
Penn State Mont Alto 
Framework for Diversity Update 

December, 2006 
 
Challenge 1: Developing a Shared and Inclusive Understanding of Diversity 
 
Assessment Questions: 

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

a. Penn State Mont Alto defines diversity as respecting, valuing and 
celebrating differences in all their forms.  The campus embraces the 
University’s non-discrimination policies and statement:  “The 
Pennsylvania State University is committed to the policy that all persons 
shall have equal access to programs, facilities, admission, and 
employment without regard to personal characteristics not related to 
ability, performance, or qualifications as determined by University policy 
or by state or federal authorities.  It is the policy of the University to 
maintain an academic and work environment free of discrimination, 
including harassment.  The Pennsylvania State University prohibits 
discrimination and harassment against any person because of age, 
ancestry, color, disability or handicap, national origin, race, religious 
creed, sex, sexual orientation, gender identity, or veteran status.” 

b. The campus demonstrates this understanding proactively through 
department vision and mission statements, incorporating diversity goals 
into our campus Strategic Plan, Master Plan, Retention Plan and Ten-Year 
Program Statement, and through timely and appropriate response to issues 
as they arise. 

2. How has your unit distributed information to students about the University’s 
diversity initiatives? Does your unit have formal mechanisms in place for 
discussion of diversity initiatives with students? If so, please describe. 

a. The Director of Student Affairs posted 100 laminated copies of The Penn 
State Principles in every building and every classroom on campus. 

b. Every year the Director of Student Affairs informs students, faculty and 
staff via e-mail listservs about the LGBT Support Network and the Zero 
Tolerance For Hate Support Network and encourages them to join. 

c. The campus promotes multicultural and diversity programs, activities, and 
study abroad opportunities via e-mail listservs, posters, flyers, calendar of 
events, campus newsletter, information sessions, through advisors, etc. 
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d. There were student members on the committee that implemented the 
Climate Survey in 2003.  Students were invited to Town Meetings to 
discuss the results. 

e. The Director of the Learning Center (chair of the Climate Committee) and 
the Director of Student Affairs facilitated a Diversity Focus Group for 
students in Spring 2004 (see Appendix A). 

f. Diversity issues are included in student sessions during FTCAP and 
Orientation. 

3. How has your unit distributed information to faculty and staff about the 
University’s diversity initiatives? Describe your unit’s formal mechanisms for 
discussion of diversity initiatives.  

a. The Director of Student Affairs posted laminated copies of The Penn State 
Principles in every building and every classroom on campus. 

b. Every year the Director of Student Affairs informs students, faculty and 
staff via e-mail listservs about the LGBT Support Network and the Zero 
Tolerance For Hate Support Network and encourages them to join. 

c. The campus promotes multicultural and diversity programs, activities, and 
study abroad opportunities via e-mail listservs, posters, flyers, calendar of 
events, campus newsletter, information sessions, through advisors, etc. 

d. Faculty and staff members served on the committee that implemented the 
Climate Survey in 2003.  Faculty and Staff were invited to Town Meetings 
to discuss the results. 

e. The Director of Business developed a campus policy and protocols for 
recruiting a diverse workforce, which was approved by the Chancellor and 
adopted by Administrative Council (see Appendix B). 

f. Faculty and Staff were invited to participate in the campus Climate 
Committee. 

4. What is the role of your diversity committee? What is its composition?  
a. To discuss the results of the Climate Survey with faculty, staff and 

students. 
b. To identify issues and recommend strategies to improve the campus 

climate 
c. To engage the campus is ongoing discussion of diversity issues. 
d. The composition included faculty, staff, administrators, and students. 

5. What is the role of your multicultural coordinator? (colleges) 
a. n/a  

6. Which strategies have been most successful in addressing this Challenge? Which 
have been least successful? Which could be termed “best practices”? (Best 
Practices are processes, programs, and procedures that most successfully lead to 
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the unit’s ability to reach the University’s diversity goals and can be validated 
through measurable outcomes.) 

See Response Matrix, Task #2, Challenge 1 

Most Successful Strategies: 

a. The Climate Survey and Town meetings to discuss results engaged 
students, faculty and staff in dialogue about climate issues  

b. The campus provides a wide array of social, educational and cultural 
programs that promote diversity.  From September 2005 to December 
2006, Student Affairs sponsored nearly 70 multicultural and diversity 
programs (see Appendix C) (Best Practice). 

c. Student Affairs continues to plan a meaningful Diversity Program every 
year as an integral part of New Student Orientation.  Attendance Fall 2006 
was the highest ever, with more than 350 students participating, compared 
to 150 in 2005. 

d. Diversity issues are incorporated in the campus Master Plan as one of 
several objectives. 

Least Successful Strategies: 

a.  All strategies were successful.  Posting of the Penn State Principles was a 
passive strategy, for which outcomes would be difficult to measure. 

7. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes. 

a. More than 40% of Mont Alto’s registered student organizations are 
devoted to promoting diversity.  They include the Adult Student 
Organization (ASO), Allies, Anime Club, Asian Student Association 
(ASA), Black Student Union (BSU, now BALA), Campus Activities and 
Multicultural Programs (CAMP), Latino Student Association (LSA, now 
BALA), Mont Alto Commuter Club (MACC), Spreading Wisdom and 
Truth (SWAT Christian Fellowship), the Language Club (TLC). 

b. The campus provides a wide array of social, educational and cultural 
programs that promote diversity.  From September 2005 to December 
2006, Student Affairs sponsored nearly 70 multicultural and diversity 
programs (see Appendix C) (Best Practice). 

c. From 1998 – 2003 the campus offered an average of 24 sections of 
diversity-focused U.S. and international cultures courses per year.  From 
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d. From 1998 – 2003 (a 5-year period) the campus offered 3 study abroad 
opportunities.  From 2004 – 2007 (a three-year period), the campus also 
offered 3 study abroad programs (see Appendix D). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 4



Challenge 2: Creating a Welcoming Campus Climate 

Assessment Questions: 

1. How does your unit’s leadership demonstrate support for diversity?  
a. The Director of Student Affairs posted 100 laminated copies of The Penn 

State Principles in every building and every classroom on campus. 
b. 14 faculty and staff serve(d) as advisors to the 10 student organizations 

with a diversity focus. 
c. Student Affairs continues to plan a meaningful Diversity Program every 

year as an integral part of New Student Orientation.  Attendance Fall 2006 
was the highest ever, with more than 350 students participating, compared 
to 150 in 2005. 

d. The Chancellor requested that the Director of Student Affairs assume 
additional responsibilities to serve as a liaison to adult learners in Fall 
2005. 

e. Student Affairs took the lead in teaming with 6 area colleges 
(Shippensburg University, Gettysburg College, Dickinson School of Law, 
Dickinson College, Wilson College, Mount Saint Mary’s University) to 
form The Diversity Coalition, which co-sponsored a conference for our 
students in October 2005, titled “Creating Leaders for a Diverse World” 
(see Appendix E).  The conference was funded in part by a Penn State 
EOPC Grant.  It attracted more than 100 participants and took place here 
at Penn State Mont Alto.  Additional collaborative efforts on diversity are 
being planned for the future by Diversity Coalition members. 

f. The campus co-sponsors and hosts the annual Cumberland Valley 
Women’s Conference with Shippensburg University and Wilson College 
(see Appendix F). 

g. The campus is proactive with regard to access issues for students with 
disabilities.  Recent improvements include remodeling of the handicap 
accessible residence hall room and its bathroom in Penn Gate 2.  
Additional improvements to campus facilities since 2003 have been ADA 
compliant (see Appendix G). 

h. Beginning 2005-2006, Student Affairs collaborates with Coalition for 
Christian Outreach, an agency that works with the local community to 
place a campus minister on college campuses.  Although focused on 
Christian ministry, this individual welcomes participation by students of 
all faiths, and helps them to connect with community resources.   

 5



i. Every year the Director of Student Affairs informs students, faculty and 
staff via e-mail listservs about the LGBT Support Network and the Zero 
Tolerance For Hate Support Network and encourages them to join. 

j. The Director of Business developed a campus policy and protocols for 
recruiting a diverse workforce, which was approved by the Chancellor and 
adopted by Administrative Council (see Appendix B). 

2. How does your unit identify climate issues? 
a. The Climate Committee reviewed results of the 2003 Climate Survey and 

discussed them in Town Meetings with students, faculty and staff. 
b. Reports from students, faculty and staff.  “Respect Comes Full Circle – 

Report Hate” posters are prominently displayed on campus. 
c. Meet the Chancellor sessions are held annually, with the Chancellor, 

Director of Student Affairs, Residence Life staff, and Director of Housing 
and Food Services.  Students have the opportunity to share concerns and 
issues in this open forum. 

d. The Director of the Learning Center (chair of the Climate Committee) and 
the Director of Student Affairs facilitated a Diversity Focus Group for 
students in Spring 2004 (see Appendix A). 

e. The Chancellor conducts monthly brown bag lunches, which are open 
forums where faculty, staff and students are invited to bring any issue to 
the table. 

3. How does your unit monitor climate?  
a. The Climate Committee reviewed results of the 2003 Climate Survey and 

discussed them in Town Meetings with students, faculty and staff. 
b. Reports from students, faculty and staff. 
c. Meet the Chancellor sessions are held annually, with the Chancellor, 

Director of Student Affairs, Residence Life staff, and Director of Housing 
and Food Services.  Students have the opportunity to share concerns and 
issues in this open forum. 

d. The Director of the Learning Center (chair of the Climate Committee) and 
the Director of Student Affairs facilitated a Diversity Focus Group for 
students in Spring 2004 (see Appendix A). 

e. Exit Interviews are held with employees when they leave the campus.  The 
Chancellor meets with staff and faculty.  The faculty association appointed 
a faculty Exit Interview Officer. 

f. Residence Life staff conduct weekly group meetings with RAs, and 
weekly one-on-ones with RAs, at which residence hall climate issues are 
discussed. 
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g. The Student Government Association (SGA) President is a member of the 
Chancellor’s Administrative Council, and represents student issues to the 
administration. 

h. The campus is proactive in seeking adult learners to serve on the campus 
Policy and Planning Committee, and Faculty Senate. 

i. The Chancellor conducts monthly brown bag lunches, which are open 
forums where faculty, staff and students are invited to bring any issue to 
the table. 

j. In 2005-2006, adult learners were invited to three “Adult Learner 
Connections” programs designed as open forums.  

4. How does your unit respond to climate issues?  
a. Mediation, where appropriate. 
b. Accommodations and/or modifications are made for students with 

disabilities. 
c. Violations of the Code of Conduct, including Acts of intolerance, are 

addressed through Judicial Affairs and Community Standards. 
d. The campus provides a wide array of social, educational and cultural 

programs that promote diversity.  From September 2005 to December 
2006, Student Affairs sponsored nearly 70 multicultural and diversity 
programs (see Appendix C) (Best Practice). 

e. The Chancellor commissioned the Faculty Affairs Committee to look into 
factors that effect employee satisfaction.  A survey was done, focus groups 
were conducted, a report was developed, and recommendations were 
implemented (see Appendix H). 

5. What unit-wide and individualized approaches have you developed to enhance 
overall climate and individual’s satisfaction with the environment?  

a. Student Affairs took the lead in teaming with 6 area colleges 
(Shippensburg University, Gettysburg College, Dickinson School of Law, 
Dickinson College, Wilson College, Mount Saint Mary’s University) to 
form the Diversity Coalition, which co-sponsored a conference for our 
students in October 2005, titled “Creating Leaders for a Diverse World” 
(see Appendix E).  The conference was funded in part by a Penn State 
EOPC Grant.  It attracted more than 100 participants and took place here 
at Penn State Mont Alto.  Additional collaborative efforts on diversity are 
being planned for the future by Diversity Coalition members. 

b. Many of our residential students from urban areas do not have personal 
vehicles.  There is no public transportation in our county.  Student Affairs 
has made it a priority to identify funds to transport students to local 
shopping areas and the bus/train stations on a regular basis.  The campus 
made progress in this area, however the lack of public transportation and 
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other on-demand options continues to be a source of dissatisfaction, 
particularly for students from underrepresented groups, who are less likely 
to bring a personal vehicle to campus. 

c. Mediation, as appropriate.  For example, Student Affairs staff conducted a 
very successful mediation Fall 2006 between students who had a conflict 
over one student’s use of the Confederate Flag as a decoration in a 
residence hall room. 

d. Placement of a giant map of the world in a visible location in our 
classroom building.  It is used for in-class and co-curricular programs. 

e. 14 faculty and staff serve(d) as advisors to the 10 student organizations 
with a diversity focus, representing more than 40% of Mont Alto’s 
registered student organizations.  They include the Adult Student 
Organization (ASO), Allies, Anime Club, Asian Student Association 
(ASA), Black Student Union (BSU, now BALA), Campus Activities and 
Multicultural Programs (CAMP), Latino Student Association (LSA, now 
BALA), Mont Alto Commuter Club (MACC), Spreading Wisdom and 
Truth (SWAT Christian Fellowship), the Language Club (TLC). 

f. The student programming board, formerly known as Student Activities 
Council (SAC), was changed to Campus Activities and Multicultural 
Programs (CAMP) in Fall 2003.  This name change reflected the group’s 
increased commitment to diversity issues and programming.  

g. Meet the Chancellor sessions are held annually, with the Chancellor, 
Director of Student Affairs, Residence Life staff, and Director of Housing 
and Food Services.  Students have the opportunity to share concerns and 
issues in this open forum. 

h. Every year the Director of Student Affairs informs students, faculty and 
staff via e-mail listservs about the LGBT Support Network and the Zero 
Tolerance For Hate Support Network and encourages them to join. 

i. Beginning 2005-2006, Student Affairs collaborates with Coalition for 
Christian Outreach, which places a campus minister on college campuses.  
Although focused on Christian ministry, this individual welcomes 
participation by students of all faiths, and helps them to connect with 
community resources.   

j. The campus provides a wide array of social, educational and cultural 
programs that promote diversity.  From September 2005 to December 
2006, Student Affairs sponsored nearly 70 multicultural and diversity 
programs (see Appendix C) (Best Practice). 

k. All incoming students view a diversity video during FTCAP and 
participate in a discussion.  Diversity topics are included in the Student 
Affairs FTCAP session for parents and families. 
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l. The Chancellor conducts monthly brown bag lunches, which are open 
forums where faculty, staff and students are invited to bring any issue to 
the table.  

6. Which strategies for creating a welcoming campus climate for diversity have been 
most successful? Which have been least successful? Which could be termed “best 
practices”? (Best Practices are 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.)  

See Response Matrix, Task #2, Challenge 2 

Most Successful Strategies: 

a. 14 faculty and staff serve(d) as advisors to the 10 student organizations 
with a diversity focus, representing more than 40% of Mont Alto’s 
registered student organizations.  They include the Adult Student 
Organization (ASO), Allies, Anime Club, Asian Student Association 
(ASA), Black Student Union (BSU, now BALA), Campus Activities and 
Multicultural Programs (CAMP), Latino Student Association (LSA, now 
BALA), Mont Alto Commuter Club (MACC), Spreading Wisdom and 
Truth (SWAT Christian Fellowship), the Language Club (TLC) (Best 
Practice). 

b. The campus provides a wide array of social, educational and cultural 
programs that promote diversity.  From September 2005 to December 
2006, Student Affairs sponsored nearly 70 multicultural and diversity 
programs (see Appendix C) (Best Practice). 

c. Be proactive with regard to access issues for students with disabilities.  
University officials with expertise in ADA access issues were asked to 
visit and evaluate all campus buildings and facilities in 1998.  Numerous 
improvements were made, including the addition of an elevator in the 
General Studies classroom building, and modifications to curbs, ramps, 
residence hall access, handicap room and bathroom in a residence hall, to 
name a few. 

d. Diversity is a major part of the Strategic Plan.  Individuals and offices 
have specific action steps with indicators for which they are held 
accountable. 

      Least Successful Strategies: 

a. None identified 
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7. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes.  

a. 14 faculty and staff serve(d) as advisors to the 10 student organizations 
with a diversity focus, representing more than 40% of Mont Alto’s 
registered student organizations.  They include the Adult Student 
Organization (ASO), Allies, Anime Club, Asian Student Association 
(ASA), Black Student Union (BSU, now BALA), Campus Activities and 
Multicultural Programs (CAMP), Latino Student Association (LSA, now 
BALA), Mont Alto Commuter Club (MACC), Spreading Wisdom and 
Truth (SWAT Christian Fellowship), the Language Club (TLC). 

b. The Student Activity Fee Allocation Committee has made a commitment 
to funding a broad array of diversity programs and activities.  Since 2003 
between 14 and 18 percent of each year’s SAF allocation has been 
dedicated to this category of spending. 

c. Student Affairs continues to plan a meaningful Diversity Program every 
year as an integral part of New Student Orientation.  Attendance Fall 2006 
was the highest ever, with more than 350 students participating, compared 
to 150 in 2005. 

d. The campus has experienced a significant increase in the number of 
faculty from foreign countries since 2003 (includes faculty from 
Colombia, Canada, China, Ivory Coast, India, Palestine, South Korea, 
Spain and Germany.)  In 2003, of our 50 full-time faculty, 4 (or 8%) were 
from foreign countries.  In 2006, of our 54 full-time faculty, 8 (or 15%) 
are from foreign countries. 

e. The ratio of male to female students and staff at Penn State Mont Alto has 
had a negligible change between 2002 and 2005. 

f. Between 2002 and 2005, there was a drop of 2% in minority student 
enrollment, from 15% to 13%.  For fall 2006, there was an increase to 
19% of all students.  Minority enrollment at Mont Alto is very dependent 
upon referrals from other campuses.  There was a dramatic drop in the 
number of students referred admission to the campus between 2002 and 
2005.  The number of students referred for fall 2006 increased 
significantly, thus impacting our minority enrollment. 

g. In 2001, 77% of multicultural students were retained from their 1st to 2nd 
year.  In 2004, that number jumped to 84.6%.   

h. In fall 2004, retention of white students after their first year was 75%, 
though it was 84.6% for multicultural students.  In fall 2001, it was 77.2% 
for white students and 77% for multicultural students. 

i. 4-year graduation rates for multicultural students in fall 1998 was 30.7%. 
In fall 2001 is was 39.3%, an increase of almost 9%.  In fall 2001, the 4-
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year graduation rate for white students was 39.2%, slightly lower than the 
4-year graduation rate for multicultural students. 

j. The composition of our administration has not changed between 2002 and 
2005. 

k. Between 2002 and 2005, the percentage of female faculty members at the 
Associate Professor rank increased from 40% of the total to 57% of the 
total.  The percentage of female Assistant Professors dropped.  Without 
additional information, it is unclear whether more females were promoted 
to Associate Professor from Assistant Professor or whether we lost 
Assistant Professors and gained Associate Professors.  In either case, there 
are more females teaching at a higher level in 2005 than in 2002. 

l. In 2002, 5% of the faculty were from diverse backgrounds, in 2005 that 
number jumped to 11%, an increase of 6%. 

m. There were no significant changes in the composition of the staff either in 
terms of gender or ethnicity between 2002 and 2005. 
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Challenge 3: Recruiting and Retaining a Diverse Student Body 

Assessment Questions: 

1. Describe specific initiatives your unit may have that are intended to contribute to 
recruiting or retaining undergraduate and/or graduate students from 
underrepresented groups.  

a. Leadership U is a leadership program for high school women in their 
sophomore year co-sponsored by Embarq and PSUMA.  The program 
works to identify young women who have the potential to be leaders, and 
brings them together with female leaders from the community for a day-
long program.  Each year, 60 young women, 10 community leaders and 10 
campus leaders participate.  The program has run for two years, and has 
received rave reviews from community members, student participants and 
guidance counselors (see Appendix I). 

b. Consider College began in 2003 as an overnight program for first 
generation students and students from diverse backgrounds who were not 
considering attending college.  The goal of the two day program was to 
give these students a taste of college life in the hopes that it would spark 
an interest in attending college.  High School guidance counselors were 
required to help identify students who met the stated profile.  This part of 
the process proved to be difficult.  Most counselors sent students who 
were unruly, uncooperative and otherwise difficult to supervise by college 
personnel.  The students were poorly behaved, caused damage in the 
residence halls and got very little from the program, because of the time 
spent on discipline.  After the second year of the program, it was decided 
that it was not a worthwhile venture and Leadership U was developed as 
an alternative program.  

c. Enrollment Management has increased recruitment efforts in Philadelphia, 
Baltimore, Washington D.C., Virginia, and Vermont, resulting in an 
increase of students from underrepresented groups. 

d. Since 2003 the campus has obtained funding from EOPC ranging from 
$19,000 to $23,000 for the Start Smart program to provide learning 
support for first generation students and students from underrepresented 
groups who meet certain criteria.  Between 27 and 36 students participate 
each year.  From 2003 – 2006, first semester retention for Start Smart 
participants was 90%, compared to 77.5% for similar students who chose 
not to participate in Start Smart (see Appendix J). 

e. The Learning Center provides reasonable accommodations and assistive 
technologies for students with disabilities.  
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f. Enrollment Management has increased recruitment efforts targeting adult 
learners, including receptions, e-mails, newsletters, radio and print ads. 

g. Increases in endowed scholarships allow the campus to recruit more 
students who demonstrate financial need.  Mont Alto's Endowed 
Scholarship total for 2003 was $3,538,094.  For 2006 the scholarship 
endowment total is $4,823,864, representing a 37% increase.  Mont Alto's 
scholarship awards in 2003 totaled $173,793.  The campus awarded 
$262,000 in scholarships in 2006, representing a 51% increase. 

h. Enrollment Management participates in a recruitment program for Migrant 
Students.  45 students visited Mont Alto to participate in the program in 
2006. 

i. Mont Alto cooperates with other residential campuses of Penn State to 
accommodate housing needs of Paid Accepts who do not receive housing 
at their first choice campus. 

j. The campus is proactive in encouraging and supporting students from 
underrepresented groups to serve in leadership positions on campus.  In 
2003, 28% of the Student Government Executive Board were from 
underrepresented groups.  In 2004, there were no such students on the 
Student Government Executive Board.  In 2005, 44% were from 
underrepresented groups.  In 2006, 57% of SGA officers are from 
underrepresented groups.       

k. The campus is proactive with regard to access issues for students with 
disabilities.  University officials with expertise in ADA access issues were 
asked to visit and evaluate all campus buildings and facilities in 1998.  
Numerous improvements were made, including the addition of an elevator 
in the General Studies classroom building, and modifications to curbs, 
ramps, residence hall access, handicap room and bathroom in a residence 
hall, to name a few. 

l. Many of our residential students from urban areas do not have personal 
vehicles.  There is no public transportation in our county.  Student Affairs 
has made it a priority to identify funds to transport students to local 
shopping areas and the bus/train stations on a regular basis.  The campus 
has made progress in this area, however the lack of public transportation 
and other on-demand options continues to be a source of dissatisfaction, 
particularly for students from underrepresented groups, who are less likely 
to bring a personal vehicle to campus. 

2. Describe specific initiatives your unit may have that are intended to reduce 
intergroup disparities in enrollment, retention, and graduation rates. 

a. See items a – l for Question #1, above.  
3. What mechanisms for collaboration has your unit established? 

 13



a. The Director of Enrollment Management chairs an active committee, 
Enrollment Management at Mont Alto (EMMA) which also includes the 
Directors of Student Affairs, the Learning Center, DUS, and the Assistant 
Director of Academic Affairs.  The committee addresses retention issues 
and reviewed the Commonwealth College and campus retention plans (see 
Appendix K), which address some diversity issues.  This group meets 
regularly to address retention issues and make recommendations to the 
Chancellor.   

b. The Directors of Student Affairs and Academic Affairs co-chair First Year 
Steering Team (FYST).  This committee of faculty, staff and students 
works to create a seamless first year experience for all students, by 
integrating FTCAP, Orientation, and First Year Seminar, all of which 
incorporate diversity topics. 

c. In the fall 2006 semester, the Chancellor appointed and charged a Student 
Success Committee to create a broad, comprehensive definition of student 
success at Penn State Mont Alto.  The Committee will work with faculty 
and staff to define what it means to be a Penn State graduate.  The 
Committee will take a holistic view of our students’ learning experiences, 
evaluate the various programs and activities designed to help students 
define and achieve their goals, and to assess how the programs impact 
student learning.  The final task will be to develop recommendations to 
enhance programs as necessary.  The ultimate goal is to create a 
comprehensive purposeful student experience, comprising both curricular 
and co-curricular initiatives. 

d. Mont Alto cooperates with other residential campuses of Penn State to 
accommodate housing needs of Paid Accepts who do not receive housing 
at their first choice campus. 

e. Enrollment Management collaborates with the local Sprint/Embarq office 
and local high schools to sponsor Leadership U and the Consider College 
Program (see above). 

f. Enrollment Management collaborates with Penn State Regional Recruiters 
on out-of-state recruitment, which contributes significantly to the diversity 
of our student body. 

g. Enrollment Management participates in a recruitment program for Migrant 
Students.  45 students visited Mont Alto to participate in the program in 
2006. 

h. Beginning 2005-2006, Student Affairs collaborates with Coalition for 
Christian Outreach, which places a campus minister on college campuses.  
Although focused on Christian ministry, this individual welcomes 
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participation by students of all faiths, and helps them to connect with 
community resources. 

i. Student Affairs took the lead in teaming with 6 area colleges 
(Shippensburg University, Gettysburg College, Dickinson School of Law, 
Dickinson College, Wilson College, Mount Saint Mary’s University) to 
form The Diversity Coalition, which co-sponsored a conference for our 
students in October 2005, titled “Creating Leaders for a Diverse World” 
(see Appendix E).  The conference was funded in part by a Penn State 
EOPC Grant.  It attracted more than 100 participants and took place here 
at Penn State Mont Alto.  Additional collaborative efforts on diversity are 
being planned for the future by Diversity Coalition members. 

j. From 1998 – 2003 the campus offered an average of 6 cross-disciplinary 
sections per year, all of which were diversity-related.  From 2004 – 2007 
there were 10 such sections (see appendix D). 

k. From 1998 – 2003 the campus had 2 team-taught sections of diversity 
courses.  From 2004 – 2007 there were 3 such courses (see Appendix D). 

l. In the spring 2004 semester, Penn State Mont Alto entered into a 
partnership with the Franklin County Career and Technology Center.  The 
campus Continuing Education Department moved their office to the 
Center and took over management of the Center's adult education 
program.  The co-location has also created opportunities for joint 
programming during the day.  There has been a number of programmatic 
collaboration discussions between the campus forestry faculty and the 
Center's secondary landscape technology program; campus nursing, 
physical therapy and occupational therapy assistants faculty and the 
secondary health careers faculty, and the IST faculties.  As a result of the 
partnership, the Center's secondary students have been made aware of 
opportunities at Penn State Mont Alto. 

m. Penn State Mont Alto has been proactive in the development of Dual 
Enrollment programs with area high schools.  In fact the campus enrolled 
more Dual Enrollment students that any other Penn State location in the 
spring 2006 semester.  Tuition for Dual Enrollment students is paid 
through a state grant to the high schools; therefore financial barriers are 
removed for all qualified students. 

n. In 2001, Summit Health and Penn State Mont Alto established a 
collaboration to improve nursing education and increase the number of 
students admitted to the associate degree in nursing (ADN) program.  That 
year Penn State Mont Alto was able, with the support of Summit Health 
and a private donor, to increase the number of incoming ADN students 
from 30 to 40.  The program was so successful that in fall 2003 Summit 

 15



increased its financial support, allowing the campus to admit ten 
additional students, bringing the total number of entering students to 50.  
This program expansion has opened the nursing slots for non-traditional 
students, particularly male students. 

4. Which recruitment and retention initiatives have been most successful? Which 
have been least successful? Which could be termed “best practices”? (Best 
Practices are 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.) 

      See Response Matrix, Task #2, Challenge 3 

            Most Successful Strategies: 

a. Enrollment Management increased recruitment efforts in Philadelphia, 
Baltimore, Washington D.C., Virginia, and Vermont, resulting in an 
increase of students from underrepresented groups. 

b. Since 2003 the campus has obtained funding from EOPC ranging from 
$19,000 to $23,000 for the Start Smart program to provide learning 
support for first generation students and students from underrepresented 
groups who meet certain criteria.  Between 27 and 36 students participate 
each year.  From 2003 – 2006, first semester retention for Start Smart 
participants was 90%, compared to 77.5% for similar students who chose 
not to participate in Start Smart (see Appendix J). 

c. The Learning Center provides reasonable accommodations and assistive 
technologies for students with disabilities. 

d. Increases in endowed scholarships allow the campus to recruit more 
students who demonstrate financial need.  Mont Alto's Endowed 
Scholarship total for 2003 was $3,538,094.  For 2006 the scholarship 
endowment total is $4,823,864, representing a 37% increase.  Mont Alto's 
scholarship awards in 2003 totaled $173,793.  The campus awarded 
$262,000 in scholarships in 2006, representing a 51% increase. 

e. In the spring 2004 semester, Penn State Mont Alto entered into a 
partnership with the Franklin County Career and Technology Center.  The 
campus Continuing Education Department moved their office to the 
Center and took over management of the Center's adult education 
program.  The co-location has also created opportunities for joint 
programming during the day.  There has been a number of programmatic 
collaboration discussions between the campus forestry faculty and the 
Center's secondary landscape technology program; campus nursing, 
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physical therapy and occupational therapy assistants faculty and the 
secondary health careers faculty, and the IST faculties.  As a result of the 
partnership, the Center's secondary students have been made aware of 
opportunities at Penn State Mont Alto (Best Practice). 

Least Successful Strategies: 

f. The Consider College program (see above).   
5. What measures of success have you identified to gauge your progress in this 

Challenge? Include data demonstrating outcomes. 
a. The ratio of males to females at Penn State Mont Alto has had a negligible 

change between 2002 and 2005. 
b. Between 2002 and 2005, there was a drop of 2% in minority student 

enrollment, from 15% to 13%.  For fall 2006, there was an increase to 
19% of the student body.  Minority enrollment at Mont Alto is very 
dependent upon referrals from other campuses.  There was a dramatic drop 
in the number of students referred admission to the campus between 2002 
and 2005.  The number of students referred for fall 2006 increased 
significantly, thus impacting our minority enrollment. 

c. In 2001, 77% of multicultural students were retained from their 1st to 2nd 
year.  In 2004, that number jumped to 84.6%.   

d. In fall 2004, retention of white students after their first year was 75%, 
though it was 84.6% for multicultural students.  In fall 2001, it was 77.2% 
for white students and 77% for multicultural students. 

e. 4-year graduation rates for multicultural students in fall 1998 was 30.7%. 
In fall 2001 is was 39.3%, an increase of almost 9%.  In fall 2001, the 4-
year graduation rate for white students was 39.2%, slightly lower than the 
4-year graduation rate for multicultural students. 

f. The campus is proactive in encouraging and supporting students from 
underrepresented groups to serve in leadership positions on campus.  In 
2003, 28% of the Student Government Executive Board were from 
underrepresented groups.  In 2004, there were no such students on the 
Student Government Executive Board.  In 2005, 44% were from 
underrepresented groups.  In 2006, 57% of SGA officers are from 
underrepresented groups.       

g. Since 2003 the campus has obtained funding from EOPC ranging from 
$19,000 to $23,000 for the Start Smart program to provide learning 
support for first generation students and students from underrepresented 
groups who meet certain criteria.  Between 27 and 36 students participate 
each year.  From 2003 – 2006, first semester retention for Start Smart 
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participants was 90%, compared to 77.5% for similar students who chose 
not to participate in Start Smart (see Appendix J). 
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Challenge 4: Recruiting and Retaining a Diverse Workforce 

Assessment Questions: 

1. How has your unit actively and successfully engaged in locating and recruiting 
faculty and/or staff from underrepresented groups? 

a. The Director of Business developed a campus policy and protocols for 
recruiting a diverse workforce, which was approved by the Chancellor and 
adopted by Administrative Council (see Appendix B). 

b. The campus adheres to the Commonwealth College (now University 
College) Guidelines for all faculty searches.  Per the guidelines, a diverse 
(representative) search committee is appointed, the campus advertises 
widely to bring in a diverse pool (and re-advertises if it is not diverse 
enough), appoints a diversity advocate to every committee, the Director of 
Academic Affairs (DAA) charges each committee and gives them a copy 
of Penn State’s Guidelines for Recruiting a Diverse Workforce.  The DAA 
discusses “Evaluating the Best Qualified Candidate Holistically” with the 
committee, and works with the Affirmative Action office to identify 
committee members and finalists. 

c. The campus has experienced a significant increase in the number of 
faculty from foreign countries since 2003 (includes faculty from 
Colombia,  Canada, China, Ivory Coast, India, Palestine, South Korea, 
Spain and Germany.)  In 2003, of our 50 full-time faculty, 4 (or 8%) were 
from foreign countries.  In 2006, of our 54 full-time faculty, 8 (or 15%) 
are from foreign countries. 

d. Between 2002 – 2006, Student Affairs successfully recruited 3 Residence 
Life staff members from underrepresented groups.  These entry-level live-
in positions typically experience high turnover, and there are currently no 
staff from underrepresented groups. 

e. Per 2005 data, Penn State Mont Alto led the Commonwealth campuses in 
the percentage of female faculty (57.4%). 

f. The campus increased the use of electronic job postings to assist in the 
recruitment of a more diverse workforce. 

2. What strategies have been implemented to improve identification and assessment 
of credentials for purposes of hiring and promotion?  

a. The campus adheres to Penn State’s Guidelines for the Recruitment of a 
Diverse Workforce. 

b. The Director of Business developed a campus policy and protocols for 
recruiting a diverse workforce, which was approved by the Chancellor and 
adopted by Administrative Council (see Appendix B). 
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c. The campus adheres to the Commonwealth College (now University 
College) Guidelines for all faculty searches.  Per the guidelines, a diverse 
(representative) search committee is appointed, the campus advertises 
widely to bring in a diverse pool (and re-advertises if it is not diverse 
enough), appoints a diversity advocate to every committee, the Director of 
Academic Affairs (DAA) charges each committee and gives them a copy 
of Penn State’s Guidelines for Recruiting a Diverse Workforce.  The DAA 
discusses “Evaluating the Best Qualified Candidate Holistically” with the 
committee, and works with the Affirmative Action office to identify 
committee members and finalists. 

d. The campus adheres to HR-23 regulations and guidelines for promotion 
and tenure of faculty. 

e. The DAA and Promotion & Tenure Committee members established a 
mentoring process in Fall 2005, for all new tenure-track faculty.  Each 
new tenure-track faculty is assigned two mentors – a campus mentor to 
help them acclimate to the campus culture, and a division mentor to help 
them succeed in their disciplinary area. 

f. The DAA and Promotion & Tenure Committee work together on each 
faculty dossier to improve the credentials vetting process. 

g. Candidates for all faculty and staff positions are evaluated on their 
commitment to diversity and their experience working with diverse 
populations. 

3. What retention strategies have you implemented in your unit to retain and 
promote the success of faculty and/or staff from underrepresented groups? 

a. The DAA and Promotion & Tenure Committee members established a 
mentoring process in Fall 2005, for all new tenure-track faculty.  Each 
new tenure-track faculty is assigned two mentors – a campus mentor to 
help them acclimate to the campus culture, and a division mentor to help 
them succeed in their disciplinary area. 

b. The DAA and Promotion & Tenure Committee work together on each 
faculty dossier to improve the credentials vetting process. 

c. The DAA’s annual review process for faculty is geared toward 
performance mentoring. 

d. Academic Affairs connects new faculty from underrepresented groups 
with community resources and people who can assist them in their 
integration into the local community. 

e. Professional Development funds are made available to faculty to travel to 
conferences to present papers. 

f. Research Development Grants, Teaching Development Grants, and 
Professional Development Grants are made available to faculty. 

 20



g. The Business Officer meets with all staff approximately 30 days after their 
hire date, to follow up on any questions or concerns and to resolve any 
issues. 

4. Which recruitment and retention strategies have been most successful? Which 
have been least successful? Which could be termed “best practices”? (Best 
Practices are 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.)  

See Response Matrix, Task #2, Challenge 4 

Most Successful Strategies: 

a. The campus casts a wide net to attract a diverse pool, by applying the 
Commonwealth College Guidelines, the Penn State Guidelines for 
Recruiting a Diverse Workforce, and the campus policy and protocols for 
recruiting a diverse workforce (see Appendix B). 

b. The DAA and Promotion & Tenure Committee members established a 
mentoring process in Fall 2005, for all new tenure-track faculty.  Each 
new tenure-track faculty is assigned two mentors – a campus mentor to 
help them acclimate to the campus culture, and a division mentor to help 
them succeed in their disciplinary area (Best Practice). 

Least Successful Strategies: 

a. Although the campus has made strides in hiring more faculty from       
underrepresented groups, our rural location continues to present 
challenges in the recruitment of faculty and staff from diverse 
backgrounds. 

5. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes. 

a. The campus has experienced a significant increase in the number of 
faculty from foreign countries since 2003 (includes faculty from 
Colombia, Canada, China, Ivory Coast, India, Palestine, South Korea, 
Spain and Germany.)  In 2003, of our 50 full-time faculty, 4 (or 8%) were 
from foreign countries.  In 2006, of our 54 full-time faculty, 8 (or 15%) 
are from foreign countries. 

b. Between 2002 – 2006, Student Affairs successfully recruited 3 Residence 
Life staff members from underrepresented groups.  These entry-level live-
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in positions typically experience high turnover, and there are currently no 
staff from underrepresented groups. 

c. Per 2005 data, Penn State Mont Alto led the Commonwealth campuses in 
the percentage of female faculty (57.4%). Between 2002 and 2005, the 
percentage of female faculty members at the Associate Professor rank 
increased from 40% of the total to 57% of the total.  The percentage of 
female Assistant Professors dropped.  Without additional information, it is 
unclear whether more females were promoted to Associate Professor from 
Assistant Professor or whether we lost Assistant Professors and gained 
Associate Professors.  In either case, there are more females teaching at a 
higher level in 2005 than in 2002. 

d. In 2002, 5% of the faculty were from diverse backgrounds, in 2005 that 
number jumped to 11%, an increase of 6%. 

e. There were no significant changes in the composition of the staff either in 
terms of gender or ethnicity between 2002 and 2005. 

f. The composition of our administration has not changed between 2002 and 
2005. 
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Challenge 5: Developing a Curriculum That Fosters Intercultural and International 
Competencies 

Assessment Questions: 

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

a. From 1998 – 2003 the campus offered an average of 24 sections of 
diversity-focused U.S. and international cultures courses per year.  From 
2004 – 2006 the average rose to 38 sections per year, a 58% increase (see 
Appendix D).  

b. From 1998 – 2003 (a 5-year period) the campus offered 3 study abroad 
opportunities.  From 2004 – 2007 (a three-year period), the campus also 
offered 3 study abroad programs (see Appendix D). 

c. From 1998 – 2003 the campus offered an average of 6 cross-disciplinary 
sections per year, all of which were diversity-related.  From 2004 – 2007 
there were 10 such sections (see appendix D). 

d. From 1998 – 2003 the campus had 2 team-taught sections of diversity 
courses.  From 2004 – 2007 there were 3 such courses (see Appendix D). 

e. The campus provides a wide array of social, educational and cultural 
programs that promote diversity.  From September 2005 to December 
2006, Student Affairs sponsored nearly 70 multicultural and diversity 
programs (see Appendix C). 

f. Faculty receive support to attend international conferences and to conduct 
international research that enriches the curriculum. 

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

a. Penn State Mont Alto faculty have conducted research on: Women’s 
Identity Issues; the Role of Women in American Life; Labor Force 
Participation of Older Women; Eurasian Rhetoric; Deforestation in 
Central Africa. 

3. How is diversity integrated into the curriculum of your college? 
a. See items a-f for Question # 1, above. 

4. Which strategies for developing a curriculum that fosters intercultural and 
international competencies have been most successful? Which have been least 
successful? Which could be termed “best practices”? (Best Practices are 
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.)  
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      See Response Matrix, Task #2, Challenge 4 

     Most Successful Strategies: 

a. See items a-e for Question #1, above. 

                  Least Successful Strategies: 

b. None 

 

5. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes. 

a. See items a-e for Question #1, above.  
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Challenge 6: Diversifying University Leadership and Management 

Assessment Questions: 

1. How are unit leaders actively involved in diversity efforts? 

a. As noted in challenges 1-5 above, campus leadership is involved in a broad 
array of diversity efforts. 

b. Staff representing Student Affairs, Academic Affairs, Enrollment 
Management and Business Services participated in the two-part Strategic 
Planning for Diversity program sponsored by Penn State. 

c. Student Affairs, Academic Affairs and Enrollment Management directors 
support personnel to attend the annual Hendricks Best Practices Conference 
on Adult Learners at University Park. 

d. The Director of Student Affairs serves as the Sexual Harassment Resource 
person for Penn State Mont Alto, and recently attended the one-day training 
on transgender issues. 

e. Student Affairs took the lead in teaming with 6 area colleges (Shippensburg 
University, Gettysburg College, Dickinson School of Law, Dickinson 
College, Wilson College, Mount Saint Mary’s University) to form the 
Diversity Coalition, which co-sponsored a conference for our students in 
October 2005, titled “Creating Leaders for a Diverse World” (see Appendix 
E). 

2. What is the diversity profile of the unit’s administrative and executive levels? 
a. The campus leadership team is comprised of the Chancellor and 10 

Directors.  Of these, 6 are male and 5 are female.  One is from an 
underrepresented ethnic group. 

3. Describe the procedures followed to create both diverse applicant pools and 
search committees for administrative searches. How is information about 
expectations regarding candidates’ skills and experience with managing diversity 
communicated to the committee and to the candidates? 

a. The campus casts a wide net to attract a diverse pool by adhering to the 
campus and University guidelines on recruiting a diverse workforce. 

b. Each search committee charge includes the importance of considering 
diversity as a criterion. 

c. Rating sheets used to evaluate candidates include an item on commitment to 
diversity. 

d. All candidates are questioned on their commitment to diversity and their 
experience working with diverse populations.  

 25



4. How does your unit identify staff and faculty from underrepresented groups who 
have administrative aspirations and potential, as well as assist them in developing 
leadership and management skills? How are such individuals supported in 
identifying opportunities for advancement?  

a. Supervisors use SRDP information to identify staff goals and aspirations. 
b. Faculty discuss goals with the Director of Academic Affairs during the 

annual review process. 
c. Opportunities to develop leadership and management skills are made 

available through attendance at conferences and workshops, committee 
work, interim assignments, and the creation of new positions (such as the 
Assistant Director of Academic Affairs). 

d. Staff have been encouraged and supported to participate in Penn State’s 
offerings through The Management Institute, such as “Mastering 
Supervision”, “Penn State Leader” and “Management Institute”. 

5. Which strategies for diversifying your unit’s leadership and management have 
been most successful? Which have been least successful? Which could be termed 
“best practices”? (Best Practices are 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.)  

      See Response Matrix, Task #2, Challenge 6 

      Most Successful Strategies: 

a. The campus casts a wide net to attract a diverse pool by adhering to the 
campus and University guidelines on recruiting a diverse workforce. 

      Least Successful Strategies: 

b. Although the campus has made strides in hiring more faculty from       
underrepresented groups, our rural location continues to present 
challenges in the recruitment of faculty and staff from diverse 
backgrounds. 

6. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes.  

a.    The campus leadership team is comprised of the Chancellor and 10 
Directors.  Of these, 6 are male and 5 are female.  One is from an 
underrepresented ethnic group. 
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Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 

Assessment Questions: 

1. How does your unit’s strategic plan reflect the importance of diversity for meeting 
your goals and objectives?  

a. Penn State Mont Alto lists three overarching management goals in the 
2005-2008 Strategic Plan.  The third goal is “To expand the capacity … 
and its constituents by increasing the diversity of faculty, staff, and 
students…”  

b. The plan contains seven objectives.  The third objective specifically states, 
“Nurture campus communities that embrace collaboration, diversity, 
inclusion, civility, and mutual respect.”   The strategies, action steps and 
strategic indicators are detailed in the plan (see Appendix  L). 

c. The Strategic Plan lists the following seven strategies designed to achieve 
the objective. 

• Maintain a year-round diversity team  
• Promote a spirit of collegiality, collaboration, and mutual respect 
• Maintain and improve support systems to attract and retain faculty and 

staff from under-represented groups  
• Maintain and improve support systems to attract and retain students from 

under-represented groups  
• Increase the intercultural and international competence of CWC students  
• Encourage and reward the integration of academic goals with those of 

national and global citizenship to increase understanding  
• Enhance recruitment and retention of out-of-state and international 

students  

2. What organizational realignments, systems of accountability, resource 
mobilization and allocation strategies, and long-term planning strategies have 
been implemented by your unit to ensure the realization of the University’s 
diversity goals?  

a. The Strategic Plan is developed with input from across the campus.  Every 
office is given an opportunity to develop action steps necessary to achieve 
the specific goals and objectives.  The action steps are then assigned to 
specific individuals, groups, or committees who are held accountable for 
implementing the activities.  Midway though the three-year strategic plan 
the individuals, groups, or committees are required to report on their 
progress toward the overall goals and objectives. 

3. What budget and development approaches have been implemented by your unit to 
ensure financial stability of diversity priorities?  

a. The Enrollment Management office is given funds to recruit outside of 
Pennsylvania. 
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b. Each search committee is charged with actively recruiting from 
underrepresented groups 

4. Describe the systems of accountability and reward that support the achievement 
of diversity goals.  

a. The Strategic Plan is developed with input from across the campus.  Every 
office is given an opportunity to develop action steps necessary to achieve 
the specific goals and objectives.  The action steps are then assigned to 
specific individuals, groups, or committees who are held accountable for 
implementing the activities.  Midways though the three-year strategic plan 
the individuals, groups, or committees are required to report on their 
progress toward the overall goals and objectives 

5. What partnerships, with internal or external units and/or constituencies, have you 
created to advance the University’s diversity goals?  

a. The campus has been proactive in the development of Dual Enrollment 
programs with area high schools.  In fact the campus enrolled more Dual 
Enrollment students that any other Penn State location in the spring 2006 
semester.  Tuition for Dual Enrolment students is paid through a state 
grant to the high schools; therefore financial barriers are removed for all 
qualified students. 

b. In the spring 2004 semester, the campus entered into a partnership with 
the Franklin County Career and Technology Center.  The campus 
Continuing Education Department moved their office to the Center and 
took over management of the Center’s adult education program.  The co-
location has also created opportunities for joint programming during the 
day.  There has been a number of programmatic collaboration discussions 
between the campus forestry faculty and the Center’s secondary landscape 
technology program; campus nursing, physical therapy and occupational 
therapy assistants faculty and the secondary health careers faculty, and the 
IST faculties.  As a result of the partnership, the Center’s secondary 
students have been made aware of opportunities at Penn State Mont Alto. 

c. In 2001, Summit Health and the campus established a collaboration to 
improve nursing education and increase the number of students admitted 
to the associate degree in nursing (ADN) program.  That year Penn State 
Mont Alto was able, with the support of Summit Health and a private 
donor, to increase the number of incoming ADN students from 30 to 40.  
The program was so successful that in fall 2003 Summit increased its 
financial support, allowing the campus to admit ten additional students, 
bringing the total number of entering students to 50.  This program 
expansion has opened the nursing slots for non-traditional students, 
particularly male students. 

6. Which strategies to coordinate organizational change in support of diversity goals 
have been most successful? Which have been least successful? Which could be 
termed “best practices”? (Best Practices are processes, programs, and procedures 
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that most successfully lead to the unit’s ability to reach the University’s diversity 
goals and can be validated through measurable outcomes.)  

            See Response Matrix, Task #2, Challenge 7 

a. The Strategic Plan is developed with input from across the campus.  Every 
office is given an opportunity to develop action steps necessary to achieve 
the specific goals and objectives.  The action steps are then assigned to 
specific individuals, groups, or committees who are held accountable for 
implementing the activities.  Midways though the three-year strategic plan 
the individuals, groups, or committees are required to report on their 
progress toward the overall goals and objectives. 

b. The following programs have been the most successful in the recruitment 
and retention of students from underrepresented populations. 

 The increased recruitment efforts in Philadelphia, Baltimore, 
Washington D.C., Virginia, and Vermont.  

 The EOPC funded Start Smart program  
 The Learning Center provides reasonable accommodations and 

assistive technologies for students with disabilities.  
 The recruitment program for Migrant Students.   
 The cooperation with other campuses of Penn State to accommodate 

housing needs of Paid Accepts who do not receive housing at their first 
choice campus. 

c. The following programs have been the most successful in the recruitment 
and retention of a diverse workforce. 

• The Director of Business developed policy and protocols for recruiting 
a diverse workforce. 

• The campus adheres to University College Guidelines for all faculty 
and staff searches.   

• The DAA or DBA discusses “Evaluating the Best Qualified Candidate 
Holistically” with the committee, and works with the Affirmative 
Action office to identify committee members and finalists 

7. What measures of success have you identified to gauge your progress in this 
Challenge? Include data demonstrating outcomes.  

a. The Penn State Mont Alto Strategic Plan lists the following Strategic 
Indicators designed to measure our progress toward enhancing campus 
diversity. 

 Number of campus activities and events, guest speakers, and displays  
 Portrayal of activities on web pages  
 Number of campus climate surveys 
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 Implementation of programs and processes to respond to elements 
identified by the survey 

 Number of programs focused on students, staff, and faculty from under-
represented groups and international populations 

 Financial resources allocated to celebrate diversity 
 Existence of a formal, active diversity team 
 Comparison of employee demographic profiles to local labor markets 
 Analysis of staff and faculty retention data from demographic perspectives 
 Number of mentors for faculty and staff from under-represented groups 
 Participation levels of faculty and staff in University sponsored support 

programs 
 Extent of campus recruitment activities to groups and organizations with 

significant levels of involvement with under-represented groups 
 Results of analysis of student retention data 
 Participation levels of students in University sponsored support programs 
 Number of curriculum innovations that reinforce intercultural and 

international competence 
 Maintenance of an internationalization committee at each campus and for 

the College as a whole 
 Implementation of scholarly activities in support of student and faculty 

research  
 Increase in library and other resources to support these competencies 
 Existence of guidelines for delivery of study abroad courses 
 Number of courses with content related to international awareness and 

global citizenship 
 Number and value of CWC International Program Fund (CIPF) awards 
 Number of such activities sponsored by resources from outside the 

College 
 Number of faculty members involved in such activities 
 Identification of academic and co-curricular programs that attract out-of-

state and international students  
 Number of recruitment activities targeting out-of-state and international 

students 
 Amount of funding and marketing in support of international programs 

and services 
 

b. The data demonstrating outcomes is included in the above discussion and 
the various attachments.  The Penn State Mont Alto Strategic Plan is the 
document that implements the campus diversity plan. 

 



 

Task #2           Mont Alto 
COMMONWEALTH COLLEGE 
STRATEGIC PLANNING FOR  

 A Framework to Foster Diversity at Penn State: 2004-09 
Response Matrix Due January 9 

 
 
CHALLENGE 1 
Developing a Shared and Inclusive Understanding of Diversity 
 

ACTIONS 

Person(s)/Office(s) 
Responsible for 
Accountability 

Person(s)/ Office(s) 
Involved in 
Implementation Cost* Outcome assessment 

Time 
frame 

A Social Justice Training program is being planned 
for Spring 2004. 
2006 Update:  Student Affairs took the lead in 
teaming with 6 area colleges (Shippensburg 
University, Gettysburg College, Dickinson School 
of Law, Dickinson College, Wilson College, Mount 
Saint Mary’s University) to form The Diversity 
Coalition, which co-sponsored a conference for 
our students in October 2005, titled “Creating 
Leaders for a Diverse World” (see Appendix E).  
The conference was funded in part by a Penn 
State EOPC Grant.  It attracted more than 100 
participants and took place here at Penn State 
Mont Alto.  Additional collaborative efforts on 
diversity are being planned for the future by 
Diversity Coalition members. Student Affairs 

Associate Dir. Student Affairs 
and outside presenter $3,000 

Campus and individual 
awareness of social justice 
issues will be increased. 

Spring 
2004 

  



 

The Climate Committee and CEO will conduct a Town 
Meeting to share the results of the Climate Survey 
and seek input on campus priorities to improve the 
climate. 
2006 Update:  Two town meetings were 
conducted to discuss the results of the 2003 
Climate Survey with faculty, staff and students.   CEO, Climate Committee CEO, Climate Committee None 

An Action Plan will be developed 
by 7/1/04. Sp’04 

Post additional copies of the Penn State Principles in 
all classrooms and campus buildings. 
2006 Update:  The Director of Student Affairs 
posted 100 laminated copies of The Penn State 
Principles in every building and every classroom 
on campus. Climate Committee 

Climate Committee, Business 
Services $100 

A visible reminder of Penn 
State’s commitment to diversity 
and expectations for members of 
its community will be prominently 
displayed throughout campus. Sp’04 

Continue diversity programming during new student 
orientation. 
2006 Update:  Student Affairs continues to plan a 
meaningful Diversity Program every year as an 
integral part of New Student Orientation.  
Attendance Fall 2006 was the highest ever, with 
more than 350 students participating, compared 
to 150 in 2005. Student Affairs Student Affairs Will vary 

Students will respond favorably 
on post-orientation surveys. Ongoing 

Continue offering a wide variety of cultural programs 
that foster diversity. 
2006 Update:  See APPENDIX C for a list. Student Affairs Student Affairs Will vary 

Surveys will demonstrate 
increased awareness and 
appreciation of diverse cultures. Ongoing 

*Other than employee salaries 

  



 

Task #2 
COMMONWEALTH COLLEGE 
STRATEGIC PLANNING FOR  

 A Framework to Foster Diversity at Penn State: 2004-09 
Response Matrix Due January 9 

 
 
CHALLENGE 2 
Creating a Welcoming Campus Climate 
 

ACTIONS 

Person(s)/Office(s) 
Responsible for 
Accountability 

Person(s)/ Office(s) 
Involved in 
Implementation Cost* Outcome assessment 

Time 
frame 

Post additional copies of the Penn State Principles in 
all campus buildings. 
2006 Update:  The Director of Student Affairs 
posted 100 laminated copies of The Penn State 
Principles in every building and every classroom 
on campus. Student Affairs Student Affairs, DBS $100 

More students, faculty and staff 
will be familiar with and 
committed to the Principles. Sp’04 

Continue to support existing and create new student 
organizations with a diversity focus. 
2006 Update:  More than 40% of Mont Alto’s 
registered student organizations are devoted to 
promoting diversity.  They include the Adult 
Student Organization (ASO), Allies, Anime Club, 
Asian Student Association (ASA), Black Student 
Union (BSU, now BOLA), Campus Activities and 
Multicultural Programs (CAMP), Latino Student 
Association (LSA, now BOLA), Mont Alto 
Commuter Club (MACC), Spreading Wisdom and 
Truth (SWAT Christian Fellowship), the Language 
Club (TLC). Student Affairs Student Affairs, club advisors 

$150/yr 
(each 

club) from 
SGA 

Clubs will remain active and vital. 
New clubs will be established as 
interests change. Ongoing 

Be proactive with regard to access issues for students 
with disabilities. 
2006 Update:  University officials with expertise in 
ADA access issues were asked to visit and 
evaluate all campus buildings and facilities in 
1998.  Numerous improvements were made, 
including the addition of an elevator in the DBS ADA Access Committee, DBS Unknown

Improved retention rate for 
students with disabilities. Ongoing 

  



 

General Studies classroom building, and 
modifications to curbs, ramps, residence hall 
access, handicap room and bathroom in a 
residence hall, to name a few.  The campus is 
proactive with regard to access issues for 
students with disabilities.  Recent improvements 
include remodeling of the handicap accessible 
residence hall room and its bathroom in Penn 
Gate 2.  Additional improvements to campus 
facilities since 2003 have been ADA compliant 
(see Appendix G). 
Continue diversity programming during new student 
orientation. 
2006 Update:  Student Affairs continues to plan a 
meaningful Diversity Program every year as an 
integral part of New Student Orientation.  
Attendance Fall 2006 was the highest ever, with 
more than 350 students participating, compared 
to 150 in 2005. Student Affairs Student Affairs Will vary 

Students will respond favorably 
on post-orientation surveys. Ongoing 

 
Continue offering a wide variety of cultural programs 
that foster diversity. 
2006 Update:  See APPENDIX C for a list. Student Affairs Student Affairs Will vary 

Surveys will demonstrate 
increased awareness and 
appreciation of diverse cultures. Ongoing 

*Other than employee salaries 

  



 

Task #2 
COMMONWEALTH COLLEGE 
STRATEGIC PLANNING FOR  

 A Framework to Foster Diversity at Penn State: 2004-09 
Response Matrix Due January 9 

 
 
CHALLENGE 3 
Recruiting and Retaining a Diverse Student Body 
 

ACTIONS 

Person(s)/Office(s) 
Responsible for 
Accountability 

Person(s)/ Office(s) 
Involved in 
Implementation Cost* Outcome assessment 

Time 
frame 

Target specific high schools in the Washington, DC 
area for recruitment initiatives. Target specific service 
area high schools with growing Latino populations 
and educate them about higher education 
opportunities. 
2006 Update:   Admissions staff increased 
recruitment efforts in Philadelphia, Baltimore, 
Washington D.C., Virginia, and Vermont, resulting 
in an increase of students from underrepresented 
groups. DEM DEM, Admissions staff $2,800/yr.

More students from 
underrepresented groups from 
DC area and MA service area will 
apply to and attend PSMA. 

2004-
2005 

  



 

Continue or expand EOPC-funded programs: 
1. Consider College (expand) 
2. Start Smart (continue) 
2006 Update:  Consider College was less 
successful and was not continued.  Since 2003 
the campus has obtained funding from EOPC 
ranging from $19,000 to $23,000 for the Start 
Smart program to provide learning support for 
first generation students and students from 
underrepresented groups who meet certain 
criteria.  Between 27 and 36 students participate 
each year.  From 2003 – 2006, first semester 
retention for Start Smart participants was 90%, 
compared to 77.5% for similar students who 
chose not to participate in Start Smart (see 
Appendix J). 

1. DEM 
2. Dir. Learn. Ctr. 

1. DEM 
2. Dir. Learn. Ctr. 

1. $2,100 
EOPC 

$2,300 MA
2. $18,000 

EOPC 
$1957 MA

1. Attract additional 
underrepresented and 
1st generation students.

2. Support 1st generation 
and under-prepared 
students. 2004-2005 

Improve access to campus facilities for students with 
disabilities. 
2006 Update:  University officials with expertise in 
ADA access issues were asked to visit and 
evaluate all campus buildings and facilities in 
1998.  Numerous improvements were made, 
including the addition of an elevator in the 
General Studies classroom building, and 
modifications to curbs, ramps, residence hall 
access, handicap room and bathroom in a 
residence hall, to name a few.  The campus is 
proactive with regard to access issues for 
students with disabilities.  Recent improvements 
include remodeling of the handicap accessible 
residence hall room and its bathroom in Penn 
Gate 2.  Additional improvements to campus 
facilities since 2003 have been ADA compliant 
(see Appendix G). DBS ADA Access Committee, DBS 

$42,250 
(UP) 

Campus facilities will be more 
accessible to students with 
disabilities Unknown 

Continue to improve transportation options for 
residential students without cars, in the absence of 
public transportation.  
2006 Update:  Many of our residential students 
from urban areas do not have personal vehicles.  
There is no public transportation in our county.  
The campus has made it a priority to identify 
funds to transport students to local shopping 
areas and the bus/train stations on a regular 
basis.  Progress has been made in this area, Student Affairs 

Student Affairs, Business 
Services $4,000/yr.

Improve student satisfaction for 
those who live on campus and do 
not have cars. Ongoing 

  



 

however the lack of public transportation and 
other on-demand options continues to be a 
source of dissatisfaction, particularly for students 
from underrepresented groups, who are less 
likely to bring a personal vehicle to campus. 
Learning Center will continue to proactively identify 
at-risk students and provide them with academic 
support. 
2006 Update:  The Learning Center provides 
reasonable accommodations and assistive 
technologies for students with disabilities, and 
makes learning support available to all students. Dir. Learning Center Dir. Learning Center None 

Retention rates of at-risk 
students will improve. 
 Ongoing 

*Other than employee salaries 

  



 

Task #2 
COMMONWEALTH COLLEGE 
STRATEGIC PLANNING FOR  

 A Framework to Foster Diversity at Penn State: 2004-09 
Response Matrix Due January 9 

 
 
CHALLENGE 4 
Recruiting and Retaining a Diverse Workforce 
 

ACTIONS 

Person(s)/Office(s) 
Responsible for 
Accountability 

Person(s)/ Office(s) 
Involved in 
Implementation Cost* Outcome assessment 

Time 
frame 

Continue assigning a Diversity Advocate to all search 
committees, and training all search committees on 
attracting a diverse applicant pool. 
2006 Update:  The Director of Business developed 
a campus policy and protocols for recruiting a 
diverse workforce, which was approved by the 
Chancellor and adopted by Administrative 
Council (see Appendix B).  The campus adheres 
to the Commonwealth College (now University 
College) Guidelines for all faculty searches.  Per 
the guidelines, a diverse (representative) search 
committee is appointed, the campus advertises 
widely to bring in a diverse pool (and re-advertise 
if it is not diverse enough), a diversity advocate is 
appointed to every committee, the Director of 
Academic Affairs (DAA) charges each committee 
and gives them a copy of Penn State’s Guidelines 
for Recruiting a Diverse Workforce.  The DAA 
discusses “Evaluating the Best Qualified 
Candidate Holistically” with the committee, and 
works with the Affirmative Action office to identify 
committee members and finalists. DBS DBS None 

We hope to be able to identify 
more diverse applicant pools and 
increase the diversity of the 
faculty and staff at Mont Alto. 

On-
going 

  



 

Connect those offered positions at Mont Alto with 
Advisory Board members or employees from similar 
backgrounds, to share their experiences living and 
working in this community. 
2006 Update:  Academic Affairs connects new 
faculty from underrepresented groups with 
community resources and people who can assist 
them in their integration into the local community. 
The DAA and Promotion & Tenure Committee 
members established a mentoring process in Fall 
2005, for all new tenure-track faculty.  Each new 
tenure-track faculty is assigned two mentors – a 
campus mentor to help them acclimate to the 
campus culture, and a division mentor to help 
them succeed in their disciplinary area. CEO CEO None 

Candidates from 
underrepresented groups will be 
more likely to accept a position. 2004 

Continue having all search committees assess 
candidates on their commitment to diversity. 
2006 Update:  Candidates for all faculty and staff 
positions are evaluated on their commitment to 
diversity and their experience working with 
diverse populations. CEO, DBS 

CEO, DBS, Search 
Committees None 

Commitment to diversity will be a 
criterion for employment at Mont 
Alto. Ongoing 

Assign a faculty/staff mentor to all new employees to 
help them acclimate to the campus and community. 
2006 Update:  Academic Affairs connects new 
faculty from underrepresented groups with 
community resources and people who can assist 
them in their integration into the local community. 
The DAA and Promotion & Tenure Committee 
members established a mentoring process in Fall 
2005, for all new tenure-track faculty.  Each new 
tenure-track faculty is assigned two mentors – a 
campus mentor to help them acclimate to the 
campus culture, and a division mentor to help 
them succeed in their disciplinary area. CEO, DAA, DBS DBS None 

New employees will be feel more 
welcomed and be retained 
longer. 2004-2005 

Increase use of free electronic postings to announce 
vacancies. 
2006 Update:  The campus increased the use of 
electronic job postings to assist in the 
recruitment of a more diverse workforce. All Directors DBS, All Directors None 

Increased number of individuals 
from underrepresented groups in 
applicant pools Sp’04 

*Other than employee salaries 

  



 

Task #2 
COMMONWEALTH COLLEGE 
STRATEGIC PLANNING FOR  

 A Framework to Foster Diversity at Penn State: 2004-09 
Response Matrix Due January 9 

 
 
CHALLENGE 5 
Developing a Curriculum that Fosters Intercultural and International Competencies 
 

ACTIONS 

Person(s)/Office(s) 
Responsible for 
Accountability 

Person(s)/ Office(s) 
Involved in 
Implementation Cost* Outcome assessment 

Time 
frame 

Enhance and expand array of diversity-focused, 
intercultural and international courses offered as part 
of the general education curriculum.  
2006 Update:  From 1998 – 2003 the campus 
offered an average of 24 sections of diversity-
focused U.S. and international cultures courses 
per year.  From 2004 – 2006 the average rose to 38 
sections per year, a 58% increase (see Appendix 
D).  DAA 

DAA, Registrar, Faculty, 
Advisers None 

Number of DF and GI courses 
offered as part of the general 
education curriculum 

On-
going 

Increase efforts to generate interest in and offer 
opportunities to students to participate in study 
abroad programs. 
2006 Update:  From 1998 – 2003 (a 5-year period) 
the campus offered 3 study abroad opportunities.  
From 2004 – 2007 (a three-year period), the 
campus also offered 3 study abroad programs 
(see Appendix D). DAA 

DAA, Registrar, Faculty, 
Advisers None 

Number of students participating 
in study abroad programs Ongoing 

Continue participation in College internationalization 
efforts to increase global awareness of students. 
2006 Update:  From 1998 – 2003 the campus 
offered an average of 24 sections of diversity-
focused U.S. and international cultures courses 
per year.  From 2004 – 2006 the average rose to 38 
sections per year, a 58% increase (see Appendix 
D). From 1998 – 2003 (a 5-year period) the campus 
offered 3 study abroad opportunities.  From 2004 DAA 

DAA, DSA, DUS, FYS and 
Activities Coordinators, Faculty None 

Number of courses and co-
curricular activities exposing 
students to global/international 
issues Ongoing 

  



 

– 2007 (a three-year period), the campus also 
offered 3 study abroad programs (see Appendix 
D).  From 1998 – 2003 the campus offered an 
average of 6 cross-disciplinary sections per year, 
all of which were diversity-related.  From 2004 – 
2007 there were 10 such sections (see appendix 
D). From 1998 – 2003 the campus had 2 team-
taught sections of diversity courses.  From 2004 –
2007 there were 3 such courses (see Appendix D). 
The campus provides a wide array of social, 
educational and cultural programs that promote 
diversity.  From September 2005 to December 
2006, Student Affairs sponsored nearly 70 
multicultural and diversity programs (see 
Appendix C). 
Continue to encourage faculty research on diversity-
related issues. 
2006 Update: Penn State Mont Alto faculty have 
conducted research on: Women’s Identity Issues; 
the Role of Women in American Life; Labor Force 
Participation of Older Women; Eurasian Rhetoric; 
Deforestation in Central Africa. DAA 

DAA, Faculty Affairs 
Committee (administering 
faculty development fund) 

Funds to 
support 
faculty 

profess-
ional 

develop-
ment 

Number of faculty engaged in 
research on diversity-related 
issues. Ongoing 

      
*Other than employee salaries 
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CHALLENGE 6 
Diversifying University Leadership and Management 
 

ACTIONS 

Person(s)/Office(s) 
Responsible for 
Accountability 

Person(s)/ Office(s) 
Involved in 
Implementation Cost* Outcome assessment 

Time 
frame 

Make training and leadership development 
opportunities with a diversity focus available to more 
faculty and staff in leadership positions. 
2006 Update:  Staff representing Student Affairs, 
Academic Affairs, Enrollment Management and 
Business Services participated in the two-part 
Strategic Planning for Diversity program 
sponsored by Penn State.  Student Affairs, 
Academic Affairs and Enrollment Management 
directors support personnel to attend the annual 
Hendricks Best Practices Conference on Adult 
Learners at University Park.  The Director of 
Student Affairs serves as the Sexual Harassment 
Resource person for Penn State Mont Alto, and 
recently attended the one-day training on 
transgender issues. CEO CEO Unknown

Campus leadership will be better 
able to lead by example on 
diversity issues. 

On-
going 

As positions are available, proactively seek 
candidates from underrepresented groups. 
2006 Update:  The Director of Business developed 
a campus policy and protocols for recruiting a 
diverse workforce, which was approved by the 
Chancellor and adopted by Administrative 
Council (see Appendix B).  The campus adheres 
to the Commonwealth College (now University 
College) Guidelines for all faculty searches.  Per 
the guidelines, appoints a diverse (representative) DBS DBS, Search Committees None 

The number of leaders and 
managers from 
underrepresented groups will 
increase. Ongoing 

  



 

search committee, advertises widely to bring in a 
diverse pool (and re-advertises if it is not diverse 
enough),  appoints a diversity advocate to every 
committee, the Director of Academic Affairs 
(DAA) charges each committee and gives them a 
copy of Penn State’s Guidelines for Recruiting a 
Diverse Workforce.  The DAA discusses 
“Evaluating the Best Qualified Candidate 
Holistically” with the committee, and works with 
the Affirmative Action office to identify committee 
members and finalists. 
 
Continue co-sponsorship of Cumberland Valley 
Women’s Conference 
2006 Update:  The campus co-sponsors and hosts 
the annual Cumberland Valley Women’s 
Conference with Shippensburg University and 
Wilson College (see Appendix F). Alice Royer Alice Royer and committee 

$300 
every 2nd 
and 3rd 

year 

Women from the campus and 
community will be better 
educated about issues of interest 
to women. 

Annually 
in October 

Make more professional development opportunities 
available to faculty and staff. 
2006 Update:  Staff representing Student Affairs, 
Academic Affairs, Enrollment Management and 
Business Services participated in the two-part 
Strategic Planning for Diversity program 
sponsored by Penn State.  Student Affairs, 
Academic Affairs and Enrollment Management 
directors support personnel to attend the annual 
Hendricks Best Practices Conference on Adult 
Learners at University Park.  The Director of 
Student Affairs serves as the Sexual Harassment 
Resource person for Penn State Mont Alto, and 
recently attended the one-day training on 
transgender issues. CEO, DAA CEO, DAA Unknown

More faculty and staff will have 
opportunities to attend 
conferences and workshops on 
diversity issues. Ongoing 

 
Increase use of free electronic postings to announce 
vacancies. 
2006 Update:  The campus increased the use of 
electronic job postings to assist in the 
recruitment of a more diverse workforce. All Directors DBS, All Directors None 

Increased number of individuals 
from underrepresented groups in 
applicant pools Sp’04 

*Other than employee salaries 
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CHALLENGE 7 
Coordinating Organizational Change to Support Our Diversity Goals 
 

ACTIONS 

Person(s)/Office(s) 
Responsible for 
Accountability 

Person(s)/ Office(s) 
Involved in 
Implementation Cost* Outcome assessment 

Time 
frame 

Analyze and discuss results of the Climate Survey 
with the campus community. 
2006 Update:  The Climate Committee reviewed 
results of the 2003 Climate Survey and discussed 
them in Town Meetings with students, faculty and 
staff. CEO, Climate Committee CEO and Climate Committee None 

Climate issues will be a priority 
and strategies to make 
improvements will be identified. 

Sp’04 
and 
on-
going 

  



 

Continue to incorporate diversity goals in all updates 
of the Strategic Plan. 
2006 Update: See Appendix L and responses to 
Challenge 7 in report. 

CEO and Policy and 
Planning Committee 

CEO, Policy and Planning 
committee, all departments None 

Diversity issues will remain a 
priority and campus climate will 
be improved.   Ongoing 

ADA Access Committee will continue to assess and 
advocate for improvements. 
2006 Update:  University officials with expertise in 
ADA access issues were asked to visit and 
evaluate all campus buildings and facilities in 
1998.  Numerous improvements were made, 
including the addition of an elevator in the 
General Studies classroom building, and 
modifications to curbs, ramps, residence hall 
access, handicap room and bathroom in a 
residence hall, to name a few.  The campus is 
proactive with regard to access issues for 
students with disabilities.  Recent improvements 
include remodeling of the handicap accessible 
residence hall room and its bathroom in Penn 
Gate 2.  Additional improvements to campus 
facilities since 2003 have been ADA compliant 
(see Appendix G). ADA Access Committee 

Dir. Of Learning Ctr., DBS, 
ADA Access Committee Unknown

Campus will be more accessible 
to those with disabilities.   Ongoing 

A Social Justice Training program will be planned for 
students, faculty and staff. 
2006 Update:  Student Affairs took the lead in 
teaming with 6 area colleges (Shippensburg 
University, Gettysburg College, Dickinson School 
of Law, Dickinson College, Wilson College, Mount 
Saint Mary’s University) to form The Diversity 
Coalition, which co-sponsored a conference for 
our students in October 2005, titled “Creating 
Leaders for a Diverse World” (see Appendix E).  
The conference was funded in part by a Penn 
State EOPC Grant.  It attracted more than 100 
participants and took place here at Penn State 
Mont Alto.  Additional collaborative efforts on 
diversity are being planned for the future by 
Diversity Coalition members. Student Affairs 

Assoc. Dir. Student Affairs and 
outside facilitator $3,000 

We hope to raise campus and 
individual awareness of social 
justice issues. Sp’04 

 
Seek additional financial support from the Lumina 
Foundation for Consider College and Start Smart. 
2006 Update:  Lumina was not an appropriate 
source of funding for Consider College.  Lumina 
declined to fund Start Smart. CEO, DIA DEM, Dir. Learning Center $1,000 

Programs currently funded by 
EOPC will continue to be funded 
by an outside source. Fa’05 

  



 

  

*Other than employee salaries 



APPENDIX  A 
 

Spring 2004 ~ Diversity Focus Group Suggestions 
 
Recently, The Learning Center and Student Affairs met with students on campus to 
discuss issues of diversity.  The student group was comprised of students of color, 
international students, returning adult students, and a student with a disability.  Emerging 
from their concerns, a list of recommendations was created in the hopes that we can make 
this a more user-friendly campus for students from diverse backgrounds.  I am sharing 
these suggestions now with all members of the campus community; I hope we will make 
a concerted effort to make Mont Alto a more welcoming place, starting today.  I know 
that I learned a great deal from speaking with these students, and have promised them 
that the work of this group would result in real changes, not just "lip service." 
 
For faculty: 

• Get to know the names of your students.  Even though we only have five 
weeks left, it's not too late!  This means a great deal to students.  They want 
to be more than a number.  

• Students want to know who their classmates are as well.  In the beginning of 
the semester, spend 15 or 20 minutes having them memorize the names of 
everyone in the class.  It's fun, and they really appreciate it. If you would like 
to know of some simple strategies, please see Nanette, Jackie, or Max.  
Perhaps I can demonstrate how we can do this at the beginning of the 
semester faculty meeting - great way to get to know our new colleagues! 

• If you have large classes, please set up time throughout the semester to have 
individual or small group conferences with students.  

• Respond positively to student questions in class.  One African student, for 
whom English is not her first language, said that a couple of faculty members 
made her feel badly when she asked a question.  They expressed impatience 
with her difficulty understanding a concept.  Remember, some of our students 
are translating AND dealing with comprehension - no small task.  If you 
think it will take too long to answer a question in class, you can always tell 
the student to see you after class, that you would be HAPPY to explain things 
in more detail then… 

• When possible, provide opportunities for students to share their perspectives 
and talk about their culture in class.  I would caution against putting students 
on the spot, and certainly you can't expect students to represent an entire race 
or culture in a discussion.  However, you might want to think of some ways 
for students to compare concepts/ideas from their culture with ours.  For 
example, when discussing issues of family dynamics in an HDFS course, you 
might ask students from diverse backgrounds to form a panel to discuss 
family dynamics from their perspectives.   

• Many of these students said they were shy about participating in class, but 
feel penalized with regards to class participation.  One solution we discussed 
was creating class listservs where topics can be discussed.  Many shy 
students are more comfortable sharing their thoughts in this type of forum.   



If you want to know how to do this, see Zig, Robin, or Nanette. First-Class is 
another way to do this. 

• Students RAVED about a faculty member who used mid-semester 
evaluations to monitor student progress and feelings about the course.  
Evaluations were handwritten and anonymous; She shared the student 
responses with the class.  The students felt that she really cared about their 
concerns, and made reasonable changes to facilitate student learning. 

• Students like group activities in class.  This breaks the ice and allows them to 
get to know each other.  They said that it might help if faculty would help 
them form review groups or projects that involve group problem solving.   

 
 
Well, that's the news from Lake Woebegone - where the faculty are good-looking, and 
the students are above average.   
 
Nanette 
 
 



APPENDIX  B 

 PENNSTATE                                                      
Mont Alto  

 
 

 
OPERATIONAL POLICY AND PROCEDURES  

            
            
          
 SUPERSEDES 

 

 

POLICY DATED:  New 
 
Policy No.: PSMA 006       DATE: Sept. 21, 2006 

 
SUBJECT: SEARCH COMMITTEE                        PAGE 1 OF 3 

 
 

PURPOSE: 

To state the Mont Alto Campus policy concerning the search process for filling vacancies 
and clarifying the role of the search committee. 

 

GENERAL: 

It is the policy of the campus to insure the appropriate involvement of the faculty, staff and 
students in the search process for filling campus vacancies, and to encourage the 
application of affirmative action guidelines to all phases of this process.   

 

RESPONSIBILITY: 

The hiring Officer will be responsible for appointing the search committee and chair.  The 
hiring Officer will provide a list of committee members to the Director of Business (DB),who  
will provide access to the online Electronic Job Management System.  

The DB will ensure that individuals on layoff, or about to go on layoff, and dual career 
situations are reviewed and if applicable, names forwarded to the search committee.  The 
search committee will determine which candidates in the position pool meet the minimum 
qualifications and are to be considered in the review/interview process.    Candidates that do 
not meet the minimum qualifications should be eliminated from further consideration.    

The search committee shall maintain confidentiality as far as possible.  Neither candidates 
nor their qualifications should be discussed with individuals who are not directly involved in 
the search process.  
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GUIDELINES: 

The following general guidelines will apply: 

• The search committee will participate in the various phases of the search such as 
charge meeting, position and resume review, set up telephone and/or on campus 
interview and recommendation process.   

• The search committee, will consist of at least three members (odd number), and 
whenever possible, will include gender and minority representation, and individuals 
with broad perspectives.  

• The hiring Officer will determine the method of selecting search committee members.      

• The hiring Officer will designate one committee member as chair.   

• Faculty, staff and students from other campuses, may be included on the search 
committee. 

• The general charge to the search committee will be to identify qualified candidates. 
The hiring Officer may provide additional specific charges.  During the charge 
meeting, the DB will provide guidelines for interviews. 

• The search committee will participate in the determination of candidates to be 
interviewed and in the interviewing of those candidates.  The search committee will 
notify the DB of the short list of candidates to be interviewed.   

• Prior to the final selection, the search committee will present their evaluations and 
recommendations to the hiring Officer. At the request of either the committee or the 
hiring Officer, a meeting to discuss recommendations will be held. 

 

PROCEDURE: 
 

• The filling of a vacant position will be discussed at Administrative Council.  The hiring 
Officer and the Chancellor must approve filling the position. 

 
• The hiring Officer selects the search committee and appoints chairperson. 

 
• The hiring Officer notifies DB of committee membership. 

 
• The hiring Officer sets up charge meeting with the committee and the DB.  The 

general charge to the search committee will be to identify qualified candidates.  

• The search committee recommends which candidates may be interviewed and 
discusses with the hiring Officer.   

• Prior to the final selection, references will be checked.  The search committee will 
present their recommendation and evaluations of acceptable candidates to the hiring 
Officer. The hiring Officer will make the final decision concerning which candidate will 
be hired.   

• The hiring Officer will provide the name of the successful candidate to the DB and 
request that a starting salary be determined. 

 
• The DB will provide a salary to the hiring Officer after consultation with Office of 

Employment and Compensation.  The hiring Officer will contact the candidate and 
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make a verbal offer.  If accepted, an offer letter will be drafted by the Business Office 
and sent under the Chancellor’s signature.   

 
• Upon the receipt of the signed offer letter, the DB will closed out the search process 

on line, which will automatically generate a letter to the unsuccessful candidates.    
 

• Upon the receipt of the signed offer letter, the DB will notify unsuccessful interviewed 
candidates in writing.  The hiring Officer may opt to call them directly to advise them 
of the search status. 

 

 
 

Submitted to the Administrative Council by: 
 
 
__________________________________     ____________ 
                     Date 
Approved by: 
 
__________________________________     ____________ 
Campus Chancellor               Date 
 
Recorded by: 
 
___________________________________    ____________ 
Director of Business                Date 



APPENDIX C 
 

Diversity Programs at Penn State Mont Alto 
September 2005 ~ December 2006 

 
September 2005 
Preacher Moss: Comedian 
Hotel Rwanda: Movie 
Trip to see Paul Rusesabagina from the real Hotel Rwanda: Speaker 
Guitarist Javier Mendoza: Music 
Trip to Study Abroad Fair at University Park 
 
October 2005 
Diversity Conference, “Creating Leaders for a Diverse World” featuring: 
 *Speakers 
 *Tai Yim Chinese Lion Dancers 
 *African Resurrection - African Drumming & Dance Lessons 
 *Eileen Torres Salsa Dancing Lessons 
Tiny Glover: Comedian 
Pieces of East, Middle Eastern Band: Music 
Gender Night: Group Discussion 
“Don’t Assume, Just Ask” Panel: Panel discussion featuring: 
 *Muslim Students 
 *Gay student 
 *Buddhist 
 *Christians 
 *Asian student 
 *African American student 
National Museum of Women in the Arts: Trip to Washington DC 
Dairy Farm: Educational Trip (attended mostly by urban students) 
National Coming Out Day Event 
 *T-shirt giveaway 
 *Educational information 
 
November 2005 
“True Colors:” Personality Test 
Tayac’s Green Turtle Dancers: Native American Dancers 
Gender Night: Group Discussion 
“The Bone Woman:” Book Discussion 
Diversity Jeopardy 
 “Battle of the Sexes:” Educational Game 
Diversity Days at a local high school:  

*Mont Alto Students educated high school students about their cultural/beliefs 
 
December 2005 
Gender Night: Group Discussion 
Sermon Gospel Group: Music 
 
 



January 2006 
Buddy Wakefield: Slam Poet 
Dr. Martin Luther King, Jr. Day Celebration 
Martin Luther King Day of Service: 
 *Students spent the day with youth at the YMCA 
Gender Night: Group Discussion 
Death Penalty: Debate 
Floyd Cochran, Ex-Aryan Nation Member: Speaker 
KJ James Blues Guitarist: Music 
Chinese New Year Dinner and Tai Yim Chinese Lion Dancers 
 
February 2006 
Yewande: Musician 
Hossam Elouan: Egyptian Speaker 
Magdalen Hsu-Li: Musician  
Bruce Jacobs, “Race Manners:” Speaker 
History of Valentine’s Day Jeopardy: Educational Game 
Gender Night: Group Discussion 
Shindana Cooper: Black History Month Speaker 
 
March 2006 
Judy Luis-Watson, “Blues Works:” Musician 
Salsa Night featuring: 
 *Salsa Dancing 
 *Spanish Music 
 *Spanish Food 
Jen London: Musician 
Gender Night: Group Discussion 
 
April 2006 
Crash: Diversity Movie with Educational Discussion 
A Mid Summers Night Dream: Shakespeare Play 
Gender Night: Group Discussion 
Ewabo: Caribbean Steel Drum Band 
 
September 2006 
Greg Ochoa: Orientation Diversity Speaker 
 “Where Were You on 9/11?:” Group Discussion 
KJ James Blues Artist: Musician 
Salsa Night with Eileen Torres: Dance Lessons 
Italy Study Abroad Preview 
 
October 2006 
Gay Marriage: Debate 
John Zaffis, Paranormal Psychologist: Educational Presentation 
Renaissance Fair: Educational Trip 
Tai Yim’s Chinese Lion Dancers 
Dairy Farm: Educational Trip (attended mostly by urban students) 
Step Show – trip to Gettysburg College 



 
November 2006 
“Don’t Assume Just Ask” Panel: Panel Discussion featuring: 
 *Gay Student 
 *Asian Student 
 *African American Student 
 *Christian Student 
Diversity Days at a local high school: 
 *Mont Alto Students educated high school students about their cultural/beliefs 
Love Line: Educational discussion about love and sex 
Dominic Gaudious: Musician 
Abortion Debate 
 
December 2006 
Jimmy Biddle - AIDS Awareness Speaker 
“Philadelphia:” AIDS Awareness Movie 
Human Race Machine: 
 *Machine which takes your picture and uses various modules to change your race 
“The Illusion of Race:” Movie 
 
 
 
 
 
 
 
 
 
 
 



APPENDIX  D
PSMA - Number of Diversity Courses from Fall 1998 to Spring 2007

Semester DF, GI, US, IL, USI Courses x-Listed Team Taught Study Abroad

Fall 1998 11 0 0 0
Spring 1999 9 0 0 0
Fall 1999 10 4 0 0
Spring 2000 15 4 2 2
Fall 2000 12 4 2 0
Spring 2001 13 4 0 1
Fall 2001 10 2 2 0
Spring 2002 13 4 0 0
Fall 2002 12 2 2 0
Spring 2003 12 4 0 0
Fall 2003 13 2 0 0
Spring 2004 16 6 2 1
Fall 2004 13 2 0 0
Spring 2005 18 8 4 1
Fall 2005 18 4 1 0
Spring 2006 21 6 0 0
Fall 2006 21 2 1 0
Spring 2007 25 7 2 2



Semester Course & Section Number Course Title Gen.Ed. Diversity Code X-Listed Course Team Taught Study Abroad

Fall 1998 ANTH 045.001 CULTURAL ANTH GS DF
HD FS 315W.001 FAMILY DEVELOPMENT DF
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSICS GA DF
NURS 415.001 COMM/FAM HLTH NURS DF
PHIL 111.001 ORIENTAL PHIL GH DF
PHIL 111.002 ORIENTAL PHIL GH DF
RL ST 101.001 COMP RELIGION GH DF
WMNST 001.001 INTRO WMN STUDIES GS DF
WMNST 194.001 WOMEN WRITERS GH DF

Spring 1999 BIOL 020.001 PLTS PLCS & PPLE GN DF
HD FS 3152.001 FAMILY DEVELOPMENT DF
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSICS GA DF
PHIL 007.002 ASIAN PHILOSOPHY GH DF
RL ST 101.001 COMP RELIGION GH DF
WMNST 003.001 WMN, HMNTS & ARTS GH DF
WMNST 137.001 WOMEN AND RELIGION GH DF

Fall 1999 AAA S 102.001 WMN CL:CR CUL PERS GH DF WMNST 102.001
ANTH 045.001 CULTURAL ANTH GS DF
ENGL 194.001 WOMEN WRITERS GH DF WMNST 194.001
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSICS GA DF
PHIL 007.012 ASIAN PHIL GH DF
RL ST 101.001 COMP RELIGION GH DF
WMNST 102.001 WMN CL:CR CUL PERS GH DF AAA S 102.001
WMNST 194.001 WOMEN WRITERS GH DF ENGL 194.001

PENN STATE MONT ALTO - DIVERSITY COURSES TAUGHT FROM FALL 1998 TO SPRING 2007
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Semester Course & Section Number Course Title Gen.Ed. Diversity Code X-Listed Course Team Taught Study Abroad
Spring 2000 BIOL 020.001 PLTS PLCS & PPLE GN DF

CMLIT 003.001 MASTERS LIT AFRICA GH DF
ED THP 412.001 ED & STATUS WOMEN DF WMNST 412.001
HIST 102.001 CANAAN & ISRAEL GH DF
HIST 199.001 FOREIGN STUDIES: UK (3 Cr.) DF Yes Yes
HIST 199.002 FOREIGN STUDIES: UK (6 Cr.) DF Yes Yes
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSICS GA DF
PHIL 007.001 ASIAN PHIL GH DF
RL ST 101.001 COMP RELIGION GH DF
RL ST 137.001 WOMEN & RELIGION GH DF WMNST 137.001
WMNST 001.001 INTRO WMN STUDIES GS DF
WMNST 137.001 WOMEN AND RELIGION GH DF RL ST 137.001
WMNST 412.001 ED & STATUS WOMEN DF ED THP 412.001

Fall 2000 AAA S 102.001 WMN CL:CR CUL PERS GH DF WMNST 102.001 Yes
ENGL 194.001 WOMEN WRITERS GH DF WMNST 194.001
HIST 102.001 CANAAN & ISRAEL GH DF
L I R 136.901 RACE/GNDER/EMPLYMT DF
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSICS GA DF
PHIL 007.001 ASIAN PHIL GH DF
RL ST 004.001 JEWISH & CHRISTIAN GH DF
RL ST 101.001 COMP RELIGION GH DF
WMNST 102.001 WMN CL:CR CUL PERS GH DF AAA S 102.001 Yes
WMNST 194.001 WOMEN WRITERS GH DF ENGL 194.001

Spring 2001 ED THP 412.001 ED & STATUS WOMEN DF WMNST 412.001
ENGL 199.001 ENGL FOREIGN STUDY GI Yes
HD FS 315W.001 FAMILY DEVELOPMENT DF
HD FS 315W.002 FAMILY DEVELOPMENT DF
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSICS GA DF
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Semester Course & Section Number Course Title Gen.Ed. Diversity Code X-Listed Course Team Taught Study Abroad
PHIL 007.001 ASIAN PHIL GH DF
RL ST 101.001 COMP RELIGION GH DF
RL ST 137.001 WOMEN & RELIGION GH DF WMNST 137.001
WMNST 003.001 WMN, HMNTS & ARTS GH DF
WMNST 137.001 WOMEN & RELIGION GH DF RL ST 137.001
WMNST 412.001 ED & STATUS WOMEN DF ED THP 412.001

Fall 2001 AAA S 102.001 WMN CL:CR CUL PERS GH DF WMNST 102.001 Yes
AM ST 105.001 POP CUL & FOLKLIFE GH DF
ENGL 135.002 ALT VOICES AM LIT GH DF
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSICS GA DF
PHIL 007.001 ASIAN PHIL GH DF
RL ST 101.001 COMP RELIGION GH DF
WMNST 001.001 INTRO WMN STUDIES GS DF
WMNST 102.001 WMN CL: CR CUL PERS GH DF AAA S 102.001 Yes

Spring 2002 ANTH 045.001 CULTURAL ANTH GS GI
ENGL 194.001 WOMEN WRITERS GH DF WMNST 194.001
HD FS 315W.001 FAMILY DEVELOPMENT DF
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 007.003 EVOLUTION OF JAZZ GA DF
MUSIC 007.901 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSIC GA DF
PHIL 007.001 ASIAN PHIL GH GI
RL ST 101.001 COMP RELIGION GH DF
RL ST 137.001 WOMEN & RELIGION GH DF WMNST 137.001
WMNST 137.001 WOMEN & RELIGION GH DF RL ST 137.001
WMNST 194.001 WOMEN WRITERS GH DF ENGL 194.001

Fall 2002 AAA S 102.001 WMN CL:CR CUL PERS GH DF WMNST 102.001 Yes
AM ST 105.001 POP CUL  & FOLKLIFE GH DF
I B 303.001 INTNATL BUS OPER GI
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
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Semester Course & Section Number Course Title Gen.Ed. Diversity Code X-Listed Course Team Taught Study Abroad
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSICS GA DF
NURS 417.001 FAM/CMTY HLTH CPTS GI
PHIL 007.001 ASIAN PHIL GH GI
RL ST 101.001 COMP RELIGION GH DF
RL ST 101.901 COMP RELIGION GH DF
WMNST 001F INTRO WMN STUDIES GS GI
WMNST 102.001 WMN CL:CR CUL PERS GH DF AAA S 102.001 Yes

Spring 2003 ANTH 045.001 CULTURAL ANTH GS GI
ENGL 194.001 WOMEN WRITERS GH DF WMNST 194.001
HD FS 315W.001 FAMILY DEVELOPMENT DF
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSICS GA DF
PHIL 007.001 ASIAN PHIL GH GI
RL ST 101.001 COMP RELIGION GH DF
RL ST 137.001 WOMEN & RELIG GH DF WMNST 137.001
WMNST 003.001 WMN, HMNTS & ARTS GH GI
WMNST 137.001 WOMEN AND RELIGION GH DF RL ST 137.001
WMNST 194.001 WOMEN WRITERS GH DF ENGL 194.001

Fall 2003 AM ST 105.001 POP CUL & FOLKLIFE GH GI
ANTH 001.001 INTRO ANTHROPOLOGY GS GI
ENGL 194.001 WOMEN WRITERS GH DF WMNST 194.001
GEOG 040.001 WORLD REGIONAL GS GI
I B 303.001 INTNATL BUS OPER GI
MUSIC 007.001 EVOLUTION OF JAZZ GA DF
MUSIC 007.002 EVOLUTION OF JAZZ GA DF
MUSIC 009.001 INTRO WORLD MUSICS GA DF
NURS 417.001 FAM/CMTY HLTH CPTS GI
PHIL 007.001 ASIAN PHIL GH GI
RL ST 101.001 COMP RELIGION GH DF
WMNST 001.001 INTRO WMN STUDIES GS GI
WMNST 194.001 WOMEN WRITERS GH DF ENGL 194.001
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Semester Course & Section Number Course Title Gen.Ed. Diversity Code X-Listed Course Team Taught Study Abroad
Spring 2004 AAA S 102.001 WMN CL:CR CUL PERS GH GI WMNST 102.001 Yes

ANTH 045.001 CULTURAL ANTH GS GI
ENGL 194.001 WOMEN WRITERS GH GI WMNST 194.001
ENGL 299H.001 SHAKESPR IN ENGLND GI Yes
ENGL 492.001 AMER WOMEN WRITERS DF
HD FS 315W.001 FAMILY DEVELOPMENT GI
MUSIC 007.001 EVOLUTION OF JAZZ GA GI
MUSIC 007.002 EVOLUTION OF JAZZ GA GI
MUSIC 007.003 EVOLUTION OF JAZZ GA GI
MUSIC 009.001 INTRO WORLD MUSICS GA GI
PHIL 007.001 ASIAN PHIL GH GI
RL ST 101.001 COMP RELIGION GH DF
RL ST 137.001 WOMEN & RELIGION GH DF WMNST 137.001
WMNST 102.001 WMN CL:CR CUL PERS GH GI AAA S 102.001 Yes
WMNST 137.001 WOMEN AND RELIGION GH DF RL ST 137.001
WMNST 194.001 WOMEN WRITERS GH GI ENGL 194.001

Fall 2004 AM ST 105.001 POP CUL & FOLKLIFE GH GI
ANTH 001.001 INTRO ANTHROPOLOGY GS GI
ENGL 490.001 WOMEN WRITERS GI WMNST 490.001
GEOG 040.001 WORLD REGIONAL GS GI
I B 303.001 INTNATL BUS OPER GI
MUSIC 007.001 EVOLUTION OF JAZZ GA GI
MUSIC 007.002 EVOLUTION OF JAZZ GA GI
MUSIC 009.001 INTRO WORLD MUSICS GA GI
NURS 417.001 FAM/CMTY HLTH CPTS GI
PHIL 007.001 ASIAN PHIL GH GI
RL ST 101.001 COMP RELIGION GH DF
WMNST 003.085 WMN, HMNTS & ARTS GH GI
WMNST 490.001 WOMEN WRITERS GI ENGL 490.001

Spring 2005 AAA S 102.001 WMN CL:CR CUL PERS GH GI WMNST 102.001 Yes
AAA S 208.001 THEA WORKSHOP GA GI THEA 208.001
ANTH 045.001 CULTURAL ANTH GS GI 
ENGL 194.200 WOMEN WRITERS GH GI WMNST 194.200
ENGL 467.001 AFR AM NOVEL II GI
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Semester Course & Section Number Course Title Gen.Ed. Diversity Code X-Listed Course Team Taught Study Abroad
HD FS 315W.001 FAMILY DEVELOPMENT GI
HD FS 497A WOMENS IMPACT US WMNST 497B.001 Yes
MUSIC 007.001 EVOLUTION OF JAZZ GA GI
MUSIC 007.002 EVOLUTION OF JAZZ GA GI
MUSIC 007.003 EVOLUTION OF JAZZ GA GI
MUSIC 007.004 EVOLUTION OF JAZZ GA GI
MUSIC 009.001 INTRO WORLD MUSICS GA GI
PHIL 007.001 ASIAN PHIL GH GI
THEA 208.001 WORKSHOP:  THEA DIV GA GI AAA S 208.001
WMNST 102.001 WMN CL:CR CUL PERS GH GI AAA S 102.001 Yes
WMNST 199.001 FOREIGN STUDIES GI Yes
WMNST 497B.001 WOMENS IMPACT US HD FS 497A.001 Yes
WMNST 194.200 WOMEN WRITERS GH GI ENGL 194.200

Fall 2005 AM ST 104.001 WOMEN & AMER EXPER GH US WMNST 104.001
AM ST 105.001 POP CUL & FOLKLIFE GH US
ANTH 001.001 INTRO ANTHROPOLOGY GS USI
CMLIT 108.001 MYTHOLOGY GH IL
ENGL 194.001 WOMEN WRITERS GH USI WMNST 194.001
I B 303..001 INTNATL BUS OPER IL
MUSIC 007.001 EVOLUTION OF JAZZ GA US
MUSIC 007.002 EVOLUTION OF JAZZ GA US
MUSIC 009.001 INTRO WORLD MUSICS GA IL
MUSIC 009.300 INTRO WORLD MUSICS GA IL
NURS 417.001 FAM/CMTY HLTH CPTS USI Yes
O T 103.001 OCC PERF LFSPN US
P T 270A.001 PATHOPHYSIOLOGY IL
PHIL 007.001 ASIAN PHIL GH IL
RL ST 101.001 COMP RELIGION GH IL
WMNST 001.001 INTRO WMN STUDIES GS USI
WMNST 104.001 WOMEN & AMER EXPER GH US AM ST 104.001
WMNST 194.001 WOMEN WRITERS GH USI ENGL 194.001

Spring 2006 AAA S 208.001 THEA WORKSHOP GA USI THEA 208.001
AM ST 104.001 WOMEN & AMER EXPER GH US WMNST 104.001
ANTH 045.001 CULTURAL ANTH GS USI
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Semester Course & Section Number Course Title Gen.Ed. Diversity Code X-Listed Course Team Taught Study Abroad
BIOL 020A.001 PLTS PLCS & PPLE GN USI
EARTH 105.001 ENVIRONMNT AFRICA GN IL
ENGL 184.001 THE SHORT STORY GH IL
HD FS 315Y.001 FAMILY DEVELOPMENT US 
HIST 021.001 AMER CIV FROM 1877 GH US
HIST 021.002 AMER CIV FROM 1877 GH US
HIST 021.003 AMER CIV FROM 1877 GH US
MUSIC 007.001 EVOLUTION OF JAZZ GA US
MUSIC 007.002 EVOLUTION OF JAZZ GA US
MUSIC 007.003 EVOLUTION OF JAZZ GA US
MUSIC 009.001 INTRO WORLD MUSICS GA IL
NURS 464.001 DYING & DEATH USI
PHIL 007.001 ASIAN PHIL GH IL
RL ST 101.001 COMP RELIGION GH IL
RL ST 137.001 WOMEN & RELIG GH USI WMNST 137.001
THEA 208.001 WORKSHOP:  THEA DIV GA USI AAA S 208.001
WMNST 104.001 WOMEN & AMER EXPER GH US AM ST 104.001
WMNST 137.001 WOMEN AND RELIGION GH USI RL ST 137.001

Fall 2006 AM ST 105.001 POP CUL & FOLKLIFE GH US
ANTH 146.001 NORTH AMER INDIANS GS US
EDTHP 115A ISSUES IN AM EDUC GS US
ENGL 194.001 WOMEN WRITERS GH USI WMNST 194.001
GEOG 040.001 WORLD REGIONAL GS IL
HIST 001.001 WESTERN HERITAGE I GH IL
HIST 020.001 AMER CIV TO 1877 GH US
HIST 020.002 AMER CIV TO 1877 GH US
I B 303.001 INTNATL BUS OPER IL
MUSIC 007.001 EVOLUTION OF JAZZ GA US
MUSIC 007.002 EVOLUTION OF JAZZ GA US
MUSIC 007.003 EVOLUTION OF JAZZ GA US
MUSIC 009.001 INTRO WORLD MUSICS GA IL
MUSIC 009.002 INTRO WORLD MUSICS GA IL
NURS 417.001 FAM/CMTY HLTH CPTS USI Yes
O T 103.001 OCC PERF LFSPN US
P T 270A.001 PATHOPHYSIOLOGY IL
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Semester Course & Section Number Course Title Gen.Ed. Diversity Code X-Listed Course Team Taught Study Abroad
PHIL 007.001 ASIAN PHIL GH IL
RL ST 101.001 COMP RELIGION GH IL
WMNST 194.001 WOMEN WRITERS GH USI ENGL 194.001
NURS 390.001 TR PROF NS ROLE US

Spring 2007 AAA S 102.001 WMN CL:CR CUL PERS GH IL WMNST 102.001 Yes
AAA S 208.001 THEA WORKSHOP GA USI THEA 208.001
AM ST 104.001 WOMEN & AMER EXPER GH US WMNST 104.001
AM ST 105.001 POP CUL & FOLKLIFE GH US
ANTH 045.001 CULTURAL ANTH GS USI
BIOL 020A.001 PLTS PLCS & PPLE GN USI
CMLIT 120.001 OCCULT LIT GH IL
ENGL 299.001 FOREIGN STUDIES IL Yes
H&HD 499.001 FOREIGN STUDIES IL Yes
HD FS 315Y FAMILY DEVELOPMENT US
HD FS 497A WMN IMPCT AMER LIF US WMNST 497C.001
HIST 021.001 AMER CIV FROM 1877 GH US
HIST 021.002 AMER CIV FROM 1877 GH US
HIST 418.001 FR REV & NAPOLEON IL
HIST 418U.001 FR REV & NAPOLEON (Honors) IL
MUSIC 007.001 EVOLUTION OF JAZZ GA US
MUSIC 007.002 EVOLUTION OF JAZZ GA US
MUSIC 007.003 EVOLUTION OF JAZZ GA US
MUSIC 009.001 INTRO WORLD MUSICS GA IL
NURS 464.001 DYING & DEATH USI
PHIL 007.001F ASIAN PHIL GH IL
RL ST 101.001F COMP RELIGION GH IL
THEA 208.001 WORKSHOP:  THEA DIV GA USI AAA S 208.001
WMNST 102.001 WMN CL:CR CUL PERS GH IL AAA S 102.001 Yes
WMNST 104.001 WOMEN & AMER EXPER GH US AM ST 104.001
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Conference 
Hosted at  

Penn State Mont Alto 
October 8, 2005 

 
 

 
Schedule  

 12:30  PM   Registration 
 1:30  PM      Keynote Speaker:  Dr. Don Gogniat 
     2:55  PM      Session #1 

 4:20   PM     Session #2 
 5:45   PM     Dinner:  Four Corners of the World 

                        Entertainment:  African Resurrection; Tai Yim Dragon Dancers;  
                    Eileen Torres Salsa Dance Lessons 
 

All Break Out Sessions will be held in the General Studies (GS) Building 
 

Keynote Session (1:30pm to 2:45pm) 
Who Are You Kidding        Gym, MAC Building 
Presenter: Dr. Donald Gogniat  
Dr. Gogniat holds a Ph.D. in Cultural Geography and has traveled extensively,   
including Peace Corps service and graduate field work in Central America, and three trips around the world 
with the "Semester at Sea" program.  Don has spent his working life as a college teacher and administrator, 
including ten years as Campus Executive Officer for Penn State York.  
 

Program Session #1 (2:55pm to 4:10pm) 
 
The Burundi Education Project: Teaching English in Africa   Rm. 210, GS 
Presenter:  Aline Niyonkuru, Penn State, University Park 
       Dr. Nanette Hatzes, Shippensburg University 
 
Student observations surrounding a return to her native country and attempting to teach English literacy 
skills to college students. 
 
Sharing Diversity Theater         Auditorium, GS 
Presenter:  Nancy Funk,  Penn State Mont Alto 
 
Workshop in Diversity Theater where actors portray people of different backgrounds.  Inclusive are video 
clips which help to facilitate differences and understanding of those differences 
 
 
 



We Don’t Understand Each Other: Gender Differences    Rm 310, GS 
Presenter:   Jim Wiltgen, Gettysburg College 
 
What role does gender play in diversity?  This interactive program looks at how men and women view each 
other differently and what are the cultural implications.   
 
How to Organize for Action        Rm 305, GS 
Presenter:  Dr. Debra Cornelius, Shippensburg University 
 
Presentation gives students resources and tools to organize for change.  Students learn what being a change 
agent really is. 

Creating a New Future... The Time is Now!     Rm 306, GS 

Presenter:   Gregory S. Ochoa, Shippensburg University 

This interactive, high energy presentation and discussion will give light to a variety of experiences facing 
GLBT students. Some issues that will be included are: how to be an ally, homophobia, heterosexism and 
making your campus a friendly place for everyone! 

Program Session #2 (4:20pm to 5:35pm) 
 
What Does Diversity Mean to You       Rm 210, GS 
Presenter:  Professor Stephanie Jirard, Shippensburg University 
 
Multi media presentation from Shippensburg students and professor of criminal justice investigating the true 
barometer of understanding and acceptance for individual differences on campus. 
 
Devastation and Diversity        Rm 310, GS 
 
Presenter: Mike Kiser and Megan Cooney, Gettysburg College 
 
This is an interactive roundtable discussion about the events surrounding hurricane Katrina and the 
aftermath of destruction.  It has been said that natural disasters do not discriminate but how did this disaster 
affect different people in different ways.   
 
Effective Involvement in International Education     Rm 305, GS 
Presenter:  Kirryn Mahabir and Peter Lall, Gettysburg College 
 
During this roundtable discussion we will share information about how to have effective international clubs 
and organizations on our campuses.  We will share information about events and activities and how we 
interact with each other.   
 
Voyage of Discovery: My story       Rm 306, GS 
Presenter: Kourtney Pearson, Mount Saint Marys 
This presentation will explore my global experience visiting 9 different countries over the course of 65 days 
on the Semester at Sea Study Abroad Program. It will include my observations of these countries and what 
it was like to be a minority amongst a minority (American's) in foreign countries and my view of Europe 
before and after. 



2006 CUMBERLAND VALLEY WOMEN’S CONFERENCE

A CarA CarA CarA CarA Caring Cing Cing Cing Cing CommUNITommUNITommUNITommUNITommUNITY fY fY fY fY for or or or or WWWWWomeomeomeomeomennnnn
   November 11, 2006

CONFERENCE OBJECTIVES

For women of all ages and walks of life; to
inform and to:

• promote a sense of community among
all women of the Cumberland Valley

• encourage women to fulfill leadership
roles in issues affecting family, com-
munity, and workplace

• enhance personal communication
networks

• provide information on resources and
educational opportunities available to
Cumberland Valley women

• demonstrate support for issues of
concern to women

• welcome the contributions of women
of diverse backgrounds

• help women to explore and develop
career and lifestyle choices

• make women aware of ways they can
improve their quality of life

• celebrate the achievements of the
Cumberland Valley’s women

KEYNOTE SPEAKER - PAT MATHEWS

CONFERENCE SCHEDULE

8:00 - 8:30 Registration
8:35 - 9:00 Welcome by

Lorna Duphiney Edmundson
President, Wilson College
  

Pat Mathews
Keynote Address

9:15 - 10:30 Workshop I

10:30 - 10:40 Break

10:45 - 12:00 Workshop II

12:15 - 12:45 Visit Exhibits

12:45 - 1:30 Lunch

1:45 - 3:00 Workshop III

3:00 - 3:30 Closing Session

P  at is President of Mathews
           Associates, a coaching and
           consulting practice
dedicated to supporting leaders as
they build productive
partnerships, teams
and workplaces.
She worked with
the Einstein
Consulting Group
for eight years,
specializing in
customer service,
quality and
management
development.

Pat has had
over 35 years of
health care
experience,
including clinical, management
and educational roles in acute
care, outpatient and educational
settings.  She is a registered nurse
and holds a master’s degree in
Health Administration.  She also
holds a leadership coaching
certificate from Georgetown
University and has achieved the
status of Master Certified Coach
(MCC) with the International
Coach Federation.  Pat served as
National President of the
American Society for Healthcare
Education and Training (ASHET)
in 1989.  She has served as the
Region 2 representative to the
ASHET Board, Chairman of the
National Patient Education
Advisory Committee of the

American Hospital Association and
as President of the New Jersey
Chapter of ASHET.  In 1990, she
was named a Fellow of Healthcare
Education.  Pat received ASHET’s

Distinguished Service
Award in 1985,
President’s Award in
1991, H. Walton
Connelly Mentorship
Award in 1993,
HCEA’s
Distinguished Service
Award in 2000, the
Excellence in Practice
Award in 2004 and
was named an
Outstanding Young
Woman of America
in 1984.  Pat was also

the recipient of the Athena Award
in 2001.  She is a member of
Coachville and ICF (International
Coach Federation) and served as
Leader of the ICF Virtual
Community.

Pat is a faculty member at
Georgetown University in the
Leadership Coaching program and
is also an adjunct faculty member
at Seattle Pacific University. She has
served as faculty at numerous
national and regional conferences
and has worked with health care
organizations, companies and
individual leaders nationwide.
Currently, Pat also serves as a
national coach with VHA’s
Transformation of the ICU (TICU)

program.



SESSION I – 9:15 to 10:30

A. Life Stress: Providing for Self Care
With the increased pressures from home, work and
life in general, stress is a factor that most women
deal with on an ongoing basis.  Women need to
become familiar with our levels of stress and con-
sider practical ways to address them.  This work-
shop will help to understand our stress, recognize
the problems that are created when stress goes un-
recognized, and look at healthy ways to reduce per-
sonal stressors.

Presenter:  Karen Johnston

                   WIN/Victim Services

B. Parenting Skills from a Teacher’s

    Perspective
This workshop is designed to present a compre-
hensive look at parenting skills. Commonly ac-
cepted knowledge, behaviors and attitudes will
be discussed. Parents are not the only adults who
influence a child. Teachers, as well, are witness to
many things that influence and contribute to a
child’s social and intellectual success. Two teacher
educators from the Wilson College Education
Department, Dr. Janet Rodgers and Professor
Lynn Newman, will present a teacher’s perspec-
tive on parenting skills. Participants will be en-
couraged to offer their perspectives as well.

Presenters:  Dr. Janet Rodgers &
   Professor Lynn Newman
   Wilson College

C. Retirement Isn’t the Way it Used to Be!
Retirement has drastically changed in the last 50
years.  The program will take a look at our
grandparent’s retirement, our parents retirement
and what we, as baby boomers, expect retirement
to be.  Participant input, by describing the
various groups and what is perceived as their
retirement, will be essential to the presentation.
The presentation will discuss what we need to do
now to have the retirement of our dreams.

Presenter:  Karen Maclay

 Menno Haven, Inc.

D. Self Confident Women R.O.C.K.!! The
     4 Best Strategies for Boosting your

     Self Confidence
This program is designed to help women improve
their self confidence skills so they can perform better
both personally and professionally.  Based on four
time tested strategies, these confidence building skills
encourage participants to honor themselves, take
action and celebrate life now!!

Presenter:  Casey Sheehe

                   Red Daisy Training & Development

E. Spiritual Journaling
Deepen your spiritual connection with
journaling and guided imagery exercises
designed to open you to Divine presence, help
you hear the quiet voice of God within and intuit

your heart’s desires.
Presenter:  Diane Bradshaw, MS, LPC

 The Healing Space

F.  Ten Financial Points Every Woman

     Should Know
A woman’s leadership role should begin with her-
self and her own situation.  By creating a plan for
her financial independence, she will not only be
an example within her family, but her workplace
and community, thereby improving her quality of
life.  Audience experience and feedback welcome.

Presenter:  Cindy Wolf
 Edward Jones

SESSION II – 10:45 to 12:00

G. Diabetes-Special Consideration for the

   Education and Management of Older Adults
Diabetes affects approximately 8% of the population
of Pennsylvania.  Undiagnosed and untreated diabe-
tes is more common in older adults and more preva-
lent in women over 50 than in any other age group.

Presenter:  Helen Skiba-Powell, MS, BSN, RN-C

 Menno Haven Retirement Communities

H.  DISCover: Insights into Positive

       Personality Profiles or You’ve Got Style!
Even when we do everything in our power to make
good choices in our relationships, there are times
when we just don’t get it right.  Things go wrong,
we hurt those close to us, or we have conflict with
those we work with.  We just don’t understand why.
We don’t understand the people around us.  The
DISC model will help you DISCover answers to
these questions.

Presenter:  Tammy Yost
 T.R. Yost Enterprises

I. Empowerment and Women-Centered

   Workplaces
This workshop will showcase the unique dynamics that
can occur in women-centered workplaces. Individual
leadership styles, personal lifestyles and diverse back-
grounds all contribute to an empowering community.
Every challenge or obstacle encountered with the work-
place serves not only as a learning experience but also
as a vital source to each woman’s ability to grow per-
sonally and professionally.

Presenter:  Tammy J. Samuels, M.A.

 Wilson College

J. Returning to Learning
Adult Learners are valuable assets to the academic
environment. They bring a wealth of life experience,
as well as a burning desire to learn, to traditional 18-
21 year old student classrooms. This is an invitation to
learn of the contributions that adult learners make
and to explore how returning to learning can expand
one’s horizons.

Presenters:  Alice Royer & Miriam Crawford
 Penn State Mont Alto
 Kathie Berard & Laureen Lutz

 Wilson College

K. The Body Image Project
For many, body image has become a key factor in de-
termining “self-worth.” Untold numbers of people feel
that they are worth less as a person if they do not mea-
sure up to an arbitrary standard, referred to as, “the
image.” That standard is based on a false premise and is
taking away people’s self-esteem, to the detriment of all
of society.  The Body Image Project utilizes art to show
what we, as human beings, really do look like. It con-
sists of finished casts taken directly from a person’s body.
The endgame is to change the way we look at ourselves
and the way we perceive others. It affirms the fact that

the way we look physically is “okay.”

Presenter:  Larry Kirkwood
 The Body Image Project

L. The Status of Women in Southcentral
     Pennsylvania: A Progress Report
Women in Pennsylvania lag behind men when exam-
ining their levels of political participation, economic
autonomy, and well-being.  The Regional Women’s Ini-
tiative at Chatham College and participants in NEW
Leadership 2006 adapted the IWPR model to examine
women’s status in Franklin, Fulton, Adams and
Cumberland counties.  Participants will discuss strate-
gies to improve women’s lives through the development
of community-based advocacy programs.

Presenters:  Sara Grove & Kristin DeLuca
  Chatham College
  Sara Parme & Kristen Chelmow
  Shippensburg University

SEVEN LOCAL WOMEN

Attend lunch during the conference and enjoy the
gospel music of Seven Local Women, formed in
May 1991. Their name, like the forming of the
group, was not by design but by circumstance. They
are motivated by the many requests for their music,
rather than by their personal desires to be a singing
group. Members include: Theda David (Director),
Bebe Ransom, Victoria Kieffer, Bertha Allen,
Frances Slaughter, Doris J. Carson, and Lois Waters.



DIRECTIONS  FRDIRECTIONS  FRDIRECTIONS  FRDIRECTIONS  FRDIRECTIONS  FROM OM OM OM OM I-81:I-81:I-81:I-81:I-81:
Take exit 17 (Walker Rd)
Turn onto Walker Road for 0.3 mi. to a stop light
Turn right onto Norland Avenue
Follow through two stop lights
Turn left onto Wilson Avenue
Turn right onto College Avenue
The campus  is ahead on the right

REGISTRATION FORM
2006 Cumberland Valley Women’s Conference

This form may be duplicated for additional registrations. Early registration is encouraged. Registrations are requested by Tuesday,
October 31, 2006. A limited number of registrations will be accepted the day of the conference. The registration fee is nonrefundable
after Tuesday, October 31, 2006. Return the completed form with your check to Cumberland Valley Women’s Conference, Wilson
College, Continuing Education, 1015 Philadelphia Avenue, Chambersburg, PA 17201.

Name:

Address:

City: State: Zip:

Home Telephone:

Business Telephone:

Employer:

E-mail address:

Last First MI

SESSION III – 1:45 to 3:00

M. “How the State Federation of Pennsyl
        vania Women ‘Greened’ America”
Women reformers and their organizations played cru-
cial roles in improving urban environments and con-
serving natural resources.  Pennsylvania women took
the lead in cleaning up degraded urban environments,
establishing and funding public parks, saving birds
from extinction, and educating the public about con-
servation.  Female activists in these organizations pres-
sured political leaders to enact conservation legisla-
tion and attended national and international meet-
ings devoted to environmental issues.

Presenter:  Dr. Susan Rimby

 Shippensburg University

N.  Bringing Out Your Inner Diva
Everyone possesses creativity and self-expression -- two
tools of developing and reinforcing self-esteem and
helping us to navigate our way through life.  Learn
easy ways to show off your “inner diva.”  Create a mask
that reflects your feelings and identity.  This workshop
will relax and rejuvenate, help participants to appreci-
ate their creativity, develop self-esteem, and be thera-
peutic in dealing with stress.

Presenters:   Jennifer Davis
  Thomas June Gallery &

                        Penny Shaul
                       Here’s Looking at You

Please indicate by workshop letter and title your
1st, 2nd and 3rd choice for each session.

For more information, call Heather Drumm at 717-262-2006,
ext. 3314, or visit the Wilson College website at www.wilson.edu.

Session I
9:15 - 10:30

Session II
10:45 - 12:00

1st

2nd

3rd

Session III
1:45 - 3:00

1st

2nd

3rd

1st

2nd

3rd

*The views expressed by participants, speakers and exhibitors do not necessarily
represent the views of the Women’s Conference Committee or those of Wilson
College.  WORKSHOPS AND PRESENTERS SUBJECT TO CHANGE.

O. Privilege and Race Among Professional

      Women
This workshop examines privilege, history and
behavior and gives the opportunity to discuss how it
may contribute to interactions between professional
women of different ethnicities and races.

Presenters:  Ann Wendle
 Wilson College &
 Lynette Luckers

 Shippensburg University

P.  The Cycle of Abuse: Women and Their

     Companion Animals as Victims
The interconnection between abusive behavior
toward women who are victims of domestic violence
and their pets has been explored both theoretically as
well as in terms of services shelters for women need
to provide. The discussion will address both the
seriousness of violence against pets and animals in
general and how it is linked to women being as
property and used as a form of punishment of
victims and the need for establishing safe houses for
pets. The theoretical discussion will draw from
ecofeminist literature, such as the signifi cant
contributions by scholar and activist Carole Adams,
while the assessment of the local needs will address
specific cases including projects which have
implemented solutions and new ways of dealing
with the urgencies.
Presenters:  Eveline Lang & Marica LaBonte

                     Founders of Hawthorne Acres Sanctuary

Q. What Fashion Does to Us
Fashions have the ability to impact and influence
our health, our thoughts, and even our future
successes -- or failures.

Presenter:  Alice Royer, Senior Instructor
 English and Women’s Studies
 Penn State Mont Alto

R.  Women’s Roles of Caring: Nurturing

      Self, Family, and Community
During this workshop, women will learn about a re-
cent inquiry which aimed to illuminate the lived sto-
ries of working mothers living in a rural, religiously
conservative, and patriarchal-driven community. The
aim will be for the women to discern how the per-
ceived realities of this cultural context influenced the
mothers’ understanding of and engagement in caring
for family and community while sustaining personal

health and well-being.

Presenter:  Dr.  Angela N. Hissong, OTR/L

Anna-Elle Consulting

Enclosed is a check for $30 (includes lunch) payable to
Wilson College.

Enclosed is a check for $10 (includes lunch) payable to
Wilson College. I am a high school or college student.

I will need handicap accessibility.
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APPENDIX  G 
 

ADA Compliant Improvements Since 2003  
 
 

Classroom Improvement 
 
Classroom improvement projects have been designed and renovated with ADA 
compliance in mind. 
 
 Science & Tech Classrooms 
  204, 304 & 114 
 
 General Studies Building 
  208, 305 & 306 
 
All new switches and receptacles are placed at compliant heights. 
All teaching podiums are placed to allow compliant access behind them. 
All new desks are larger size and entry access from either side. 
All large classrooms are equipped with sound systems for better verbal communication. 
All new carpeting meets pile-height compliance. 
All replacement water fountains in both buildings are compliant. 
 

Conklin Hall 
 
All renovations in Conklin Hall for the Bursar Office, Admissions Office and Registrar, 
Pictel Classroom, Chancellor Suite & Kitchenette meet or exceed ADA Compliance.  
 
 All Carpet pile-heights. 
 All switch and receptacle heights. 
 All door dimensions. 
 All door hardware. 
 All corridors. 
 Additional ADA compliant parking spaces were added.  
 

Blue Emergency Lights 
 
Extreme care was taken during the installation of ALL Blue Emergency Lights to meet 
compliance. 
 Operator heights. 
 Contrasting colors on the units. 



 Access pads where the lights are located. 
 Tactile operator pads. 
 
 

Police Services Building Renovation 
 
All renovations were designed based on ADA compliance. 
 Sidewalk entrance meets design criteria. 
 Entrance door and threshold meets criteria. 
 Carpet pile-height meets criteria. 
 Counter heights meet criteria. 
 Travel paths meet criteria. 

Interior door openings meet criteria. 
 All switches and receptacles meet criteria. 
 Handicap parking space 
 
 

Perry Hall rear entrance renovation 
 
All components of the new entry approach were designed to meet ADA compliance. 
 New concrete ramp approach meets criteria. 
 New decking porch surface meets threshold requirements. 
 
 

Penn Gate II  
 
Renovation of bathroom in Room 104, Bedroom A 
 All new fixtures meet criteria. 
 Entrance door meets criteria. 
 All maneuvering clearances meet criteria. 
 
 

Remediation Building. 
 
Construction of this facility meets ADA compliant design criteria. 
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Introduction 

 In the Spring of 2004, a satisfaction survey was sent to faculty and staff throughout the 

Penn State system. The results were compiled by Penn State Survey Research Center and 

presented to the administrators of the various campus sites. When these results came back, it was 

easy to tell that faculty and staff members had concerns about the Mont Alto Campus working 

environment. However, because of the confusing way some questions were written, it was 

impossible to tell if individuals’ concerns were at the local level, the college level, or the 

university level. For example, it was not possible to tell if people understood the term "area 

administrator" to mean our Mont Alto CEO, the DAA, the Commonwealth College Dean, the 

Division Head, or the Department Head at University Park. 

 Dr. Gnage asked the Faculty Affairs Committee to gather information that will give a 

clearer picture of what people on campus believe about our working environment. The Faculty 

Affairs Committee, consisting of Sean Bohun, Cheryl Cheek, Richard Kane, Al Mueller, and 

Peggy Russo, asked staff members Donna Weber and Michael Ray to join us in forming a 

Survey Subcommittee so that staff members on campus would be represented in making the 

surveys and interpreting the results.  
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Method 

 As the Survey Subcommittee, we decided to gather information using both a survey and 

focus groups. This was done to increase the reliability of the answers by using triangulation of 

methods and also to reach different population groups on campus. We were concerned that if we 

used only focus groups, people who had schedule conflicts or who simply didn't want to be part 

of group discussions would be left out of the input process.  

 First, a new survey was developed that was tailored for the needs of the Mont Alto 

campus (see Appendix A for a copy of the survey). The survey itself was divided into sections 

regarding the Mont Alto campus itself and relationships with the Commonwealth College and 

University Park. In each section, respondents had the opportunity to use Likert-type responses 

(agree strongly, agree somewhat, unsure, disagree somewhat, disagree strongly) to statements 

about the work environment at Penn State Mont Alto. Each section also had room for individuals 

to give comments. When the data from the survey was entered, the Likert-type answers were 

numerically coded and the qualitative responses were put into a separate file. 

 Faculty and staff at Mont Alto could  participate in the survey in two ways: 

1. On-line, using an anonymous drop-box created by Sean Bohun. This drop-box stripped the  

addresses and names of the senders from the email and then forwarded them to Cheryl Cheek 

with no  identification of who sent them.  

2. Using hard copies. Along with an explanation of the purpose of the survey, copies of the 

survey were emailed to all staff and faculty members, who could then download and print them. 

Hard copies were also left at drop-off locations around campus. Red boxes for dropping off 

forms were located in the Faculty Mail Room, Conklin Mail Room, Millstream Cafe Kitchen, 
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Sci Tech Copy Room, General Studies Copy Room, and Bookstore. From November 1 through 

November 12, the surveys were available, with all surveys collected on November 12.  

 Between November 12 and December 16, focus groups were held with full-time faculty, 

administrative staff, administrators, and librarians. Physical Plant personnel, Housing and Food 

staff and Adjunct Faculty were offered the opportunity to participate in focus groups and 

declined. 

 Seventy-seven individuals responded, with 37 on-line and 40 hard-copy responses. 

Tenured and tenure-track faculty were most likely to respond on-line, while full-time staff and 

full-time non-tenured faculty were most likely to respond with hard copies (see Figure 1). 

Figure 1. Type of response according to faculty/staff status.  
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Most of the respondents were full-time faculty (29.9% tenured and tenure-track and 15.6% 

nontenure-track) and full-time staff (40.3%) (see Figure 2). 

Figure 2. Faculty/staff Status of Respondents 

faculty/staff status
Full-time faculty 
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part-time staff

 

The largest group of respondents (33.8%) stated that they have worked at Mont Alto for fewer 

than five years. Those working from six to ten years and from 11 to 16 years each made up 20.8% 

of the respondents (see Figure 3). Questions were not asked regarding gender, racial origins, or 

specific job assignments because of concerns that respondents had concerning personal 

identification from their answers. 

Figure 3. Length of Service at Mont Alto 
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The quantitative data were entered into SPSS and analyzed. A single sample Crosstabulation was 

used for each question. With this type of analysis, each possible category was hypothetically 

considered equal to all others (strongly disagree, somewhat disagree, unsure, somewhat agree, 

strongly agree), and the null hypothesis was that an equal number of positive responses would be 

received in each category. When a statistically significant larger number was received in one 

category, it was considered noteworthy and reported in the results. For example, if a large number 

of staff members had stated that they strongly agreed with the statement, “I feel that I have 

enough resources to do my job,” then the results would state that staff members felt they had 

enough resources to do their jobs. Quotations, which were kept in a separate file, were also added 

to the quantitative results in the next section for clarification. 

Results 

Mont Alto Campus Environment 

 Tenured and tenure-track faculty feel that there is fairness in the way that promotions are 

carried out [X(4, 23) = 10.70, p = .03], that they have enough mentoring in carrying out their jobs 

[X(4, 23) = 16.35, p = .003], and that their jobs are valued by the Mont Alto Campus as a whole 

[X(4, 23) = 11.13, p = .025]. Non tenure-track faculty had no findings of statistical significance. 

Part-time faculty had statistical significance on the question of whether promotions are based on 

job performance. They were unsure that they are [X(3, 9) = 8.33, p = .04]. 

 Full-time and part-time staff were grouped because only two part-time staff members 

answered the survey. Staff members feel that they have enough mentoring in their jobs [X(4, 33) 

= 13.42, p = .004] and gave a strong approval rating to their jobs’ ability to help them balance the 

demands of home and family [X(4, 33) = 15.939, p = .003]. However, they are concerned that 

they may not have enough time in the day to carry out their responsibilities [X(4, 33) = 12.30, p = 

.015] and they are unsure whether promotions are really based on job performance [X(4, 33) = 
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11.39, p = .022]. They also have concerns as to whether they have enough input into decisions 

made on campus [X(4, 33) = 15.18, p = .004] or whether their jobs are really valued by the 

campus community [X(4, 33) = 18.06, p = .001] .  

 In terms of the comments offered, there are questions regarding the criteria for job-related 

excellence, particularly when it comes to pay increases. Comments include: 

 “[It] seems like a positive pre-March and March Conference does not have as much 

positive financial impact on my paycheck” 

 “The rate of adjuncts has not changed in nearly five years; thus adjuncts are motivated to 

work less.” 

 “When will quality of teaching and service to campus count?” To see all the comments 

made, please go to Appendix B, section 1. 

Employment-related Resources and Campus Communication 

 Tenured and tenure-track faculty feel that they have the necessary resources to do their 

jobs [X(4, 23) = 13.30, p = .01], that communication is good between staff and faculty [X(4, 33) = 

20.26, p = .000] , and that they have job security [X(4, 33) = 20.26, p = .000] . However, they 

strongly feel that there is a negative atmosphere on campus [X(4, 33) = 18.09, p = .001] .  

Nontenure-track faculty and adjunct faculty also agree that the atmosphere on campus is negative 

[X(4, 20) = 11.62, p = .02]. 

 Staff members feel that they have the resources needed to do their jobs [X(4, 32) = 10.75, 

p = .013], and that their hours [X(4, 33) = 20.79, p = .000] and salaries [X(4, 33) = 12.30, p = 

.015] are fair. Although there was no statistical significance on the results, it is notable that 21 out 

of the 33 respondents stated that they felt that there was a negative atmosphere on campus. 

 The most noticeable responses from this section were regarding the atmosphere on 

campus. When looking at all responses together, 49 out of the 77 respondents (64%) stated that 
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they believed the atmosphere on campus to be negative. This is statistically significant [X(4, 77) = 

33.59, p = .000] See Figure 4. 

Figure 4. Atmosphere on Campus 
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Comments centered on decisions being made by only a few people. For example, “I often 

feel that decisions are made before [discussion] sessions are held.” Or, “when some big decisions 

are made, they are made by a few people.” 

 There is somewhat of a “us and them” atmosphere on campus. Faculty, staff and 

administrators each seem to distrust one another. For example, “there are some with degrees that 

look down or talk down to people without degrees. Like one job is ‘beneath’ others.” 

To see all the comments, please go to Appendix B, section 2. 

Rewards and Recognition  

 Overall, the faculty and staff felt that the systems of rewards and recognition should be 

kept as it is. However, the majority of respondents felt that individual initiative [X(4, 77) = 4.38, 

p = .036] and creativity [X(3, 77) = 76.84, p = .000] should be appreciated more. Faculty also felt 
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that while teaching could be more rewarded, that research recognition should remain the same 

[X(4, 73) = 39.06, p = .000]. 

Comments included: 

 “I wish there were more recognition for personal initiative and hard work.  There are many 

staff and faculty on campus who would be happier if their good work was recognized, even with 

something as small as a $25 gift certificate to go out to dinner.  Something like ‘Have dinner on 

us because you did such a great job.’" 

 [There is] “too much focus is on tenure-track and tenured faculty. We have a lot of non-

tenure track faculty here and they are given less attention regarding awards, etc.” 

 “The staff on this campus are poorly treated and largely ignored. An extra award given out 

on a semester or monthly basis with either a small monetary or even a free lunch (as in [a] big 

extravaganza prepared by Curt) award that is restricted to non-administrative level people should 

improve morale. There should also be teaching awards for faculty that are chosen on a peer level, 

like the research award is: many of us would never win the popularity contest that is the present 

award structure through SGA because of the nature of the classes that we teach. Like the Golden 

Globe Awards in Hollywood, which are regarded as higher than Academy Awards by actors, 

directors, etc. because they come from peers, a peer teaching award would be more significantly 

valued and sought after.”  To read all the comments, please turn to Appendix B, section 3. 

The Atmosphere Here at Mont Alto Compared to Three Years Ago 

 Overall, the survey respondents did not feel that Mont Alto was a better place to work 

compared to three years ago [X(4, 75) = 24.47, p = .000] (see Figure 5). 
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Figure 5. Feelings about Penn State Mont Alto 
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Comments included: 

“The morale is low because good employees have either moved on voluntarily or were moved on. 

More part-time people were hired to fill some positions. Programs like PT and OT were taken 

away (4 year). How are we going to grow as a campus whenever we are not offering programs 

that people want?  I hear students saying that they would like to stay at Mont Alto but that there 

are no more classes they can take. They also complain that most classes they need are held at 

night. Would this be because you have mostly part-time teachers that have other jobs?  How are 

we going to grow if you don’t have a draw to Mont Alto that the students want?  I just have to 

wonder if this is intentional, if higher ups have something else in mind. I hope not.” 

 “It couldn't have been much worse. Goldenberg had us in a very deep hole and morale was 

very bad. However, having said that, one must understand that we are currently going through 
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about our tenth financial crisis in twenty years. It gets old after awhile. It is very discouraging to 

do the right things and still get hammered constantly.” 

 “Prior to the arrival of Francis and David, my teaching was evaluated by people who 

didn't teach, my scholarship was evaluated by people who didn't write, and there was no stable 

academic leadership.” 

 “Morale has continued to deteriorate with each budget cut. People become more territorial 

when they are in competition for scare resources, and when they fear for their jobs. Financial 

pressures have led to personnel decisions that leave staff in several departments feeling they and  

the work they do are not valued.”  To read all comments, please turn to Appendix B, section 4. 

Our Relationship with the Commonwealth College 

 In regard to our relationship with the Commonwealth College, the respondents as a whole 

were unsure as to how promotions are done and whether our workload is comparable to other 

Commonwealth College campuses. However, there was a marked negative responses in the other 

areas of working with the CWC, with respondents feeling that their voices are not heard in 

making decisions on that level [X(4, 75) = 37.33, p = .000], that decision-makers are not sensitive 

to their needs and challenges [X(4, 75) = 38.00, p = .000], that they are insensitive to the concerns 

and ideas of those at Mont Alto [X(4, 75) = 35.73, p = .000], and that they do not receive enough 

positive feedback from the CWC [X(4, 75) = 17.87, p = .000]. See Figures 6-9. 
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Figure 6. Commonwealth College I 
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Figure 7. Commonwealth College II 
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Figure 8. Commonwealth College III 
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Figure 9. Commonwealth College IV 
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Comments included: 

 “I think we’re pricing ourselves out of our market. Our similarly priced competitors have 

many more services to offer students than we do and students who can afford to come here often 

have more attractive offers. I really wonder—will the CWC exist in 10 years?  Will MA exist in 

10 years?  Are we trying to pound a square peg in a round hole?  Why won’t the CWC give us 

enough flexibility to find our niche?” 

 “I feel that I know who is making the decisions on the Commonwealth College level—

Dean Disney only.” 

 “Professor promotions are fair. Instructor to senior instructor are not - at least they haven't 

been on this campus. The dean seems very authoritarian. The other CWC staff are OK but are 

under her control so can't speak out. OPR was forced on us. The idea that instructors should be 

'current' which seems to mean doing research is ridiculous. In general the CWC doesn't seem to 

realize the time it takes to do what they expect. Also, I'd like to see a little more information from 

our CWC Senators. I rarely hear a complete report. Don't they go?  Or are the meetings so 

dominated by the Dean that it's not worth their while?”   

 “Apparently we are one of the few, if not the only, campus where faculty have no clerical 

support at all. And last Friday, both copiers were down. And yet, there is money for luncheons, 

receptions, etc.- whatever the administration or whoever – decides. All time spent on clerical 

duties is time our faculty can't do their appropriate duties. This puts them at a disadvantage 

compared to the faculty at other campuses. Also, that there are few faculty in some disciplines at 

our campus puts those faculty under much more pressure when discipline-specific evaluations and 

other duties are needed.”  

 “The CWC does not seem to care about the individuals at the campuses. They just want to 

make sure that they look good in the eyes of UP. Recent meetings I have attended have just 
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reinforced this view. Veiled threats for compliance seem to be the norm.” To read all comments, 

please turn it Appendix B, Section 5. 

Relationships with University Park 

 The responses from the survey concerning our relationship with University Park were 

slightly positive. The general feeling is that Mont Alto is a respected part of the Penn State 

community, although individuals are unsure as to whether our pay and benefits are comparable. A 

common comment was, “I feel that most of the faculty at UP are unaware about the other 

campuses and really don’t care what happens here.” 

Suggestions for Improvements at Mont Alto 

Raises and Promotions 

1. There needs to be a revamping of the tenure and promotion system. Newly hired tenure-track 

faculty are falling through the cracks and the question is being raised as to whether better 

mentoring would have prevented that. Also, a more clearly defined set of criteria for promotion is 

needed for both tenure-track and nontenure-track faculty. 

2. More emphasis needs to be placed on the quality of teaching, learning, etc. and the quality of 

life on the campus than on the bottom line. Many comments were received that research seems to 

be overly emphasized for promotion, while teaching and service are underemphasized. The 

creation of two tracks for promotion, one of which emphasizes teaching more, would be an 

improvement. 

3. Raises for part-time and nontenure track faculty would be helpful. Better pay for summer 

teaching would also help. Currently, it seems that tenure-track and tenured faculty are considered 

automatically to be doing well, and they get the raises, while those who are not in those categories 

are automatically considered to not be doing well and don’t get raises. 

 



 16

Communication and Decision-making 

1. The administrators seem too inaccessible. They need to be more visible on campus.  Many 

faculty would like administrators to ask how their classes are doing, and some stated that they 

would like to have administrators visit their classes. Both faculty and staff want to feel that they 

are being listened to and that their opinions count. Please don’t emphasize to them how hard YOU 

are working compared to them. 

 The previous CEO made some serious mistakes, but one thing he did right was to get 

involved with the students.  When he traded places with a student it was fantastic for the morale 

on campus.  I believe the student was chosen at random from a drawing of those who had 

contributed to Thon.  The CEO took the student's work-study hours and made sandwiches in the 

Millstream.  He also attended classes and took notes.  The student, as one of her official acts (and 

with the CEO's permission) auctioned off the CEO's parking space for a week (also to raise 

money for Thon). 

2. Have a suggestion or “complaint” box where anonymous notes can be dropped in anytime. 

3.Campus goals and vision need to be specific. We need to have a vision of where we are going as 

a campus. Our administrators need to give us specifics about what is going to happen in the next 

five or ten years.  Give us a vision that we can get excited about, one that capitalizes on what 

makes us unique (Forestry, Allied Health, HDFS, etc).  

4. There needs to be a clearinghouse of information regarding decisions that are coming up on 

campus. Currently, there is a lot of email and many papers being circulated by many committees 

– too many for the average faculty or staff member to keep up with. We need one voice on 

campus that will tell everyone what issues are being discussed time for faculty input to take place 

before the decisions are made. It would be helpful to have a faculty/staff member or group of 

faculty/staff meeting regularly with the CEO and DAA to discuss issues that will need to be 
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decided in the near future. They could then pass this information on to campus faculty and staff. It 

could also be helpful to have a newsletter on campus that could not only highlight faculty and 

staff members (to help us get to know each other better), but achievements by faculty and staff 

and upcoming items of interest. 

Recognition and Rewards 

1. There needs to be more recognition for personal initiative and hard work.  There are many staff 

and faculty on campus who would be happier if their good work was recognized, even with 

something as small as a $25 gift certificate for a dinner.  Something like "Have dinner on us 

because you did such a great job." These could be as simple as a certificate printed on a printer, a 

plaque, or an email notification (in other words, it doesn't have to cost anything), but these would 

let people know their efforts are noticed and appreciated. 

2. Your thank-you emails are great!! 

3. There should also be teaching awards for faculty that are chosen on a peer level. Many of us 

would never win a popularity contest because of the nature of the classes that we teach. Like the 

Golden Globe Awards in Hollywood, which are regarded as higher than Academy Awards by 

actors, directors, etc. because they come from peers, a peer teaching award would be more 

significantly valued and sought after. Perhaps a panel could be created that would evaluate and 

reward outstanding teaching and service. 

4. Provide more transparent Penn Stater of the Quarter information. We are not told who is on this 

committee or what the criteria are. One person commented that when someone was nominated, 

there wasn't even an acknowledgment, let alone any explanation of why the candidate didn't win. 

5. We need to be especially appreciative of our Housing and Food Services and Physical Plant 

staff. They are in many ways the unsung heroes of our campus. When faculty and staff gather for 

a luncheon, we get to rest, but Housing and Food Services personnel are still working. The shiny 
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floors in our hallways don’t shine themselves, the leaves on the lawn don’t pick themselves up, 

and our offices don’t clean themselves. When it snows, and many of us stay home, the Physical 

Plant staff is hard at work making sure that we can get to our offices and classrooms. There are no 

unimportant workers on our campus. We all want to be appreciated, but we all need to give 

appreciation also. 

6. Don’t forget the students. They are our customers and they pay our salaries. Yes, they are 

difficult sometimes and hard to teach. But Mont Alto is at heart a place of learning. That has to be 

our focus. If we lose our students, we lose everything. 

Today compared to three years ago 

1. The main complaint was the stress level caused by budget cuts, layoffs, and the challenges that 

come from doing more than one job to cover those missing. If we could become fully staffed 

again and stop asking people to double up on their workloads, this would help. 

2. There were comments that, even with these stresses, things are better than when David 

Goldenberg was here. Comments included: 

 “I enjoy the new energy from Gnage/Achampong, shaking up the status quo and pushing 

for a greater research profile.” 

  “It's sure better than when Goldenberg was running the place!  At that time the 

Administrative Council were taken for fancy dinners and on retreats at the expense of the campus. 

The current CEO and DAA do their best to do the job. And they are both more competent than the 

former or acting ones. So, despite the budget problems, the atmosphere is better. 

Relationship with the Commonwealth College 

1. We need to be more assertive with the Commonwealth College and let them know of our needs 

and concerns. We need to let our representatives know how we want them to represent us. 
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2. The local administration needs to be more assertive in letting the Commonwealth College know 

that they need to respect our time frames and not demand that our administrators drop everything 

to do their bidding. Important local issues are being neglected in order to meet the demands of 

quick turnaround for assignments from Dean Disney. 

3. We need to use our energy to intervene when issues are at the discussion stage and not spend it 

after decisions are made. Complaining after the fact does little good, and only reinforces the 

image of Mont Alto as “whiners.” 

Our Relationship with University Park 

1. We would like a little respect. It would be nice to be able to park up at University Park and 

have our faculty parking passes mean something. How about equal pay for equal academic 

standing, rather than lower pay for being somewhere other than University Park?  

2. Even though we are affiliated with Penn State, we should act as though "WE ARE....MONT 

ALTO!". We need our own identity within the Penn State system. 

 

Postscript 

 So, after all the comments are gathered, after all the data is analyzed, what does it all 

mean?  What is the big picture? It seems that we at Penn State Mont Alto are facing four main 

challenges today: 

1. We have multiple layers of bureaucracy above us, each with expectations that have to be met. 

Demands come down from above and there is no ability to delay them. Problems are not solved in 

order of their importance to the campus, but in the order of the power of the person requesting 

them. Therefore, things that are vital are often pushed out of the way to take care of lesser items 

requested by more powerful people.  Administrators are expected to balance the budget without 

the ability to rank their own priorities or control much of their finances. 
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2. We have serious money problems on campus. We cannot control the high cost of tuition, which 

is driving enrollment down. We also cannot control the amount from tuition income that goes to 

the CWC. Operating funds from the CWC are also down. Therefore we have to dramatically cut 

expenditures in order to keep our doors open, while still trying to maintain a semblance of 

normalcy. This isn’t only happening here–large universities across the country are slashing 

budgets in an effort to compete with leaner, meaner educational facilities. It is not unusual for 

faculty salaries in public universities to be frozen for years and travel funds reduced or eliminated 

altogether. The good old days are gone at most land grant colleges, and probably gone forever.  

3. Communication is sporadic, both within the campus setting, and between the campus and the 

outside world. At times, it is excellent. At other times, it is nearly non-existent. On campus, there 

is a feeling of uncertainty, which, coupled with a lack of knowledge, breeds speculation. People 

who previously were treated as valuable employees suddenly are let go. The idea occurs to 

employees on campus that being hardworking and capable are no longer a hedge against being let 

go. The fear arises of “who will be next?”  The worst is not knowing. 

4. There is an emotional and social void on campus. Because of the three problems previously 

listed (time pressure, stress, fear, uncertainty), people have drawn into themselves. They are 

asking “who” is the problem rather than “what” is the problem. Faculty are criticizing 

administrators, administrators are criticizing faculty, staff are criticizing faculty and 

administrators, and faculty are criticizing staff.  

 

 The atmosphere on campus is slowly becoming toxic.  
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If there was one theme that was mentioned over and over again in every group and by the 

majority of individuals, it was the statement, “My work is important, but no one appreciates it. All 

I get is complaints.”  People are emotionally starving on campus. 

So, what are the solutions?   

1. Administrators need to be able to set their own priorities in their daily and weekly routines. 

They need the ability and time to support students (who are our paying customers), faculty and 

staff. They need time to visit classrooms, talk to staff members, and notice the good work that is 

being done on campus. 

2. We need a different type of leadership at this point in our history., When Dr. Gnage first came, 

his quiet, behind-the-scenes leadership was just what we needed. After the chaos of the 

Goldenberg years and the uncertainty of the interim leadership, his calm leadership gave us a 

sense of stability. Now, we need from him a different type of leadership. We need a clarion call 

that only he can give, one that gives us a vision for the future and a rallying cry that will help 

unify us in the face of the adversity that is dividing us. Specifically, there are four things that we 

need: 

 a. We need to know just how bad things are going to get.  

We need answers to the questions, “How many layoffs are yet to come?  How many 

programs will be downsized or closed down?  How many more losses will we have to 

absorb before we hit bottom and start to come up again?” When there are problems, we 

would like to know about them so we can participate in fixing them. 

b. We need to be told that the administration has faith in us. Dr. Gnage has told us that he 

has faith in us–his email that highlights the good things going on at our campus has given 

us a consistently positive message. We also need to hear positive messages from Dr. 

Achampong. 
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c. We need a vision. We need to be told that we will get through the tough times and how 

we will be able to accomplish this. We need to do more than simply outlasting our 

difficulties–we want to be proactive, but need a clear direction to go in. Pulling us together 

and having us create our identity will dispel the feelings of helplessness that we feel 

because all we can do is wait for the other shoe to drop. 

3. We need, as faculty and staff, to proactively appreciate the positive things we have in our 

working environment. We need to appreciate each other. This will not solve our money problems, 

nor will it help the Commonwealth College to pay more attention to us. However, it will take care 

of the negative atmosphere on campus, which has taken on a life of its own, and is draining us of 

our positive energy to affect change. 

 Everyone here was hired for a specific reason.  Our areas of expertise differ and we need 

to respect each other’s professionalism. All of us need to have faith in others to take care of their 

areas of expertise, and we need to realize that just because we don’t know what they are doing 

doesn’t mean that they are not contributing.  Also, just because a problem isn’t taken care of in 

the way we would prefer doesn’t mean that it was done incorrectly. 

4. We need a regular form of communication that goes through all the information overload that 

we experience here on campus and prioritizes the information as to timeliness and impact on our 

campus. A newsletter to faculty and staff would be helpful.   

 Here on the Mont Alto campus, we are primarily an institution of higher education. We 

are also a business. We are thirdly, in many ways, a family. Sometimes the values of one of those 

entities conflicts with the values of another. In a business, people are let go when things get bad. 

In a family they aren’t. As an institution of higher education, we want a protected environment to 

think and grow ourselves so we can help our students grow. In a business, we have to be in the 

black in order to make our payrolls. We have to learn how to successfully juggle all three types of 
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organizations, to balance the give and take among the demands of all three. It is not an easy task, 

particularly with the stresses of today’s economy. But it is one that we can accomplish together. 

 



 
Notes 

 
 

Penn State Mont Alto 
Wednesday, October 11, 2006 

A Leadership Program for Sophomore Young Women 

Sponsored by: 



 
 

Welcome! 
 
We are pleased that you are able to join us for  
Leadership U, a leadership program for young 
women, sponsored by Embarq and Penn State 
Mont Alto.  It is our hope that during this special 
day, you will have an opportunity to meet and con-
verse with local community leaders, members of the 
Penn State Mont Alto Campus Community, and 
other young women like yourself who have the po-
tential to be future leaders!   
 
We have included both formal and informal  
sessions during the day, and we encourage you to 
take an active role in the discussions.  You have 
been selected by your high school to participate in 
Leadership U because you possess the skills and 
ability to be a leader.  We hope that this program 
helps you to discover your leadership potential! 
 

 
   
  
    
 
            
 

Notes 



   
 
 
   Holly Sutphin 
   Field Representative, Congressman Todd Platts (2003) 
   Holly.Sutphin@mail.house.gov 
 
   Holly Sutphin is a Field Representative for Congressman Todd Platts.  She   
   is a graduate of Shippensburg University with a Bachelor’s degree in Public   
   Administration and a minor in Sociology.  Ms. Sutphin is active in the com- 
   munity and serves on many committees, including; Ag Land Use Commit-  
   tee, Penn State Extension Cooperative, Legislative Chamber Committee,  
   Gettysburg-Adams Chamber of Commerce, Adams County Republican  
   Committee, Adams County Council of Republican Women, Affordable  
   Housing Task Force and South Central Community Action Programs, Inc.   
   She enjoys volleyball, golf, darts, bowling and the Pittsburgh Steelers!  And,  
   she says, “I have been fortunate to have had many neat opportunities  
   throughout my career.  My job allows me to meet a lot of people and form  
   many new friendships.  It is very gratifying and builds a great deal of self  
   worth.”   
 
 
 
 
 
   

Program Agenda 
 

Wednesday, October 11, 2006 
 
 
 
9:00 am    Welcome      Multi-Purpose Room 
 

• Alice Royer 
 Senior Instructor of English & Women’s Studies, Penn State Mont Alto 

 
 
9:30 am    Mentor Group Activity     Multi-Purpose Room 
  

• Discover your leadership skills through an interactive session led by campus and  
        community mentors. 

 
 
10:00 am  “Who me? A Leader?”     Sci Tech 304 
 
       • Brenda Hefner 
 Manager of Employee Development, Patriot Federal Credit Union 
 Professional Life Coach, You To The Max Coaching 
 
 
11:15 am  Lunch      Multi-Purpose Room 
 

• Enjoy a delicious lunch while you engage in conversation with local community  
        leaders and your mentor group. 
 

 
12:00 pm  Community Leader Panel Discussion  Multi-Purpose Room 
 

• Facilitated by Yvonne Butts– Mitchell 
 Public Affairs Manager, Embarq 

 
 
1:00 pm  Closing      Multi-Purpose Room 
 

• Yvonne Butts-Mitchell 
 Public Affairs Manager, Embarq 



 Program Participants 
 

  Big Spring High School        Biglerville High School 
  Larae Ackerman         Sarah Anderson 
  Emily Bower         Amanda Kirkner 
  Sara Calaman         Justine Miller 
  Jill Lynné Cox         Evelisie Nieves 
  Stephanie Lay          
  Kelly Vaughn 
       
  Boiling Springs High School   Carlisle High School 
  Alicia Angelini          Janelle Callahan 
  Beth Ann Brinley          Kirsten Houpt 
  Kellie Dowling          Donna Hranica 
  Courtney Montepara         Rabecca Lausch 
  Jane Riddle           Alyssia Miller 
  Megan Wheeler          Rachel Wampler 
 
  Chambersburg Area High School Gettysburg High School 
  Kelsey Baker           Jasmine Diamond 
  Jocelyn Carter           Ambraea Johnson 
  Katie Longfellow Megan Osborn 
  Emmy Rine            Emily Royston 
  Rebecca Van Horn           Angelea Silver 
  Meredith Woy           Ebony Tyler 
 
  Greencastle-Antrim High School  James Buchanan High School 
  Rochelle Christman          Candice Dayley 
  Randall Gates           Katie Donghia 
  Brianna Henson           Hannah Haas 
  Kaytie Johnson           Melissa Pierce 
  Brittany Lackey           Kelby Reed 
  Stephanie Root           Kirsten Yale 
  Rachel Statler 
 
  Shippensburg Area High School         Waynesboro Area High School 
  Jordyn Beam           Jacki Gallo 
  Emily Cloud            Stefanie Kelley 
  Sasha Cutchall           Tiffany Smith 
  Beth Eutzy            Miranda Snowberger 
  Katie McCorriston           Alexandra Taber 
  Alannah Staver                                        Celeste Vazzola 

 
Cheryl S. Plummer 
Franklin County Commissioner 
csplummer@co.franklin.pa.us 
 
Cheryl Plummer describes herself as friendly, caring and committed which 
is evident from the various roles that she holds within the local community. 
Ms. Plummer served as the Director of the Chambersburg Area School  
District from 1983-1993, and as the Director of the Chambersburg Trust and 
Financial Trust Corp. from 1986-2001.  She was also the Board Chairman 
for the United Way of Franklin County from 2002-2003, and the winner of 
an Athena Award.  Ms. Plummer holds a B.S. in Secondary Education/  
English from Penn State.  She is married and has one son, Christopher who 
is  married to Eileen, a kindergarten teacher; she also has two  
grandchildren, Nolan and Zoe.  She enjoys reading, hiking and gardening. 
 
 
 
 
Barbara Seyter 
  Director of Enrollment Management, Penn State Mont Alto 
  bak142@psu.edu 
 
  Barbara Seyter is a graduate of Penn State University with a Bachelor of    
  Science degree in Elementary and Kindergarten Education, and a minor in  
  Anthroplogy.    In addition,  she also received her Master of Education in   
  Educational Leadership with a Certificate in Enrollment Management from    
  the University of Florida.  Ms. Seyter is happily married and she and her  
  husband are currently in the  process of adopting their first child from  
  China.  In her spare time, she enjoys travel, reading, crafts, and spending  
  time with her family and friends.  In 2004, Ms. Seyter was selected to par-  
  ticipate in the PACE Executive Women’s Leadership Forum and is a mem 
  ber of the Adams County Business Education Partnership.  She is a very  
  proud Penn State alum, loves Penn State football and all things Nittany!   



   
 
   Jenna Kaczmarek 
   Chief Executive Officer, Community of Healthcare Employees Credit 
   Union 
   jenna@checu.com 
 
   Jenna Kaczmarek attended Penn State, has taken coursework through  
   various Financial/Management Schools and is currently completing her 
   Bachelor’s Degree in Business Administration through Strayer University.   
   She describes herself as full of life, innovative and resilient.  Ms. Kaczmarek 
   is married with two children.  She is the Curriculum Chair for Leadership     
   Franklin County and the Vice President of the Montessori Academy PTO.    
   Ms. Kaczmarek enjoys skiing, swimming and ballroom dancing.  She also  
   loves the outdoors and traveling to unique destinations. 
 
 
 
 
 
 
 
   Katherine Kough 
   Assistant Dean, Student Services, Harrisburg Area Community College-  
   Gettysburg Campus 
   klkough@hacc.edu 
 
   Katherine Kough has a B.A. in English with a minor in Secondary Educa- 
   tion from Mount Union College and an M.Ed. in Counselor Education from  
   Penn State.  She serves as a member of the Board of Directors of Adams  
   County Head Start.  In addition, she teaches Sunday School and is a  
   volunteer at her daughter’s elementary school.  She is married with two   
   young daughters, Payton and Audrey.  Ms. Kough enjoys reading, scrap  
   booking, going to the movies, attending her children’s activities and going  
   to Penn State football games.  She describes herself as outgoing, approach 
   able and always willing to try something new! 

Staff Mentors 
 
Andrea Christopher, Director of Students Affairs, Penn State 
axc8@psu.edu 
 
Holly Cieri, Coordinator of Publications & Promotions, Penn State  
hry102@psu.edu 
 
Julie DeMoss, Student Activities Coordinator, Penn State  
jad42@psu.edu 
 
Kate Murphy, Admissions Counselor, Penn State 
kcm12@psu.edu 
 
Kelly Pannill, Residence Coordinator, Penn State  
kmp23@psu.edu 
 
Angela Pontorero, Campus Ministries, Penn State 
amp27@psu.edu 
 
Kimberly Rushing, Assistant Director of Student Affairs, Penn State 
kfr10@psu.edu 
 
Barbara Seyter, Director of Enrollment Management, Penn State  
bak142@psu.edu 
 
Kathy Swope, Staff Assistant, Student Affairs Office, Penn State 
kqs3@psu.edu 
 
Linda Worley, Staff Assistant, Campus Life Office, Penn State  
lvw2@psu.edu 

 
 

Opening Speaker 
  Alice Royer 
  Senior Instructor of Women’s Studies and English, Penn State Mont Alto 
  axr24@psu.edu  
 

  Alice Royer serves as the Adult Learner Coordinator at Penn State Mont     
  Alto in addition to her role as Senior Instructor of Women’s Studies and    
  English.  She received an M.A. in English from Shippensburg University  
   and currently serves as the Chair of the Board of Directors for the South- 
   central PA Area Health Educators Council as well as the Conference Chair  
   for the Cumberland Valley Women’s Conference.  Having been a military  
   spouse for 39 years, Ms. Royer and her husband currently share their 32  
   room Victorian house with college students from Shippensburg University.   
   She greatly enjoys working with all students and strives to think outside of  
   the box in everything that she does. 



Community Mentors 
 
   Yvonne Butts-Mitchell 
   Embarq Public Affairs Manager 
   yvonne.d.butts-mitchell@sprint.com 
 
   Yvonne Butts-Mitchell holds a B.A. in Communications Journalism 
   from Shippensburg University.  She is married, has two children, Kyle 
   and Katy, and has a houseful of cats.  Ms. Butts-Mitchell is very involved 
   in the community and has served as: Coach, Immediate Past Chair of  
   Leadership Franklin County, Marketing Committee Chair and Steering  
   Committee member of Youth Leadership Bedford County, member of the 
   Greater Chambersburg Chamber of Commerce, Board Member of the  
   Chambersburg Council for the Arts, Honorary Board Member of the  
   Bedford County Arts Council, Immediate Past Chair of the Wilson College 
   Business Partner’s Campaign and as a member of the Bedford County  
   Broadband Taskforce.  She has also received the 2004 Athena Award,  
   2001 Chambersburg Borough Citizen of the Year Award and the 1998  
   Tri-State “Woman on the Move”.  Ms. Butts-Mitchell describes herself  
   as creative, enthusiastic and approachable.  She enjoys volunteer 
   work, creative writing, scouring second-hand stores for antiques and 
   scrap booking. 
 
 
 
 
 
   Carol Cantele 
   Head Women’s Lacrosse Coach, Gettysburg College 
   Assistant Athletic Director/Senior Women’s Administrator 
   ccantele@gettysburg.edu 
 
   Carol Cantele is a graduate of Gettysburg College with a Bachelor of Arts    
   degree in Health and Physical Education with Teacher Certification.  In ad- 
   dition, she earned a Masters of Education in Sports Psychology from Miami  
   University.  She currently serves as the Head Women’s Lacrosse Coach and  
   Assistant Director of Athletics, and Senior Women’s Administrator at Get- 
   tysburg College.  Ms. Cantele is the step mother of two children, Ashlie, 14  
   and Jordan, 17.  In her free time, she enjoys golf, reading and travel.  She is  
   actively involved in lacrosse sports clinics and has a passion for youth  
   sports, team building and leadership development. 
 
 

 
Jennifer Davis 
Artist, Thomas June Gallery 
thomasjunegallery@comcast.net 
 
Jennifer Davis holds an Associate of Science Degree in Respiratory Therapy 
with specialized training in sleep studies.  About four years ago, she and her 
husband began blowing glass as a hobby.  Their hobby has since grown into  
a family business with the opening of an art studio, The Thomas June  
Gallery in Chambersburg.  The gallery provides space for over 80 local and 
regional artists to display and sell their work.  Ms. Davis is the Acting  
Secretary for the Cumberland Valley Craftsmen Guild and a Board Member 
of the PA Guild of Craftsmen.  She is also an active member of the  
Downtown Business Council and Chamber of Commerce.  Ms. Davis has  
several philosophies on life including: “It is never too late to change your  
life and do much more with much less” and “With a tube of good glue and 
double sided sticky tape, you can make or fix just about anything”.  
 
 
 
Brenda Hefner 
Manager of Employee Development, Patriot Federal Credit Union 
Professional Life Coach, You To The Max Coaching 
bhefner@patriotfcu.org 
 
Brenda Hefner grew up and attended high school in western New York.   
After a (fun!) detour to Myrtle Beach, SC, she moved to the Washington  
D.C. area where she met and married her husband and attended the Uni- 
versity of Maryland Baltimore County.  She has worked in corporate Amer-
ica for over 30 years in the fields of financial services, insurance, and sub-
stance abuse.  She and a partner started and ran an employment and train-
ing company, Integrity Personnel Services, in Howard County, Maryland so 
that they could be home with their young sons.  The family moved to Frank-
lin County in 1992.  In addition to her job at Patriot, she has recently com-
pleted training and started a practice as a professional life coach.  She is ac-
tive in her church where she teaches adult Sunday School and directs the 
children’s choir.  She has served on the board of the community mental 
health center, and is the current Chairperson of the Leadership Franklin 
County Steering Committee.  She and her husband Greg have a son Casey, 
daughter-in-law Lindsay, two gorgeous grandsons, Ty and Carter, and two 
“fur kids” (dogs), Missy and Bashful.  In addition to dogs and music, she is 
passionate about helping people (especially women) break through the  
barriers of their own making to be the person they were created to be and  
live the life they are hungering for.  She can often be found on the karaoke 
stage, poking for buried treasure in thrift and antique shops, and zooming 
around town in her little black convertible. 



Appendix J (1)

APPENDIX J -  Evaluation of GPA for EOPC Programs

(only fill in cells with the dark gridlines - other appropriate cells will be filled in automatically)

Program Name: Start Smart

(update this document every year but only for those students who were in the program
during a single program year, i.e., for one of the funding cycles mentioned below)

Funding Cycle: Summer 2003 or Academic Year 2003-2004

Projected

Program Students Non-Program Students
# Total # CGPA>= % CGPA>= Avg CGPA # Total # CGPA>= % CGPA>= Avg CGPA

2.50 2.50 2.50 2.50

1st Semester #DIV/0! #DIV/0!
2nd Semester #DIV/0! #DIV/0!

Actual

Program Students Non-Program Students
# Total # CGPA>= % CGPA>= Avg CGPA # Total # CGPA>= % CGPA>= Avg CGPA

2.50 2.50 2.50 2.50

1st Semester 30 17 56.7% 2.57 23 11 47.8% 2.24
2nd Semester 27 14 51.9% 2.46 19 11 57.9% 2.62
3rd Semester 23 9 39.1% 2.35 19 9 47.4% 2.49
4th Semester 21 9 42.9% 2.42 15 9 60.0% 2.68

% Actual Differences (Program minus Non-Program Students)
% CGPA>= Avg CGPA

2.50

1st Semester 8.8% 0.33
2nd Semester -6.0% -0.16
3rd Semester -8.2% -0.14
4th Semester -17.1% -0.26



Appendix J (2)

Evaluation of GPA for EOPC Programs

(only fill in cells with the dark gridlines - other appropriate cells will be filled in automatically)

Program Name: Start Smart

(update this document every year but only for those students who were in the program
during a single program year, i.e., for one of the funding cycles mentioned below)

Funding Cycle: Summer 2004 or Academic Year 2004-2005

Projected

Program Students Non-Program Students
# Total # CGPA>= % CGPA>= Avg CGPA # Total # CGPA>= % CGPA>= Avg CGPA

2.50 2.50 2.50 2.50

1st Semester #DIV/0! #DIV/0!
2nd Semester #DIV/0! #DIV/0!

Actual

Program Students Non-Program Students
# Total # CGPA>= % CGPA>= Avg CGPA # Total # CGPA>= % CGPA>= Avg CGPA

2.50 2.50 2.50 2.50

1st Semester 27 19 70.4% 2.73 26 15 57.7% 2.51
2nd Semester 27 20 74.1% 2.74 24 12 50.0% 2.50
3rd Semester 23 17 73.9% 2.72 18 10 55.6% 2.60
4th Semester 17 9 52.9% 2.70 13 8 61.5% 2.74

% Actual Differences (Program minus Non-Program Students)
% CGPA>= Avg CGPA

2.50

1st Semester 12.7% 0.22
2nd Semester 24.1% 0.24
3rd Semester 18.4% 0.12
4th Semester -8.6% -0.04



Evaluation of GPA for EOPC Programs

(only fill in cells with the dark gridlines - other appropriate cells will be filled in automatically)

Program Name: Start Smart

(update this document every year but only for those students who were in the program
during a single program year, i.e., for one of the funding cycles mentioned below)

Funding Cycle: Summer 2005 or Academic Year 2005-2006

Projected

Program Students Non-Program Students
# Total # CGPA>= % CGPA>= Avg CGPA # Total # CGPA>= % CGPA>= Avg CGPA

2.50 2.50 2.50 2.50

1st Semester #DIV/0! #DIV/0!
2nd Semester #DIV/0! #DIV/0!

Actual

Program Students Non-Program Students
# Total # CGPA>= % CGPA>= Avg CGPA # Total # CGPA>= % CGPA>= Avg CGPA

2.50 2.50 2.50 2.50

1st Semester 20 10 50.0% 2.46 12 3 25.0% 1.96
2nd Semester 19 10 52.6% 2.43 9 2 22.2% 1.97
3rd Semester #DIV/0! #DIV/0!
4th Semester #DIV/0! #DIV/0!

% Actual Differences (Program minus Non-Program Students)
% CGPA>= Avg CGPA

2.50

1st Semester 25.0% 0.50
2nd Semester 30.4% 0.46
3rd Semester #DIV/0! 0.00
4th Semester #DIV/0! 0.00



 EMMA RETENTION COMMITTEE ACTION PLAN   Updated 12/5/06 
 

 

ACTION ITEM PARTICIPANTS Notes TIMELINE 
ACADEMIC ADVISING    
Develop formal advising program 
for students transferring from other 
institutions 

DUS, Advising Center, faculty 
advisors in collaboration with 
Admissions 

In planning stages Summer 2007 

Provide specialized academic 
advising for students with 
disabilities. 

Learning Center, DUS, faculty 
advisors 

Professional development workshop for 
faculty/staff on disability issues 

Summer 2006 

LEARNING SUPPORT 
PROGRAMS 

   

Implement coordinated plan to 
promote the campus learning 
center to new and continuing 
students. 

Learning Center, DEM, program 
heads, all faculty 

Get input from LC staff, make visit to 
individual classes- possible name 
change? 

Fall 2007 

LIBRARY SERVICES    
Encourage students to utilize 
library resources by creating a 
more inviting atmosphere. 

Library, DBS Possible classroom improvement fund? 
Tables, outdoor seating- put on campus 
wish list 

Fall 2007 

STUDENT COMPUTING 
SERVICES 

   

Work with library staff to offer 
improved technology training for 
student (e.g., portal set-up, 
accessing space on the U-drive, 
and using Power Point) 

Library Staff, IT staff  Fall 2007 

Work with library staff to provide 
Help Desk staff training focused 
on customer needs and software 
expertise. 

Library Staff, IT staff  Fall 2007 

 
 

   



ADULT LEARNER SERVICES    
Offer customized orientation 
program for students transferring 
from other campuses and other 
institutions.  

DUS, Student Affairs, Admissions, IT 
Staff, Registrar, etc. 

FTCAP-like program for transfer 
students 

Summer 2007 

Offer ReAL Life Seminar Series. DAA, DSA Offer FYS-like program for adult 
learners? 

Uncertain 

CAREER SERVICES    
Increase career services on 
campus. 

DSA, LC Director, Career Counselor Use LC grant funds to provide 
additional career services to LC 
students.   

Start now- ongoing 

Improve visibility of Career 
Services 

Career Counselor, DUS, faculty Additional hours will help with 
availability, provide program for faculty 
during Jan workshops, bulletin boards, 
regular list serv messages 

Start now- ongoing 

COMMUTER SERVICES    
Provide commuter-friendly spaces 
(e.g., chairs, couches, carrels and 
spaces for “loud and quiet”). 

DBS, DSA, LC Director Enhance furnishings for seating areas in 
GS building and LC- possible funding 
sources? 

Ongoing 

Market WSC better to students. Stu Act. Coordinator, HFS Additional hours for Café, enhance 
webpages, advertise at FTCAP 

Ongoing 

COUNSELING SERVICES    
Establish protocol and employee 
training for addressing crisis 
situations. 

Counselors, DAA, DSA, DBS Training for faculty (including adjuncts) 
on topics such as students in distress  
HR issues- dealing with difficult people 

Spring 2007 

FINANCIAL AID SERVICES    
Work with faculty to develop a 
module focusing on “debt 
management” within FYS. 

FYS Coordinator, FA, Business 
Faculty 

Nancy is doing this in FYS  

 
 
 
 

   



HEALTH SERVICES    
Develop and implement a plan to 
curb smoking on campus.  Include 
anti-smoking campaigns and 
enforcement of smoke-free spaces 
on campus. 

Curb smoking: Nurse, Res Life 
Enforcement: All 

Anti-smoking campaign, enforcement 
of paw prints, gazebo for smoking 
outside of MA Hall 

New nurse on board, 
SGA working with DBS 
on gazebo 

SERVICES FOR 
MULTICULTURAL STUDENTS 

   

Re-establish campus climate 
committee. 

DSA, DAA DSA Chair, support from faculty and 
staff 

Fall 2006 

ORIENTATION PROGRAMS    
Provide “New Student Connect” 
Program (involves faculty, staff 
and student leaders in orientation 
groups and lunch with new 
students). 

FYST (EMMA), Orientation 
Committee 

Mentor program, PSU Prides/limit 
group sizes, funding???  Retention grant 

Started fall 2006, 
enhancements with grant 
fall 2007 

In conjunction with web-
enhancement project, improve 
campus web pages focusing on 
orientation. 

Stu Act. Coordinator, IT Staff Post schedule, bio’s & photos of OL’s, 
description of events, info on becoming 
an OL 

Fall 2006 

Use orientation as a mechanism to 
begin building Penn State pride 
among students. 

FYST, EMMA, Orientation 
Committee 

Theme, lion @ move-in, giveaways, 
competition among pride groups? 

Fall 2006 

STUDENT LIFE PROGRAMS    
Connect athletic coaches with 
admissions staff for updates.  
Create “cheat sheets” and packets 
for coaches to use during 
recruitment. 

AIRS Director, Admissions Attend coaches meeting and provide 
binders with admissions information 
and updates- create business cards for 
coaches to use during recruitment 

Fall 2006 

 
 
 
 

   



 

Implement campus discussion and 
publicizing of our “real winning 
record” program (i.e., academic 
performance report for student 
athletes, including number of 
students recruited, number of 
students persisting, academic 
performance compared to general 
student population). 

AIRS Director, Registrar, Univ 
Relations, Admissions 

Need information from AIRS Director, 
gather data and prepare report 

Fall 2007 

Create a leadership development 
program for students. 

Stu Act. Coordinator Lion Leaders? How to get students to 
participate- how do we get them to 
come?  Re-establish a credit experience 
for OL’s 

Fall 2007? 



APPENDIX  L 
 
 

2005– 2008 Strategic Plan Selected Sections Relating to Diversity 3 
 
INTRODUCTION 
PENN STATE MONT ALTO VISION STATEMENT:  To become recognized as 
one of the best colleges in our region in teaching and learning, research and 
outreach. 
 
PENN STATE MONT ALTO MISSION STATEMENT:  To effectuate Penn State’s 
land grant mission in the modern sense in our service area by providing higher 
education opportunity and economic development for Adams, Cumberland, 
Franklin and Fulton Counties. 
 
MANAGEMENT GOALS: 
• To expand the capacity of the College and its constituents by increasing the diversity 

of faculty, staff, and students; strongly supporting professional development; raising 
more funds for student aid, facilities, salaries, technology, and security; and 
improving faculty, staff, and student support 

 
Abbreviations 

 
ADM C Administrative Council (Campus Executive Officer, Directors including 

Housing and Food Services [HFS], Faculty Senate Chair, and Student 
Government Association [SGA] President) 

 
ADV BD Advisory Board 
 
EMMA Enrollment Management at Mont Alto (Representatives from Admissions, 

Athletics, Continuing Education, Division of Undergraduate Studies, 
Faculty, Financial Aid, Housing and Food Services, Instructional 
Development Specialist [IDS], Learning Center, Library, Marketing, 
Police Services, Registrar, Residence Life, Student Affairs, and Students) 

 
FYST First Year Steering Team (Director of Academic Affairs, Director of 

Enrollment Management, Director of Student Affairs, Division of 
Undergraduate Coordinator, Instructional Development Specialist, 
Registrar, First Year Seminar[FYS] Coordinator, Residence Life 
Representatives, 4 Faculty Members, 2 Students) 

 
P&P Policy and Planning Advisory Committee (Voting members include 

Director of Academic Affairs, Director of Student Affairs, Director of 
Continuing Education, Advisory Board Chair, Mont Alto Faculty Senate 
[MAFS] Chair Elect, 4 Members of the Faculty Senate Campus Planning 



Committee, Non-Exempt Staff Representative, Student Government 
Association and Non-traditional Student Representatives 

P&T  Faculty Promotion and Tenure Committee 
 
3.  Nurture campus communities that embrace collaboration, diversity, inclusion, 

civility, and mutual respect   
 

a. Promote a spirit of collegiality, collaboration, and mutual respect 
 

Action steps to be taken by Mont Alto to achieve objective 
 Offer a wide array of programs/events that promote and educate on 

diverse issues and appeal to our diverse campus population. (DSA, DLC)  
 Ensure that photos on PSMA web pages reflect our diverse student body 

and that diversity-related events are promoted on PSMA web site. (Web 
Masters for all departments, DIA)  

 Continue to host traditional events such as MLK Jr. Day, Black History 
Month, Hispanic Heritage Month, Women’s History Month, Chinese New 
Year and International Day. (DSA, Club Advisors) 

 Expand to build other diversity-related traditions. (DSA, Club Advisors, 
HFS) 

 
Strategic Indicators 

 Number of campus activities and events, guest speakers, and displays  
 Portrayal of activities on web pages 

 
b. Encourage College and campus cultures that respect, understand, and celebrate 

diversity 
 

Action steps to be taken by Mont Alto to achieve objective 
 Utilize all available data to assess campus climate (2003 Climate Survey, 

2004 Student Satisfaction Survey, Quality of Life Survey) and periodically 
conduct other surveys as needed.  Conduct focus groups of students, 
faculty and staff to follow up on issues identified by surveys. (Climate 
Committee)  

 Host the Diversity Conference (“Creating Leaders for a Diverse World”) 
October 2005 with other area colleges. (DSA, HFS) (Fall 05) 

 Continue support of student organizations with a diversity focus or with a 
large proportion of students from under-represented groups (BSU, Asian 
Student Association, Language Club, Fashion Club, Dance Team, Anime 
Club, Allies) and encourage new clubs to form as needs are identified.  
Support students who assume leadership roles in diversity-focused groups 
such as CCSG and campus clubs. (DSA, Club Advisors)  

 Increase the number of course offerings that carry the diversity 
classification. (DAA) 



 Continue including diversity components in Orientation, FYS, RA 
training, Orientation Team training, and professional development for 
faculty and staff. (DSA, DAA, DBS)  

 Continue to offer a wide array of programs/events that promote and 
educate on diverse issues and appeal to our diverse campus population. 
(DSA, DLC)  

 Continue encouraging use of Student Activity Fee funds to support 
diversity programs. (DSA, SAF Allocation Committee)  

 Identify grant and other funds to support diversity programs in and out of 
the classroom. (ADM C, Faculty)  

 
Strategic Indicators 

 Number of campus climate surveys 
 Implementation of programs and processes to respond to elements 

identified by the survey 
 Number of programs focused on students, staff, and faculty from under-

represented groups and international populations 
 Financial resources allocated to celebrate diversity 

 
c. Maintain a year-round diversity team at each location, one vested with authority, 

financial support, and operational guidelines for programming and response 
 

Action steps to be taken by Mont Alto to achieve objective 
 Expand Climate Team to include broader representation of campus 

departments and students. (DSA, Climate Team) (Spring 05) 
 Seek funding for Climate Team initiatives from campus budgets, SAF, 

grants, and other Penn State sources. (Climate Team)  
 Establish guidelines for the Climate Team, to include a mission, vision, 

goals and objectives. (Climate Team, CEO) (Fall 05) 
 
Strategic Indicators 

 Existence of a formal, active diversity team 
 Existence of guidelines 

  
d. Maintain and improve support systems to attract and retain faculty and staff from 

under-represented groups  
 

Action steps to be taken by Mont Alto to achieve objective 
 Follow guidelines outlined in “Guidelines for Recruiting a Diverse 

Workforce”. (ADM C)  
 Maintain and expand the practice of assigning a mentor to new employees 

from under-represented groups. (ADM C)  
 Encourage and fund faculty and staff participation in University-sponsored 

support programs. (ADM C)  



 Promote the availability and use of Penn State web-based information to 
attract faculty and staff from under-represented groups. (DBS, All Search 
Committees)  

 
Strategic Indicators 

 Comparison of employee demographic profiles to local labor markets 
 Analysis of staff and faculty retention data from demographic perspectives 
 Number of mentors for faculty and staff from under-represented groups 
 Participation levels of faculty and staff in University sponsored support 

programs 
 Extent of College and campus recruitment activities to groups and 

organizations with significant levels of involvement with under-
represented groups 
 

e. Maintain and improve support systems to attract and retain students from under-
represented groups  

 
Action steps to be taken by Mont Alto to achieve objective 

 In accordance with University policies, enhance marketing efforts outside 
of our service area to attract more students from under-represented groups.  
Continue recruitment efforts in Baltimore and Washington, D.C.  (DEM, 
DIA, DBS, All Search Committees)  

 Work with Penn State’s regional recruiters to assist them in promoting 
Penn State Mont Alto. (DEM)  

 Analyze available data to determine why students are not retained. (DEM, 
Registrar)  

 Encourage and fund student, faculty and staff participation in University-
sponsored support programs. (ADM C)  

 
Strategic Indicators 

 Results of analysis of student retention data 
 Participation levels of students in University sponsored support programs  

 
f. Increase the intercultural and international competence of CWC students  
 

Action steps to be taken by Mont Alto to achieve objective 
 Encourage faculty to develop curricular innovations that reinforce 

intercultural competence. (DAA, IDS)  
 Establish a campus Internationalization Committee to promote 

international education and conduct campus research colloquia, and 
extend to include students interested in undergraduate research. (DAA, 
Director of Colloquy, SGA) (December 05) 

 Increase and enhance Library and other resources that promote 
international and intercultural competence. (DAA, Head Librarian)  



 Implement College guidelines on development and delivery of study 
abroad courses. (DAA) (June 05) 

 Establish a campus study abroad review and input committee. (DAA) 
(May 05) 

 
 
Strategic Indicators 

 Number of curriculum innovations that reinforce intercultural and 
international competence 

 Maintenance of an internationalization committee at each campus and for 
the College as a whole 

 Implementation of scholarly activities in support of student and faculty 
research  

 Increase in library and other resources to support these competencies 
 Existence of guidelines for delivery of study abroad courses 

 
g. Encourage and reward the integration of academic goals with those of national 

and global citizenship to increase understanding  
 

Action steps to be taken by Mont Alto to achieve objective 
 Offer a wide array of courses that promote international awareness and 

global citizenship. (DAA)  
 Encourage faculty to apply for CIPF and College global funds in support 

of study abroad programs. (DAA)  
 Encourage faculty to apply for external funding (such as Fulbright 

Awards) to support international activities. (DAA)  
 
Strategic Indicators 

 Number of courses with content related to international awareness and 
global citizenship 

 Number and value of CWC International Program Fund (CIPF) awards 
 Number of such activities sponsored by resources from outside the College 
 Number of faculty members involved in such activities 

a. Enhance recruitment and retention of out-of-state and international students  

Action steps to be taken by Mont Alto to achieve objective 
 Identify academic and co-curricular programs that attract out-of-state and  

international students. (DSA, DAA) 
 Recruit specifically to out-of-state and international students through 

PSMA website. (DIA, Web Committee)(Fall 06) 
 Develop articulation agreements with out-of-state community 

colleges. (DAA, CEO)(Fall 06) 
 
     Strategic Indicators 



 Identification of academic and co-curricular programs that attract out-of-
state and international students  

 Number of recruitment activities targeting out-of-state and international 
students 

 Amount of funding and marketing in support of international programs 
and services 
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	ACTIONS
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	2006 Update:  The Director of Student Affairs posted 100 laminated copies of The Penn State Principles in every building and every classroom on campus.
	Continue diversity programming during new student orientation.
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