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ABOUT
TRENDS is published quarterly by the Great Lakes
Association of College and University Housing
Officers (GLACUHO) for members of the
association.
GLACUHO is a non-profit organization that strives to:

Better prepare housing officers to meet the
diverse and changing needs of those we serve
with primary concern for students.

Contribute to the improvement of dining
services, residential life, residential services and
residential facilities provided by housing officers.

Advance and communicate professional
knowledge and standards in the field of
housing.

Provide opportunities for the education and
professional development of housing officers.

Sponsor activities and services which assist
housing officers in the exchange and
distribution of information and ideas.

Support the goals and purposes of the
Association of College and University Housing
Officers International (ACUHO-I).
EDITORIAL GUIDELINES
All members of GLACUHO institutions are
encouraged to submit articles for publication. Be
sure to indicate the names of author(s), institution(s),
email address(es) and GLACUHO committee or
Board affiliation, if applicable. Articles not received
on time or not published will be considered for the
next issue. Submitted content may also be
published at any time based on editorial needs and
focus of the edition.
Necessary editorial revisions will be made to ensure
publication quality and to meet space
requirements. Authors must work with GLACUHO to
make necessary edits for publication to TRENDS and
to maintain consistency across the publication.
Submitted content may or may not be published at
the discretion of GLACUHO.
Material that has been submitted to other
publications is discouraged. Authors bear full
responsibility for the accuracy of references,
quotations, tables, and figures submitted for
publication.
Authors further hold GLACUHO harmless from any
liability resulting from publication of articles. Any
editorial mention of commercial interests is
intended entirely as an information service and
should not be construed as an endorsement, actual
or implied, by GLACUHO.
Submission should be made at
www.glacuho.org/?Trends_Submissions.
Comments, and questions for TRENDS can be sent
to trends@glacuho.org. Printed materials can be
sent to:
Megan Corder
GLACUHO Communications & Marketing Chair
Eastern Illinois University
600 Lincoln Avenue
Charleston, Illinois 69120
ADVERTISEMENTS
For information, please contact the GLACUHO
Communications and Marketing Chair. GLACUHO
reserves the right to reject any advertisement not in
consonance with the GLACUHO Diversity Statement
(revised 2018). Advertising of a product or service in
this publication should not be construed as an
endorsement.
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From the President
Greetings GLACUHO,
Where did this summer go? For many of us, graduation seems to have
taken place months ago, and we’re gearing up for the fall, while our
friends on quarter systems have recently celebrated with
commencement and move out. No matter where you are in your
calendar year, I hope 2018 has been good to you! As I think about
welcoming two new Resident Directors at my home institution, I am
often reminded of the excitement, learning, and long hours that
happen during this time of the year. It’s an opportunity for us to start
fresh, rejuvenate ourselves, and take in the newness of it all. I often
brag to my non-Higher Education friends that we get two new years
each year, and with that comes a sense of excitement, reflection,
and planning for the future. So to my Higher Education friends, I wish
you a happy new year as you welcome your team members,
students, and families to your campuses this fall.
GLACUHO has been very busy over the past few months. The Board of
Directors held their Summer Meeting, and the Mid Level Institute took
place in Bloomington, Indiana. I want to give a special thank you to
2018 Conference Host Jocelyn Maul, and her team at IU-Bloomington
for a great weekend, as well as Lisa Walker for serving as the MLI Site
Liaison from the Professional Foundations Committee.
Robert King, Facilities and Operations committee chair is unfortunately
stepping down from the Board. Currently in his second term, Robert
has done great work with the committee these past few years,
including the successful implementation of the first ever facilities preconference workshop last year. His committee has submitted
numerous Trends articles, and completed many webinars. His
leadership for the committee and contributions to the board will be
missed. I would also like to welcome Ashley Jackson-Williams who will
step into the F&O Committee Chair role this summer.
I also want to take a minute to thank the many members of the
Working Groups and Task Forces that are working tirelessly behind the
scenes of GLACUHO to continue to enhance our Association.

Those groups (and their chairs) include the Diversity and Inclusion Task
Force, (Dr. Carl Krieger); Financial Task Force, (Justin Schuch);
Professional Development Collaboration Task Force, (Rexann
Whorton), Regional Communication and Marketing Task Force, (Josh
Lemieux); 50 for 50 Campaign, (Kristin Brewer); Board Orientation Work
Group, (Mollie Rockafellow); Governance Work Group, (Jacob
Knight); Host Committee Work Group, (Matea Čaluk); and the
Professional Development Work Group (Michelle Sujka).
These Work Groups and Task Forces have been meeting regularly,
researching best practices, and are doing invaluable work to
continue to live our mission of providing the best opportunities for
housing officers to learn, lead and serve. Thank you to the chairs as
well as members of these groups for the work you’re doing!
Finally, I’d like to encourage you all to think about joining the
GLACUHO Board of Directors. My involvement in GLACUHO has been
the most rewarding professional development experience. I’ve
learned so much about myself and our field, and I’ve also been able
to connect and learn from many professionals around the region and
country. Even if you’ve had the slightest thought of getting involved,
please reach out to me. I’d love to connect and talk more about
your involvement within GLACUHO.
Best,

Tiffany Gonzales
GLACUHO President

GLACUHO LEADERSHIP POSITIONS
Leading the organization of GLACUHO is a professionally enriching and rewarding
opportunity. Please consider those professionals you work with and know who you feel
would make great leaders in our association. GLACUHO strives to provide a Board of
Directors that accurately represent our entire membership. In this vein, please consider
nominating professionals who identify as members of traditionally underrepresented
groups, work in public and private schools that are both large and small, and those from
faith based institutions as well. Additionally, you are most welcome to nominate
yourself, recognizing that a strong self-commitment to serving the association is
required for success.
TO BE ELECTED AT THE 2018 ANNUAL CONFERENCE
-President-Elect: Elected at the Annual Conference GLACUHO Business Meeting
-Indiana Delegate: Elected at the Annual Conference State Meeting for Indiana
-Ohio Delegate: Elected at the Annual Conference State Meeting for Ohio
TO BE APPOINTED PRIOR TO THE 2018 ANNUAL CONFERENCE
-Equity and Inclusion Chair
-Professional Foundations Chair
-Student Learning Chair
-Contemporary Issues Committee Chair
-Programming and Development Assistant Chair
-2020 Annual Conference Chair
SELECTION PROCESS
Nominations close August 21, 2018. Visit the GLACUHO Website for more information.
Materials from candidates are due at 12:00pm Eastern on September 14, 2018.
To nominate individuals for GLACUHO leadership positions, please complete the form
available on the GLACUHO website.
If you have any questions, please contact the Past President at pastpresident@glacuho.org.

By: Jonathan Adams, The Ohio State University
Liz Thomason, Illinois State University

Being able to provide feedback and hold staff
accountable is a critical component of effective
supervision. According to Harned & Murphy (1998),
“no relationship holds greater natural potential to
influence self-image, career satisfaction, and
professional development than the relationship with a
supervisor.” We also know that new professionals are
abandoning the field at a disturbingly high rate within
five to six years of entering the field of student affairs
(Renn & Hodges, 2007). Supervisors play an
important role to staff by providing both positive and
constructive feedback throughout an employee’s
professional journey. As we know from Renn &
Hodges’ (2007) research, feeling competent in their
role can positively impact a staff member’s transition.
A particular way in a staff member developing that
competence comes from the ongoing feedback and
conversation they are engaged in with their direct
supervisor. Feedback from a supervisor can help an
employee be more productive, happier, and can even
reduce involuntary turnover. Knowing and considering
these factors, why is it that so many supervisors
struggle with providing feedback to their staff? It can
be assumed that many of us in supervisory capacities
enjoy our roles because of the opportunities we
continually have to develop others; but does
development not include holding those same
employees accountable to their job duties? Let’s take
a closer look into why we (as supervisors) shy away
(and why we shouldn’t) from giving feedback, and
what are some effective strategies to lean in to this
conversation.
We have identified seven ‘fears’ that may prevent
supervisors from offering ways to improve their
employees. While our list is not exhaustive by any
means, it should serve more as a springboard for you
to consider what additional fears beyond the ones
listed below are preventing you from giving feedback.

Fear of...Doing It Wrong.
There are no perfect ways to give feedback. While there
are ways that may be more impactful than others, no
profession has established the failsafe method for
offering feedback to an employee. Oftentimes, your way
of delivering feedback is largely rooted in how feedback
has been given to you in the past. If you are unsure in
your feedback delivery method, ask your employees for
feedback or take suggestions from a peer or mentor.
You may not get it exactly right the first time, but your
ability to deliver feedback will improve over time if you
commit to regularly engaging in this practice. The other
important factor here is to remember that how you
deliver feedback may differ by employee. Some
employees want a compliment sandwich and others
want the blunt and honest truth. The moral of the story
with this fear is, do not let the fear of giving feedback the
wrong way prevent you from giving it at all. Continue
reading on for recommendations on what we consider to
be ‘effective’ ways to give feedback.

Fear of...Having to Justify Yourself.
The reality is, when engaging in a feedback
conversation, it should be a discussion with the
employee: not a one sided conversation. Sometimes,
however, we fear the push back we might receive from
an employee. Whether that push back comes in the
form of anger, comments from the employee about our
own performance, or direct disagreement with the
feedback being provided, this fear cannot and should
not be a barrier to leaning into the conversation. Having
to justify feedback you are providing as a supervisor is
part of the feedback process. Being confident of the
exact feedback you want to provide and equipping
yourself with clear examples can help mitigate this fear.
Letting the fear of having to justify yourself prevent you
from having this conversation does more harm than
good to the employee. Remember, your role as a
supervisor is to ensure a certain job is being done and
to encourage professional growth. Neither can be truly
possible if we shy away from difficult conversations and
are not prepared to back the words we share with our
staff.
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Fear of…Bad Timing.
It is no longer acceptable to wait until a performance
evaluation to offer feedback. It is critical to give
feedback in real-time to allow staff to begin making
changes immediately and learn from their mistakes.
You cannot expect behavior to change if you do not
address the problem. When we give feedback about
something that happened a while ago, staff will often
barricade themselves or launch into defense mode,
taking away the opportunity for feedback to be heard
or valued. Providing feedback in a timely fashion
increases communication, but also helps to develop
trust between the supervisor and the team. When
you give feedback regularly (including positive
feedback), it makes giving tough feedback much
easier.

We have explored several fears that may be stopping
you from having that one conversation with that one
employee that everybody knows you need to have.
This list, however, is not exhaustive and there could
be other barriers and factors that are interfering with
your ability to have that feedback conversation. For
example, an element to all of this that we would be
remiss not to mention, would be the role social
identities can play in a supervision relationship and
how critically those identities should be considered.
Yegan Pillay (2013), writes “racial issues are an
integral facet of the social fabric of the United States,
and as demographic actuarial data suggests, it
behooves us … to attend to race and the
accompanying issues surrounding racial identity in ....
supervisory relationships.” Whether it be race, sexual
orientation, religious affiliation or veteran status, these
identities are central to who we are, and therefore,
can significantly have an impact on how we engage in
difficult dialogue with our employees. The authors
acknowledge that they each hold certain privileged
identities that may make engaging in feedback
conversations easier for us than it might be for others.
As the culturally competent, inclusive and socially just

supervisors that we should be in today’s society, it is
important that whenever engaging in a dialogue, we
need to give consideration to the identities in the
room. Doing a self-check, whether before or during
the conversation, will be important to ensure that you
have mitigated any biases, owned any privileges you
may hold and articulated equitable expectations for
moving forward.
As supervisors, we have a responsibility to help
develop our employees and ensure that departmental
goals are achieved. Recognizing a performance issue
and not doing anything about it not only hinders that
individual, but it hinders the whole organization.
Accountability in the workplace is linked to higher
performance, increased commitment to work, and
lastly, increased staff morale. Whatever the fear may
be for you, we hope it is understood that you have a
duty as a supervisor to do what you can to overcome
that fear. Not only is overcoming the fear(s) good for
your professional growth, there are other benefits (just
to name a few) to having feedback conversations:

• Ultimately, feedback should increase performance
for the employee and for the department.

• Staff morale is likely to improve. Once you provide
this feedback to that employee, perhaps gone will
be the days where the employee’s peers are
frustrated with them and frustrated that a supervisor
has not intervened.
• You are setting up the employee’s future
supervisor(s) for success. Nothing can be more
frustrating to a supervisor, sometimes, than to
inherit an employee who could and should have
been provided feedback years ago but never was.
Do the employee and their future supervisor(s)
some good and do not put the responsibility of a
conversation you should have had on someone
else.
Think about a piece of feedback you need to an
employee, but haven’t…what is stopping you?
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One on One's 101:
Karl Turnland | Lake Forest College
Many housing professionals engage in day to day supervision
work. Whether with student staff or professional staff, many of
us are about to block multiple hours per week committing to the
important, complex, and often messy work of supervision. With
a new academic year upon us, this is the perfect time to think
about how to transform those hours of supervision to ensure
the time you commit there is maximized and in line with both
your organization and your supervisee’s personal and
professional development. Using contemporary insights from
the Harvard Business Review and coaching literature from
author Michael Bungay Stainer, I challenge you to Rethink,
Retool, and Revitalize your individual supervision meetings this
coming fall.

Rethink the Agenda
One on Ones are most productive when they are regularly
scheduled and held without interruption. Time is valuable and
treating your reports’ time with care demonstrates the value
they hold to you as their supervisor (Knight, 2016). One of the
ways to do this is to utilize a standing agenda structure, like the
one offered on the next page. To use this time with efficiency,
you may consider creating a shared online document where
both you and your supervisee can contribute agenda items.
Likewise, you may ask your supervisee to bring prepared points
and move forward from there. Regardless, agendas for One on
Ones are best when they are co-created.
Even with the best agenda and intentions, One on Ones can
become ossified sharing of the same updates from week to
week. To jumpstart the One on One and avoid falling short
before the conversation gets going, Bungay Stanier (2016)
recommends asking, “What’s on your mind?” Putting the onus
of the agenda directly into the hands of your supervisee
demonstrates your expressed interest in what may be most
pressing for them—remember, there will be time for your
agenda items later on. If opening with a question isn’t your
style, experts also recommend opening your One on One
meetings by sharing an affirmation, a recent “win,” or words of
encouragement to celebrate unique achievements of your
report (Knight, 2016). It accomplishes the same goal of
centering the supervisee’s work and experience, but with more
structure and supervisory input.

Retool the Focus
One on Ones are often the arena in which we resolve problems
or situations that may require supervisory input.

In these situations, many of us fall prey to the "Advice
Monster,” the unrelenting desire to use our experiences
and expertise to help our supervisees see how they might
be able to solve a problem or manage a difficult situation
(Bungay Stanier, 2016). Though it is important to feel as
though you are contributing value to your institution, the
Advice Monster’s presence in a One on One can be
stifling to your supervisee. As supervisors, it’s important
for us to believe we are competent and useful—because
we are and we do exceedingly important work within this
function. That said, our reports will benefit from the space
to develop their own strategies and ways of management,
which is a fantastic and extremely developmental focus for
the One on One.
To open this conversation, especially when faced with a
pressing challenge or concern, consider asking, “What’s
the real challenge here for you?” Opening the floor for
your supervisee to delve more deeply into their current
situation will not only give you a chance to see where their
natural strengths and instinct are, but also give you
additional insights into where your advice, if needed, will
be most useful. If you allow the focus of your One on Ones
to be cast on the development of your reports, giving them
the opportunity to reflect and critically think about what
their task or challenge might be is essential to moving
forward.
In fact, giving advice can actually diminish the efficacy of
your supervisees and so in moments where your reports
may be at a loss for what to do next in a situation, ask
“How can I help?” Again, you’ve refocused your One on
One meeting on the development of your supervisee by
empowering them to voice the ways you may best support
them. Encourage them to be specific in their question, and
record with detail their responses so that you know what
your next steps should be as their supervisor.

Revitalize the Value

In our digital age, face to face interactions hold more
importance than ever. Not only do individualized supervision
meetings serve as excellent rapport building moments and an
opportunity for you to reinforce what your office, division, or
institution values in the daily work of its employees, but more
importantly as a way to develop and coach employees
(Knight). To best maximize your One on Ones, invest yourself
fully in the moment and remember that these personal and
attentive interactions are often the starting point for
professional growth of your reports.
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To get to the heart of these
valuable conversations, consider
asking directly, “What do you
want?” As with supporting your
supervisee through problem
solving, putting the open-ended
question out there for them to
discern an answer for will give you
outstanding insight about what
might be pressing for them at the
moment. Similarly, regular check
ins about professional
development benefit all level of
staff. But how do you know if your
individual supervision meetings
are making the mark? Consider
simply asking, “What was most
useful for you?” As a supervisor,
you likely desire to see your
supervisees learn. In fact,
employees’ learning and growth in
competency and efficacy to do
their work very much underpins
any supervisory relationship.
Consequently, Bungay Stanier
(2016) encourages supervisors to
create more learning moments for
their supervisees to reinforce not
only the professional growth
captured in the One on One, but
also to encourage the supervisee
to actively recognize how they’re
progressing over time.

Next Steps
By rethinking how you make and
kick start your One on One meeting
agendas, retooling your meeting
focus from dispensing input to
centering employee development,
and revitalizing the developmental
value One on Ones have for your
reports, you will transform your
supervision and, by extension, your
supervisee’s work. Interested in
instituting some of what you’ve read
here? Involve your colleagues,
supervisor, and even your
supervisees in instituting some of
these changes. You’ll push the
boundaries of what your one on
ones can do. If you do, I encourage
and invite you, on behalf of this
year’s Contemporary Issues
Committee, to bring your reflections
with you to this year’s conference to
share about you’ve tried and
learned!
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Oh yes we did! We are back again with another edition of Jargon Junction: Learning the Lingo, here to highlight
more facilities and operations terms that you may be unfamiliar. The need to understand facilities and
operations lingo is ever growing within the field of housing professionals. Enter GLACUHO’s Facilities &
Operations Committee to the rescue. In this installment, we have identified six key terms with which you should
be familiar. To the new graduate students and entry level professionals, these terms may be starkly unfamiliar.
To some of the seasoned housing officers, these terms are old hat. Wherever you are in your professional
journey, we hope these terms help you understand more about the world of facilities and operations. So,
without further ado, here are the terms!

MATERIAL SAFETY DATA SHEET (MSDS) OR SDS
Also known as Safety Data Sheet (SDS) is a sheet that provides information about the chemical
makeup of a product. These sheets are most often included with products that contain hazardous
materials. MSDS forms are be broken into sixteen sections for easy navigation including: handling
and safety, first aid measures, accidental release measures, and hazard(s) identification just to
name a few. OSHA (see the Spring edition of Trends) is responsible for regulating what
information is required to be on a MSDS form. A simple Google search can provide you with
examples of what a MSDS form looks like.

CHANGE ORDER

Reasons may arise during construction to change the design of a building or structure different than
what was previously agreed upon in the project scope. A change order is issued to the contractor for
change, deletion, or addition to the building’s design as an official documentation of that change
needed which could have additional charges. A change order can range from adding a doorbell, no
longer hanging a mirror on bedroom doors, to getting a different wallpaper style- really anything that
changes large or small.

TRIPPED CIRCUIT

An electrical circuit (or route) that was overloaded (exceeding the electrical capacity through a wire)
resulting in a blown fuse or tripped breaker. This problem can be eliminated by determining how
students are overloading the circuit and reducing the load to that circuit by unplugging items. After
the electrical load is reduced, the fuse should be replaced or the circuit breaker should be flipped
back to the "on” position.

REQUEST FOR PROPOSAL (RFP)
Also known as a quote or bid however a RFP is a more formal, structured contract proposal like document. A
RFP is like a memo or press release per say shared out with vendors asking for them to submit a proposal to
complete a project you may have which they complete with details of what they can offer and for how much.
A RFP is typically requested for large scale projects or systems where you might have multiple vendors trying
to secure the project. Times of when you commonly would ask for RFPs are asking contractors to build a new
residence hall or asking vendors how they might solve your department’s need for a conference guest
management or mail receiving software. This allows you to have all the different options in front of you to
analyze and compare which you’d like to pursue further.

ASBESTOS
Fibrous material used as a fire resistant covering that has been determined to be a health risk such as cancer.
Anytime, a building is being renovated and an area is opened up, asbestos should be tested for and removed
or "abated” by a professional company before work can start. Asbestos can commonly be found in floor and
ceiling tiles, insulation, paint, cements, drywall and more. Most homes and commercial buildings built before
1980 contain asbestos products. More information can be found here: https://www.asbestos.com/asbestos/

FIRE RATING
Building codes mandate certain levels of fire ratings depending on materials used and building use.
Materials and structural systems are therefore tested to determine how long they can withstand fire
and at what temperature. A fire rating is identified through a time and temperature scale. For areas
within a residence hall, you would want a variety of fire rated levels of products such as a high fire
rated bedroom
door.

OSHA: RECAP

Occupational Safety &
Health Administration- Is a
government agency
establishing and enforcing
protective workplace safety
and health standards in
addition to information,
training, and assistance to
employers and workers.
OSHA shares with us hazard
identification, inspections,
compliance assistance, free
on-site consultations,
cooperative programs that
would happen in our campus
buildings, protocols when
working with custodial or
pest control chemicals, and
construction sites amongst
other areas.Here are some
helpful data sheets:

Discuss a Quote:
Find a thought-provoking quote and develop questions for your
staff to discuss. How does it make them feel? What does it make
them think of? You could also do this after listening to a song.

Mindfulness
Made Easy
SEAN BROWN | MICHIGAN TECH
UNIVERSITY
DOTTIE BROWN | OHIO UNIVERSITY

Opening statement:
Incorporating mindful practice into
your staff’s everyday routine can have
numerous benefits on their physical,
mental, and emotional health.
Unfortunately, in the chaos of
everyday life, this tends to be an area
that is easily forgotten. It doesn’t take
much to begin to develop healthy
practices. The Spiritual and Mental
Wellness subcommittee has created a
number of minor practices you can
begin to use in your weekly
department schedule. Try utilizing
one practice each week and see if you
notice a change.
This Trends period will focus on group
approaches to mindfulness. We have
included 14 different ways to practice
mindfulness within your department
or staff, enough to get you through
until the next Trends issue!. Please
keep an eye out for our next set of
practices, which will refocus on
personal mindfulness techniques.

a health + wellness
committee initiativeέ

Creative Expression:

Get some canvases and paint to give your staff time to get
creative! You can prompt this activity with a quote or question,
or simply let them freely express themselves. Some example
prompts could include: “Paint how you feel right now, or how
you felt this week” “Paint how you feel about the future” or
“Paint how you feel about the relationships among our staff.”
The opportunities are endless!

Collaboration:
Partner with other campus departments and use your resources
to encourage mindfulness among your staff. Contact your
campus Counseling Center to see if they have any programs they
could present to your staff. They could lead a group meditation
or facilitate a dialogue to encourage reflection.

Story Time:
Take time each week during staff meeting to give a staff member
the opportunity to share about their life. Allow them the
opportunity to be as vulnerable as they are comfortable with.
This will not only allow for reflection among the staff member
sharing their story, but will encourage other staff members to be
mindful of their interactions.

rogressive Muscle Relaxation:
Progressive Muscle Relaxation teaches you how to relax your
muscles through a two step process. As a group your staff can
take 15 minutes to practice some progressive meditation at the
beginning of the week. First, you systematically tense particular
muscle groups in your body, such as your neck and shoulders.
Next, you release the tension and notice how your muscles feel
when you relax them. Work your way through each part of the
body starting at the toes and working your way up to your scalp.
This exercise will help you to lower your overall tension and
stress levels, and help you relax when you are feeling anxious. It
can also help reduce physical problems such as stomachaches and
headaches, as well as improve your sleep.

Letting Go:
It’s easy for people to bottle up stresses and worries. The
purpose of this exercise is to provide a fun way for people to let
stress go at the end of the week. Have everyone write down a
list of worries, stressors, etc. on a balloon. Then each person will
inflate the balloon and in small groups talk about what they’re
excited for next week. They will also share how they plan on
letting go of their stress over the weekend. Everyone will then
put their balloon on floor and pop it all at once to say goodbye to
stress.

Gratitude + Encouragement:
Similar to the individual mindfulness exercise in the last Trends
article, you can also practice gratitude and encouragement with
your staff! This can be done in a variety of ways. You could have
each staff member anonymously write down something they are
thankful for with the staff as a whole or an individual member, and
read them all out loud. Or, you could have a sheet of paper for
each person (put their name in the middle) and pass them around
the staff for people to write encouraging notes to each other. You
could take this one step further by passing around mugs for the
staff to write on, and then baking the mugs to set the marker so
they can cherish the encouraging notes every morning!

Time Perception Exercises:
Have your group stand in a circle with chairs behind each
person. Ask the group to close their eyes and stay silent. The
task is to count to one minute and quietly sit down. A
designated leader will time the minute. The leader should
note the time the first person sits down and when the last
person sits down. Trying to determine who was closest to
the 60-second marker can be helpful too. When the last
person has sat down have everyone open their eyes and take
some time to discuss how people view time:
How easy/difficult it was to guess a minute?
What did they notice during the time?
Did other people’s movements influence them? .
Think about sayings or proverbs related to time (e.g. time is of the
essence; there’s no time like the present; killing time; time flies when
you’re having fun, etc). What do they tell us about time?
Read the following quote: ‘Time is what we want most, but what we use
worst’ (William Penn). Do they agree? Do we have too much or too little
time? Do we use our time well? Do they think their lives are fast-paced?
Why? What effect does this have on our lives? Would this be the same
for young people everywhere in the world? Why?

Group Mindfulness Walk:
Similar to the individual mindfulness practice in the previous Trends
article, go on a mindfulness walk with your staff. Walking silently,
encourage them to embrace their surroundings allow for self
reflection. This may be a great opportunity to give your staff
members time to reflect on their day and relax from the business of
being a college student. You can come back together as a staff to
discuss different experiences.

Tuning Your Focus Exercise:
This is a good exercise to get participants to relax and
focus at the beginning or end of a week. Have your
group get comfortable and close their eyes. Tell them
to imagine that their senses work like a TV or a radio,
which can tune in to different stations. Have them
start by tuning their senses to listen to the sounds
farthest away for a moment. Then, bring it back to
listen to the sounds in the room. Next, have them
tune into listen to the sounds of their body – their
breathing, their heartbeat, etc. After this, move slowly
the opposite direction. Have the group focus on the
room and then what’s furthest away. After spending
roughly two minutes focusing on each area, ask them
to open their eyes. Open up a time of discussion:
How do they feel now in comparison to when they started
the activity?
Was it easy to concentrate? What was the easiest part of
the exercise?
What was the most difficult?
Do they often just listen to the sounds around them?
Why might it be important to listen more?
Why is listening important in their daily work?

Weekly Goal Setting:
Taking time at the beginning of the week to sit down
as a group and put together some personal goals can
be motivational and proactive. Have each person
narrow down their list to the top three that they
know can achieved during the week. Having just
three goals also allows you the time and mental
energy to focus on them mindfully and thoroughly,
without pressure to rush through each action in
order to get to the next one. Taking your time with
each goal allows you to enjoy the process of
completing them. Share these goals with some
other people and talk about why you want to
accomplish them. This will provide some
accountability so that your group members will be
more likely to work towards these goals.

Yoga Session:

Group yoga is great for physiological and psychological health. Ask
a yoga instructor from your campus recreation center or from the
community to come in and teach a class for your group. Focus on
your breath and how the exercises make you feel. It doesn’t matter
if you can’t touch your toes or if you can’t balance on one foot…the
important part is being present and feeling your body changing for
the better.

eflection Time:
Allow time at the beginning of your staff meeting for the group to
engage in self-reflection. Encourage them to put their phones and
any other distractions away, and focus inwardly. They can reflect on
their day, something they’re worried about, or anything that comes
to mind. Give them the space and time needed, and encourage
discussion afterwards.

Appreciation Week:
As we’ve mentioned before, gratitude and
appreciation can have many benefits to one's mental
wellness. A great way to practice this is to engage in
a department wide appreciation week. You can
theme these around specific areas, such as an RA
appreciation, custodial/maintenance appreciation,
housing office appreciation, etc. Try and do one nice
thing per day for the population you are thanking.
This can include thank you cards, door decorations,
baked goods, putting on a lunch for them, etc. Try
and thank people who may not get thanked often.
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Entry Level Positions in
Housing Ops
For those reading this article
that may be thinking, “I wish I
knew this about my job
beforehand!” We are specifically
writing to tell you, you are not
alone. GLACUHO’s Facilities
and Operations Committee will
be bringing to you a Trends
article series answering a simple
question: “What I wish I knew…”
from multiple professional
experience levels related to
facilities and operations.

In this edition, we interviewed an
up and coming Entry Level staff
member, Taylore Mountain.
Taylore is a Housing Operations
Coordinator at DePaul
University in Chicago, Illinois.
We asked
Taylore
questions
about her
journey
into
university
housing
operations.
Here are her answers.

What’s your current job title?
How do you think the job title
affected your perception of
the role when you were job
searching?
“Currently, I am the Housing
Operations Coordinator; which
was titled Facilities Area
Coordinator before. Titles
shouldn’t matter when searching
for a role. The content and
ability to grow in a position
should matter more when job
searching.”
How has your degree
propelled you in this field? Do
you think that there is a
specific degree to assist with
moving forward in the
operations pipeline?
“Hmmm. Specific degree? Not
entirely. It’s all about your
interest and how you utilize/
verbalize the skills that you have
gained. Having more of an
operations thought process is
valuable. Showcase your
degree, but also the pertinent
parts of your experiences as
well.”

Let’s talk about the bifurcated
system that you have at your
university. How have you
noticed intersectionality of
residence life qualities and
values alongside your facility
operations work?
“The responsibilities vary. It is
intriguing to see a bifurcated
system in action. In this type of
dynamic, the Residential
Education team covers
programming, student
development, etc. The Housing
Operations team specializes in
room conditions, lockouts, and
closing/opening, etc. We do tap
into assisting one another when
needed and relay information
across the board for student
support. For me,
intersectionality can also look
like having developmental
conversations with my staff and
partnering on student decision
making conversations.”
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What is a professional
resource (conference, book,
website, etc.) you would
recommend to new and entry
level professionals about
facilities & operations?
“I find that after your first year,
you would be able to best apply
what you learned from a
conference that you attend. So,
maybe wait a year before
going? Think about drive-in
conferences, or local and
regional conferences to attend.
ACUHO-I/APPA Housing and
Facilities Conference is a good
one.”
What tip(s) do you have for
others to “get their feet wet”
and learn more about
facilities and operations?
“Grads that are interested in
moving forward in the pipeline
should collaborate w/ other
departments and areas that
connect to what you do or will
do. Understand that there is not
just one person that makes the
magic of facility and operations
work!”
What is something ‘you wish
you knew’ about the facilities
and operations field as an up
and coming professional?
“You won’t really know the
process, until you’ve
experienced the process.
Preparation and anticipation is
good, but be okay with sitting
with the learning time period.”

Taylore’s reflections have
highlighted the variety of
departmental structures seen
across institutions (bifurcated
vs combined) and the
importance of experience. So
what does this mean for us as
graduate assistants and
professional staff? The answer
is simple- look for opportunities
to “get your feet wet” and build
relationships. Here are some
key takeaways for all staff
levels begin deepening your
level of understanding of
facilities and operations:

There is no one pathway to
facilities and operations. F&O
professionals have a variety of
backgrounds and experiences
that help them in their role so
look for opportunities to gain
“hands on” like experiences and
skills such as collateral
assignments or dual role
positions.

Summer conferences not your
“thing?” That’s okay- there are
many other areas with F&O to
explore. Get to know the F&O
team in and outside of your
department to explore these
other areas such as
assignments or working with
custodial and maintenance
teams.

Reflect upon how you can
support partners in other areas
of housing umbrella as work
that one area does effects
another. Ask them how your job
(positive or negative) effects
them and what they might need
altered to make their lives
easier and vice versa.

Invest time. One of the best
ways to help a department is to
understand how it works right
now before you try to
implement change. Take time to
fully experience an operation
full circle and get to know the
process at all levels by
speaking with those who play a
part in it.

Explore professional
development opportunities
through ACUHO-I’s Facilities
Management core competency
description or their online eLearning courses potentially
before exploring larger
commitments.

Thank you for reading this
month’s Trends Article for
Facilities and Operations!
The series will continue with
the next topic from the
perspective of Mid- Level
professional. Stay tuned!

We came, we achieved, we’re doing it again! The Facilities
& Operations (F&O) committee is continuing the Facilities
and Operations Pre-Conference for 2018!
The Pre-Conference will take place on Sunday, October
28, 2018 at Indiana University- Bloomginton, the first day
of the annual conference, from 9 am - 2 pm. The cost will
be $20 per person and you can register during your
Annual
This year, we are honing in on what graduate students and
entry level professionals need (and want!) to know about
the world of facilities and operations. Housing
professionals nowadays are required to have a wider
understanding of the world of F&O which often must be
learned on the job, though it does not have to be this way
anymore.
Come learn with us! During the Pre-Conference there are
opportunities to: expand your knowledge of F&O
terminology, understand building systems, explore ways to
bridge the gap between housing and F&O, and partake in
a panel discussion with mid and senior level housing
officers to understand how facilities and operations
functions in their role.
More information regarding registration for the PreConference will be available in the upcoming months. Grad
students and new professionals, this Pre-Conference is for
you!

COUCH
TO 5K

WALKER ○ BEGINNER ○ INTERMEDIATE ○ ADVANCED

Chase Wilson &
Elina Savoie
Walker Training Program: 8 Weeks
Taken from: http://www.halhigdon.com/training/50936/5K-Walk-Training-Program
Who Says You Have to Run to Finish a 5-K?

MANY, IF NOT MOST,
5-K RUNNING RACES
WELCOME WALKERS.
Whether or not the event
includes a competitive
race/walking division (which
requires judges), walkers
usually can participate in
most running races.
Sometimes walkers start well
before the runners,
sometimes they start after the
runners, sometimes they start
at the same time. (Tip: Start
in the back so you don't force

dodge around you.)
If your only interest is to stroll
5-K at a comfortable pace,
you probably don't need any
particular training program.
Just make sure you have a
comfortable pair of walking
shoes and do enough walks
of at least 15-30 minutes in
the last month or two before
the 5-K to make sure you
won't have any trouble
finishing the 3.1-mile
distance. But if you would like
more guidance, here is a

training program you can use. The
following
information relates to the eightweek 5-K training program for
walkers that follows:
Monday: Rest or walk. You trained
pretty hard over the weekend, so
use this day of rest if you
experience any fatigue, or if your
leg muscles are sore. In my Novice
training programs
developed for runners, Monday is
usually a rest day. Only the
Intermediate and Advanced
runners train on this day.

Mon

Tue

Wed

Thur

Fri

Sat

Sun

Week 1

Rest or
run/walk

15 min
walk

Rest or
run/walk

15 min
walk

Rest

1.5 m
walk

30-60 min
walk

Week 2

Rest or
run/walk

15 min
walk

Rest or
run/walk

15 min
walk

Rest

1.75 m
walk

35-60 min
walk

Week 3

Rest or
run/walk

20 min
walk

Rest or
run/walk

20 min
walk

Rest

2m
walk

40-60 min
walk

Week 4

Rest or
run/walk

20 min
walk

Rest or
run/walk

20 min
walk

Rest

2.25 m
walk

45-60 min
walk

Week 5

Rest or
run/walk

25 min
walk

Rest or
run/walk

25 min
walk

Rest

2.5 m
walk

50-60 min
walk

Week 6

Rest or
run/walk

25 min
walk

Rest or
run/walk

25 min
walk

Rest

2.75 m
walk

55-60 min
walk

Week 7

Rest or
run/walk

30 min
walk

Rest or
run/walk

30 min
walk

Rest

3m
walk

60 min
walk

Week 8

Rest or
run/walk

30 min
walk

Rest or
run/walk

30 min
walk

Rest

Rest

5-K Race

Tuesday: Many of my
training programs utilize a 48hour break between bouts of
hard exercise, so it's time to
train again. In this eight-week
program, begin by walking for
15 minutes at a comfortable
pace. Every other week, add
another 5 minutes to the
length of your walk. By going
at it gradually, you should be
able to improve your walking
ability without discomfort or
risk of injury.
Wednesday: Rest or walk.
Hard/easy is a common
pattern among runners. You
train hard to exercise your
muscles, then rest to give

them time to recover. You
might want to take today off,
but if yesterday's walk went
good, feel free to walk again,
regardless of distance. If
you're really feeling strong,
repeat the Saturday or Sunday
pattern for your Wednesday
walks.
Thursday: This is a repeat of
Tuesday's workout pattern.
Begin with 15 minutes and add
five more minutes to your walk
every second week.
Friday: Another rest day. You
need to make sure your
muscles are well rested so you
can train hard on the
weekends. Depending on

your own particular schedule,
you may want to juggle
workouts, substituting one
day's workout for another. It
doesn't matter much on
which day you do specific
workouts as long as you are
consistent with your training.
Saturday: The Saturday
workouts are stated in miles
rather than minutes. This is
to give you an idea of how
much distance you are able
to cover over a specific
period of time as well as to
give you confidence in your
ability to walk 5 kilometers.
The 5-K is actually 3.1 miles
long, so by the time you get

to the 3-miler on the seventh
Saturday, you will be only a
short distance from achieving
your goal.
Sunday: At least one day a
week, it's a good idea to go
for a long walk without
worrying about exactly how
much distance you cover.
For instance, walk in the
woods over unmeasured
trails. Most people should be
able to walk continuously for
an hour at least once a
week, even if it means
walking very slowly or
pausing to rest. If walking an
hour seems too difficult the
first week, start with 30
minutes and by adding 5
minutes each week, build up
to the point where you
can walk continuously for 60
minutes.
The following eight-week
training program will prove
useful for you as you train for
your first 5-K as
a fitness
walker. If
at a
later
date, you
decide you want to try
jogging a 5-K, there are
many programs that will help
you to that goal.

Beginner Training
Program: 7 Weeks
Taken from: https://www.mayoclinic.org/healthylifestyle/fitness/in-depth/5k-run/art-20050962?pg=2

barn”, you will be able to
complete the race.

This is a 7 week program
designed for those who are
trying to get ready for their
first 5K (3.1 miles). This is a
great program for individuals
who are doing their first 5K
or are looking for a very
basic, low commitment race.
The goal of the beginner
program is to finish a 5K in
any time.
For those who are new to the
running world, you may be
wondering why the training
plan has you running/
walking 3 miles in the first
week and running/ walking
over 3.1 miles. This is to
help you learn how far 3.1
miles feels. A common
phrase heard in the running
world is “putting hay in the

There is no magic pace for
any of these workouts.
While there are some notes
for how to approach the
run/walk days, you can
improvise and change things
up to suit your training
preference. If you want to
run more than 15 seconds at
a time, feel free to do so. If
you need a run/walk day to
become a walking day, then
make it a walking day. Just
focus on completing the
mileage or time indicated.
Some beginner runners may
be concerned about their
body feeling sore and
fatigued. While some
soreness and fatigue may be
expected, any excessive
soreness should be checked
out by a medical
professional. If your body is
telling you it needs more time
to rest, listen to it.
Routine stretching and
healthy nutrition will help
prevent most injuries.
Runner's’ World magazine
has additional articles and

Mon

Tue

Wed

Thur

Fri

Sat

Sun

Week 1

Rest or
run/walk

Walk 30
min

Run/walk
30 min

Walk 30
min

Rest

Run/ walk 3
miles

Rest or
walk

Week 2

Rest or
run/walk

Walk 30
min

Run/walk
30 min

Walk 30
min

Rest

Run/ walk
3.5 miles

Rest or
walk

Week 3

Rest or
run/walk

Walk 30
min

Run/walk
30 min

Walk 30
min

Rest

Run/ walk 2
miles

Rest or
walk

Week 4

Rest or
run/walk

Walk 30
min

Run/walk
30 min

Walk 30
min

Rest

Run/ walk 4
miles

Rest or
walk

Week 5

Rest or
run/walk

Walk 30
min

Run/walk
30 min

Walk 30
min

Rest

Run/ walk 2
miles

Rest or
walk

Week 6

Rest or
run/walk

Walk 30
min

Run/walk
30 min

Walk 30
min

Rest

Run/ walk
4.5 miles

Rest or
walk

Week 7

Rest or
run/walk

Walk 30
min

Run/walk
2 miles

Walk 30
min

Run/walk
Rest
30 min

Week 1 On run/walk days, walkers walk only. Runners run for 15 seconds/walk for 45 seconds.
Week 2 On run/walk days, walkers walk only. Runners run for 15 seconds/walk for 45 seconds.
Week 3 On run/walk days, walkers walk only. Runners run for 20 seconds/walk for 40 seconds.
Week 4 On run/walk days, walkers walk only. Runners run for 20 seconds/walk for 40 seconds
Week 5 On run/walk days, walkers walk only. Runners run for 25 seconds/walk for 35 seconds.
Week 6 On run/walk days, walkers walk only. Runners run for 25 seconds/walk for 35 seconds.
Week 7 On run/walk days, walkers walk only. Runners run for 30 seconds/walk for 30 seconds.

resources to help inspire
stretching and nutritional
ideas.
Run/walk days: The goal
for these days is to get your
body moving and build up
your endurance. Each week
will focus on running for a
little bit longer time interval.
If you like running/walking
outside, find a couple of
good routes around your
campus or your home that
are familiar to do. The visual
landmarks will help you keep
track of how your body is

responding each week to the
activity. If you like running
inside on a treadmill or track,
you will have some additional
control over your
environment. Again, focus
on staying active for the entire
30 minutes.
Walking days: Walking is a
great way to relieve stress on
your body between running
days. It is less taxing and
keeps your body moving.
Carve a block of time in your
schedule to take a stroll
around campus for 30

5K Race

minutes. If you would rather
not walk, you can also
substitute any other type of
cardio activity that you find
enjoyable (biking and
swimming are fantastic cardio
activities). Distance
runs/walks: These days focus
more on completing a certain
distance rather than a specific
time. It is important that you
learn how far 3.1
miles actually feels. Treat
these days just like run/walk
days, but instead of ending at
a certain time, keep going until
you reach the mileage goal.
Mapmyrun.com is a great
tracking tool to plan out routes
and to see what the distance
will be. Map My Run will also
store your loops if you create

an account. Other map
services like Google Maps or
Apple Maps will also do the
trick but will have less
storage capabilities.

u uIntermediate Trainingu u u
uProgram: 8 Weeks
Taken from: http://www.halhigdon.com/training/50934/5K
-Intermediate-Training-Program
How to Improve Your 5-K Times

Rest days: It is important to
let your body recover. At the
same time, try to avoid
IF YOU HAVE
being sedentary if
RUN A NUMBER OF
possible. Take some
RACES AT THE 5-K
time to take inventory
DISTANCE,
of your body and
you probably are not
see what
going to be content to merely
is feeling sore
finish your 5-K race. You'd
or stronger.
like to finish it with grace, in
style and maybe improve
your time (known as setting a
Personal Record, or PR).
The training
schedule will take
you to PR Territory. This
intermediate Program is one
step up from the novice
program, but not quite as
difficult as the advanced
program.

To set a PR, you
need to improve your
endurance and your
speed. You can do this by (1)
running more miles, (2)
running faster, or (3) some
combination of both. In order
to achieve full
benefit from this program,
you probably need to have
been running 3-4 days a
week for the last
year or two and
averaging 15-20 miles
weekly, It helps if you have

an understanding of the
concepts of speedwork.
Here is the type of training
you need to do, if you want to
improve your 5-K time.
Run: When the schedule
says "run," that suggests that
you run at an easy pace.
How fast is easy? You need
to define your own comfort
level. Don't worry about how
fast you run; just cover
the distance suggested--or
approximately the distance.
Ideally, you should be able to
run at a pace that allows you
to converse with a training
partner without getting too
much out of breath.
Fast: For several of the
Saturday runs, I suggest that
you run "fast." How fast is
"fast?" Again, that depends
on your comfort level. Go
somewhat faster than you
would on a "run" day. If you
are doing this workout right,
you probably do not want to
converse with your training
partner, assuming you have
one. It's okay now to get out
of breath.

Mon
Week 1
Week 2
Week 3
Week 4

Week 5
Week 6
Week 7
Week 8

Rest

Rest

Rest
Rest

Rest

Tue

Wed

3 mi run

5x400
meters

3 mi run

3 mi run

30 min
tempo

3 mi run

3 mi run

6x400
meters

3 mi run

3 mi run

30 min
tempo

3 mi run

3 mi run

7x400
meters

3 mi run

3 mi run

30 min
tempo

3 mi run

3 mi run

30 min
tempo

3 mi run

Rest

Rest

Rest

3 mi run

30 min
tempo

Thur

2 mi run

Fri

Sat

Sun

Rest

3 mi run

5 mi run

Rest

3 mi fast

5 mi run

Rest

4 mi run

6 mi run

Rest

Rest

5-K Test

Rest

4 mi fast

6 mi run

Rest

5 mi run

7 mi run

Rest

5 mi fast

7 mi run

Rest

Rest

5-K Race

Advanced Training Program: 8 Weeks
Taken from: http://www.halhigdon.com/training/50935/Advanced-5K-Training

IF YOU'RE A
SEASONED
VETERAN OF THE
RUNNING WARS,
an individual who has
been running for several
years and who has run
numerous 5-K races and
races at other distances,
there comes a time when
you want to seek
maximum performance.
Regardless of your age or
ability, you would like to
run as fast as you

possibly can. You want a
training program that will
challenge you. Here it is!
Let me state what you
probably know already.
To achieve maximum
performance, you need to
improve your endurance
and your speed. You can
do this by (1) running
more miles, (2) running
faster, or (3) some
combination of both. The
following Advanced
schedule is a much more

sophisticated training
program than that offered
to Novice Runners or to
Intermediate Runners. In
order to achieve full
benefit from this program,
before starting you
probably need to be
running 4-5 days a
week, 20-30 miles a
week or more, and
at least have an
understanding
of the
concepts of
speedwork.

Tue

Wed

3 mi run

5x400
meters

3 mi run

3 mi run

30 min
tempo

3 mi run

3 mi run

6x400
meters

3 mi run

3 mi run

30 min
tempo

3 mi run

3 mi run

7x400
meters

3 mi run

3 mi run

30 min
tempo

3 mi run

3 mi run

30 min
tempo

3 mi run

30 min
tempo

2 mi run

Mon
Week 1
Week 2
Week 3
Week 4

Week 5
Week 6
Week 7
Week 8

Rest

Rest

Rest
Rest

Rest
Rest

Rest

Rest

3 mi run

If not, drop back to one of
the other programs.Here is
the type of training you
need to do, if you want to
improve your 5-K time.
Run: When the schedule
says "run," that suggests
that you run at an easy
pace. How fast is easy?
You need to define your
own comfort level. Don't
worry about how fast you
run; just cover the distance
suggested--or
approximately the distance.
Ideally, you should be able
to run at a pace that allows
you to converse with a
training partner without

Thur

getting too much out of
breath.
Fast: For the Saturday
runs, I suggest that you run
"fast." How fast is "fast?"
Again, that depends on your
comfort level. Go somewhat
faster than you would on a
"run" day. If you are doing
this workout right, you
probably do not want to
converse with your training
partner, assuming you have
one. It's okay now to get out
of breath.
Long Runs: Once a week,
go for a long run at an easy
pace. (Notice use of the

Fri

Sat

Sun

Rest

3 mi run

5 mi run

Rest

3 mi fast

5 mi run

Rest

4 mi run

6 mi run

Rest

Rest

5-K Test

Rest

4 mi fast

6 mi run

Rest

5 mi run

7 mi run

Rest

5 mi fast

7 mi run

Rest

Rest

5-K Race

word "easy!") Run 60 to 90
minutes at a comfortable
pace, not worrying about
speed or distance. Think
minutes rather than miles,
which allows you to explore
different courses that you
have not measured, or run
in the woods where
distance is unimportant.
You should be able to carry
on a conversation while you
run; if not, you're going too
fast. Don't be afraid to stop
to walk, or stop to drink.
This should be an enjoyable
weekend run, not one
during which you punish
yourself.

Interval Training: To
improve your speed, train at
a pace somewhat faster
than your race pace for the
5-K, about the pace you
would run in a 1500 meter
or mile race. Run 400
meters hard, then recover
by jogging and/or walking
400 meters. A second
variation is to run 200 meter
repeats at 800 race pace
with 200 jogging between.
Before starting this workout,
warm up by jogging a mile
or two, stretching, and
doing a few sprints of 100
meters. Cool down
afterwards with a short jog.
Tempo Runs: This is a
continuous run with an easy
beginning, a build-up in the
middle to near 10-K race
pace (or slightly slower than
your pace in a 5-K), then
ease back and slow down
toward the end. A typical
Tempo Run would begin
with 5-10 minutes easy
running, build gradually to
3-5 minutes at 10-K pace,
then 5-10 minutes cooling
down. You can't figure out
your pace on a watch doing
this workout; you need to
listen to your body. Tempo
Runs are very useful for
developing anaerobic
threshold, essential for fast
5-K racing.

Stretch & Strengthen: An
important addendum to any
training program is
stretching. Don't overlook it-particularly on days when
you plan to run fast.
Strength training is
important too: push-ups,
pull-ups, use of free weights
or working out with various
machines at a Health Club.
Runners generally benefit if
they combine light weights
with a high number of
repetitions, rather than
pumping very heavy iron.
Mondays and Wednesdays
would be good days to
combine stretching and
strengthening with your
easy run, however, you can
schedule these workouts on
any day that is convenient
for your business and
personal schedule. Also, it's
usually best to lift after your
run, rather than before. The
run thus becomes a warmup for your gym work.
Rest: You can't train hard
unless you are well-rested.
The schedule includes one
designated day of rest
(Friday) when you do
nothing and a second day
(Wednesday) when you
have an option to also take
a day off. The easy 3-mile
runs scheduled for
Mondays are also to help

you rest
for the next day's hard
workout, so don't run
them hard! The final week
before the 5-K also is a rest
week. Taper your training
so you can be ready for a
peak performance on the
weekend.
Racing: Some racing is
useful to help you peak.
Consider doing some other
races at 5-K to 10-K
distances to test your
fitness. The following
schedule includes a test 5-K
race halfway through the
program. You could race
more frequently (once every
two weeks), but too much
racing is not a good idea.
The schedule is only a
guide. If you want to do
your long runs on Saturday
rather than Sunday, simply
flip-flop the days. If you
have an important
appointment on a day when
you have a hard workout
planned, do a similar switch
with a rest day. It's less
important what you do in
any one workout than what
you do over the full eight
weeks leading up to your
5-K.

SUMMER MEETING

MID-LEVEL INSTITUTE

BUILDING THE PLANE
WHILE YOU FLY IT
Tiffany Fulford, University of Cincinnati

“Building the plane while you fly it” serves as the motto and metaphor for many Residence Life
departments. The proverbial plane serves as the department in the process of designing and
implementing new initiatives while maintaining operations and serving students. In an environment
centered on developing the department, everyone must serve as a leader towards the department’s
vision and recognize the importance of intentionality. Although some professionals may have a lovehate relationship with this concept, it is essential to know your role in moving the department forward
while understanding the need for inclusion and equity in your role.
Through the perspective of an entry-level professional, we will make sense of the roles of a plane
being built.
Pilots (Director and Associate Director)u

Mechanics, Engineers, and Technicians (Asst. Directors)

These roles guide the department through turbulence and
take the plane to necessary destinations while other roles
are working on the plane’s progress. Directors and
Associate Directors are primarily the ones working to land
the plane. They may land with a plan in mind or at a
divisional meeting, but they are also gaining pertinent
information before taking flight again. After this brief stop,
the Director and Associate Director as pilots may need to
take the plane in a different direction or back where it
originally came from to start over with a different route.
Moreover, when something is going wrong with the plane,
people look to the pilots for safety and reassurance.

While the pilots are flying and expressing their needs to
successfully maintain flight, the mechanics, engineers, and
technicians are diligently working to accurately build the plane.
They are conducting tests and collecting feedback to ensure
equipment is working properly. A pilot may share a concern
with them, and they are expected to work on the issue in order
for the plane to keep flying and while others interact with the
passengers. Likewise, Assistant Directors may receive news
that a certain aspect of the department has room for
improvement. They then work to devise plans and initiatives to
address the issues at hand. While Live-On Professional Staff
work directly with students, Assistant Directors are putting
together their resources to assist in elevating the department.

Pilots must be cognizant of all information they receive in
regards to their travel before takeoff and during flight.
When pilots hear there is an issue from other people
working to assist the plane, they must make adjustments.
The same needs to be true for when passengers are
affected by issues of equity and inclusion. For example,
once the Director and Associate Director learns there is a
concern with handling incidents regarding biases or
targeted populations, they must guide the department in a
different direction regarding crisis response to recreate
policy and protocol. Imagine if many passengers were at
risk due to plane malfunctions, but the pilots were
determined to reach the original destination and
disregarded multiple passenger needs. As a result, even if
they already had a plan, Directors and Associate Directors
must actively listen and take the department in a different
direction if they have been told the first one was not
equitable. They cannot ignore issues of inclusivity brought
to their attention and should acknowledge them with
urgency.

When mechanics, engineers, and technicians build a plane
they are unable to keep building something with faulty
equipment because it could risk the plane’s ability to continue
flight. The moment mechanics, engineers, and technicians
recognize a problem they should address it head on to make
changes, even if they worked tirelessly for positive results. In
the context of Assistant Directors’ role, the initiatives they work
to implement must reflect equity and inclusion from the
beginning. Without that in place, students can be negatively
affected even if the initiative was in good intent. Once
Assistant Directors hear there is an issue they are working to
make improvements while the department is still running. For
instance, while working to develop and or improve student
staff recruitment processes Assistant Directors must
acknowledge when its structure holds biases or presents
challenges for underrepresented students. Mechanics,
engineers, and technicians understand the immediate risks of
doing something that has been declared problematic or
dangerous. Assistant Directors must have the same mindset
and recognize the inherent risks of overlooking the needs for
equity and inclusion.

Cabin Crew (Live-On Professional Staff)
The Cabin Crew, or Flight Attendants, serve as a liaison
between the passengers and the pilots and can share any
concerns that are brought to their attention. Cabin Crew also
receive pertinent information from Agents and Attendants at the
airport. In a similar manner, Live-On Professional Staff can
efficiently communicate student issues because they have
greater access to the Director and Associate Director. On top of
those exchanges, Live-On Professional Staff gains information
from Student Staff who serve as the airport’s Agents and
Attendants. Cabin Crew informs passengers of the safety
procedures and works to ensure everyone feels comfortable as
soon as they enter the plane. They work to directly serve all
passengers, which includes agents and attendants.
Cabin Crew members are the ones who first welcome
passengers on the plane and maintain their comfort throughout
the journey. In comparison, a true welcome from the Live-On
Professional Staff can only occur when they practice inclusivity.
Live-On Professional Staff can create an uncomfortable
environment if they are not receptive to equitable needs for
students’ identities or bias toward those identities. If the Cabin
Crew ignored accommodation request for early boarding or
displayed ableism, passengers would have a poor experience.
The on-campus experience can only enhance students’ success
if Live-On Professional Staff create inclusive environments and
recognize equity. The Cabin Crew wants to provide the best
service because they have a heightened ability to positively or
negatively influence one’s overall flight experience. Live-On
Professional Staff should be doing all they can to create an
experience for students that upholds equity and inclusion.

Agents and Attendants (Student Staff):
Agents and Attendants at the airport are receiving comments,
concerns, and questions first. The passengers may discuss their
need for accommodations, express a complaint about a bias
incident, or ask for information about services provided. Agents
and Attendants are first responders and the information they
receive is pertinent to the overall passenger experience. Student
Staff have first-hand interactions with students which could
spark improvements in the department. Student Staff is
confronted with many incidents within halls and their leadership
to report issues, like Agents and Attendants, and their response
can positively influence the department’s growth. Ultimately,
Agents and Attendants primarily receive information and resolve
issues if they can or seek assistance from necessary individuals
which is similar to the Student Staff roles.
Agents and Attendants must be cognizant of the biases they
hold because passengers may be sharing a need related to their
identity. Information they share is powerful and can greatly
influence the passenger’s experience. However, if it is clouded
in biases the service they receive can be negatively affected.
Live-On Professional Staff would continue to build the plane
incorrectly if it weren’t for Student Staff raising awareness to
issues, listening to residents, and advocating for student needs.
Also, the department would grow in the wrong direction if the
Student Staff perspective of interactions were inequitable and
lacked inclusivity. Student Staff word should be considered vital
and effective training for them must include a primary focus on
equity and inclusion.

Are you upholding the responsibilities of your role? Are
you receptive to the plane’s needs while in flight? How
have you intentionally incorporated the plane’s
requirement for equity and inclusion?
“Building the plane while you fly it” may resonate with you
in many ways as a Housing Professional. Residence Life
departments are planes that must keep flying despite
changes they initiate or need to overcome. Even if there is
a desire to slow down, the plane has to continue
operations. But in order to build the plane properly, there
always has to be a solid foundation, and without that
foundation, the plane cannot maintain its momentum.
Keeping this in mind, equity and inclusion must serve as
the foundation for Residence Life departments to best
support students’ needs. Each role is crucial, but if equity
and inclusion are not the priority, the department is at risk
of growing in the wrong direction. Determine whether your
actions are counterintuitive for the department’s growth by
reflecting on your role on the plane, and your ability to
integrate equity and inclusion in your work.
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Providing the best opportunities for housing officers to

LEARN, LEAD, and SERVE.
CONNECT WITH US THROUGH TRENDS
TRENDS, the news magazine of GLACUHO, is
published four times yearly by and for the members
of GLACUHO. This publication focuses on prevalent
topics and resources in higher education.

WRITE FOR TRENDS

You don’t have to be an avid writer, just
someone passionate and willing to share
your experiences in Student Affairs.
Visit http://www.glacuho.org/to learn more
information and submit your article!

APPLY FOR AND
ATTEND AN INSTITUTE

PARTICIPATE IN DISCUSSION
FORUMS ON GLACUHO’S WEBSITE

http://glacuho.org/

/glacuho

@glacuho

