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Status Report 

February 1, 2023 
 

 
Institutional Commitment, Transparency, Coordination, and Accountability 

Leadership Commitment  
 

 Objective Lead Status  
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1.2b The Cultural Center Assistant Dean is a new position in Student 
Life (Fall 2022) that will, in part, seek to connect with colleagues 
�Z�R�U�N�L�Q�J���R�Q���W�K�H���S�O�D�Q���W�R���H�Q�V�X�U�H���W�K�H���&�H�Q�W�H�U�¶�V���G�L�Y�H�U�V�L�W�\���D�Q�G���L�Q�F�O�X�V�L�R�Q��
efforts complement other efforts around the University.  
 

1.3 Establish clear expectations for 
the support of campus diversity, 
equity and inclusion goals in all 
administrative and academic 
units, from the department level 
to the Board of Trustees, and 
prioritize sufficient and 
sustainable resources for this 
work. 
 

Cabinet Work in 
Progress 

1.3a 
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Institutional Commitment, Transparency, Coordination, and Accountability 
Transparency, Assessment and Accountability   

 
1.5 Incorporate a component for 

departmental, divisional and 
college leaders to reflect and 
share information about their 
area(s) contributions to diversity 
and inclusion efforts via the 
Annual Planning and Reporting 
process. 
 

Cabinet  
Deans 

Work in 
Progress 

1.5a �7�K�H���8�Q�L�Y�H�U�V�L�W�\�¶�V���$�Q�Q�X�D�O���5�H�S�R�U�W�L�Q�J���S�U�R�F�H�V�V���Q�R�Z���L�Q�F�O�X�G�H�V���D���'�(�,��
strategic plan reporting module. Departments, divisions and 
colleges yearly 

https://www.scranton.edu/about/diversity-inclusion/communications.shtml
https://www.scranton.edu/about/diversity-inclusion/communications.shtml
https://www.scranton.edu/about/diversity-inclusion/communications.shtml
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inclusion information, and 
ensure that content related to 
diversity, equity and inclusion 
activity and policies is current. 

1.13 Build a dedicated, searchable 
web location (page, app) for 
campus constituents to view 
and register for diversity and 
inclusion trainings and 
events. 

Garcia 
Rivera 
Zaboski 

Completed 
and 
Regularly 
Updated 

1.13a 
See website: 
https://www.scranton.edu/about/diversity-
inclusion/index.shtml 

 
 

1.14 
Utilizing methods to raise 
awareness and increase 
participation in diversity and 
inclusion programs, services, 
and initiatives through 
increased marketing.  

Garcia 
Maldonado 
Rivera 
Zaboski 

Completed 
and 
Regularly 
Updated 

1.14a 
External Affairs, with information collected by Academic 
Affairs, Student Life and the Office of Equity and Diversity 
���³�2�(�'�´�������F�R�Q�W�L�Q�X�H�Vvera

https://www.scranton.edu/about/diversity-inclusion/index.shtml
https://www.scranton.edu/about/diversity-inclusion/index.shtml
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the 50th Anniversary in Co-Education Committee, to 
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2.1f ROCK (Royals of Color Kickoff) early arrival program 
expanded in August 2022.  This program for new students of 
color was a key aspect of efforts to positively impact retention, 
persistence, and sense of belonging for these students.  The 
feedback from both new students and mentors has been positive, 
with students sharing that the program helped them feel more 
connected and comfortable on campus.  The Multicultural 
Center also led an effort to check in with students throughout 
the year, including ROCK reunions throughout the semester.  
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linked to the first-year 
experiences, Royal Reads, 
Passport and Tapestry. 

syndrome, identity privilege, oppression bias, 
unconscious bias, bystander intervention and/or self-
care are being planned to add to a comprehensive plan. 

2.4 Develop and require a 
diversity and inclusion 
orientation module for new 
students that includes topics 
such as allyship, identity, 
imposter syndrome, identity 
privilege, oppression bias, 
unconscious bias, bystander 
intervention and/or self-care. 

Rivera Work in 
Progress 

2.4a 
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2.11 Enhance mentoring 
programming for students of 
color to support their sense of 
belonging, and increase 
retention and graduation 
rates. 
 

Cosacchi 
Garcia 
Maldonado 
Rivera 
Zottola 

Work in 
Progress 

2.11a �7�+�5���9�(�¶�V���S�H�H�U���P�H�Q�W�R�U�V�K�L�S���S�U�R�J�U�D�P���N�Q�R�Z�Q���D�V���*�8���'�(��
continues this year. In coordination with the Cultural Centers, 
GUIDE has been expanded to invite first-generational students 
as well as students of color to participate.  Through one-on-one 
and small group meetings with students, GU1DES ease the 
college transition by helping with questions or concerns, 
sharing tips and tricks about the college experience, and 
connecting students to on-campus resources.  

2.11b Partners in Learning, Leadership, and Reflection (PILLAR) is a 
pedagogical partnership program that pairs students with 
faculty to create, support, and enhance inclusive learning 
environments that encourage and value all learners, which is in 
its third year and expanding.  
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The Academic Experience 

Curriculum    
 
3.1 

Through F
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respect for that diversity. 
�t Criminal Justice & Sociology- Dr. Rich developed her Race 

and Ethnic Relations course to include more online 
educational resources from a diversity of underrepresented 
scholars, including women and people of color and the 
intersections between those marginalized social groups. 
The d
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3.4c �.�6�2�0���L�V���Z�R�U�N�L�Q�J���R�Q���F�R�Q�V�X�O�W�L�Q�J���S�U�R�M�H�F�W���I�R�U���W�K�H���+�R�P�H���%�R�\�¶�V��
Project in California. 

3.4d Counselling and Human Services curricula are aligned with 
diversity, equity, and inclusion. Through community-based 
learning, practicum, and internships, students have the 
opportunity to more fully understand diversity, equity, and 
inclusion in and through community service preparing them for 
an increasingly diverse world. 

3.4e The Counselors 4 Social Change Graduate Club was founded 
by four student leaders in the Clinical Mental Health 
Counseling program interested in current social justice issues 
and working towards diversity, equity, and inclusion within the 
campus community, profession, and communities at large.  The 
club is committed to providing accessible 
information/opportunities to assist graduate students in learning 
about various social justice topics through dialogues and other 
activities.  

3.5 Incorporate diversity, equity 
and inclusion programming in 
Passport and Tapestry 
programs for non-first year 
students.
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Diversity, is working to ensure
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3.13 Dedicate funding for 
reading/discussion groups 
that address diversity and 
inclusion,

https://www.scranton.edu/equity-diversity/equity-diversity-inclusion.shtml
https://www.scranton.edu/equity-diversity/equity-diversity-inclusion.shtml
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CAS College:  
�t Chemistry-Contributed to growth of its capacity to model 

and support diversity through strategic recruitment, hiring, 
and retention practices that increase representation and 
improve retention of diverse populations, with emphasis on 
hiring for diversity amongst our faculty and staff 

�t Biology- Continued to self-educate and expand the diversity 
of their applicant pool for faculty searches. Biology faculty 
have been active participants in reading groups and 
discussions on antiracism, implicit bias, and related issues. 
Several participated in the PILLAR Program. The 
Department Committee on Diversity in Hiring organized two 
days of workshops on hiring practices in STEM.  

4.2 Engage with the local 
Scranton community to 
expand awareness and access 
to off-campus community 
resources for newly hired 
faculty and staff. 
 

Tetreault 
Zaboski 

Work in 
Progress 

4.2a Human Resource and the Office of Community Engagement & 
Government Affairs continue to work together to identity 
community group for staff recruitment. 

4.2b �$���Q�H�Z���³�O�R�F�D�W�L�R�Q�´���S�D�J�H���L�V���D�Y�D�L�O�D�E�O�H���W�K�U�R�X�J�K���W�K�H���³�$�E�R�X�W���8�V�´��
section of the website. Future updates to the site will increase 
information about DEI-related resources in the regional 
community.  

4.3 Develop and implement 
strategies to monitor new 
employee connections to 
campus early and often 
during their first year. 

Garcia 
Maldonado 
Tetreault 

Work in 
Progress 

4.3a The Office of Equity and Diversity and the Office for Human 
Resources has started a 90-day touch point meeting with new 
hires to obtain feedback and to provide additional resources, 
support, information and a creation of a community. 
 

4.4 Expand anti-racism and 
other training for faculty and 
staff though both University- 
developed and external 
opportunities, addressing 
training gaps that emerge 
through needs assessments 
and other analyses. 
Determine appropriate 

Garcia 
Maldonado 
Tetreault 

Year 3 4.4a  



Page 18 of 27 
 

methods to address non- 
compliance with employee 
training requirements. 

4.5 Increase and encourage 
employee participation in 
diversity, equity and 
inclusion activities, both on 
campus and through external 
professional development, 
experiences, conferences, 
and workshops, including 
more widespread 
participation in the AJCU 
Anti- Racism Examen across 
campus units. 

Cosacchi 
Garcia 
Maldonado 
Tetreault  

Work in 
Progress 

4.5a As noted above, faculty and staff have several opportunities for 
professional development as a result of programming, trainings, 
development days, etc. offered by the University, in addition to 
some funding for external workshops and conferences. 

4.5b Dean and Vice Presidents had identified folks who are 
interested in DEI professional development opportunities for 
their faculty and staff. The DEI Strategic Plan budget includes 
funds to promote additional professional development. 

4.5c Mission and Ministries has committed to expanding its offering 
of the AJCU Racial Examen across campus units, and to start 
developing other DEI related Examens for faculty, staff and 
students. 

4.6 Evaluate the current 
employee exit interview 
process to assure it is 
comprehensive and completed 
in a systemic and equitable 
manner. 
 

Tetreault Work in 
Progress 

4.6a Human Resources has updated the staff exit interview 
questionnaire to expand the conversation on campus culture 
and inclusivity. 

4.6b Human Resources will continue to review the method and 
format of data collection to improve reporting and assessment. 

4.6c Human Resources will work with Academic Affairs to explore 
the opportunity to include separating faculty in the exit 
interview process.  

 

The Faculty and Staff Experience 
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diversity and inclusion, and 
provide guidance and tools 
to support these areas of 
work. 

 
  

4.8 Expand mentorship 
programs for faculty and 
staff from diverse 
backgrounds to connect with 
other campus leaders and 
peers to support their 
welcome and experience in 
University life. 

Cosacchi 
Garcia 
Maldonado 
Tetreault 

Work in 
Progress 

4.8a The Leads started to meet the Fall of 2022 to begin working 
and planning on the development of an orientation model for 
all staff and faculty. The group incorporated this objective in 
the conversation as they tie together. 
 

4.9 Encourage and provide self-
assessment resources for 
employees to help determine 
readiness, strengths and 
opportunities for their own 
growth, and their ability to 
support diverse student 
needs, including through the 
work of Human Resources 
and The Jesuit Center. 

Cosacchi 
Tetreault 

Year 3 4.9a  

 
 

Student Recruitment, Enrollment and Retention 
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reviewing shared areas of 
support for diversity, equity 
and inclusion to address 
gaps and avoid duplication 
of resources. 

5.1b Ongoing collabo TJ

ET
6c8.98 63.24 rn 
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5.5 Review existing admissions 
policies and procedures to 
identify best practices to 
connect with and support 
admission for underserved 
student populations. 
 

Zottola Work in 
Progress 

5.5a In addition to the assessment and improvement of financial 
aid awarding policies and impact on underrepresented and 
underserved students, the admission team is exploring best 
practices to attract and enroll a student body more 
representative of the world around us. Recent changes to 
increase financial aid opportunities among test optional 
candidates and use simplified language regarding the 
admission process promote increased access for 
underrepresent students.  

5.5b The Retention office hosted a professional development 
�R�S�S�R�U�W�X�Q�L�W�\���I�R�U���W�K�H���8�Q�L�Y�H�U�V�L�W�\�¶�V���U�H�W�H�Q�W�L�R�Q���F�R�P�P�L�W�W�H�H���D�Q�G���R�W�K�H�U��
campus colleagues.  The webinar is Latino/a students - Data 
Based Initiatives to Increase Enrollment, Retention and 
Support.  Se





http://www.scranton.edu/livingwage
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create strategies to address 
them. 

living wage/socio-economic challenges on communities of color. 
The report will serve as a CBL teaching tool as well as a 
community resource for the near-future. Follow-up will also 
continue with community agency leaders, the Scranton Area 
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6.6e CEEPS: Collaborated with the new Center for Ethics and 
Excellence in Public Service on an introductory workshop on 
diversity, equity and inclusion for NEPA government officials 
and staff on August 31  

6.7 Collaborate with the City of 
Scranton and civic entities to 
discuss issues our students, in 
particular, those from 
underrepresented groups, 
experience in the community. 

Schumacher-
Cohen 
Zaboski 

Work in 
Progress 

6.7a �&�R�P�P�X�Q�L�W�\���5�H�O�D�W�L�R�Q�V�������7�K�H���6�F�U�D�Q�W�R�Q�¶�V���6�W�R�U�\���S�U�R�M�H�F�W���L�V���E�U�R�D�G�O�\��
inclusive and involves community partners such as the Black 
Scranton Project and the Lackawanna County Immigrant 
Inclusion committee. 
 

6.8 Building upon existing college 
preparatory and learning 
enrichment initiatives, identity 
ways to expand programming 
for underrepresented K-12 
students in northeastern 
Pennsylvania. 
 

Maldonado 
Schumacher-
Cohen 
Zaboski 

Work in 
Progress 

6.8a 
KSOM Business High School Program has provided over 400 
credit hours to a diverse group of local students from 19 area high 
schools. Approximately 35 percent of these students have 
matriculated to Scranton upon graduation from high school. 

6.8b 
SMART Mentoring Program to resume in spring 2023 
with Scranton High School students.  

6.8c �&�R�P�P�X�Q�L�W�\���5�H�O�D�W�L�R�Q�V���&�%�/�����:�R�U�N�H�G���Z�L�W�K���0�D�U�\�Z�R�R�G�¶�V���6�7�$�5�6��
program for Latinx youth to provide enrichment activities such as 
visits to the Hope Horn Gallery and presentations on Hispanic 
Heritage Month by CAS faculty (Curiel). Also resumed work 
�Z�L�W�K���8�1�&�¶�V���/�,�7���S�U�R�J�U�D�P���D�Q�G���L�Q-school programming with 
McNichols Plaza Elementary. Coordinated 3 new programs with 
Scranton High and Northeast Intermediate, including visit of 
Slattery fellow (Elizabeth Hinton) to Scranton High to talk about 
race/policing; Curtis Zunigha to Northeast during Native 
American Heritage Month; and coordinated story exchange 
�D�U�R�X�Q�G���³�E�H�O�R�Q�J�L�Q�J�´���Z�L�W�K���1�D�U�U�D�W�L�Y�H�������D�Q�G���&�$�6���I�D�F�X�O�W�\�����*�U�H�W�W�D�Q�R��
and Willenbrink) at Scranton High. 

6.8d 
Performance Music has begun to restart outreach to regional 
high schools in connection with guest artists hosted on campus 
and in support of regional music programming. The pandemic 
had placed many of these activities on hold.  




