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Summary 
An overview of the creation of the IDEA (Inclusion, Diversity, Excellence, and Advancement) Student Center at the Jacobs 
School of Engineering. The IDEA Student Center focuses on recruitment, retention, and enrichment of students in the 
areas of diversity and inclusion, leadership, and outreach. From conception to execution, the key components that made 
our first diversity center successful within less than 1 year's time which other schools might be able to utilize this 
information in their own future plans for a specialized, student focused center. 
 

Idea and Proposal 
Our dean set a mandate to create a new diversity center for the school of engineering. Having diverse students does not 
always mean diversity of thought exists as well. Our senior leadership saw the value in a diversity center, and the 
steering committee saw the need. I have a passion for promoting inclusion and diversity and jumped on the opportunity 
to help create a diversity center for our engineering school. Some LUCK (Labor Upon Correct Knowledge—otherwise 
known as when proper preparation meets opportunity) was combined with this heartfelt enthusiasm to spark the 
creativity which spurred into an engineering specific diversity center. 
 

My first step was to create a proposal/white paper to communicate a solid vision for the center. Instead of reinventing the 
wheel, I looked to other schools to see what programs they sponsored in their engineering specific student services 
offices that were successful. Diversity programs and engineering career advising were prominent at other schools and a 
definite area of opportunity for the Jacobs School. After researching other top engineering schools, we saw a trend in the 
functions that their engineering student services provided. Recruitment, retention, and enrichment across the focus areas 
of diversity and inclusion, leadership and professional development, and outreach were common themes discovered in our 
research of other universities. When we applied the motifs against our current programs, we realized that the Jacobs 
School was indeed strong in these fields. We were doing fantastic programs, but there was no centralized effort on the 
diversity front.  
 

Formation of a Diversity Center 
The Diversity Advisory Council is a volunteer group of faculty, students, staff, alumni, and industry who advise the dean 
on the development of school-wide diversity and climate initiatives and resources. The IDEA (Inclusion, Diversity, 
Excellence, and Advancement) Center was formed by a subcommittee of the Diversity Advisory Council.  
 

Together, the Diversity Advisory Council outlined the mission for the IDEA Student Center – “The IDEA Student Center 
promotes Inclusion, Diversity, Excellence, and Advancement amongst undergraduate and graduate students across the 
Jacobs School of Engineering. With a focus on outreach, recruitment, retention, and research, the center supports the 
mission of the Jacobs School by fostering the growth of diverse innovative technology leaders for today's global society.” 
 

With a solid mission in place, our vision was expanded into 3 pillars of outreach and recruitment, retention, and research 
support. 
 

Keys to Success 
In John Kotter’s text, Leading Change, 8 components contribute to the successful implementation of change.  

1. Create urgency 
a) Dean’s mandate 

2. FORM A POWERFUL COALITION 
a) Faculty, staff, students, alumni, and industry 
b) A forum for all who wanted to volunteer could participate 

3. Create a vision for change 
4. Communicate the vision 
5. Remove obstacles 

a) Staff changes 
6. Create short-term wins 

a) Deadline 1 Year 
b) Focus on combining efforts  
c) Enhancing programs which we already did well 

7. BUILD ON THE CHANGE 
a) Innovate 
b) The idea of continuous improvement 

8. Anchor the changes in organizational culture 
9.  

Many factors contributed to our success. Hopefully your university, department, or company can take our center as a 
model for your own future achievements.  



PASSION
LUCK – Labor Upon Correct Knowledge (Proper preparation meets opportunity)

Senior leadership open and committed to change

Idea and Proposal
Formation of a Diversity Center 
Keys to Success – Empowering you to lead the change
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“Diversity students” does not equal diversity of thought

We did not have it, YET!!!
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Recruitment – Getting students 
Recruiting high potential students

Retention – Educating students
Educational and leadership opportunities helping students succeed while in school

Enrichment – Preparing students
Priming students to excel outside of school (workforce or graduate school)

We had many great programs, but no central coordinated effort. 
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The Diversity Advisory council is a volunteer group of faculty, students, staff, and industry who advise the 
dean on the development of school‐wide diversity and climate initiatives and resources. 

3 Pillars
Outreach & Recruitment

Increase K‐14 student knowledge and interest in engineering and motivate them to pursue higher education 
in an engineering field
Increase the number of African American, Hispanic, Native American, and female students that apply to and 
enroll in the Jacobs School of Engineering.

Retention
Summer Programs

“Promote a high level of collaborative learning amongst the student community to achieve positive 
outcomes such as improved academic performance, improved retention, enhanced student 
satisfaction with the learning experience, improved oral communication skills, and higher student 
self‐esteem.”*

Engineering Excellence
Add value to students’ individual knowledge, skills, abilities, and attitudes.

Health and Wellness
Promote the healthy well‐being of Jacobs School students, faculty, and staff

Research
To promote participation of underrepresented minorities in the Jacobs School research program 
and diversity related research as a means of enhancing academic performance, developing key 
relationships, and increasing retention.

3 Pillars
Outreach & Recruitment
Retention
Research Support
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1. DEAN’S MANDATE
2. Form a powerful coalition – ALL VOLUNTEERS, 

TEAMWORK
a) Faculty, staff, students, alumni, and industry
b) Provided a forum for all to participate

3. Create a vision for change
4. Communicate the vision
5. Staff Changes
6. Create short‐term wins – DEADLINE 1 YEAR
7. Build on the change – MADE something where people 

could gather all of their great initiatives in 1 place
a) After every win, analyze what went right and what needs 

improving
b) Set goals to continue building on the momentum you’ve 

achieved
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c) Kaizen: the idea of continuous improvement

5. Anchor the changes in organizational culture

http://www.mindtools.com/pages/article/newPPM_82.htm
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IDEA Student Center retention programs are available to all Jacobs School undergraduate 
students, however, the goal is to increase the retention and graduation of historically 
underrepresented groups in engineering.

The Center is implementing programs that have shown, through education research, to 
increase the retention of minority students in STEM fields (Mentoring, Social & Cultural 
Integration, Research involvement)

7



The staff is advised by the Jacobs School Diversity Advisory Committee and the IDEA 
Student Center Faculty Executive Committee.

Terrance Mayes serves as the Director of the Jacobs School IDEA Student Center. Terrance 
has over 12 years of educational leadership experience ranging from K‐12 to Higher 
Education in both the public and private sectors. Prior to his current role, Terrance served 
as the Director of Student Affairs and Alumni Relations for the Electrical & Computer 
Engineering Department at the Jacobs School. In that role he oversaw the recruiting, 
admissions, and advising for the largest graduate program on the UC San Diego campus. He 
also directed the undergraduate affairs unit and coordinated several faculty committees.

Terrance earned a Bachelor of Science degree in Communication and a Masters of Science 
degree in Organizational Leadership. He is currently pursuing a Doctorate in Educational 
Leadership at UC San Diego. In his role as Director of the IDEA Student Center, Terrance is 
responsible for the strategic vision and direction of the Center. He will manage; program 
development and implementation, grant proposals, scholarship programs, and serve as a 
diversity liaison to the academic departments and faculty.

‐‐‐‐
Gennie Miranda is the new Assistant Director & Retention Coordinator for the Jacobs 
School IDEA Student Center. Gennie has over ten years of professional experience in higher 
education, including; student and academic affairs, fiscal management, and program 
development. Most recently, Gennie served as the Lead Graduate Advisor in the Electrical 
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& Computer Engineering department, here at the Jacobs School. In that role, she oversaw all 
aspects of graduate student advising and facilitated the day‐to‐day operations of the unit. 
She also developed and implemented successful recruitment and retention programs, 
designed to improve graduate student life and reduce attrition.

Gennie has earned a Bachelor of Science degree in Psychology and a Master of Arts degree in 
Education, with a concentration in Educational Leadership. In her new role as, Assistant 
Director of the IDEA Student Center, Gennie will be responsible for the coordination and 
evaluation of retention programming including; mentoring, tutoring, professional/career 
development, and academic advancement. She will also manage the Jacobs Scholars 
program including assisting with the recruitment and selection process.

Melinda Beyerle is the new Student Life Coordinator for the Jacobs School IDEA Student 
Center. Melinda recently served as the the administrative assistant for the Engineering 
Student Services office at the Jacobs School. As the Student Life Coordinator, Melinda serves 
as the primary advisor to 29 engineering student organizations including the Triton 
Engineering Student Council (TESC) and the Jacobs Graduate Student Council (JGSC). She also 
serves as the administrator of the Dean's Matching Project Funds program and serve as 
editor of the weekly IDEA Student Center electronic newsletter, "News You Can Use".
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22 scholars selected, out of 89 applications
All scholars are either first‐generation to attend college or from a historically 
underrepresented group or both.

The goals of the program were to foster a sense of community, build awareness of campus 
programs and resources, and provide tools to aid in the transition from high school to 
college.
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Executive Summary:  
Learning: not just for the young but the young at heart 
 
Shelley M. Samuels, Career Advisor,  
Golden Gate University Office of Career Planning 
Graduate Student, Department of Counseling,  
San Francisco State University 
San Francisco, CA 
 
Problem Statement: 
Aging baby boomers and mature workers often face age discrimination in 
employment. Yet, with older adults anticipating working an additional 25-30 years, 
they need support, guidance, and career development opportunities. Education is no 
less a powerful tool for mature adults than for 20 year-olds; earning a degree can 
provide the confidence these adults need to approach job change. 
Goals: 
For my project, I will examine the intersection of aging and diversity in the U.S.  I 
will discuss methods to enhance educational experiences and career development 
for older adults, and how to attract and work with these adults in a college setting. 
Methodology: 
For this project I researched the demographic of baby boomers and older workers, 
their participation in higher education and the workforce relating to demographic 
specific issues and barriers, including current programs. I discussed possible ways 
of designing and incorporating services for older students with Career Development 
staff and some current mature students at the university, and drafted several plans 
for programming. I conducted outreach through our departmental newsletter and 
the university alumni association. 
Results: 
Research confirmed that older students were an underserved population in general 
and at our school. Determined that initial effective program would be a bi-weekly 
targeted support group format. Designed a group with a special focus on older 
students and mature professionals. Received strong interest from students, alumni 
and staff. Sixteen people expressed interest in participation. 
Key Points: 
Presentation outline 

1. Who? What is a boomer and why do I have to hear about them 
2. Why? Advantages for Schools and Employers 
3. What? Solutions, Programming and Outreach 
4. How & When: Next Steps and Resources 

Recommendations: 
Older students, as represented by the 78 million baby boomers in the U.S., are an underserved 
population that are very responsive to outreach and programming. Colleges, especially career 
offices, should develop programming targeted to this population. Specific programming both to 
enhance older students’ participation in the college experience and to create a supportive 
environment at schools represents a useful recruiting tool. 
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MPACE Conference 2011
Portland, OR

Shelley M. Samuels
Career Advisor

Golden Gate University, San Francisco, CA

1. Who? What’s a boomer and why do I have 
to hear about them?

2. Why? Advantages for Schools and Employers

3. What? Solutions, Programming and 
Outreach

4. How & When: Next Steps and Resources

What’s a Boomer and Why do I 
Have to Hear About Them?
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 White
Today 77%
2050 55%

 Black
Today 10%
2050 12%

 Hispanic
Today 8%
2050 22%

 Asian
Today 4%
2050 9%

Americans over 50: A Changing Group 

“I don’t want to quit working. 
It’s magic.”

- Cher, 64

G
E
N
E
R
A
T
I
O
N
S

AARP, 2007
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The Myth of Retirement

Retirement vs. forced retirement

Or Victims of chronological racism?

Older Workers: Breaking Barriers and Setting trends:
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Advantages for Schools and Employers

Who is in School? do the math!
More students over age 25 enrolled in school
 Fall 2010 15% of all undergraduates = age 25+ 
 2002-2009 enrollment of students under age 

25 =     + 27%
 2002-2009 enrollment of students over age 

25 =      +43 %
 2010-2019 projected rise for students 

over age 25 = +23%
 2010-2019 projected rise for students

under age 25= + 9%
--National Center for Education Statistics, U.S. News and 
World Report

Who markets to older students?

Who is on your site?
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Or actual mature students?

New Ways of Working

Second career
Portfolio career
Encore career
Adult learners

“A woman is not old, as long as she is 
seeking something”

--- Jean Rostrand

Solutions: Programming and Outreach
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Program Solution:
Steps:
 Define ways to serve and 

attract older students
 Plan group to include 

current students and 
alumni

 Advertise
 Positive response:. “Most 

career advisors do not 
know what to do with us 
Boomers, and I so 
appreciated speaking with 
someone who actually felt 
that Boomers had 
something to offer.”

SPECIAL CHALLENGES:

 Language

 Appropriate images

 Jargon

 Technology

GGU’s Professional & Mature 
Student Group
Group Topics:
 Understanding the 

generations

 Social networking

 Leveraging your 
experience

 Working with Gen X and Y

 Resumes for older workers

 Ageism

 Second careers

 Skill Analysis

 Role plays: interviewing

“There are many of us 
40+   students who NEED 
to get hired. We are 
putting in the effort to 
obtain advanced 
education and training. 
We just need a fighting 
chance.” 

-Graduate student, Golden 
Gate University

Next Steps and Resources
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RESOURCES AND PROGRAMS

Age is  nothing but experience, 
but some of us
are more experienced
than others

--Andy Rooney

Shelley M. Samuels
Ssamuels@ggu.edu
SMSSage8@gmail.com
Artemesia8@sbcglobal.net



Cat Saunders 

MPACE CMS Recipient 

Executive Summary 

Problem Statement ‐ This research project aimed to address how to best provide culturally competent 

career counseling to LGBT individuals. The specific needs of LGBT people of color and LGBT young adults 

were also addressed.  

Goal ‐ The goal of the project was to create a guide that could provide career counselors with 

information on how to best serve LGBT clients.  

Methodology ‐ This research project was comprised of a literature review aimed at developing an 

understanding of the needs of LGBT clients that must be addressed when conducting career counseling.  

Key points ‐ The guide starts by addressing how career counselors can create an LGBT affirming 

environment. The guide frames how counselors can best prepare themselves counseling with LGBT 

clients. The guide then addresses specific interventions and strategies that can be used. 

Results ‐ Interventions that counselors should be aware of include becoming aware of how social 

stigmatization influences LGBT career development, helping clients overcome internalized negative 

stereotypes, discussing how to disclose sexual minority status on the job, becoming aware of LGBT 

professional resources, and connecting LGBT clients with local and national LGBT networks of 

professionals. Regarding LGBT young adults, research suggests that a limited amount of psychological 

energy can be committed to any one aspect of identity, so career development may be affected by 

psychological energy being devoted to sexual identity development. Therefore assessing where clients 

are placing the majority of their psychological energy and helping provide social support is important 

with this population. Since LGBT people of color face discrimination both from mainstream culture and 

LGBT subculture based on ethnicity and from ethnic communities based on sexual orientation, 

addressing both identity management and discrimination management strategies is especially critical. 

Recommendations ‐ This guide was designed to serve as an introduction to topics that may arise when 

working with LGBT clients and to expose career counselors to specific interventions and strategies that 

can be used with this clientele. For access to the guide, please visit www.catsaunders.com. To become 

even more familiar with the needs of LGBT clients, the author encourages readers to seek out local or 

national LGBT professional organizations to find out more information.  
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Bias toward will have an impact on interventions that the individual career counselor 
chooses to use 

counselor may assume maladjustment or pathology when LGBT clients show 
interest in stereotypical occupations for LGBT persons; as a result, the counselor 
may attempt to facilitate explorations in or gender‐traditional or “heterosexual” 
interests 

counselors who cannot be gay and lesbian affirmative in their attitudes are ethically 
required to acknowledge their limits and to consult with an LGBT expert or refer the 
LGBT client to a counselor who has experience with sexual minorities (Pope & 
Tarvydas, 2002). However, referral should not be used as an escape from striving for 
growth in proficiency.

4



Some LGB clients may desire to develop more “gender‐appropriate” interests or to explore 
career options that are stereotypical for LGB persons.
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important that career counselors understand and appreciate the impact of these 
messages on their LGBT clients
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As simple as it may seem, talking openly with clients about issues of employment 
discrimination is very important. 

Lesbian women face two forms of discrimination in U.S. society: sexism and heterosexism

Career counselors who fail to recognize this and do not assist their clients in coping 
with this reality do a disservice to their clients
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critical that counselors become aware of resources that they can use to connect 
LGBT clients to professionals within their community
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career interventions aimed at assisting LGBT young adults should take into account 
how career and sexual identity development may be influencing each other, rather 
than examining one aspect of development as isolated from the other 

early stages of sexual identity development, characterized by high levels of 
internalized homophobia, fewer social supports, and higher levels of distress 

By knowing where individuals are focusing their energy, counseling professionals 
can attend to what is most salient for them and begin to try to help them allocate 
resources to other areas that are in need of attention

social support has been identified as a necessity in career exploration and decision 
making among LGBT individuals 
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Zak Sheerazi-Summary Report 

Rationale: 
One of the goals stated in Cal Poly’s annual goals & objectives report for their career center stated that they wanted to 
utilize technology in connecting and serving students. A subset goal under this main objective calls for the career center to 
explore integrating new career resources and applications to better serve students i.e. interview stream, career video 
support. As part of this exploratory stage for using technology, I implemented a 3-week trial where students were able to 
have career counseling sessions completed via Skype. With a ratio of 1 career counselor for every 3,000-8,000 students 
and the need to service as many students as possible, Skype could be a tool to reach more students. With that said, I 
wanted to see if students and career counselors felt that the Skype sessions were just as effective as in-person sessions. 
 
Parameters: 
In-order to see the efficacy of utilizing Skype for career counseling sessions, the students who participated needed to have 
seen a career counselor at least once before participating in the Skype trial run. The rationale behind this was that I wanted 
students who could compare and contrast both experiences (Skype vs. In-person career sessions). I was able to get 4 out 
the 6 career counselors to volunteer their time to conduct Skype career counseling sessions (College of Liberal Arts, 
Science & Math, Food & Agriculture, Business). Additionally, I was able to conduct 3 career counseling sessions using 
Skype. 
 
Marketing: 
I employed a 2-prong approach for marketing this 3-week trial service. First, I had our front office staff that is in charge of 
making appointments let students who called in know about this limited time service. Secondly, I put advertisements on 
the career center’s Facebook page and career center website. Of the 13 participants only 1 participant had called from 
seeing the on-line marketing placement. 
 
Outcomes: 
Originally I had thought students who were eligible for the trial run(repeat visitor & in the corresponding career counselor 
college) would be very excited about the opportunity of being able to meet with a counselor from the comfort of their 
home or any other location. What I found was initially students were hesitant or not interested in speaking with a career 
counselor via Skype. Out of roughly 25 students we had asked to participate in this trial, 13 had agreed. Of the 13 
attempted Skype career counseling sessions 11 were completed. 2 of 13 were not conducted via Skype do to technology 
complications. Of the 11 completed Skype sessions, 10 responded to the questionnaire that was sent to them. Overall, it 
seems that students liked using Skype, but would prefer to come in and actually sit with their career counselor. The career 
counselors felt that utilizing Skype in some capacity would be great, but that the technology complications need to be 
worked out. 
Skype Questionnaire for Students: 
1. Do you feel that skyping with your Career Counselor was helpful? Yes 90%, Somewhat 10% 

2. Do you feel that Skyping with your Career Counselor was as effective as coming in and seeing them at the 

career center? Yes 40%, Somewhat 50%, No 10% 

3. Was this service convenient/user friendly? Yes 70%, Somewhat 30% 

4. Would you use the Skype career service again? Yes 90%, Maybe 10% 

5. Would you prefer to Skype or come into the career center? Career Center 60%, Skype 40% 

Skype Questionnaire for Career Counselors: 
1. Do you feel that Skyping with your student was as effective as meeting with them in person? Yes 25%, 

Somewhat 50%, No 25% 

2. Was Skyping convenient/user friendly for you? Somewhat 100% 

3. Did Skyping help you use work time more efficiently? Yes 25%, Somewhat 25%, No 50% 

4. Did you find it difficult to build rapport through Skyping? Yes 25%, Somewhat 25%, No 50% 

5. Would you like to see Skype implemented in some capacity at Cal Poly? Yes 100% 
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1-week trial implemented a week before the Cal Poly Career Fair

50 participants of which 38 responded to our survey

 39% or 13 had never been to the career center

100% would utilize the on-line service again

 Includes Cal Poly’s Career Services mission statement, 
goals, objectives, implementation plan and programming 
for 2011-2012

 Section 2: Technology
-Embrace the technology era and promote the use of new 
and current technologies in connecting with students
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Parameters 
-Returning Student
-College of Liberal Arts, Science & Math, Agriculture and Business

Marketing
-Front Office Staff
-Facebook
-Career Services Webpage 

Participants
-Roughly 25 students were asked to participate
-13 agreed 
*1/13 called in to schedule from Career Services Webpage placement
-11/13 sessions were completed
-10 completed survey 

1. Do you feel that Skyping with your Career Counselor was helpful? 
Yes 90%, Somewhat 10%, No 0%

2. Do you feel that Skyping with your Career Counselor was as effective as coming in    
and seeing them at the career center?  Yes 40%, Somewhat 50%, No 10%

3. Was this service convenient/user friendly? Yes 70%, Somewhat 30%, No 0%

4. Would you use the Skype career service again? Yes 90%, Maybe 10%, No 0%

5. Would you prefer to Skype or come into the career center?                               
Career Center 60%, Skype 40% 

1. Do you feel that Skyping with your student was as effective as meeting with them 
in person? Yes 25%, Somewhat 50%, No 25%

2. Was Skyping convenient/user friendly for you? Somewhat 100%

3. Did Skyping help you use work time more efficiently?                                           
Yes 25%, Somewhat 25%, No 50%

4. Did you find it difficult to build rapport through Skyping?                                     
Yes 25%, Somewhat 25%, No 50%

5. Would you like to see Skype implemented in some capacity at Cal Poly? Yes 100%
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