
Schreyer Honors College 
Final Assessment for Implementing 

A Framework to Foster Diversity 1998-2003 
 

 
Challenge 1.  Developing a Shared and Inclusive Understanding of Diversity 
 

1. How does your college define or describe diversity?  How is this understanding 
demonstrated in areas of emphasis within your college? 

 
(a) The Schreyer Honors College (SHC) defines diversity broadly to include 

population differences in race, ethnicity, socioeconomic background, gender, 
age, sexual orientation, religion, abilities/disabilities, veteran status, 
international status, language, political persuasion, and regional or geographic 
origins, as well as different talents, interests, ideas and creativity.   
 
Rationale:  The SHC views diversity experiences in classroom pedagogy, in 
the curriculum and in the community as essential to a quality undergraduate 
education and central to the College’s mission.  Achieving academic 
excellence, building an international perspective, and creating opportunities 
for leadership and civic engagement are impossible without understanding and 
valuing diversity.   
 
A consequence and driving force of the SHC mission is the operational goal to 
build and sustain an integrated community of active, caring people, regardless 
of where they come from, what they look like, or what brings them to the 
college and to celebrate the rich community that develops when a diverse 
group of people meet this goal. 
 

(b) This broad definition of diversity is demonstrated by the breadth of our staff 
training program, the breadth of student programming and co-sponsored 
events, and the breadth of curricular initiatives sponsored by the SHC. 

 
2. How has your college distributed and discussed information to students about 

the University’s diversity initiatives? 
 

The SHC sponsored diversity discussions in the residence halls and partnered 
with other units for diversity-focused events across campus. 
 
The SHC regularly distributes diversity information to all SHC students via 
several student listservs.  These vary by source (from SHC staff, from SHC 
Scholar Assistants, etc.) and/or content (e.g., general announcements, scholarship 
and funding, announcements for students of color, etc.).  The “general 
announcements” listserv is sent twice weekly.  The definition of diversity above is 
demonstrated by variety of events posted on our listservs.  Direct evidence that 
listserv announcements are effective comes from results of our senior surveys, 
which collectively identify listserv announcements as the most important 
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contribution of the SHC to their Penn State experience.  In addition, evidence that 
the student listservs effectively reach students is seen in program attendance 
figures, in enrollment increases in targeted courses, etc.  The SHC also routinely 
receives questions (some supportive and some critical) about the events posted in 
the listservs.  Those inquiries are further evidence that the information is reaching 
the students.   
 

3. How has your college discussed and distributed information to faculty and staff 
about the University’s diversity initiatives? 

 
The SHC uses an honors advisers listserv and other directed e-mailings to 
distribute information about the college’s diversity programming and curricular 
initiatives to all 250 honors advisers at University Park and to the 25 honors 
coordinators at other locations.  Penn State’s diversity initiatives were also the 
sole focus on a staff training session in August 2001 and a major topic of 
discussion at the November 2001 and August 2003 staff retreats.  Readings, such 
as A Peacock in the Land of Penguins by Hateley and Schmidt, are also routinely 
circulated to staff.  Diversity is often addressed in one-on-one meetings with 
supervisors as well as in individual staff development annual plans. 
 
The staff of the SHC is encouraged to attend major diversity-focused events (e.g. 
9/11/03 panel discussion, Martin Luther King, Jr. Banquet, etc.) 

 
4. What is the role of the multicultural coordinator? 
 

The associate dean and coordinator of student records currently serve as the 
SHC’s multicultural co-directors.  The associate dean coordinates academic and 
faculty aspects of the SHC’s diversity efforts, including chairing the SHC 
Diversity Committee.  The Coordinator of Student Records organizes staff and 
programming aspects of the SHC’s diversity efforts.  They both share in attending 
the Council of College Directors of Multicultural Programs meetings and guiding 
the development of the Diversity Strategic Plan.  The SHC’s Recruitment 
Coordinator has primary responsibility for recruitment of students of color. The 
SHC’s Coordinator of Student Programs and Alumni Relations has primary 
responsibility for diversity student programming.  The SHC dean sets the vision 
and college commitment to diversity. 

 
5. Does your college have a diversity committee?  What is its role? 

 
The SHC established a Diversity Committee in July 2001.  The SHC Diversity 
Committee develops the SHC Diversity Plan and focuses on one or more high 
priority diversity objectives each year. 
 
In spring 2002, the SHC Diversity Committee decided to focus on recruitment of 
first-year students of color. While the SHC definition of diversity remains broadly 
inclusive, for the years 2001-03 the college chose to focus specific efforts on 
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African-American and Hispanic students in order to concentrate on the area of 
greatest need.   
 
The current SHC Diversity Committee membership list is attached. The purpose 
of the Diversity Committee is to fully implement the SHC Diversity plan and to 
assist the college with the recruitment of underrepresented students.  The focus in 
2003 was on religious diversity.  Programs were especially aimed at increasing 
awareness of Muslim and related cultures although other religions and cultures 
were explored as well, including Hindu and Sikh. 
 

Challenge 2.  Creating a Welcoming Campus Climate 
  

1. How does your college and department leadership demonstrate visible support 
for diversity? 

 
The SHC visibly demonstrates its support for diversity through sponsorship and 
co-sponsorship of diversity programming and by publicizing diversity programs 
sponsored by other units on its twice-weekly student general information listserv. 
Programs sponsored or co-sponsored by the SHC are noted in the updated SHC 
Diversity Progress Report, a chart that shows progress toward these challenges as 
well as new objectives and progress reaching those objectives.  Diversity 
programming highlights and notes about the importance of diversity are also a 
regular part of the monthly SHC newsletter, Update, included in the dean’s 
message on the front page, and the Keeping In Touch (KIT) staff newsletter.  At 
least one book on the Schreyer Scholar summer reading list addresses issues of 
diversity. 
 
The SHC also strongly encourages colleges and departments around the university 
to offer credit honors courses with a focus on diverse people and issues.  Special 
care is also taken to integrate diversity into the curriculum taught by SHC faculty 
For example, Terrell Jones does a guest presentation every year in 
IST/SOC/EDTHP 497H: “Global Trends and World Issues”.  Robyn Spencer 
(African and African American Studies & History), Nan Woodruff (History), 
Cary Fraser (African and African American Studies & History), Keith Wilson 
(Department of Counselor Education, Counseling Psychology, and Rehabilitation 
Services) all do guest presentations in the HIST 297A/HIST 497H “Struggle for 
Freedom: A Journey South through the Black Civil Rights Movement” course.   
 
Extensive collaboration with university, campus, and community organizations to 
further the university-wide diversity goal is a central part of the broad-reaching 
SHC mission. 

 
2. How does your college identify climate issues? 

 
The SHC has identified climate issues by conducting focus groups in the 
Residence Halls (with the assistance of Susan Shuman, Senior Diversity Planning 
Analyst in the Office of the Vice Provost for Educational Equity) and Dinners 
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with the dean with students of color, through the SHC Student Council, and by 
including students on the SHC Diversity Committee.  The focus groups and 
“Dinners with the dean” are examples of regular efforts made to reach out to 
Schreyer Scholars to provide them with a forum to express their opinions, 
questions and perspectives, and they are encouraged to submit wish-lists for the 
future.  Care is taken to create a welcoming environment in these exchanges for 
all students.  However, additional effort is made to host groups specifically for 
underrepresented students at least twice a year.   
 
Diversity as a topic also arises in general discussions in about one-half of SHC 
events.  We regularly discuss climate issues in our staff meetings, plan our annual 
staff retreats with an emphasis on diversity, and give individual attention to it in 
each SHC staff member’s development plan.  

 
3. How does your college respond to climate issues? 

 
With SHC offices in Atherton Hall, the college administration and staff works at 
the heart of honors housing.  This locale provides the college with a unique 
perspective on campus climate. 
 
The SHC responds to both systemic and crisis climate issues by initiating 
responsive residence hall programming and through timely messages from the 
dean, associate dean, and Coordinator of Student Activities on our listserv or in 
our college newsletter, Update, or in-person at residence hall meetings. 
 
From the day students begin their Penn State experience with FTCAP, to the day 
they complete their honors work, the SHC emphasizes direct contact with 
students.  For example, staff members are encouraged to make time to assist 
students and their families on move-in day, and years later to celebrate the 
ceremonial sounding of the thesis-gong.  The proximity to where the students live 
make the SHC staff and administration more a part of the surrogate family that 
grows from the close contact of residence life.  This is critical both in good times 
and bad.  For example, the dean and Coordinator of Student Programming visited 
all residence hall rooms with open doors on 9/11/01 and 9/12/01. 
 
These actions are not strategically planned to be exclusively part of the college’s 
diversity enhancement program, but they are very often related to diversity and 
climate issues. 
 

4. What college-wide and individualized approaches have you developed to 
enhance overall climate and individuals’ satisfaction with the environment? 

 
The SHC’s extensive diversity-focused curricular offerings enhance the diversity 
education and improve the climate for diversity for all students in the university.  
Several SHC-sponsored courses have engaged students in service-learning 
projects to enhance the climate for diversity at the university.  This is especially 
true of EDTHP 297H, taught by Dean Achterberg, and PL SC 297H, taught by 
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Professor Nancy Love.  For example, students in the former course initiated a 
diversity-talk series in residence halls, while students in the latter course have 
produced a Web guide to Penn State as a multicultural university.  Students in 
SPCOM 100H also offered an Ambassadors of Diversity tour of University Park, 
open to the public in fall 2001.  GEOG 297A “Geographic Perspectives of La 
Ciudad Juarez” explored border relations and the effect of NAFTA on Mexico 
and the U.S.  Students enrolled in the course traveled to Juarez for 10 days and 
built a house there.  Other diversity-focused courses include GEOG 498H 
“Rethinking Urban Poverty”, Architectural Engineering 497H: “American Indian 
Housing Initiatives”, EDTHP 497H: “Global Trends and World Issues in 
Bangladesh” and HIST 297A/HIST 497H “Struggle for Freedom: A Journey 
South through the Black Civil Rights Movement.” 
 

Challenge 3.  Recruiting and Retaining a Diverse Student Body 
 

1. Does your college contribute to locating and recruiting undergraduate students 
from underrepresented groups?  If so, how? 

 
The SHC collaborates with the discipline-based academic colleges and the Office 
of Admissions, exchanging data on at least a weekly basis through the 
“recruitment season.”  The SHC also works closely with the multicultural 
coordinators in the academic college to locate and recruit undergraduate students 
from underrepresented groups. 
 
The SHC helps to recruit undergraduate students from underrepresented groups 
by: (a) purchasing the names, addresses and SAT scores for students of color, first 
in Pennsylvania, then in 11 states and Washington D.C and finally to the whole 
country starting in FA 2002, (b) by proactively sending letters to those students 
identified (c) by weekly monitoring applications to Penn State from students of 
color and inviting academically qualified students to apply to the SHC; (d) by 
sponsoring recruitment sessions for high achievers in Bethesda, Maryland and 
Philadelphia to introduce students of color to the SHC during their junior year of 
high school, and (e) by having the dean and members of the SHC External 
Advisory Board, including Mr. Schreyer, make phone calls to students of color 
who have been offered admission to the SHC.   
 
The payoff for any one of these specific actions is not easy to judge, since 
prospective Scholars have many different ways of learning about the SHC.  In 
addition, students of this caliber rarely submit an application simply as a result of 
a single solicitation; instead, they make choices based on intricate set of personal 
selection criterion based on program strengths and advantages as well as curricula 
available and multiple contracts expressing interest and welcome. 
 
Starting in spring 2002, for the first time, current SHC students of color made 
phone calls to students with offers. 
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Attracting students from underrepresented groups to Penn State’s campus colleges 
is also an important part of the recruitment diversity mission of the SHC.  The 
current acting associate dean is originally from one of the campus colleges (Penn 
State – Abington) and brings good insight into systematic uses of the SHC 
literature and web resources for recruitment near Philadelphia.  As well, her 
strong connection to the network of campus college coordinators assists in 
strengthening appropriate communication with the administration of the SHC.  
SHC materials are distributed to all recruiters in all Penn State locations and SHC 
information and literature is routinely included in Openhouses and information 
fairs at Campus College locations.  The CCDMP was asked to help the SHC 
identify and contact students of color to be nominated at the sophomore gate (an 
SHC admission point used by the campus colleges). 

 
The SHC External Advisory Board is routinely informed about diversity issues, 
diversity planning, and additional scholarships to enhance diversity in the SHC. 
They are able to use this information when engaged in recruitment efforts.  In 
particular, each member telephones underrepresented minority students we have 
made admissions offers to in order to further encourage these prospects to choose 
Penn State.  Individual members of the External Advisory Board hosted 
receptions in Philadelphia, Bethesda, Maryland, Washington, D.C., and New 
York for prospective and accepted students of color. 
 

2. How has your college contributed to locating and recruiting graduate students 
from underrepresented groups? 

 
As an undergraduate college, the SHC does not recruit graduate students from 
outside of PSU.  However, the SHC strongly encourages all its students to pursue 
graduate study. Another aspect of the SHC that is described in our recruitment 
materials is the Integrated Undergraduate/Graduate (IUG) program.  It is designed 
for appropriately-accelerated scholars with interest in the flexibility to complete a 
masters degree simultaneously with their honors baccalaureate degree.  Since 
1998, underrepresented minorities compose almost 8% of the scholars admitted to 
the SHC-IUG.  In addition, 6% of the scholars accepted to the program held 
foreign (non-immigrant) status.  These percentages are greater than the 
proportional enrollment of all students of color in the SHC in those same years.  
There is no conclusive evidence to suggest that the existence of this program is 
the key to admissions decision of underrepresented minorities; however the 
program is attracting superior students to the graduate programs of the university, 
including students of color. 
  
The SHC does sponsor a table at the Achievement Conference so that SHC 
students from underrepresented groups can learn more about graduate school 
opportunities.  The SHC also works closely with the McNair Program and 
encourages students of color to present their research results at a variety of 
undergraduate research exhibitions. 
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3. What strategies have you implemented to retain undergraduate students from 
underrepresented groups? 

 
To assist in retention of undergraduate students from underrepresented groups, the 
SHC has: (a) created a listserv for SHC students of color, (b) appointed the 
associate dean as multicultural co-coordinator with the Coordinator of Student 
Records, (c) worked with the college multicultural directors, the Multicultural 
Resource Center, and the Office of Financial Aid to assist individual students, and 
(d) been flexible to the needs and circumstances of individual students, especially 
in terms of housing assignments where the SHC works as an advocate for students 
of color to ensure they have access to preferred housing in Atherton and Simmons 
Halls along with their preferred roommates. 
 
The administrative policy governing the Schreyer Honors College (M-11) was 
updated and approved in 2003 to include clearer guidelines for non-traditional 
adult and part-time Scholars. 

 
4. What strategies have you implemented to retain graduate students from 

underrepresented groups? 
 

Schreyer Scholars admitted into master’s level degree status through the IUG 
program are superior students, by virtue of the timing and selection process, so 
there is no significant risk of low retention; as a result, no systematic efforts are 
needed to retain them.  All have historically finished their advanced degree 
program, as planned. 
 

5. What recruitment and retention strategies have been most successful? 
 

Monitoring Penn State applications from underrepresented students and working 
with the multicultural coordinators to invite these students to apply to the SHC 
has been the most successful recruitment strategy we have employed to date.  The 
SHC places phone calls to the students who attend the Washington, D.C., and 
Philadelphia receptions for accepted students with the expectation that personal 
contact will also be a very effective strategy.  A strong effort has also been made 
in the Capital Campaign to develop donor interests in diversity issues and to raise 
money for additional scholarships to enhance the diversity of the SHC. 
 
Keeping the external advisory committee actively involved in recruitment and 
informed about the SHC programs showing commitment to diversity 
programming and course offerings links the high-profile calling-campaign with 
the highly attractive underrepresented minority prospect pool.  
 
Students cite international travel, and the concomitant support of the Schreyer 
Honors College Travel Grants, as being particularly important to helping foster a 
deeper understanding of the meaning of diversity in the Scholars community. 

 7



Challenge 4.  Recruiting and Retaining a Diverse Workforce 
 
1. How has your college actively engaged in locating and recruiting faculty and 

staff from underrepresented groups? 
 

The SHC has a very small staff composed of 13 FTE. Whenever a full-time staff 
position is open, the SHC has posted the opening to the Women of Color Listserv 
and the CORED Listserv.  The Administrative Fellows network has also been 
used as a resource for seeking suitable candidates university wide and to solicit 
the application of former fellows to suitable positions in the SHC.  Ironically, of 
the 13 FTE, the college currently has only two male staff members, though over 
the 1998-2003 time period four different men have worked in the college, in three 
different staff positions.  So, while we may pat ourselves on the back for 
recruiting so many women, the SHC has been very conscious of men as being a 
locally-underrepresented population in search and hiring considerations, as well. 

At this point, it is also appropriate to broaden the definition of “staff” for the 
purposes of answering this question.  Along with the13 FTE employees, several 
individuals work actively with the college in high visibility positions.  These 
include the Scholar Assistants (students), the Residential Faculty Mentor, and 
work-study employees (students).  Widely advertising a vacant position to all 
college deans and asking them to circulate it to their faculty helped the SHC 
recruit a postdoctoral scholar of color for the SHC Residential Faculty Mentor 
position.  Posting work-study job openings in the Collegian has helped us 
successfully recruit work-study students from underrepresented groups. 
 
The SHC does not have its own faculty, so “recruitment” for honors instructors 
and honors advisors is not a result of SHC hiring practices, nor is the SHC able to 
directly control which faculty are selected for these roles, as that is the role of the 
department and college where the faculty member is employed.  The best way for 
the SHC to diversify the honors faculty is with academic programming.  High-
visibility diversity-focused curricular programming does attract underrepresented 
minorities to the initiatives of the SHC (See Challenge 5); this activity has many 
parallels to development activities.  In short, design deeply meaningful curricular 
goals around diversity, then cast a net broadly for discipline experts to contribute. 

 
2. What recruitment strategies have been most successful? 

 
Of those listed above, the most successful strategy is the active use of various 
network resources and purposeful implementation of diversity-focused college 
academic programming (see Challenge 5).  For example, over the years 1998-
2003, the college has employed four former administrative fellows, three of which 
are still part of the college staff:  the current dean, the current acting associate 
dean, and the Coordinator of Student Records.   At the beginning of this planning 
cycle and before these diversity initiatives, there were no students of color 
working as scholar assistants or in work-study appointments.  Now, 25% - 50% of 
these student staff members are from under represented minorities in any given 
year.  One fine example of leveraging the SHC’s academic programming as a 
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recruitment tool to attract a specific individual to the staff is the application of Dr. 
Carolyn Tubbs (an African American faculty member) to serve as the Atherton 
Faculty Residential Mentor 2001-2002.  Dr. Tubbs became interested in the 
college as a result of her involvement in curricular work.  But as the Faculty 
Residential Mentor, she expanded her role in the college and participated in staff 
meetings, hosted monthly receptions for students in Atherton and Simmons Hall, 
and served on the SHC Diversity Committee. 
 

3. What retention strategies have you implemented in your college to retain members 
of underrepresented groups? 

 
Retention goals for a staff as small as the SHC are sometimes at odds with 
professional advancement and personal growth goals described in more detail in 
Challenge 6.  The college strives to strike a balance between those challenges.   

Retention among the staff is supported by maintaining a collegial environment 
inclusive of diverse ideas and opinion and encouraging systematic communication 
between members of the staff at all levels. 

The SHC retains students on the staff by being flexible and supportive, offering 
good training and varied tasks, and treating them with respect.  Development of 
the staff in the honors college includes a dean-supported personnel development 
fund from which staff members are allowed to select development opportunities 
for personal enrichment.  Some members of the staff have used these funds to 
travel to London and Greece with SHC programs.  University-approved family 
leave has been extended to several members of the staff during these five years, 
including one male staff member whose daughter was born last fall.   

We acknowledge that these practices are not limited to the retention of 
underrepresented minority personnel; the environment is such that all can feel 
appreciated.  To do anything other than that would seem to work contrary to our 
goals. 
 

4. What retention strategies have been most successful? 
  
Flexibility and sensitivity to employees’ needs and interests have been the most 
successful retention strategies for all staff.  An emphasis on personal development 
may also play a big role. 
 

 
Challenge 5.  Developing a Curriculum that Supports the Goals of our New     

General Education Plan 
 

1. What initiatives has your college taken in supporting multicultural curriculum 
efforts? 

 
The SHC has collaborated with partners to support multicultural curriculum 
efforts and has initiated several new honors courses with a multicultural focus.  
During the past three years, the college has given seed grants to create two 
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courses:  one on “hate crimes in Pennsylvania” and another on the “multicultural 
university.”  In addition, the college has offered a course in which students 
traveled to Juarez, Mexico to build a home and is continuing to sponsor a course 
to build sustainable housing structures (e.g., a community center) on the Northern 
Cheyenne Reservation in Montana in the summers of 2002 and 2003.  An 
experimental honors first year seminar, EDTHP 297H also focused on diversity 
and leadership.  Our new “Struggle for Freedom” signature course series was 
initiated in spring 2003.  An intercollege honors faculty team designed and 
planned the pioneer course experience, “A Journey South through the Black Civil 
Rights Movement” scheduled as a pair of courses HIST 297A/HIST 497H in 
spring 2004. 
 
We have partnered with the Department of Geography for four years to co-
sponsor “The Re-invention of Poverty” which includes a two-week community 
practice experience in W. Philadelphia.  The first year seminar, “Leadership 
Jumpstart” taught by SHC staff also introduces students to the SHC definition of 
diversity and focused on religious diversity in 2001.  “Leadership Forum” also 
taught by SHC staff is a new course for upper classmen.  It was offered for the 
first time in spring 2002 and had units on gender, international and intercultural 
diversity issues in leadership practice.   

Many SHC courses help students acquire an international perspective as part of 
helping achieve the college’s overall mission; these courses focus on 
multiculturalism in both a national and international context e.g., IST/SOC/EDTP 
497H “Global Trends and World Issues.”  The SHC also partners with the Hubert 
Humphrey Fellows program to give Penn State undergraduates the opportunity to 
interact with mid-career professionals from developing countries around topics of 
mutual interest such as the digital divide.  Even more importantly, over 200 
Schreyer Scholars study, conduct research or perform service abroad each year. 
 
The external advisory board is given periodic updates and presentations regarding 
novel programming related to diversity issues, providing them with a clear 
perspective and arming them with content for outreach and development 
opportunities, as well as recruitment described in Challenge 3. 

 
2. What research and teaching in your college has advanced the University’s 

diversity agenda? 
 

Each year the SHC offers a suite of five signature courses that are publicized 
extensively to entering students.  These five courses include several focused on 
issues of multiculturalism.  A large percentage of the entering cohort enrolls in 
one or more of these five courses.  Extensive teaching occurs through our co-
curricular programming as well (see Diversity Plan Final Report 1997-2003). 
 
Preliminary plans were made for data sharing related to institutional research in 
collaboration with the Africana Center.  A research study of the Service Learning 
Component of the Struggle for Freedom experience has been initiated with the 
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help of faculty member Nicole Webster, of the Agricultural and Education 
Extension Department. 

 
3. How is diversity integrated into the curriculum of your college? 
 

As described in the response to Challenge 1, diversity is central to the SHC 
mission and integrated throughout SHC academic programming.  However, the 
SHC does not own a curriculum per sé.  As the SHC staff work with departments 
across the university, we look for opportunities to encourage diversity courses.  
Sometimes these courses are initiated by the SHC; sometimes by the offering 
department.   In addition, the SHC suite of five signature courses (see attachment:  
2003-2004 Signature Courses) focus on diversity.  These courses are heavily 
promoted to entering students; most of the students who traveled to Juarez, for 
example, did so after their first year.  Consequently, SHC students frequently take 
more than one diversity-related course since they develop interests in diversity 
early in their academic careers. Some students have even changed their majors 
and adopted new minors because of their increased interest in diversity as a result 
of their early curricular exposure.  The SHC’s international mission can only be 
accomplished by helping students understand domestic diversity within a national 
and international context. 

 
Challenge 6.  Diversifying University Leadership and Management 
 

1. How has your college assisted faculty and staff from underrepresented groups 
in developing leadership and management skills? 

 
The SHC places a high priority on staff development. Each individual staff 
member and administrator is required to set goals and objectives for the year, 
including personal development and diversity awareness.  These are taken into 
account during the annual review and assignment of merit increases.     

Staff members are encouraged to participate in the university’s Administrative 
Fellow program, the Commission on Women’s mentoring program, and to take 
university and HRDC courses.   Currently, out of a total of 13 FTE, three full-time 
staff members are pursuing undergraduate degrees and one full-time staff member 
is pursuing a graduate degree.  A full-time staff member of the SHC applied to the 
Administrative Fellow program and was selected, yet another participated in the 
mentoring program, another helps organize the Women’s Leadership Conference 
each year, and many have taken very useful HRDC courses, including extensive 
participation in the Penn State Leader Program.  A culture of staff development 
and cross-training permeates the college. 
 
Superb participation (100%) of our staff in diversity development activities must 
be noted as well as the gain from a zero baseline established at the founding of the 
Honors College in the fall of 1997.  In addition to leadership from senior staff, 
staff assistants are deeply engaged in extra activities beyond their job description.  
For example, one staff assistant served on the Planning Committee for the 
Women’s Leadership Conference.  Two other staff members went to London on 
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their first international experience with SHC; one staff member went to Greece. 
The travel of all three was supported from their personnel development fund.  A 
staff assistant went to Montana to work on a Cheyenne reservation with SHC 
students in a service learning course in summer 2003.   
 
The extent of the SHC’s commitment from all levels is unique, including hands-
on involvement from the dean herself, whose activities include team-teaching 
interdisciplinary honors courses, actively developing honors initiatives, intimately 
involving herself with the shaping and planning of SHC events, and as such 
serving in many ways as a role model for the rest of the members of the college. 

 
With regard to balancing men’s and women’s perspectives on leadership, it might 
be useful to note that the Faculty Advisory Committee reflects the gender balance 
of faculty at Penn State as a whole, i.e., it is predominantly male whereas the 
leadership (at present) in the SHC is predominantly female.  Of course, the 
leadership in either category can be expected to evolve from year to year. 

 
Challenge 7.  Coordinating Organizational Change to Support Our Diversity Goals 
 

1. What organizational realignments, systems of accountability, resource 
mobilization and allocation strategies, long-term planning strategies, etc. has 
your college implemented to ensure the realization of the University’s diversity 
goals? 

 
Since 2000, the assistant/associate dean has had the responsibility of attending the 
Council of College Directors of Multicultural Programs meetings, joined now by 
the Coordinator of Student Records.  This has been helpful in ensuring that the 
college multicultural directors have two points of contact with the SHC.  In July 
2001, the SHC created a Diversity Committee.  This committee assumed a 
leadership role in creating the college’s diversity strategic plan.  In addition, the 
entire staff, the SHC External Advisory Board and the SHC Faculty Advisory 
Committee all reviewed and provided input to the SHC diversity definition and 
strategic plan.  In future years, the SHC Diversity Committee will assess the 
college’s diversity progress on an annual basis.  The college completed a three-
year diversity plan (2002-2005), which assigned accountability to specific staff 
positions for reaching desired diversity objectives.   The college is engaged in 
ongoing efforts to diversify its External Advisory Board and Faculty Advisory 
Committees.  Finally, the college has formed numerous partnerships with campus 
and community organizations to further the university’s diversity goals, including 
the Hubert Humphrey Fellows Program, the International Hospitality Council, the 
Multicultural Resource Center, and the AT&T Service Center.  Changes in 
administrative policy (M-11) include clearer guidelines for non-traditional adult 
and part-time students. 
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