Lifelink program and the CIED curriculum.



Efforts to ensure diversity content within courses required for large numbers
of students in the College (e.g., EDTHP 115, EDPSY 14, and CI 295, plus the
First Year Seminar Program).



Completion of student teaching and Rehabilitation Services internship
requirements in diverse settings.

Least Successful


Efforts to encourage faculty to include diversity items in the SRTE
assessment of courses and the quality of instruction.



Efforts to strengthen the presence of urban field experiences within practicum
courses.

Best Practices
For this challenge, we feel all of our most successful steps constitute best
practices. These best practices figure prominently in the strategic plan we are
developing for the implementation of the new Penn State Framework to Foster
Diversity: 2004-2009.
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Proactive curriculum reviews conducted at the Department level.



Integration of diversity content into courses across the curriculum.



Creation of innovative course and field experience opportunities such as the
Lifelink program and the CIED curriculum.
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Efforts to ensure diversity content within courses required for large numbers
of students in the College (e.g., EDTHP 115, EDPSY 14, and CI 295, plus the
First Year Seminar Program).



Completion of student teaching and Rehabilitation Services internship
requirements in diverse settings.
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Challenge 6
DIVERSIFYING UNIVERSITY
LEADERSHIP AND MANAGEMENT
Question 1: How has your College assisted faculty and staff from
underrepresented groups in developing leadership and management
skills?
We continue to encourage the professional development of faculty and staff from
underrepresented groups in several different ways. In particular, we are quite active in
leadership development programs such as Mastering Supervision, the Penn State
Leadership Academy, the Penn State Management Institute, and the Penn State Leader.
We continue to be proud of the fact that the College also contributes instructors to these
programs.
Second, we are continuing in our efforts to make it possible for personnel from
underrepresented groups in the College to serve in key leadership roles for the
University. For example, at the present time Dr. Beverly Vandiver is serving as the
Director of the Africana Research Center. Members of the College of Education have
also distinguished themselves over the years in various other key leadership roles in the
University such as Senior Faculty Mentor (Dr. John Tippeconnic); President of the
Forum on Black Affairs (Dr. Beverly Vandiver and Mr. Andrew Jackson, Sr.); and Chair
of the Commission on Racial and Ethnic Diversity (Dr. John Tippeconnic).
Third, we have routinely nominated faculty members from underrepresented
groups for leadership development programs. For example, both Drs. Ladi Semali and
Edgar Farmer were successfully nominated by the College for the Administrative
Fellows Program that is operated by Penn State. Dr. Semali spent the 2002-2003
academic year as an Administrative Fellow in the Office of the Executive Vice President
and Provost, and Dr. Edgar Farmer is spending the 2003-2004 academic year as an
Administrative Fellow in the Office of the Vice President for Research and Dean of the
Graduate School. These have both been very valuable experiences, and we have been
proud to be so actively involved with this program. We also successfully nominated
Dr. Farmer previously for participation in the CIC Administrative Leadership Fellows
Program.
In addition, several female members of the faculty were nominated by the College
for participation in the Pennsylvania Education Policy Fellowship Program. This is a
state-wide program that provides leadership development opportunities for emerging
leaders in the policy making community. Drs. Jacqueline Stefkovich, Carol Colbeck,
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Jacqueline Edmondson, and Patricia Nelson have all participated in this program.
Dr. Edmondson is currently participating. In each of these cases, the College covers
the full cost of participation.
Fourth, we have made a number of significant administrative appointments
of women and other members of underrepresented groups into administrative and
leadership positions. For example, Dr. Patricia Nelson serves as our Associate Dean
for Outreach, Technology, and International Programs, Dr. Jacqueline Stefkovich serves
as our Head of the Department of Education Policy Studies, Dr. Eunice Askov is one of
our three Distinguished Professors in the College, Dr. Carol Colbeck is serving as the
Director of the Center for the Study of Higher Education, Dr. Keith Wilson is serving
as the Professor-in-charge of our Rehabilitation Services Graduate Program, Dr. Carla
Zembal-Saul is the Professor-in-Charge of our Science Education Program, Dr. Kathleen
Heid is the Professor-in-Charge of our Mathematics Education Program, Dr. Nona
Prestine is the Professor-in-Charge of our Education Leadership Program, and Dr.
Alison Carr-Chellman is serving as the Professor-in-Charge of our graduate program in
Instructional Systems. In addition, Dr. Dorothy Evensen recently completed her term
as Professor-in-Charge of our Higher Education Program, Dr. Melody Thompson is the
Director of the American Center for the Study of Distance Education, and Dr. Eunice
Askov and Ms. Barbara Van Horn serve as Co-Directors of both the Institute for the
Study of Adult Literacy and the Goodling Institute for Research in Family Literacy.
A significant number of women serve in other administrative roles within the
College, and examples include Ms. Pamela Fuller, the College’s Financial Officer;
Ms. Ellen Dietrich, the College’s Director of Development and Institutional
Advancement; Ms. Maria Schmidt, the Director of our Multicultural Student Services
Office; Ms. Eileen Pennisi, the Coordinator for our Educational Technology Center; and
Ms. Cynthia Hutchinson the Director of our Office of Pre-Service Teaching Experiences.
Fifth, the electoral processes we use to select individuals for key roles in the
College governance structure have led to selections of faculty members from
underrepresented groups for key leadership positions. For example, the Chair-elect of
our Faculty Council as well as the past two Chairs of the Faculty Council are members
of underrepresented groups. Our Promotion and Tenure Review Committees at both
the Department and the College levels regularly include faculty members from
underrepresented groups.
Finally, and as we have indicated, the Director of Multicultural Student Services
is regularly involved in the governance of the College. The Director reports directly to
the Dean of the College and participates in meetings of the administrative leadership
team for the College.
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Question 2: Which strategies have been most successful in addressing
this Challenge? Which have been least successful? Which could be
termed “best practices”?
Most Successful


Encouraging participation and making it possible for the individuals to serve
in the roles.

Least Successful


Passively soliciting nominations.

Best Practices
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Encouraging participation and making it possible for the individuals to serve
in the roles.
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Challenge 7
COORDINATING ORGANIZATIONAL
CHANGE TO SUPPORT OUR DIVERSITY
Question 1: What organizational realignments, systems of
accountability, resource mobilization and allocation strategies, longterm planning strategies, etc. have your College implemented to ensure
the realization of the University’s diversity goals?
We have made a number of organizational changes during the implementation
period of the Framework that have helped us to realize the University’s diversity goals.
These include: a) the redesign and enhancement of the Office of Multicultural Student
Services; b) the connection of the Puksar Endowment to the support of the Holmes
Scholars program; c) the creation of several new partnership agreements with
universities across the nation and throughout the world; d) the redesign of the CIED
program to strengthen the international offerings of our curriculum; e) the decision to
make the Diversity and Community Enhancement Committee a standing committee in
the governance of the College; f) the decision for the Dean and a representative from the
University’s Affirmative Action Office to be directly involved with each faculty search
committee; and g) the expansion of the role for the Dean’s Student Advisory Forum as a
means to promote communication between students and the administration of the
College.
Several Departments have either formed climate committees (Counseling
Education, Counseling Psychology and Rehabilitation Services) or have created working
groups to address climate issues (Education Policy Studies).

Question 2: Which strategies have been most successful in addressing
this Challenge? Which have been least successful? Which could be
termed “best practices”?
Most Successful


The identified changes in the organizational structure of the College



The creation of Department committees and task forces to address diversity
issues.
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The College Faculty Council Town Meeting addressing the climate survey
results facilitated climate-related discussion during as well as after the
meeting.

Least Successful


NA

Best Practice
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The creation of Department committees and task forces to address diversity
issues. We hope to expand this practice as we work to implement the new
Penn State Framework to Foster Diversity.
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TRANSITIONS
In our lives, we always find ourselves moving from one
place to another, from one career to another, from one
lifestyle to another, making decisions that can change us
forever. Making these transitions is not an simple process.
Moreover, what makes these transitions easy or difficult?
This issue of Mosaic is dedicated to some of the changes
and transitions that students have gone through in their
lives, how they did it, their reflections, and their advice to
those that would like to follow in their steps.
From High School to College
by: Rebecca M. González, College of Education first year student

My transition

from high school to
college wasn't as easy as I thought it
would be. I thought I would be able
to take on anything that came
my way. Once I got to college
I found myself lost, confused,
lonely, and homesick and in a bit of
a culture shock.
Making new
friends is a little bit harder
for me because I'm a little
shy when first meeting people. I felt
extremely intimidated by the
people here at Penn State.

Since I entered college last year,
t h e ha r d e s t l e s s o n t ha t I
have learned is to pick my classes
wisely. As well, I learned to read
through the syllabus carefully,
especially after I failed my first
class because I didn’t read the
attendance part of the syllabus

where it said that more than
four absences would result in a
automatic failure of the course.
However, the part that I have
e n j o ye d t h e m o s t a b o u t
Penn State has been my classes.
I have enjoyed going to most of
my classes, especially because a
lot of the professors up here make
lea rning fun a s oppos ed
to my high school teachers.
The advice that I would give to
high school students would be to
watch carefully what you do now
that you’re away for college. Just
like you had rules at home, there
are rules you have to make for
yourself at college. You don't
want to end up learning life's
lessons the hard way. They sometimes come like a slap in the face.
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Special Points
of Interest
Rebecca or Becky, as everybody who knows her calls her,
is originally from Philadelphia, PA. and she is majoring
in Education. She is part of
the CSP program and would
like to become a bilingual
education teacher.

Read the stories of six
College of Education
students that are going
or went through
transitions in different
stages of their lives.

After-Graduation Plans
by: Chinelo I. Okparanta, English Education and French World Languages Education graduating senior

After

four years and many interesting
experiences at Penn State, the time has come
for me to prepare for graduation.
It’s hard to believe how fast the years
have gone by, and how suddenly
I find myself struggling to make a smooth
transition from life as an undergrad
to that of a grad student. But, as I have
not even begun the application process
for grad school, it seems that the
transition will be anything but smooth.

This semester, my final semester as a Penn
State student, has been spent in Spain, as I
complete the last few requirements for my
minors in Spanish and International Studies.
It has been a wonderful experience so far, but
also the reason why I have had to
postpone applying to grad schools.
While planning my study abroad in 2002,
I came to the realization that it would probably be a good idea to take at least a semester
off before attending grad school.

The reason being that it was just too hectic
trying to prepare college applications at the
same time that I was planning a study
abroad.

“…suddenly I find myself struggling
to make a smooth transition from life
as an undergrad to that of a grad student. .. it seems that the transition
will be anything but smooth.”

Needless to say, preparing college applications while on a study abroad was definitely
out of the question, since it takes a lot of the
fun out of the study abroad experience.
So far, my decision to postpone grad school
applications has been a good one, as it has
given me time to carefully research and
choose grad schools to which I would like
to apply.

In addition, since I have not yet taken
the GREs, my time off after graduation
will allow me to adequately prepare for
these exams, in order to
maximize my
chances of being accepted into excellent
universities in my intended field of
s t u d y— E n g l i s h / C r e a t i v e W r i t i n g .
Among those universities on my list are,
Penn State, New York University, Columbia,
Boston University, and Cornell. High aspirations, wouldn’t you say? If only acceptance
to these universities were guaranteed!
My advice to any graduating senior is
this: Stay informed, prioritize, and for
those workaholics like myself, don’t forget to
enjoy life.
Chinelo is a Schreyers Honors Scholar, and will
be graduating this semester with two education
majors, one in English and the other in French,
and two minors in International Studies and
Spanish. She just came back from her study
abroad experience and plans to continue her
search for a graduate school in her area
of interest.

Saying Goodbye to Penn State
by: Brandi Patton-Thompas, Rehabilitation Services graduate student

As I am coming upon my second graduation in two years, I am starting to realize the
reality that is coming fast upon me- the real
world. Let me start at the beginning. I came
to Penn State at the tender age of 17. Like
most freshmen I thought I was going to
major in the career path that I would enter
into once I graduated. But again, like most
freshmen, I soon realized that I would not
be the OBGYN I had set out to be, and I
needed to change my major. I took
BIOL 110 in Schwab auditorium with 900
other students and I got scared. I did not
care very much for the class, and I knew
this was only the beginning if I wanted to
be a science major. I ran to my advisor in
the college of education (which was the
college I was admitted to although I wanted
to pursue science; maybe it was destiny)
and told him that this doctor thing was not
cut out for me. He gave me information on
different majors within the college and told
me to take he materials home, read them,
and then pick one if I found any of them
interesting. After reading through the material I had found it: Rehabilitation Services.

courses in administration of justice and health
and human development and family studies
and I was enjoying them. I had decided, from
the wise advice of my upperclassmen friends,
to take some classes over the summer. So the
summer of my freshman and sophomore years
I took 6 credits. When my sophomore year
was nearing an end I realized that I had about
53 credits left and 15 of those were for an
internship.

So, I actually had only about 38 credits worth
of classes left to go. I began to think to myself
that I can graduate in the summer of my junior
year and be done with school. Around this
same time I began hearing about graduate
I b e g a n t a k i n g t h e r e q u i r e d schools and how professional degrees are
courses for the Rehabilitation Services essential in today’s economy. Not only that,
major and I loved them. I was able to take but in the counseling profession most jobs
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require people to have a Master’s degree or
higher. One of my professors began to tell me
about the Rehabilitation Counseling program
at Penn State and how it was ranked #4 in the
nation and usually they offered money to first
year students. When he mentioned money my
interests grew stronger. Plus, I really was not
ready to grow up, so what better way to
prolong being a “true adult” (because in
college we all think we’re grown) than by
staying in school. I also figured that if I took a
break from school I would either get lazy and
not want to come back to school or I would be
making good money at a job and not want to
take the pay cut to return to school.
So, I decided I would enroll in the program
and figured I would only be in State College
for one extra year and I would be getting two
degrees while many of my friends were
working on one in that same time span. So in
August of 2001 I graduated with my B. S. in
Rehabilitation Services and two weeks later
began the Master’s program for Rehabilitation
Counseling. I loved graduate school because
the classes were 10 times smaller and I was
able to form bonds with people that I may
have never formed in those large classes. The
course work would feel intense at times, but
(Continued on page 3)
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I would always think that someone before me
did it and that I would get through it.
It is now the end of April and I am doing my
internship back home in Philadelphia for my
Master’s degree. I will be graduating in May
and I cannot believe that I am 22 with a
Master’s degree. Although I am a little
nervous about entering into the working
world and not having any more spring breaks
or Christmas breaks, I know that it is time for
me to move on. I realize I will no longer be
receiving refund checks in September and
then in January, but I will be working hard to
pay back those loans that provided me with
the refunds. I will no longer be able to party
and stay up all night and then get up and go
to my 9 a.m. class or skip it altogether and
just sleep in. And although it sounds cliché,
my college years were the best years of
my life. I met and made so many friends.
I had so many life teaching experiences, good
and not so good, that made me into the
woman that I am today. I sometimes sit back
and reminisce about moving into my dorm
for the first time and all the laughs that my
roommate and I shared over the three years
that we lived together. I am considering
taking my education to another level, like
getting a Ph.D or going to law school but for
now I am done with school. I realize that that
chapter of my life is coming to a close and it
is time for me to begin a new chapter.
For all of you who are considering going to
graduate school, law school, medical school,
or any other professional school, I would say
go for it. Whether it is right after undergrad
like I did or years later, I would encourage
you to go anyway. The old saying is true,
knowledge is power, and the more of it that
you have, the more you are equipped for our
fast changing society. If you decide that
undergrad was too much for you and grad
school is an entirely different level than you
are ready for, then I would encourage you
to join organizations where you can learn
different things and become a better-rounded
person. Whatever it is that you do, I wish you
the best and do know that you can do
whatever you want to do.
Brandi Patton-Thompas is a graduate of the
college of education and majored in
Rehabilitation Services, is currently doing her
internship in Philadelphia, and will be graduating
in May with her Masters of Education.
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Life after Penn State: A Recent Graduate's Perspective
by: Michelle Colón, Spanish and French teacher at Milton Hershey School
entered, I learned something new and
invaluable. Nothing could prepare you for
the next day, and every school district
(which I was employed by five) had
different expectations for substitutes. No
two experiences were ever the same, and
every action could make or break you inside
a classroom. Most importantly, I realized
that I did love my vocation, and that I truly
enjoyed teaching my subject matter.
I always longed to be asked to teach inside a
classroom in my content area, yet I had to
work with what I was offered, making it a
true learning experience.
I have been employed by Milton Hershey
School (located in Hershey, Pennsylvania)
for the past four years. I longed to teach
here, yet like any new experience it took
some time to adjust to my workload and
Unlike most students who start out their surroundings. After my first year of
educational career having a clue as to teaching, I became involved in what
what their future will hold, I was I missed most from my college years,
completely confused when I began my Student Government and Leadership.
long, but yet short journey at Penn State. I decided to become more involved within
I was a sophomore in college when I the Milton Hershey Community. This conentered my first classroom, not as student, tinued participation led me to be appointed
but as an educator. It was at that moment as senior and junior class advisor at the high
when I realized that I had found my true school level. Currently, I also serve as the
vocation. Four years later I sit here, in my rock climbing advisor, and take groups of
own classroom marveled by what has students to both indoor and outdoor climbhappened so fast, and what has brought ing trips. I believe that these experiences
me to this place today.
have helped me build relationships with
students that at times are hard to achieve
During my last year at Penn State I was
solely through classroom interaction.
fortunate enough to student teach at
Milton Hershey School. After my first Needless to say your work is never done as
week teaching there, I knew that I had a teacher. Encouraged by my family and
found the place where I wanted to con- peers I have begun my post graduate studtinue the rest of my teaching career. ies. In the spring of 2002, I decided to furUnfortunately, because I was a December ther my education again, this time at Temgraduate, there were scarce job openings ple University. I will graduate in December
at the time I left my student teacher with a Masters in Educational Psychology.
practicum. I decided to stay at State
College and find a job, while waiting for Four years later I look back at was has
something that could become permanent. happened since my graduation from Penn
During that waiting period I began to sub- State. I have taken what I learned through
stitute teach in the Centre Valley Region. my experience at University Park, student
teaching, and my substitute experience, into
Looking back upon those six months, I my classroom teaching and practices. I can
still believe that substitute teaching is wholeheartedly say that I truly enjoy
optimally what every teacher should do waking up and going to work. Everyday is
upon graduation. This experience pre- different, but knowing that you can make a
pared me for what no other job would, difference in a young individual’s life, is
being able to properly and skillfully estab- enough motivation to keep me doing this for
lish yourself every day with a group of many years to come.
students. Like the movie “Groundhog
Day” everyday becomes your “first day” Michelle Colon is a World Language Teacher at
Milton Hershey High School. She is a recent
in the classroom. From every experience, graduate of Penn State and currently enrolled at
every subject, and every classroom that I Temple University for her post-graduate studies.
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From Graduate Students to Faculty Members: Our Initial Journeys
by: René Antrop-González, Ph.D. ,University of Wisconsin-Milwaukee

In

this essay, I write to you from the
position of an urban educational scholar
and community worker of color.
Therefore, while I intend to address a
broad array of readers, I especially seek
readers who have an interest in pursuing
their life’s work within urban educational settings once they have departed
the very rural and sheltered setting of
State College, Pennsylvania. I completed
my doctoral degree in the Department of
Curriculum and Instruction at Penn State
in 2001. Since then, I have had an
interesting and exciting journey.
As a doctoral student in the College of
Education at Penn State, I had the great
fortune to experience personal,
intellectual, and political transformation.
Faculty members and fellow graduate
students also had a stake in these
transformations by virtue of the many
thought provoking conversations and
relationships we had shared. By the time
that I realized that I had been duly
“certified” to enter the Academy as a
faculty member at the University of
Wisconsin-Milwaukee (UWM), I had
entered into a zone of resistance.
Thoughts of having to leave my
wonderful comrades and our respective
support networks saddened and scared
me, as I would have to uproot my family
and start another new personal and
intellectual journey.
Once I had arrived to Milwaukee, I made
it a point to connect my intellectual
passion pertaining to urban education to
an urban community that has seen the
ravages of internal colonialism, poverty,
and a lack of urgency on behalf of a
large public school bureaucracy that, in
many ways, has benefited everyone but
the majority of students that it attempts
to serve. Hence, I only felt it just to
assume the role of a humble public/
organic intellectual in order to give
serious credence to the notion of praxis.
What I have found out in my initial journey is that there are indeed ways to
convince the Academy that its support is
necessary and required to carry out a
praxis-oriented urban mission. This support is manifested in various ways.
Therefore, I suggest that as a future
faculty member of color, you explore
this institutional support through your
teaching, research, and service.
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First, it is imperative that we make
ourselves visible to our students and engage
them as intellectuals in our classrooms. We
cannot take on the role of “all-knowing
beings.” In my case, a majority of my
students are in-service teachers who have
been in classrooms for a number of years.
Their experiences and wisdom must be
valued. Do not belittle your students or give
them the impression that they lack knowledge. The ideal college teacher will respect
their students’ experiences while gently attempting to push their “intellectual and experiential envelopes.” Likewise, we must
also be willing to include ourselves in this
learning process and be open to challenge
on behalf of our students. Remember, these
teachers/students will give their honest impressions of you to other teachers and administrators who work in their respective
school districts. We must do our part to
form good relationships, as they will enable
us to gain access in the school and community worlds that we seek to change.

“What I have found out in my initial
journey is that there are indeed ways to
convince the Academy that its support
is necessary and required to carry out
a praxis-oriented urban mission.“

Second, we must constantly engage
ourselves in research that attempts to draw
connections between theory and urban
schooling practices. This research process
requires much more than just theorizing
within the vacuum of a university and/or
home office. We have to go into schools.
We must talk with students, teachers, and
administrators. What are their ideas pertaining to school reform and curricular practices? How can we help? Could we offer to
co-teach with a struggling teacher? Could
we volunteer to serve on a school governance board and then question its traditional
top-down hierarchy? Are we willing to be
humbled by children who challenge our
positions of privilege? Once we are able to
confront these tough questions, how can we
weave their answers in our research to inform other teachers? Lastly, there are plenty
of publication outlets that would love to
publish this type of important work.

Other individuals are hungry to share these
ideas in the name of pedagogical and community change. Remember, we have to
weave our own voices and passion in our
work and writing, as the answers we seek
and the questions we pose take on a sense
of urgency. We can no longer sit back and
expect the many problems that confront
urban education to “take care of
themselves.”
Third, our service to the Academy and
community is important. We must
construct our service roles through our
participation in faculty meetings, faculty
searches, university committees, and
community work on governing boards and
community events. Our high visibility is of
the utmost importance in these roles.
Although some faculty members may find
an assertive faculty member of color
threatening, the vast majority of our faculty
colleagues and community comrades will
respect your passion and courage to speak
on the issues close to your heart.
The world of teaching, research, and
service in an urban university is indeed a
challenging but exciting one. We can make
a difference through the relationships we
forge and our authenticity as curriculum
workers who seriously engage in the struggle to change the sociopolitical conditions
of our urban children, our families, and our
communities. Theory is senseless without
Praxis and vice versa. Keeping this in mind
and perspective shall be our guiding light
as we commence our journeys into the
Academy.

René Antrop-González is an Assistant
Professor of
Curriculum and Instruction
at the University of Wisconsin-Milwaukee.
His current research interests and community
work are in the areas of bilingual education
and the academic achievementof
Puerto Rican/Latina/o high school students in
urban-based traditional and alternative high
schools. René can be reached at antrop@uwm.

Mosaic

Proud to be Just a Teacher
by: Genevieve S. Duque, Curriculum and Instruction Ph.D. candidate

“You’re getting a Ph.D. and you’re going
to be just a teacher?” Many people have
asked me this seemingly innocuous question and it always causes me to take a deep
breath
before I respond. I pause to remind myself that at first, I too was confused about the relationship between research, theory, and classroom praxis. As I
complete my sixth year at Penn State the
confusion has
subsided; my assistantships, coursework, and colleagues have
illuminated the bridges between the work
of educators in schools and the work of
educators in university settings. I choose
to continue traveling on these bridges
within an elementary classroom, analyzing
theory in praxis and building theory from
praxis. For me, pursuing a Ph.D. is not a
ticket out of the classroom; it is a chance to
consider education as a process, a system,
and an enriching human endeavor.
My graduate assistantships and fellowships
involved opportunities that educators typically never have a chance to experience.
As a supervisor of pre-service teachers I
was invited into many school districtsBellefonte, Glendale, Hollidaysburg, State
College and West Branch- and visited
various elementary and secondary
classrooms. I have witnessed a wide range
of teaching approaches, curricular configurations, administrative styles, as well as
interactions between novice and traditional
teachers and their students. Mentors and I
engaged in discussions regarding standards, testing, ability assessment, classroom management, parental involvement,
state/district/school policy implementation
and public/private professional identity
issues.
Sharing in the evolution of pre-service
teachers from students to educators,
I vicariously experienced the struggle of
facing epistemological and pedagogical
questions while standing in front of a
classroom of unique young people with
rich personal experiences that influence
learning in such subtle ways. Relationships
forged with the individuals I have had the
pleasure to work with continue to shape
my understanding of the learning-to-teach
process. I do not walk away with answers
or solutions, but with great respect for the
process of teaching, regardless of the age
of the students taught. Both pre-service
teachers and mentors showed me that
we are all learners AND teachers; to force
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a distinction distances us from one another
and stunts that which makes learning and
teaching so powerful- the desire to grow
and to facilitate growth.
My coursework emphasized how my
positionality and lived experiences
structure my worldview.
Classes in
curriculum added important dimensions to
my grasp of the work of teachers: that
knowledge is socially constructed and that
how
knowledge is presented and represented is a direct function of a teacher’s
worldview. This awareness forced me to
look at
curriculum critically, to begin
asking questions such as “What sociopolitical contexts inform the scope and the
sequence of these textbooks?” and “Who
does this curriculum venerate or silence?”

“I do not walk away with answers or
solutions, but with great respect for
the process of teaching, regardless of
the age of the students taught. “

Attending classes with varied members of
school district systems, such as counselors,
curriculum developers, principals,
superintendents, educational specialists
and parents my eyes were opened to the
fact that a school is a workplace and
not just a collection of classrooms.
And more importantly, I learned that the
ways in which stakeholders interact/or not
with one another influences student
achievement via school climate. My classmates shared the pressures and considerations they work to address daily, including, and of course not limited to budgets,
personnel, curricular mandates, lawsuits,
physical plant, accountability measures and
documentation
requirements.
Learning alongside of them stretched
my narrow conceptions of the role
they played in schools. These realizations
proved to be invaluable as
I worked for Miami-Dade County Public
S c h o o l s t o ma ke c h a n ge s i n
curriculum, parental involvement,
student assessment and professional
development by collaborating with,
and relying upon, administrators, district
personnel, city legislators and families

rather than seeing them as some of my
colleagues did, as gatekeepers or obstacles.
Finally, the support I have received through
friendships with fellow graduate students,
professors, as well as students, has helped me
to consider multiple interpretations of all
these issues. By sharing their journeys with
me, they remind me that learning is struggle,
whether it manifests as cognitive dissonance
or inner conflict, we all learn by being challenged and challenging ourselves to think in
new ways. In addition, by simply considering my comments and concerns, these individuals encouraged me to continue on my
path and for that I am eternally indebted.
This lesson is also not lost on my classroom
practice; students’ questions, assertions, confusion and inspiration are valuable elements
of learning and deserve legitimate spaces for
exploration throughout the school day.
These shared experiences fueled my will to
complete this degree as well as my commitment to initiating and maintaining collegial
relationships within my classroom, school,
and district. For some, returning to an elementary public classroom is squandering the
experience and knowledge gained through a
doctoral program; for me, the elementary
classroom is what drove me to graduate
school in the first place so to turn away from
the classroom now would mean denying myself the chance to explore the intersections I
believe exist between university and school
knowledge and practices. As much as I have
learned from the adults here at the university,
it is only the beginning; the children in my
future classrooms have a lot to teach me and
I am eager to get on with it.

Genevieve is getting her
Ph.D in Social Studies
Education and expects to
graduate in December
2003. Her research
interest includes young
children’s notions of
identity and how those
can be acknowledge
in elementary curricula.
This Fall she will begin
teaching
in
an
elementary classroom
in Irvington, New York.

Page 5

Mosaic's Advisory Group

Multicultural Student Services Staff

Sandra Rodriguez, Mosaic Editor
Dr. Keith B. Wilson, Ph.D., Assistant Professor Counselor Education,
Counseling Psychology, & Rehabilitation Services

Maria J. Schmidt, Director
E-mail: mjs125@psu.edu
Charleon A. Jeffries,
E-mail: cxj164@psu.edu

Regina Deil-Amen, Ph.D.
Assistant Professor Education Theory and Policy
Charleon A. Jeffries, MSS Staff Assistant
Becky Contestabile, Educational Administration Staff Assistant
Shanetia Clark, Curriculum and Instruction Ph. D. Candidate
Patricia M. Yaeger, Ph.D. Higher Education
Noela A. Haughton, Instructional Systems Ph.D. Candidate

Sandra Rodriguez
E-mail: sqr107@psu.edu
Rebecca Gonzalez
E-mail: rmg202@psu.edu

Stop by to visit us!
228 Chambers Building
University Park, PA 16802
Telephone #: 814-865-0904
Fax: 814-865-0489
Or look for us on the web:
www.ed.psu.edu/mss

Mosaic News
Do you want to submit articles, ideas or express your opinion? Just send an E-mail to Sandra at: sqr107@psu.edu.
The Office of Multicultural Student Services has two mailing lists:
L-MSSUG- Undergraduate Students
L-MSSGR- Graduate Students
This is our way of communicating with you and sending you important information. If you are not on one of these lists,
and would like to be added to it, send Sandra an E-mail at : sqr107@psu.edu.
Important Dates to Remember:
May 2: Spring 2003 Semester Last Day of Classes
May 5– 9: Finals Week
May 17: Saturday– Spring Commencement: Commencement Reception, Chambers Gallery, 2:00-3:00 p.m.
Undergraduate, REC HALL, 4:00 pm; Graduate, REC HALL, 7:00 pm
May 19: Monday—First Six-Week Summer Session Begins
June 27: Friday— First Six-Week Summer Session Ends
June 30: Monday—Second Six-Week Summer Session Begins
August 8 : Friday— Second Six-Week Summer Session Ends
August 9: Saturday– Summer Commencement: Commencement Reception, Chambers Front Portico,
8:30-9:30 a.m. (weather permitting). Undergraduate, BJC 10:30 a.m.; Graduate, Eisenhower Auditorium, 2:00 p.m.
Best wishes to all our Spring 2003 and Summer 2003 College of Education graduates.
Congratulations to our College of Education staff assistants who celebrated their day this past Wednesday, April 23.
The Summer College Opportunity Program in Education (S.C.O.P.E.) for traditionally underrepresented High School
Students begins on July 6 and ends on August 9.
THIS PUBLICATION IS AVAILABLE IN ALTERNATIVE MEDIA ON REQUEST.
The Pennsylvania State University is committed to the policy that all persons shall have equal access to programs, facilities, admission, and employment without regard to personal characteristics not related to ability,
performance, or qualifications as determined by University policy or by state or federal authorities. It is the policy of the University to maintain an academic and work environment free of discrimination, including
harassment. The Pennsylvania State University prohibits discrimination and harassment against any person because of age, ancestry, color, disability or handicap, national origin, race, religious creed, sex, sexual
orientation, or veteran status. Discrimination or harassment against faculty, staff, or students will not be tolerated at The Pennsylvania State University. Direct all inquiries regarding the nondiscrimination policy to the
Affirmative Action Director, The Pennsylvania State University, 201 Willard Building, University Park, PA 16802-2801; Tel 814-865-4700/V, 814-863-1150/TTY. U.Ed. EDU 03-42

APPENDIX 2
Multicultural Education
Student Association
(MESA)

A–2

Multicultural Education Student Association
MISSION
To develop a supportive coalition of underrepresented students of color within the College of
Education, aimed at promoting feelings of inclusion within the college community,
developing a network of support for students working towards common career goals and
giving voice to the struggles, concerns and achievements of underrepresented students.
ORGANIZATION
MESA will be organized into Chair positions each designed to meet separate programming
goals of the organization while calling upon the efforts of all chairs for the successful
implementation and completion of each objective. The four programming chairs will be:
Mentor Network, Socio-Cultural, Professional Development and Outreach. Two additional
chairs (Public Relations and Finance) will serve supportive roles to all members, chairs, and
committees within the organization.
Mentor Network
1. Pair incoming first year students with upper class students from similar backgrounds.
2. Retain a diverse undergraduate student population
Activities:
Team building retreat for mentors and first year students
Socio-Cultural
1. Promote dialog and relationship between students in the college and faculty, staff and
administrators.
2. Provide opportunities for students to develop network of peers through social
interaction.
Activities:
Community forums; Fall Evening Dinner
Professional Development
1. Afford students the chance to develop leadership and research skills.
2. Equip students with possibilities to fulfill “80 hours” experience
3. Host workshops and speakers relevant to current events in the field.
Activities:
Multicultural Networking Reception
Outreach
1. Present potential COE students with access to current undergraduate students
2. Work with existing University and College programs designed to recruits students
(i.e. MACA, Talent Search, PEPP, etc.)
3. Supply realistic transition resources for students transferring from commonwealth
campuses.
Activities:
Spend a Fall Day
Achiever’s Weekend
Bus Trips
Phone-A-Thon

- Records
- Website
- Publicity

Public Relations
Chair

- Multicultural
Networking Reception
- Speakers
-Workshops

Professional
Development
Chair

- Student Forums
- Fall Evening Dinner
- Retention Activities

Socio-Cultural
Chair

- Mentor Assignments
- Mentor Training
- Mentor Recruitment

Mentor Network
Chair

- Bus Trips
- Achiever’s Weekend
- Commonwealth
Campuses
- NABSE

Outreach Chair

- Budgeting
- Fundraising

Financial Chair

