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The Best Practices and Potential Best Practices compilation highlights practices that were identified by the review 
teams responsible for evaluating each strategic planning unit’s final progress update in implementing A Framework 
to Foster Diversity at Penn State: 2004–09 and each unit’s diversity strategic plan under A Framework to Foster 
Diversity at Penn State: 2010–15.  

Executive Summary  

 
Units were asked to self-identify under each Challenge in their 2004–09 updates those approaches that they 
believed to be best practices. Best practices were defined as “processes, programs, and procedures that most 
successfully lead to the unit’s ability to reach the University’s diversity goals and can be validated through 
measurable outcomes.” Review teams then developed the final list of best practices from those that were self-
identified by the unit and their own evaluation of the final updates and plans. In cases where substantiating data 
may have been incomplete or where especially promising initiatives were new, promising practices were identified 
as “Potential Best Practices.” The full compilation of best and potential practices identified by the review teams, 
arranged by Challenge, can be found below.  
 
In general, the following elements can be considered essential to effective planning, assessment, and reporting:  

• Active, visible support from executive leadership is critical to success, both at the unit level and for Penn 
State as a whole.  

• Broad participation in diversity planning, implementation, and reporting helps to leverage expertise available 
to the unit and increase effectiveness.  

• Sustaining momentum throughout the planning cycle is critical to greater progress.  

Units that have made strong progress in fostering diversity keep diversity in their thinking throughout all aspects of 
unit operation, and recognize diversity among the core values and competencies that define “excellence.” Our 
analysis of best and potential best practices suggests the following approaches:  

• Incorporate diversity into all aspects of unit operation and thinking and recognize diversity as an essential 
element of “excellence” 

o Align diversity planning and general strategic planning 
o Recognize diversity among the core values and competencies that define “excellence” 
o Allocate appropriate resources, including budget, staff, and space resources 
o Disaggregate data and monitor intergroup disparities 
o Coordinate central-unit and departmental-level efforts 

 
• Demonstrate active, visible leadership commitment to diversity and accountability from top unit 

administrators 

o Include individuals with diversity expertise and interest on steering committees, advisory boards, 
leadership bodies, and hiring committees 

o Designate a cabinet-level diversity position within the unit to help coordinate implementation of diversity 
programs and initiatives; however, this position should not be solely responsible such that other offices 
and individuals within the unit do not fully participate and take ownership of advancing diversity goals 

o Ensure collaborative and interactive communication with all levels of stakeholders and constituents 
within and outside of the unit (including students, student organizations, staff, faculty, administrators, 
alumni, and academic and industry partners); cross-unit collaboration across the University; and 
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partnerships with community organizations and academic institutions (HBCUs, HSIs, Tribal Colleges, 
Study Abroad exchanges) to advance diversity goals 

o Empower a dynamic diversity committee to actively address and facilitate diversity goals 

 
• Use data and information to drive and monitor progress, inform decisions regarding programming and 

strategic initiatives, and ensure accountability 

o Implement well-defined “intelligent metrics” as strategic indicators of progress on diversity goals 
o Conduct regular self assessment and have mechanisms for monitoring and interpreting progress 
o Implement mechanisms for identifying and responding to unit/campus climate issues and incidents 

 
• Encourage and support utilization of University resources, data, and expertise to enhance diversity 

initiatives 

o Training and informational resources (HRDC, LGBTA Student Resource Center, Affirmative Action 
Office, Office of Educational Equity) 

o Search and hiring resources (Affirmative Action Office, Office of Human Resources-Dual Career 
Program; Diversity Recruitment Program, ONE Program, etc.) 

o Retention programs, mentoring, and leadership development programs for students, faculty, staff, and 
aspiring administrators 

o Data resources (EIS, FactBook Plus, Faculty/Staff Survey, access to national databases, climate 
assessments, input from various stakeholders—including alumni and external partners) 

o Intercollege partnerships 

 
• Dedicate persistent attention to diversity components in all aspects of the hiring, retention, and 

advancement process for faculty, staff, and administrators 

o Emphasize diversity as a core competency and one of the values that defines excellence  
o Cultivate long-term networking relationships with institutions, colleagues, community organizations, and 

professional organizations to support recruiting faculty, staff, and administrators 
o Appoint a diversity advocate on search committees 
o Recognize and reward individual and programmatic efforts to advance diversity 
o Emphasize diversity in activity reports, SRDP (staff), and Promotion and Tenure guidelines (faculty) 
o Emphasize retention by establishing professional development and mentoring programs for faculty and 

staff  
o Engage in succession planning and establish advancement programs that identify 

underrepresented/underserved faculty and staff and who show leadership potential and interest, and 
help prepare them for advancement into top leadership positions 

 
• Dedicate persistent attention to diversity components in recruiting, retaining, and graduating a diverse 

student body  

o Emphasize diversity as a core value that fosters excellence within the entire University community  
o Target networking and outreach efforts to support recruiting a diverse undergraduate and graduate 

student body 
o Provide scholarship support to academically talented diverse students, with attention to need-based aid 
o Provide academic, mentoring, and social support programs for at-risk students, particularly in key 

transition times such as starting college, change of campus, graduation, career planning, and entering 
graduate school, and provide students with opportunities to gain leadership experience 
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• Encourage innovative, collaborative, and coordinated curricular initiatives to support intercultural and 

international learning 

o Incorporate the college’s diversity statement and the University’s nondiscrimination statement on 
informational materials and course syllabi 

o Infuse diversity in relevant ways throughout the curriculum 
o Enhance experiences at Penn State and through study abroad by exploring opportunities for interaction 

and collaboration via technology  
o Coordinate college level approaches to curricular integration 
o Coordinate academic and co-curricular activities around diversity themes 

 
• Utilize broad and Inclusive communication strategies 

o Use multiple communication formats to engage a range of audiences and initiatives, disseminate 
information broadly, and target key populations 

o Communicate and visually portray Penn State’s commitment to inclusiveness and the benefits of 
diversity 

o Discuss and gather information from stakeholders (focus groups, orientations, diversity forums) with 
involvement of unit executive 

o Share information and data regarding diversity goals and progress 

 
The full compilation of the best and potential best practices identified by the review teams, arranged by Challenge, 
are unit-specific but often provide information that can be used by other units interested in adopting and adapting 
successful practices or gleaning inspiration for new approaches. Additional information about the specific practices 
listed can be found by accessing the complete feedback report and unit response, as well as the unit updates. 
These materials can be found at www.equity.psu.edu/framework/updates.  

 

http://www.equity.psu.edu/framework/updates�


Best Practices and Potential Best Practices  
A Framework to Foster Diversity at Penn State: 2004–09 
A Framework to Foster Diversity at Penn State: 2010-15 

Spring 2010 Review 
 

Full Compilation 
 

Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 
Campus Climate and Intergroup Relations 

 
Best Practices 

• The use of the LA Times and the expanded Penn State Newswire with internal and external distributions. 
(College of the Liberal Arts-Update) 

Potential Best Practices 

• Annual re-commitment to the “No Place for Hate” campaign and place as a pioneer in the campaign. (Penn 
State Abington-Update) 

• The Diversity Affairs Committee and the Multi Cultural Committee, which hold central roles within the 
Student Government Association and assist in advocacy, reporting, and monitoring of the climate. (Penn 
State Hazleton-Update) 

• The Diversity Forum, where the dean updates unit employees on diversity endeavors; diversity exhibits that 
are prominently displayed; and required orientation for new employees. (Libraries-Update) 

• The “dashboard” of strategic indicators, which will make diversity data readily available to unit leadership. 
(Finance & Business-Plan) 

• ARL’s Lunch and Learn series. (Research and Graduate School-Update) 
• Enhancing diversity training for student leaders. (Penn State Brandywine-Plan) 
• The existence of two positions devoted to diversity—the undergraduate diversity enhancement program 

director and the associate dean for diversity and community— which show a strong commitment on the part 
of College administration to the improvement of infrastructure vis–à–vis diversity. (Smeal College of 
Business-Update) 

• The pre- and post-diversity programming survey for first-year students. (Penn State DuBois-Update) 
• The plan to create an online Diversity Resource Center as part of the marketing plan and Web site 

redesign, and including off-campus resources. (Penn State Altoona-Plan) 
• Designating 2009-10 as a teaching year on the theme of “diversity within community.” (Penn State 

Schuylkill-Update)  
• The dean provides every employee with an annual mailing of the climate and diversity brochure which 

includes a list of the members of the Climate and Diversity Committees. (Eberly College of Science-Update)  
• The Diversity Committee provides guidance and oversight, and thus, plays a leadership role within the 

Division; the Committee’s programming efforts and inclusion of members from various campuses . (Division 
of Development and Alumni Relations-Update)  

• The newly-created position of associate dean for diversity. (Penn State Hershey College of Medicine-Plan)  
• Enhancement of media formats to improve the flow of policy information, recruitment materials and 

accomplishments across all constituencies (internal and external). (Penn State Hershey College of 
Medicine-Plan) 

• The development of a grassroots network and cultivating a diversity committee in every academic 
department. (Health and Human Development-Update) 

• Disseminating the diversity statement via course syllabi. (Health and Human Development-Update) 
• Efforts to provide alternative coverage accommodations so staff can attend cultural competency events, as 

well as tying targeted diversity events to extra-credit opportunities in First-Year Seminars and other relevant 
and supportive courses. (Penn State Beaver Update)  

• The Town Meeting, held in fall 2009. (New Kensington-Plan) 
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• Refining diversity programming to meet the particular needs of the Campus as identified in the assessment 
of incoming students’ attitudes. (New Kensington-Plan)  

• Expanding feedback on the documents directed to diverse groups using research techniques instead of 
relying on the feedback of one part-time person or small groups in one isolated geographic region. 
(University Relations-Plan) 
 

Challenge 2: Creating a Welcoming Campus Climate 
 
Best Practices 

• The Hispanic Migrant Education Program, now in its 10th year, which utilizes community partnerships to 
augment recruitment. (Penn State Hazleton-Update) 

• Inclusion of classroom climate language into the promotion and tenure guidelines. (College of Education-
Update) 

• The Climate Enhancement Award recognizing faculty, staff, and students who strive to improve the college 
climate. (College of Education-Update) 

• The Bridge to Academic Success program, which addresses the social, academic, and emotional needs of 
at-risk students to improve their academic abilities and retention/graduation rates. (Penn State Hazelton-
Update) 

• The Council of Senior Faculty Women. (College of Engineering-Update) 
• Student Affairs’ ongoing efforts to solicit and respond to student feedback through surveys, town hall 

meetings, breakfast meetings with student leaders, etc.; the support given to and the activity of the LGBTA 
Student Resource Center; service outreach programs offered through the Greek System and other 
organizations; and the collaboration of the Center for Women Students with local authorities and agencies 
to coordinate responses to domestic and sexual violence. (Student Affairs-Update) 

• ARL Veterans Day Luncheon. (Research and Graduate School -Update) 
• Collaborating with the Human Infrastructure Group of Blair County to establish business internships 

marketed to students from diverse racial/ethnic groups. (Penn State Altoona-Update) 
• Partnership with the LGBTA Student Resource Center. (Intercollegiate Athletics-Update) 

Potential Best Practices 

• The Center for the Performing Arts had 18 diversity events and the Palmer Art Museum had 49 diversity 
events in the past three years. (Arts and Architecture-Update) 

• Implementing the Climate Assessment Survey and disseminating comparative data every three years, and 
using the survey results to inform diversity programming and guide strategic initiatives. (Penn State 
Harrisburg-Plan) 

• Webcasts of THON, the Veterans’ History Project, and the 5K Dog Jog. (College of Communications-
Update) 

• The Fast Start Mentoring Program for ARL first year underrepresented students. (Research and Graduate 
School-Update) 

• The planned annual audit of existing and new facilities to ensure proper accommodations. (Research and 
Graduate School-Plan) 

• The Civility Team, a group charged with addressing civility issues and improving the overall climate. 
(Libraries-Update) 

• Increasing and providing more inclusive services through the Campus’ academic support services. (Penn 
State Brandywine-Plan) 

• Conducting focus groups with “mainstream males,” “diversity males,” and “diversity females” and surveying 
student organizations to gain an understanding of the current climate regarding diversity. (Smeal College of 
Business-Update) 

• Efforts to include customers and clients in diversity initiatives, particularly contracting with diversity suppliers 
and women-owned businesses. (Research and Graduate School-Plan) 
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• The inclusion of the Greek system in the diversity initiatives of the division; the LGBTA Student Resource 
Center’s involvement in outreach to fraternities. (Student Affairs-Update) 

• Introducing diversity into programming for new students; every new student completes an on-line MOSAIC 
Diversity Module. (Penn State Altoona-Update) 

• The revised structure for the College’s Diversity Committee, which is now organized around each 
Challenge. (College of Engineering-Update) 

• Joint meetings of the College’s and departments’ climate and diversity committees to share information and 
best practices and to develop synergistic strategies and actions to foster diversity. (Eberly College of 
Science-Update) 

• Adding diversity-focused talking points to the Lion Ambassador tour scripts. (Division of Development and 
Alumni Relations-Update)  

• Cultural Competency Training (CCT), where all employees are engaged; CCT Train the Trainer, where 
knowledge is dispersed via training others. (“…designed to increase our employees’ Awareness, 
Knowledge, and Skill for working with a diverse patient population and workforce. It is required for all HMC 
Employees.”) (Penn State Hershey College of Medicine –Update [introduction]) 

• Incorporating assessment of cultural competency into the Climate Survey. (Penn State Hershey College of 
Medicine-Plan) 

• Exit interviews with graduating masters’ and Ph.D. students. (College of Information Sciences and 
Technology-Update)  

• Students from diverse racial/ethnic groups comprised 16% of the most recent first-year class; the recent 
hiring of faculty from underrepresented/underserved populations and women of international origin. 
(Dickinson School of Law-Update) 

• The welcome packet for new faculty. (Penn State Shenango-Plan) 
• Housing and Food Services providing diversity menus that are linked to a Campus program for the day. 

(Penn State Beaver-Update) 
• Featuring a nationally-recognized diversity expert in new student orientation. (Penn State New Kensington-

Plan) 
• Encouraging joint projects between faculty and students at New Kensington and universities in China. 

(Penn State New Kensington-Plan) 

Challenge 3: Recruiting and Retaining a Diverse Student Body 
Representation (Access and Success) 

 
Best Practices 

• Targeted recruitment of diverse students into areas of engineering based on understandings of the 
demographics of various fields; Women in Engineering Program Orientation (WEPO) and Multicultural 
Engineering Program Orientation (MEPO). (College of Engineering-Update) 

• Ability Athletics. (Intercollegiate Athletics-Update) 
• Incorporating links to Pulse Surveys throughout the University. (Student Affairs-Update) 
• Bunton-Waller Fellows Program and First Year in Science and Engineering House (FISE). (Eberly College 

of Science-Update) 
• Robust use of wage-payroll positions for students from diverse racial/ethnic groups to support their retention 

through financial means. (Libraries-Update) 
• The Bridge to Academic Success program, which addresses the social, academic, and emotional needs of 

at-risk students to improve their academic abilities and retention/graduation rates. (Penn State Hazelton-
Update) 

• In response to tuition increases, developing new ways to identify and award scholarship funding to 
students. (College of Education-Update) 

• The collaboration between the assistant dean for multicultural affairs and the associate dean for graduate 
studies and research in building a network of faculty and administrators at other institutions to enhance 
recruitment of top students from diverse racial/ethnic groups. (College of Communications-Update) 
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• The student peer-mentoring program, shown to positively impact retention. (Communications-Update) 
• Cultivation of partnerships with HBCUs and other institutions that serve underrepresented/underserved 

students. (Research and Graduate School-Plan) 

 
Potential Best Practices 

• The idea of developing a residence hall floor that will be a diversity-based living-learning community. (Penn 
State Altoona-Plan) 

• The proposed “Grow Your Own Philosophy” and pipeline strategy for recruitment, involving pre-college 
outreach to middle and secondary schools to attract more students into the fields. (Earth and Mineral 
Sciences-Plan) 

• Diversity training for part-time student employees. (Finance & Business-Update) 
• The strategic use of wage/intern staff and GAs for diverse students. (College of Information Technology 

Services-Update) 
• The Bridge to Engineering program, a recruitment and retention program for diverse students. (Penn State 

Hazleton-Plan) 
• The planned matching fund intended to diversify research teams by connecting faculty research projects 

and students. (College of Education-Plan)   
• The program “Tutoring Students from a Culture Different from Yours.” (Penn State Harrisburg-Plan) 
• Providing pre-college programs for at-risk students. (Penn State Brandywine-Plan) 
• Encouraging dual enrollment programs for underrepresented/underserved students. (Penn State 

Brandywine-Plan) 
• Creating brochures and Web resources for community groups and parents of bilingual students to assist in 

recruitment efforts. (Penn State Berks-Plan) 
• A development position partnered with the Office of Educational Equity to raise funds for scholarships for 

underrepresented/underserved student groups and diversity programs. (Division of Development and 
Alumni Relations-Update) 

• The Phone-a-Thon. (College of Information Sciences and Technology -Update) 
• Trustee Matching Scholarships and other merit-based awards for underrepresented/underserved students. 

(Eberly College of Science-Update) 
• Documenting the types of extensive personal contacts with prospective candidates and their families. 

(Dickinson School of Law-Update) 
• Providing child-care subsidies. (Penn State Shenango-Plan) 
• The pre-enrollment bridge program offering developmental instruction to adult learners, first-generation 

college students and other “at-risk” students. (Penn State Shenango-Plan) 
• The designation of a unisex bathroom on campus for transgender student use. (Penn State Shenango-

Update) 
• In-school application sessions with the application fee waived. (Penn State Beaver-Update) 
• Development of “Cultivating Underrepresented Students in Philosophy,” a program that brings students 

from underrepresented/underserved groups to campus while they are still undergraduates. (College of the 
Liberal Arts-Update) 

• The textbook assistance program; professional advising program; and summer scholarships for graduate 
students. (College of the Liberal Arts-Update) 

• The Paterno Liberal Arts Undergraduate Fellows Program, a cooperative effort with the Schreyer Honors 
College serving as a vehicle to advance underrepresented/underserved students. (College of the Liberal 
Arts-Update) 

• Infusing the international program by starting the “Diversity Competency Series” at Burrell High School. 
(Penn State New Kensington-Update) 

  



A Framework to Foster Diversity at Penn State 
Best Practices - Spring 2010 

Page 8 
 
Challenge 4: Recruiting and Retaining a Diverse Workforce 
 
Best Practices 

• The success in recruiting underrepresented faculty, which is linked to directors, department heads, and 
faculty contacting colleagues across the country. (Arts and Architecture-Update) 

• Expansion of locus of staff recruiting to include urban areas. (College of Engineering-Update) 
•  “Search and screen” diversity initiatives, e.g. use of discipline-specific professional networks to aid in the 

recruitment of underrepresented/underserved faculty and staff. (Penn State Harrisburg-Plan) 
• Including the assistant dean for multicultural affairs in all searches for diverse candidates. (College of 

Communications-Update) 
• The Law School has achieved major success in hiring diverse faculty and staff, demonstrating strong 

growth among diverse racial/ethnic, international, and women faculty. (Dickinson School of Law-Update) 

Potential Best Practices 

• Inclusion of a Diversity Affairs Committee member on all search committees. (Penn State Hazleton-Update) 
• Reviewing job descriptions of open jobs; providing travel funding for networking in the field; and robust 

diversity components in search procedures. (Libraries-Update) 
• The Diversity Intern Program, which hires recent Penn State graduates into an internship program with the 

intention of hiring this person at the end of their internship. (Finance & Business-Plan) 
• The implementation of a mentoring award. (College of Education-Plan) 
• Incorporation of diversity as a core competency when evaluating candidates clearly demonstrates that 

diversity is one of the values that define “excellence” for the unit. (Research and Graduate School-Plan) 
• Advertising nationally for full-time staff positions and targeting minority databases. (Penn State Brandywine-

Update) 
• Charging search committees with the responsibility of ensuring a diverse employment pool. (Penn State 

Brandywine-Plan) 
• Professional development offerings; family/life balance practices; mentoring programs; and community 

events. (Smeal College of Business-Plan) 
• The implementation of a “Succession Plan Program” for leadership progression. (Smeal College of 

Business-Plan) 
• A staff recognition program to recognize those individuals who advance diversity is being developed. 

(Intercollegiate Athletics-Plan) 
• The policy of assigning a “campus mentor” as well as a “discipline mentor” to new tenure-track faculty. 

(Penn State Mont Alto Update) 
• Having various strategies including the Abington-specific Predoctoral Multicultural Fellowship program to 

increase the numbers of faculty from diverse racial/ethnic groups recruited and retained in the ranks of full-
time continuing faculty. (Penn State Abington-Update) 

• The training module for supervisors and search committees for developing diverse applicant pools is widely 
available. (Penn State Altoona-Update) 

• Cultivating long-term relationships with potential faculty through invited talks and research collaborations as 
a recruitment strategy. (Health and Human Development-Update) 

• Utilizing “Hire Power: Strategies for Hiring Key Employee Talent.” (Dickinson School of Law-Update) 
• The appointment of “cultural mentors,” who are members of a similar cultural background for newly-hired 

faculty. (Penn State Shenango-Plan) 
• The use of the planned Community Council to recruit applicants from underrepresented/underserved 

groups, meet with candidates informally, and help new employees connect with diversity community 
organizations. (Penn State Shenango-Plan) 

• The College’s participation in the administrative fellows program. (College of the Liberal Arts-Plan) 
• Appointing a Diversity Advocate on each search committee for staff as well as faculty searches. (Penn 

State New Kensington-Update) 
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• It is encouraging to develop a guide that can serve to assist new hires in acclimating to the area, which will 
“highlight cultural and diversity assets.” (Penn State New Kensington-Plan) 

• The plan to develop a staff mentoring program comparable to the existing faculty mentoring program. (Penn 
State DuBois-Plan) 

Challenge 5: Developing a Curriculum That Fosters Intercultural and International Competencies 
Education and Scholarship 

 
Best Practices 

• The efforts of the faculty to bring a visiting Fulbright Scholar to campus to strategically diversify academic 
offerings. (Penn State Altoona-Update) 

• Planned efforts to increase educational experiences that develop international and intercultural 
competency. (College of Engineering-Plan) 

• Inclusion of the Race Relations Project module in a mandatory sophomore course. (Smeal College of 
Business-Update) 

 
Potential Best Practices 

• The commitment of 25%-30% of the Center for the Performing Arts programming to culturally diverse artists 
and groups. (Arts and Architecture-Update) 

• The Center for Intercultural Leadership and Communication (CILC), which serves the Campus community, 
local businesses, and non-profit organizations in promotion of multicultural awareness in the form of 
intercultural leadership and training programs. (Penn State Abington-Update) 

• Innovative and collaborative course development initiatives. (Schreyer Honors College-Update) 
• Potential collaboration between students in Business 321 and students at Buskerud University in Norway to 

experience and conduct research on a global perspective and the India Initiative, a program that is 
designed to attract international students from universities in India to baccalaureate IST programs at various 
Penn State campuses. (Penn State Hazleton-Plan) 

• Prioritizing diversity-related research when searching for new faculty hires and supporting graduate 
students who do the same. (College of Communications-Update) 

• Developing embedded trip courses (week long trips abroad with accompanying courses) through the 
International Studies Program. (Penn State Brandywine-Plan) 

• The mandatory global immersion program for MBA students. (Smeal College of Business-Update) 
• Formalizing memoranda of understanding with both U.S. and international universities to create dual 

degrees. (College of Earth and Mineral Sciences-Plan) 
• Women’s Issues Forum. (College of Earth and Mineral Sciences) 
• The new I-LEAP program planned for international first-year students. (College of Engineering-Update) 
• The goal that every student will participate in significant international experience; improving infrastructure 

and increasing support mechanisms to attain this goal. (College of Engineering-Plan) 
• The creation of the Medical Spanish course as an expected permanent course. (Penn State Hershey 

Medical Center and College of Medicine-Update)  
• The increase of courses that foster intercultural and international knowledge. (Penn State Behrend-Update) 
• Monitoring intergroup disparities in course enrollments and final grades for diversity-related courses. (Penn 

State Fayette-Plan) 
• Institutionalized professional development offerings on the topic of diversity for undergraduate and graduate 

student classroom assistants; endeavors developed and carried out through the Office of Learning 
Initiatives. (College of Information Sciences and Technology-Update)  

• The “Race Relations Project”; Use of peer facilitators in carrying out this project. (College of the Liberal 
Arts-Update) 

• Using technology to enable Campus students to interact with students at international universities.  (Penn 
State Shenango-Plan) 



A Framework to Foster Diversity at Penn State 
Best Practices - Spring 2010 

Page 10 
 

• The year-long country of focus program. (Penn State New Kensington-Update) 

Challenge 6: Diversifying University Leadership and Management 
Institutional Viability and Vitality 

 
Best Practices 

• The Minority Business Enterprise and Women Business Enterprise programs to increase the amount of 
business the University does with these vendors. (Finance & Business-Plan) 

• Including the assistant dean for multicultural programs in the executive leadership of the College and 
involving that position with the scholarship award process. (College of Education-Update) 

• The Leadership Workshop, designed to identify faculty members with administrative leadership potential, 
with special emphasis on faculty from underrepresented/underserved populations. (College of the Liberal 
Arts-Update) 

Potential Best Practices 

• Diversity-focused guidelines for searches. (Arts and Architecture-Update) 
• Training and mentoring sessions designed to build sensitive and effective leadership once faculty from 

diverse racial/ethnic groups are hired. (Libraries-Update) 
• Sponsoring women and other diverse staff for Leadership Hazelton, a year-long leadership development 

program; the annual Q&A of Campus Council and the Diversity Affairs Committee with department heads 
on the question: “What is your department doing to enhance diversity?” (Penn State Hazleton-Plan) 

• Adding “demonstrated experience with managing diversity” to position announcements and asking related 
follow-up questions during the interview process. (Penn State Harrisburg-Plan) 

• Implementation of a program for current Faculty Senate members to mentor faculty from diverse 
backgrounds for senate leadership positions. (Penn State Brandywine-Plan) 

• Attendance at the Academic Leadership Forum’s STRIDE workshop and encouraging participation in the 
Administrative Fellows program. (Eberly College of Science-Update)  

• The adoption of the College-level Administrative Fellows program. (Penn State Behrend-Update)  
• The administrative assistant internship program; College Leadership Workshop. (College of the Liberal Arts-

Plan) 
• Having the chancellor appoint a diversity advocate on each hiring committee. (Penn State New Kensington-

Update)  
 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
 
Best Practices 

• Efforts to support interdisciplinary research by connecting scientists, students, and faculty from across the 
university represents an integrated approach to organizational change through challenging artificial barriers 
among disciplines. (Research and Graduate School-Plan) 

• Placing the Minority Engineering Program and the Women in Engineering Program under the direction of 
the Office of Engineering Diversity and locating their offices near the Academic Excellence Center, 
Engineering Advising and Engineering Career Resources and Employer Relations. (College of Engineering-
Update) 

• Partnering with University Development to assure the resources to support and sustain diversity-related 
programs. (College of Engineering-Update) 

Potential Best Practices 

• External partnerships extend the effect of diversity efforts, such as the recruitment partnership with Charter 
High School for Architecture and Design in Philadelphia. (Arts and Architecture-Update) 
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• Partnering with other Penn State campuses to share diversity programming and resources. (Penn State 
Wilkes-Barre-Update) 

• New employee orientation programming that covers various aspects of diversity. (Finance & Business-Plan) 
• Leadership commitment to diversity; holding people accountable for substantive goals; good communication 

networks; community involvement; and promoting diversity outside of its own “territorial” borders. (Finance 
& Business-Plan) 

• The more broadly participatory approach to planning efforts; the inclusion on the Strategic Planning 
Steering Committee of members with interest and experience in diversity issues. (College of Education-
Plan) 

• Establishment of the Campus Cabinet for Diversity Engagement as a cabinet-level organization reporting 
directly to the Chancellor. (Penn State Greater Allegheny-Plan): 

• SRDP accountability incorporates diversity-related activities; recognition and reward for diversity-related 
involvement and programming. (Intercollegiate Athletics-Update) 

• Developing the diversity training module for advisory board members. (Penn State Altoona-Update) 
• Established partnerships with HBCUs and Minority Serving Institutions have the potential to increase 

underrepresented graduate students and research faculty. (Eberly College of Science-Update)  
• Inclusion of staff from a variety of positions, units, and campus locations within the division in the division’s 

diversity planning. (Division of Development and Alumni Relations-Update)  
• Including specific activities on the Faculty Activity Report (FAR) that relate to diversity. (Penn State New 

Kensington-Plan) 
• The goal of building collaborative relationships with faculty; partnerships uniting faculty and student groups 

in diversity-focused curricular and extra-curricular initiatives. (Student Affairs-Update) 

 


