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Penn State Altoona provides a strong Framework Strategic Plan for 2010-15 which includes many examples 
of commendable ideas and potential best practices. The commitment to developing a campus culture of 
diversity, the redesign of the diversity components of the College’s Web site, and the Diversity Ambassadors 
are energizing ideas. Also notable are the Prerequisites for Success. Altoona’s commitment to community 
partnerships is commendable and in keeping with Penn State’s mission as a land grant institution; such 
commitment also contributes to the recruitment and retention of faculty, staff, and students. 
 
One priority that could have been given more attention in the plan is the establishment of fully developed 
strategies for retention of faculty, staff, and students. Now that Altoona has met its target enrollment goals for 
students from underrepresented groups, the College surely does not want to lose those students. Much of the 
plan relating to recruitment and retention highlights the recruitment end of the spectrum, particularly for faculty 
and staff. Finally, as a general comment regarding the plan overall, additional metrics would be useful to 
assessing the effectiveness of initiatives and to measuring outcomes. Without these data, it may be difficult to 
determine when specified goals have been met. RESPONSE: The College will work to develop some 
agreed upon metrics for the next update of the Framework. 

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

• The plan to create an online Diversity Resource Center as part of the marketing plan and Web site 
redesign is commendable. Including off-campus resources is a good idea and may be a best practice, 
particularly for campuses with many commuting students.  

• Altoona’s focus on customized trainings for new and existing staff, incoming students, and student 
leaders to demonstrate a common understanding of diversity is commendable.  

• The plan indicates a comprehensive approach to involving the community in the Religion Education 
Awareness Week. Altoona is encouraged to make comparable efforts to involve the community in the 
other cultural diversity programs being planned. 

Challenge 2: Creating a Welcoming Campus Climate 
• Penn State Altoona is commended for its commitment to instituting an adult mentoring program, Safe 

Zone Training, and The Campus Climate Open Forum. 
• The proposed establishment of a Multicultural or Social Justice Center is an ambitious and very 

positive undertaking. 
• Developing FastStart and the Diversity Ambassador program are commendable plans which will 

contribute to the College’s recruitment and retention efforts, in addition to creating a more welcoming 
climate. 

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

• There are no specific plans regarding recruiting and retaining adult student learners. RESPONSE: 
The Adult Mentoring program will be designed not only retain adult learners but also used as a 
recruitment tool for this population as well. The mentoring program will be designed to 
address the special needs of adult learners at Penn State Altoona. The Child care facility for 
students, faculty and staff was opened on campus in Fall 2010. A colloquium on “Reaching 
Adult Learners” was offered in March 2010 for faculty and staff. The Adult Center is working on 
funding remedial education courses in English, math and computers for adult learners. While 
adult learners account for 11.6% of total enrollment, they account for 24.7% of Altoona majors 
(Fall 2009). 

• Penn State Altoona is commended for planning to include diversity as part of FTCAP.  
• The idea of developing a residence hall floor that will be a diversity-based living-learning community 

sounds promising, and may be a best practice. 
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• The “Finding Your Path” speaker series is an excellent idea, with the potential to expand to include 
women in non-traditional disciplines and members of other underrepresented groups. It will be helpful 
to maintain data documenting the number of participants and other kinds of program evaluation in 
order to gauge the success of such programs. 

Challenge 4: Recruiting and Retaining a Diverse Workforce 
• There are no strategies devoted to retaining a diverse workforce. RESPONSE: The Office of 

Institutional Equity and Diversity will continue to work with HR to develop strategies to retain 
diverse employees at Penn State Altoona. Given the low numbers of various minority groups, 
some of the traditional retention strategies, such as Black, Hispanic, and Asian affinity 
groups/caucuses would probably not be very successful. We have historically low staff 
turnover, so retention is not a significant issue for staff. The greater issue is recruitment of 
diverse staff which faces challenges due to University procedures and our local 
demographics, since vast majority of staff searches are local. 

• The loss of ethnically diverse faculty is indicated in the update as an area of concern and the plan 
mentions adopting some proven methods to recruit and retain faculty and staff. Altoona is also 
encouraged to establish specific recruitment goals and let the goals drive the strategy. RESPONSE: 
While the College continues to work at attracting a diverse faculty, the slow down in faculty 
hiring due to economic crisis and declining state support makes the achievement of any goals 
in this area difficult to achieve. 

• Altoona Human Resources may consider leveraging the support of the Chancellor, the Faculty 
Senate, department and/or unit level diversity advocates, and the Office of Institutional Equity and 
Diversity, to encourage search committee chairs to utilize diversity databases as part of the hiring 
process.  

Challenge 5: Developing a Curriculum That Fosters U.S. and International Cultural Competencies 
Education and Scholarship 

• Penn State Altoona is commended for its multi-faceted approach to expanding the cultural 
competencies curriculum. Increasing opportunities for coursework, library resources, and teaching 
pedagogy are all promising approaches.  

• Enhancing educational exchange opportunities is positive, and has the added effect of contributing to 
the University’s strategic plan to expand students’ international experiences. Collecting data on 
student involvement in such programs will be important to track progress and measure effectiveness. 
RESPONSE: The Office of Education Abroad at Penn State Altoona regularly collects survey 
and other data on study abroad participants, and prepares an annual report each fall. Data is 
collected on all students who study abroad through the Education Abroad office. 

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

• Altoona takes a vigorous approach to this Challenge, focusing on cultivating leadership and 
strengthening representation from across the College. The Administrative Fellow/Senior Administrator 
Shadowing Program is particularly promising. Efforts to tap candidates for leadership and 
representation opportunities have considerable potential. Goals and measurable outcomes would help 
document the success of these efforts. 

Challenge 7: Coordinating Organizational Change to Support Our Diversity Goals 
• Penn State Altoona is commended for working with community organizations to meet the needs of 

diverse campus populations; this also contributes to creating a welcoming climate as noted under 
Challenge 2. 

• The proposed organizational changes described will strengthen Altoona’s ability to support diversity 
goals. Particularly promising is exploring the possible realignment of the Office of Institutional Equity 
and Diversity so that it reports directly to the Chancellor.  


