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Feedback on Progress Implementing 
A Framework to Foster Diversity at Penn State: 1998-2003 

Penn State Abington 
 
 

The update on progress from the 1998 report indicates that the College holds itself accountable and is 
forthright in its responses. It is positive that the College has strategic indicators for the College climate 
goal, supported by strategies, concrete actions, timeframe and leadership.  The College’s efforts to 
institutionalize diversity within the system are commendable; however, more data supporting 
effectiveness of efforts would better enable assessment of progress.  Also, clarification of the 
circumstances and context of factors such as the College’s geographical location, the ESL population, and 
other challenges, and further explanation of ways the College makes use of its proximity to an urban 
center (community involvement, bus trips, etc.) will reflect more strongly on the success of the college in 
addressing its challenges. 
RESPONSE:  The Abington College appreciates the positive response of the Review Team.  We are 
proud of our diversity, the highest student diversity percentage in the university, and we are committed 
to maintaining the climate of mutual respect and support that we have developed through careful 
diversity programming and “bottom-up, top-down” commitment.  We agree with the Team’s suggestion 
that we should undertake more systematic assessment measures in order to improve upon our strong 
record.  Our specific responses to the specific comments of the Team follow in blue italic. 
 
The Review Team supports the “Next Steps” identified by the College as priority items to move forward 
their diversity agenda. 
 
Challenge 1:  Developing a Shared and Inclusive Understanding of Diversity 
v The Review Team found the wording of the College’s diversity definition problematic.  It may be 

more effective to state that diversity, as defined by the college, is a strategic goal. 
RESPONSE:  We have corrected the text of our report to clarify.  Maintaining and 
strengthening our diverse community climate has been a strategic goal (out of only four) in 
each Penn State Abington plan or update since our first unit-wide plan in 1993.  Indicators 
and other measures are also part of each strategic plan and we have revised our approaches 
according to the information we glean from those indictors. 
 

v It is positive that the Coordinator of Intercultural Affairs has responsibilities beyond 
programming -- including evaluation and budget.   

 
v The multicultural committee and intercultural awareness fund are positive. The College should 

consider adding students and administrators to the Multicultural Climate Committee.  More 
examples of planned diversity activities funded by the intercultural awareness fund would be 
helpful as creative uses of this fund may be a potential “best practice.” 

 
v College efforts to distribute diversity related information are positive; the College should include 

opportunities for interactive dialog. 
RESPONSE:  We believe that the Review Team is correct in expecting interactive dialogue 
with the college community.  We have revised our report to indicate that – since we are a very 
small and interconnected community – the opportunities for feedback and dialogue are 
numerous, so numerous that our report assumes that interactivity without making it clear to 
the outside reader. 
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v The College should offer diversity training to search committees and conduct the climate survey 
as planned. 
RESPONSE:  The college administration has been made aware of plans to train all search 
committee chairs through the auspices of the University Affirmative Action Office.  It has been 
our intent to send at least one faculty member along with the committee chair for this first 
round of training at University Park (planned for Fall 2002).  The expectation is that these 
people will then return to campus to train the other members of the search committee.  We 
have also revised our report to reflect our intent to involve the Multicultural Climate 
Committee more closely in the training and coaching of search committees. 
 

Challenge 2:  Creating a Welcoming Campus Climate 
v The College’s “top down-bottom up” approach supports a number of efforts to create a 

welcoming campus climate.  Particularly promising are use of President’s Opportunity Fund, 
creation of a pre-doctoral fellowship, and mentoring of underrepresented students, faculty and 
staff.   
RESPONSE:  We are pleased with the Team’s recognition of our efforts to create and sustain 
a welcoming campus climate.  We are happy to report the following: 
§ Using campus funds, we supported our first Pre-doctoral fellow in 2001-2002.  This 

individual has now been selected as a tenure-track faculty member, using the assistance of 
the President’s Opportunity Fund.  We believe that the Pre-doctoral Fellow model is 
successful and should be considered for adoption university-wide, with support from 
central funding to supplement the campus commitment. 

§ We are adding, in addition to the position mentioned above, two more minority faculty 
members to our college community (total of three for this recruiting year).  One of these 
positions is supported by the President’s Opportunity Fund and one is supported solely by 
campus funds. 

 
v The College should develop mechanisms for systematically assessing climate, and identifying and 

responding to climate issues. 
RESPONSE: The Multicultural Climate Committee had recommended a delay in the climate 
survey until one member’s survey on limited-English proficiency students was complete. The 
survey should be complete by Fall 2002.  The committee members will recommend initiation of 
a climate survey for either students or faculty and staff for the academic year 2002-2003 and 
then follow with the other survey in AY 2003-2004.   
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Challenge 3:  Recruiting and Retaining a Diverse Student Body 
v Positive responses to this Challenge include “Footsteps to the Future,” White Williams Scholars 

Foundation, mentorship program, “Minority Orientation Program,” and Academic Enhancement 
Program.  The College’s plan to conduct empirical research to document the impact of these 
programs on the minority student population is commendable as some of these programs are 
potential “best practices.” 

 
v The College should include assessment of the effectiveness of faculty participation in 

student/family recruiting visits as this is potentially a “best practice.”   
RESPONSE: We are unsure of the meaning of this suggestion.  However, we have responded 
in our report that the presence of faculty participation seems to have had a positive effect on 
our recruitment of a diverse student body, given the increase over time to our current 26%.  
Another element is the diversity of our Lion Ambassadors, also noted in our revised report. 
 

v The College should give more information about how student organizations are supported. 
RESPONSE: Active organizations include the Black Student Union, Latino Student 
Organization, South Asian Student Association, Muslim Club, Asian Club, Hillel, 
International Club, and Friends, Lesbian, and Gay Student Association. The College supports 
these student organizations through various ways, ranging from leadership development, 
providing the student organization advisor from staff or members of the MCC, advising the 
Student Government Association on ways to enhance its diversity and climate, and providing 
funding and advising support through the Office of Intercultural Affairs and the Student 
Activity Fee funds. 

 
Challenge 4:  Recruiting and Retaining a Diverse Workforce 
v The College’s recruitment strategies are commendable, but the College should provide more 

specific information on the “proactive measures” and “informal networks” used by search 
committees to find underrepresented candidates, the particular media utilized in advertising for a 
diverse workforce, and mechanisms to assess effectiveness of strategies. 
RESPONSE: Our report has been modified to provide more information. 
 

v The Review Team notes that it is difficult to determine the effectiveness of the new retention 
programs.  The College is encouraged to provide information such as the initiation dates of the 
programs, and whether the programs are designed to address the needs of underrepresented 
faculty and staff.  The College is encouraged to undertake assessment of effectiveness of these 
programs and any additional programs put into place to target retention of underrepresented 
faculty and staff. 
RESPONSE:  The faculty and staff retention programs are all new (within two years).  Given 
that time frame and the time required for a faculty member to reach the tenure decision, it is 
not yet possible to assess the effectiveness of these programs with any accuracy.  We have 
modified our report to indicate initiation dates for each program. 
 

v The relationship of the Mult icultural Climate Committee and the Director of Intercultural Affairs 
to faculty and staff recruiting and retention is unclear. 
RESPONSE: This is a good point and we have modified our report to indicate this 
relationship.  As that relationship continues to evolve (many of our climate interventions occur 
through informal trial and discovery and are based on good-faith relationships), we discover 
structural changes to support our climate initiatives. Our report outlines our intention to 
designate members of the Multicultural Climate Committee as trainers for search committee 
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members starting in the fall of 2002 as the University provides training for those individuals 
through the Office of Affirmative Action. 
 

v Use of College funds to establish the pre-doctoral fellowship is commendable. 
RESPONSE: We have modified our report to give more information on this program.  We 
believe it could become a “best practice” university-wide if it received central support.  The 
program could then become an excellent source for all units of Penn State for tenure-track 
faculty.   
 

v The College could clarify the use of President’s Opportunity Funds.  It seems that a “potential 
candidate” is a weak standard for activation of President’s Opportunity Funds; having an active 
candidate or potential hire may be more appropriate. 
RESPONSE: The report has been modified to reflect the intent of our language. 
 

v The College should give more information about specific relationships between the College and 
the nearby diverse, urban community as contributing to recruitment and retention of a diverse 
workforce. 

 
RESPONSE: The college has modified our report to indicate that having a nearby diverse, 
urban community offers opportunities (which we tap mostly through networking and local 
advertising) and challenges.  The challenges are that we compete with 80+ other institutions, 
all seeking to diversify their faculty and staff and many offering far better salary and benefit 
packages than Penn State.  A major advantage, however, is the diversity of our community and 
each diverse faculty or staff hire contributes to that advantage. It is very important for Penn 
State to realize that we need to be more competitive and to seek actively ways to improve the 
salary-benefit packages we offer. 

 
 

Challenge 5:  Developing a Curriculum That Supports the Goals of Our New General 
Education Plan 
v The list of course offerings that address issues of diversity is broad.  The Review Team questions 

the relation of some of the courses to the College’s diversity goals, absent any narrative to put the 
course content into context.  It is also unclear how regularly the courses are offered.  
RESPONSE: We have indicated the frequency of the courses offered. 

 
v Use of Intercultural Awareness Fund to support pedagogical efforts is positive; however, the 

College should include more information on specific examples of uses of the fund. 
RESPONSE: Some examples are now given in the text of our report. 
 

v Faculty research in non-traditional areas and undergraduate research opportunities (ACURA) are 
commendable.  Student names could be included along with mentor.  The College could include 
more information about participation rates in ACURA. 
RESPONSE: Student names and participation rates are included in our report. 
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Challenge 6:  Diversifying University Leadership and Management 
v It is positive that the College proactively targets diverse faculty and staff for leadership training 

and provides funding for such training, the College should consider supporting leadership 
opportunities in addition to University sponsored leadership training.  
RESPONSE: The college supports the travel and associated fees for leadership training, 
including local training at Philadelphia-based institutions and private organizations as well as 
those offered by the university.  It would not be cost effective for a small college on a limited 
budget to try to replicate training and workshops already established and readily available 
elsewhere. 
 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
v No response was given. 

RESPONSE: The college was unaware of this question until after the feedback was provided.  
We have modified our report and apologize for the omission. 
 

v The College should take advantage of this opportunity to discuss resource allocation and 
additional efforts mentioned throughout the report in the context of organizational change.  
RESPONSE: A new section has been added to our report. 
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