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From the President
Dear GLACUHO Members,
I hope you had a successful start to your academic year!
Welcome to our pre-conference edition of Trends. In just a few short weeks we will
gather together in Grand Rapids, MI in celebration of our 40th conference. Have you
registered yet? There is still time! Check out http://www.glacuho.org/2011/registration
for more info.

Conference Updates

In this issue you will learn more about what we have in store for you at GLACUHO 2011.
There are so many opportunities to take advantage of at the conference including:
•
•
•
•
•

Consultant-in-Residence Brian Farber discussing issues and trends in Student Conduct
Multicultural Competencies Institute
Case Study Competition
Learning Lunches
General Session featuring several GLACUHO Past Presidents

ACUHO-I

It was so nice to see many of you at ACUHO-I! Over 130 people joined us in New Orleans at our social. This was a great opportunity
to connect with current and former professionals from our region. So many people stopped by who haven’t lived in the Midwest
in years but simply wanted to say hello and show their support of GLACUHO. I am grateful to have met so many people who
appreciate our region and feel a connection to the goals of our association. A big “thanks!” goes out to Grant Walters and Stacy
Oliver for organizing this fantastic event. Congratulations to Jim Hague from Ball State University for being our First Time Delegate
scholarship recipient to ACUHO-I. Jim is a great example of the bright future of our profession.

Year-In-Review

Among the many accomplishments of the year, I want to mention a couple new resources and highlights:
Informative webinars provide free resources to our membership outside of the annual conference: Our 2011 topics included:
“Inclusive Supervision,” “Student Learning Outcomes,” “Advice for Advisors,” “Aftercare for Professionals,” “Seasonal Affective
Disorder,” “Lessons for Aspiring Directors”, “Writing for Publication” and “Recruitment and Retention of Staff or Color.” Didn’t get
a chance to attend? No problem. Listen to them on our website at http://www.glacuho.org/webinars
Reaching out to our membership via social media: Our Twitter (488 followers to date!), LinkedIn and Facebook accounts are very
active and through these mediums we can let our membership know about our goals, progress and new initiatives. We also have an
active blog with over 1,900 views to date! Check it out at http://glacuhoprofound.wordpress.com/

Thank You

This is the last edition of Trends before the conference and therefore it is my last time to address you all from the President’s corner.
Please allow me to humbly thank you for your support over the past year. It has been an amazing adventure and I am so proud of all
that we have accomplished this year. It takes a team of outstanding people to pull off the everyday work of this association and I am
blessed to work with some of the best in our region.
Thank you to our GLACUHO Board of Directors who work tirelessly for our association. As I am copied on every email from every
committee and board member I can confirm that the work of our association occurs every single day of the year! Thank you to our
GLACUHO committee members. You are the heart of our association. As I said at our Winter Meeting, I know that as I look at the
future of our association I can confidently say that we are in good hands. I appreciate your commitment to helping us achieve our
goals.
Finally, the Presidency is a tremendous time commitment and I want to personally thank my supervisor Deb Schmidt-Rogers for
supporting me in this journey. To the rest of the DePaul University Res Ed team: Edwin, Rachel, Kelly, Kevin, Christy, Bill, Amanda,
Travis, Nadia and Ziena. I am grateful to work with talented professionals like you. Thanks for “loaning” me to the association this
year!
I look forward to seeing you soon - ”Outstanding Connections, Grand Experience: Grand Rapids, 2011”

Ann Marie Klotz
GLACUHO President 2010-2011
aklotz@depaul.edu
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Undecided
CAITLIN MACNEIL · Assistant Residence Hall Director, Ball State University, camacneil@bsu.edu
As Housing professionals, we try to to help our students
navigate the collegiate experience. That experience contains
many components that fall on a spectrum of importance.
However, the most essential piece of that experience has
always been the student’s academic career. It is the reason
many of our students come to college. But, what about
those 20%-50% of college students who are entering their
collegiate experience without a clear, or sometimes existing
academic vision? (Astin, 1977; Berger, 1967; Crites, 1969)
The population of students in which I am referring to, are
known as “Undecided.”
Before truly understanding this population, I struggled to
view the world from their perspective. I questioned their
reasons for attending college and often pinpointed them as
“trouble makers.” They appeared to not have any goals or ambitions and seemed detached from the college experience. I now
know, not all of them are “trouble makers and there is a reason for their indecision. What I continue to wonder is, how we can best
engage these students and help them discover their passions?
I believe the first step is to educate ourselves on the characteristics and the needs of Undecided students. In examining this
population, I discovered an article addressing the issue of indecision amongst college students. Gordon (1998) took on the challenge
of comparing 15 studies, each one detailing their own specific terms and theories related to undecided and decided students. In
paralleling the studies, Gordon determined they all used different terms to describe the same students. She took all of the terms
and condensed them into seven basic categories of students; very decided, somewhat decided, unstable decided, tentatively
undecided, developmentally undecided, seriously undecided and chronically undecided.
Very decided students have control over their lives and are confident in not only their personal life decisions but academic/career
decisions. These students need very little assistance in making decisions and tend to be the leaders within our communities.
Somewhat decided students have an idea of what they would like to accomplish in their life but are not as comfortable or confident
with their decisions because of external influences. The external influences can range from parents and or guardians to economic
concerns; all very challenging influences to ignore. These students need help making decisions and overcoming their hesitation
about handling the external influences. Unstable decided students feel uneasy about making academic decisions because they
have a lack of self-confidence and the inability to make decisions. They need to work on their decision making skills as well as
controlling their anxious feelings in relation to their career decisions.
Tentatively undecided students cannot commit to a decision but they are comfortable sharing their uncertainty with others. These
students are in the process of developing a successful experience but need some direction. They need to explore their values and
better understand the world in order to make a confident choice. This is the type of student actively searching for information.
Developmentally undecided students, similar to the Tentatively undecided students, are in the process of developing the necessary
skills to make decisions and become confident with those decisions. However, these students lack the knowledge of how to find the
resources; they are uninformed and may not necessarily know there are resources.
Seriously undecided students have anxiety about their academic decisions. The anxiety of making the “wrong decision” is one of
their biggest concerns and limits them from exploring their options. They are looking for the perfect fit and for things to work out
like they have always in the past. Often times students in this stage struggle with depending on others and need to develop healthy
interdependence. Lastly, Chronically undecided students are the least likely to make it through the college experience. They are
plagued with severe anxiety related to their career decisions and have a very immature outlook on the world. These students are
the floaters who seem to be going through the motions. Though students in each of these categories offer unique challenges for all
student affairs professionals, it is important we use our resources in getting these students the help they need.
I believe the next step in assisting Undecided students should be what many of us do best, creating programs and initiatives. Many
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housing professionals are familiar with the concept of a Living Learning Community (LLC) and grasp the benefits an LLC can have
on a residential student’s academic experience. At Ball State University, we saw a need for such a community and created the
Discover LLC, to help foster exploration amongst our Undecided students. In my current position as an Assistant Residence Hall
Director, I have been given the opportunity to work with this community. Through our Discover LLC students who self-identify
as Undecided, are given an opportunity to explore all major and minor options through passive and active programming efforts.
Our community, though only in its second year, has made tremendous improvements and conducted numerous data collections
to determine what will best support our students in ultimately determining their career path.
I believe by educating ourselves on this subpopulation of students, we can better administer advice and resources as well will
increase the commitment to our institutions. Understanding where our students come from is the best way to understand how
we can challenge them to get where they want to go. I believe housing professionals can interact and assist Undecided students in
their exploration and if done correctly, it can assist with retention to the institution. I would like to encourage other professionals
to reach out to their Undecided students; engage them in dialogues and direct them to the resources at your institution that best
fit their needs. 
REFERENCES
Astin, A.W. (1977). Four critical years. San Francisco: Jossey-Bass.
Berger, E. (1967). Vocational choices in college. Personnel and Guidance Journal, 45, 888-894.
Crites, J.O. (1969). Vocational psychology. New York: McGraw-Hill.
Gordon, V.N. (1998). Career decidedness types: A literature review. The Career Development Quarterly, 46, 386-403.
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Vincent Price, Norman Bates and
Sandra Dee
BRIANNE ROGERS · Assistant Director of Student Development, North Central College, bsrogers@noctrl.edu
“I’m looking for a different experience.” was
the phrase I repeatedly said to friends, family,
colleagues, and interviewers throughout the
ACUHO-I Housing Internship process. I was in
search of either a huge university or a smallprivate college – both worlds apart from the two
mid-sized public universities I had known as an
undergraduate and graduate student.
After the lengthy process, I settled on Wells
College, a private liberal arts college of 600
students nestled in the Finger Lakes Region of
upstate New York. I knew the internship through
Wells College’s Office of Student Life was what
I was looking for and would provide me with a
new experience. However, I didn’t realize my
acclimation to the college would be such an
adventure or that by the end of my very first week,
I would already have a firm grasp on Wells’ campus
culture and what life is like at a small institution.
The whirlwind adventure began when I received
a phone call during my drive to Wells from one
of my site supervisors, Joel McCarthy, now Dean
of Students at the college. He apologetically
informed me the on-campus apartment I was
going to be staying in for the summer wasn’t ready yet, but he had a place for me stay. No big deal, I thought, as it was just going
to be a small delay. An hour later, I drove onto Wells’ campus and parked in front of Main Building, a sturdy, four-story red brick
building emanating lots of warm character.
The campus looked fresh and bright, with the sunshine glistening off the historic buildings and the tall oaks swaying slightly from
the breeze off of Cayuga Lake. Upon my arrival, Joel showed me to one of the campus’ guest quarters, a small apartment located in
Main Building, which also holds the Well’s dining hall, chapel, student life offices, and three floors of resident rooms. The apartment
was decorated in a Victorian style and finished completely in red; and I mean red. Red walls, carpet, pillows, lamp shades, and
furniture. Its kitchen and bathroom were both red, right down to the bath mats. At first, I found the apartment charming, fitting the
image of a historic college. After the second night; however, I found the apartment to lose its charm and become more reminiscent
of a setting found in a Vincent Price film. Needless to say, I was looking forward to moving into my apartment.
As fate would have it, three days later the apartment was still not ready, and I couldn’t stay in the guest quarters any longer, as it
was booked by an alumna for the weekend. “But”, Joel informed me, “We can move you into the Green House.” By this time, I had
already learned the college owned several properties, and was instantly intrigued at the thought of living in what I assumed to be
a picturesque cottage-like house, something coming straight out of an Ann of Green Gables novel. However, my imagination had
led me astray, as the Green House was not painted a charming shade of green, but was instead a gray, rambling four bedroom
farmhouse in the middle of a field, with no other buildings in sight. During my week’s stay there, I found out two important facts.
First, it is named the Green House, as it serves as the college’s Sustainability Living Community; and secondly, if you look just right
at dusk, Norman Bates appears in one of the second-story windows.
Although far from ideal, the two weeks of moving, did provide me with knowledge about Wells College I learned Henry Wells,
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the founder of the college, loved the color red, and the college does indeed own some quaint and pretty properties. However,
more importantly, I learned about its people. When I moved from the guest apartment to the Green House, Joel and my other
supervisor, the Director of Residence Life, Malindra helped me move. The move wasn’t just loading suitcases, but book bags
and other odds and ends; and also included unloading and reloading food from the refrigerator and cupboards, which they had
graciously provided upon my arrival. As much as I admire the directors at the student activities and resident life offices at both my
past and current institutions, I have a difficult time picturing them with their shirt sleeves rolled-up hauling my suitcases around
in their business suits. Yet, this is exactly what Malindra and Joel did, and it probably wasn’t the first time they did some heavy
lifting in their professional attire. Personnel at small colleges, especially ones as small as Wells, perform the duties usually done
by support personnel or graduate students. A small student population combined with a very stretched budget doesn’t allow for
these “luxuries”.
In addition, I observed the lines between departments become blurred. The ageless separation, rivalry, or depending on the
institution, contention, between the student activities and resident life offices, was greatly diminished at Wells. Individuals have to
work together and pool both time and resources to complete their multiple responsibilities. I often heard the staff in the Academic
and Student Life division described as a family. Whether this is unique to Wells or is a pattern found at many small colleges, I can’t
say. However, considering the division’s small number of people, tight budget, the support they provide to each other, and I’m sure
the arguments which sometimes occur, family is really an apt description.
My first week adventure at Wells College also included Reunion Weekend, an annual event where alumni come back to Wells for
three nights and four days of programs. When I heard of the event, I had few expectations of it increasing my knowledge about
the college. I had seen parts of alumni events at both my mid-sized institutions, none of which revealed much about the campuses’
cultures. However, I was proven vastly wrong, as Wells’ Reunion Weekend provided an in-depth look into its history and campus
culture.
The weekend had the traditional alumni events of golf outing and receptions, but it also had events such as the class pictures, a flag
raising program, and my favorite, the parade through campus, complete with signs, balloons, and one of the college’s authentic
stage coaches with four horses. The weekend produced an atmosphere on campus like something pulled from a 1950s movie
starring Sandra Dee: genuine excitement, a bit of discord, and good natured cheesiness.
The weekend was enjoyable both for its activities and for the alumni who shared with me their stories of eras long since past.
Stories of dining hall food with nicknames and switchboard operators who screened young men upon their arrival for dates with
Wells College women were shared with me. And most of all, I learned about the college’s traditions. From the ringing of the
college’s bells at special events, to seniors taking a nighttime swim on the first night of classes; from class competitions based on
a student’s graduation year, to riding to graduation in an authentic stage coach, traditions are an intricate part of college life at
Wells. These stories begin to blur together and I can no longer say whether the came from the students, staff, or alumni. However,
by the end of the weekend, I understood the significant role traditions play in Wells’ campus culture.
The weekend left me with an appreciation for the bond Wells College builds between future alumni, aka its current students, and
the institution. Does every small college produce such a unique bond, one not often seen at large and mid-sized universities? It’s
hard for me to say, although I would guess not. Wells’ small size, its village setting, its isolated location, and its history of being
a female institution until 2005, has perhaps produced this link between college and student. Will this bond fade with each new
graduating class, proving it also belonged to an era without e-mail, I-phones, and 24-hour media? Neither I nor anyone else really
knows this answer, as only time will tell.
But as I reflect back on my time I spent at Wells for my almost ten week internship, I know I got to see this bond first hand, and got
the new experience in a different higher education environment I wanted. My first week provided an unexpected adventure, but
more importantly provided me with an opportunity to learn about the rich history, historic buildings, unique location, uncommon
professionals, and most of all the countless number of distinct traditions, which defines and creates Wells College and forges its
affectionate and romantic alumni bond. 

LEARN MORE ABOUT

THE ACUHO-I HOUSING INTERNSHIP PROGRAM
APPLICATIONS AVAILABLE OCTOBER 17, 2011
HT TP://INTERNSHIP.ACUHO-I.ORG
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GLACUHO Gives Back to Grand Rapids
BOBBIE COLE · GLACUHO Inclusion and Equity Chair, inclusionequitychair@glacuho.org
At this year’s Annual Conference, attendees
will have the opportunity to participate in a
community service project in the local area.
This year we will be working with the Westwood
Middle School located in Grand Rapids, Michigan.
On Monday,
November 14, 2011 from 7:00am-12:00pm,
volunteers will travel to the school and fill in and
paint two outlined mascots on the walls.
Westwood Middle School is located in the heart of
the city’s Westside. We are dedicated to improving
student achievement and building positive
relationships within our school community. All
students take core classes in Language Arts,
Math, Science, and Social Studies. In addition,
students can take band, orchestra, art, physical
education, computers, and specialized math and
literacy classes. Students at Westwood have the
opportunity to extend their day by becoming
involved in our new Michigan State University sponsored Robotics Club, YES Club, Yo Puedo, Student Council, Honor Society,
TRIO/College Prep, and a multitude of athletic programs. Evening events are offered for families such as spaghetti dinners,
recognition of student achievement, Fine Arts Coffee House Night, and Math and English/Writing Evenings. Westwood is a
Language Center. English as a Second Language (ESL) services are offered to students who have not yet mastered English
language skills. The committed staff is focused on improving achievement for all students. They focus on creating a positive
school climate, collaboration and data review.
Westwood’s mission statement is “to ensure that all students are educated, self-directed and productive members of society.”
Westwood’s student population is comprised of 46% of those who identify as Hispanic, 22% identifying as White, 24% identifying
as African American, and 8% identifying as “other”. Westwood has a staff of 41 full-time teachers and one part-time teacher. The
average number of years of teaching experience among the staff is eleven.
The Westwood staff has devised a plan to ensure the student population at Westwood Middle School begins thinking past middle
school and focus on graduation from high school. The staff has made strides in turning the school around and helping students
reach the goals of the new strategic plan. To help students feel a sense of pride and investment in the high school, Westwood
staff decided to change the Westwood Middle School mascot to a red hawk as well. Westwood staff has asked GLACUHO for
help with this aspect of the project
Participants who are interested in painting the new logo as a mural on the walls should bring painting attire to the conference.
Vehicles for travel will be provided. Additionally, we are taking monetary donations for the project as well as donations of
painting supplies such as brushes, rollers, tarps, painting trays, and paint.
If you are interested in volunteering and/or donating please contact Inclusion and Equity Committee Member, Lindy Wagner, at
lwagner@housing.siu.edu, or by calling (618) 453-3318. Registration for this project will also be available at the conference.
Donations may also be sent to:
Westwood Middle School
c/o Assistant Principal Miguel Ortiz
1525 Mount Mercy Drive NW
Grand Rapids, MI 49504
We hope to see many of you on November 14 to help make Westwood a better place for its students and the community!
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GLACUHO: More Than A Conference
KYLE RICE · Assistant Director of Residence Life, Southern Illinois University at Edwardsville, klineba@siue.edu
Housing professionals around our region are busy submitting travel requests and booking
hotel rooms; this can only mean that the 40th GLACUHO Annual Conference is just around
the corner. For many years, our conference has been a staple of professional development
for many student affairs professionals around our region. While the Annual Conference
is filled with amazing opportunities for development (the Connections Program, the
Multicultural Competency Institute, Case Study competitions, programming sessions,
etc.) professional development is available to the GLACUHO membership year-round.
Whether you cannot make it to this year’s conference, or you want to continue your
professional development beyond the conference, GLACUHO has multiple opportunities
for you to take advantage of from the comfort of your campus.
To stay current on what professional developments GLACUHO is offering, you can
subscribe to the list-serve maintained by the elected Delegate for your state. These
individuals send out emails that are packed with announcements for opportunities coming up in our region. Many development
opportunities are also advertised in Trends newsmagazine, GLACUHO’s quarterly publication. Trends, which is distributed via the
GLACUHO website and links in State Delegate emails, and through our social media outlets (Facebook and Twitter), is not only a
way to see what developments are being sponsored by the association, but is also a professional development opportunity in itself.
Trends solicits articles from professionals from around the region on a variety of topics. These articles, written by professionals of
all levels of experience and institution type, can range from research findings, competency developments, program reviews, to
personal reflections and more.
In addition to GLACUHO publications, you can sign up to participate in a webinar. These web-based sessions delve into topics and
facilitate discussion amongst professionals at campuses across our region throughout the year. All GLACUHO webinars are free to
participate in. If you are unable to fit a webinar in your schedule, you can find archived sessions on the GLACUHO website to view
at a later time.
Lastly, don’t forget that you can develop as a professional and serve your association at the same time by joining a GLACUHO
committee. GLACUHO has a wide variety of committees with many different areas of interest. As a committee member, you
have the opportunity to impact the region by creating professional development opportunities for our membership. Committee
members have the opportunity to work on traditional initiatives, start new initiatives, work with colleagues from around the
region, research specific topics areas and manage projects. Committee members in the past have started initiatives such as needs
assessments, book clubs, blogs and more. Take advantage of all that GLACUHO has to offer throughout the year, then take a step
further – join a committee and create development opportunities for others!

Make even more “Grand Connections”
with us online!
Follow GLACUHO on Twitter!
Stay in touch with regional updates and
activities via your cell phone, PDA, iPod,
laptop, office computer...anywhere you have
access to the internet

www.twitter.com/glacuho

...and find us on Facebook!
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The Resident Assistant Training Model
RICH WHITNEY · Assistant Professor, University Counseling Prgram, DePaul University, rwhitne5@depaul.edu
SHERRY EARLY · Doctoral Student, Higher Education and Student Affairs, Bowling Green State University, searly@bgsu.edu

The Resident Assistant (RA) is a vital component in the student development process. These peer leaders are often on the frontlines
of interaction with our residents/student population so continually refining the way we train them makes sense in our profession.
This article presents a model for the RA Training process that is based on the work of Chickering and Reisser (1993) and Kolb (1976).
The literature review examines curriculum design, staff needs, and intended learning outcomes associated with RA training. The
RA training model (RATM) presents a sequencing of training material. This model starts with the identity of the student leader as
the basis for expanding knowledge, increasing competencies, and leadership development.
Literature over the past decade reveals little published on RA training in general. The articles existing on the topic of RA training
generally address training components, topics, skills, content and self awareness of RAs. The residential education programming
model drives some curriculum, working with particular populations of students, and the need to include college student training
in the curricula. The RA training format has also been addressed in the literature discussing pre-service or in-service options and
whether an academic class – for credit – is included as options for individual programs.
A recent trend in RA training consists of outcome-based models. Most RA training programs have intended learning outcomes
and an evaluative component. However, measuring training effectiveness, including the RA’s ability to think critically and solve
problems is more difficult to assess until those skills come into play during the service year. A recent study randomly surveying
1,022 residents at a private, midsized university in the Northeast found student perceptions of the role of the RA is a key indicator of
receptivity to program attendance and engaging with RAs. Therefore, a training component centered on the overall role of the RA
congruent with the departmental mission provides necessary context.
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RA training experiences typically operate with a one-size-fits-all methodology. Most of the time there are two groups of students
attending annual RA training sessions –the new inexperienced and the returning experienced RAs. This adds to the complexity of
planning training. Often we concentrate on the newer RAs during training and justify it as necessary review for the experienced
group. Research shows that the newer inexperienced RAs seem to respond better to a procedural approach to the training directly
applicable to their impending duties. The returning RAs appreciate the procedural approach to training along with theoretical-based
learning using their previous years experience for context. For both the new and returning RA the experientially-based learning
(EBL) approach to training is a method which takes this into. Frequently RAs find the most reward in the hands-on activities where

they are challenged to critically think, problem solve, role play, and learn from one another in situations they may encounter. This
type of practical application is a benefit of EBL.
The utility of RA training may not immediately be perceived as beneficial until action, or the on-the-job-training, provides some
context. It may occur when the RA refers a student to the counseling center or if they flash back to a role-play scenario (during
behind closed doors) and implement the strategy presented that it all comes together. Chickering & Reisser’s (1993) seven
developmental vectors for college students lead to congruence, or behavior consistent with one’s values and intentions. These
vectors are relevant to college student’s holistic development. Providing RAs the necessary training to help residents navigate
this difficult time is time consuming, but also rewarding. The training program RAs participate in should result in their holistic
development as well. The RA training process should provide an overall experience that is sequenced to build a solid foundation
and continue to expand the new (and returning) RA leadership identity and competencies.
Effective training programs yield staff whose competencies have been enhanced through active participation. The RATM is
depicted as a triangle to provide a visual expression of the construction of a solid base (RA identity and skills) to those higher level
skills and competencies (crisis intervention). This shape is also a metaphor for the context of the amount of time the RA will spend
with the corresponding piece of the model during their time as an RA. As the RA’s expertise increases, their skills and maturity
follow. The use of college student development theory and Bloom’s taxonomy to develop the training process and experiences
has more utility than teaching the theory to the RAs during training. The seven training components (see figure 1) are connected
to the seven vectors to show the utility of theory on the RA’s leadership development.
The leadership role of an RA may be different than other jobs the student has had to this point in their working life. This model
positions the resident assistants as paraprofessionals within the department. This label helps the RA distinguish their role in the
hierarchy, and it helps to establish boundaries between the RA and their residents. The Professionals, of course, are the resident
directors (RDs) and residential life administrative team. The pre-professionals are the graduate assistantships, internships, and/
or graduate resident directors. Establishing the expectations, responsibilities, and the actual RA duties will help the student
leader with a sense of self and professionalism. This transition from resident to student leader will empower the RA. This will
aid in creating community, establishing rules and norms on the floor which will help during times of conflict. The RA will use the
modeling of their own training and experience to guide their leadership on their floors. The support from the RD will impact their
identity and sense of self-efficacy. This takes us to the broadest part of the triangle, identity, and builds the metaphor for a solid
basis for the rest of the training program.
Many new positions begin with a limited perception of duties and actual procedures. New RAs bring both hope and fear about
how to be the leader/mentor for their floor. Living up to self imposed identity could be a little scary. The student could be
thinking about experiences or incidents they observed (or heard about) in their residence halls and wonder if they would have been
able to handle the situation with ease. Their self-efficacy could be at the lower end of the spectrum or vacillate between being
overwhelmed and eager. The returning RAs will also experience a shift in identity. Using their previous experience as a guide they
could be thinking about how they want to keep, modify, or change behaviors based on self perceptions.
The day-to-day skills are vital for helping the student perform in their jobs and improve leadership competency. These skills
run the gamut from completing departmental paperwork and procedures to community safety. The student leader will need
to understand the required procedures of their halls, department, and institution. Many of these skills are hard to teach in the
training program due to context and the multiplicity of situations the RA regularly encounter. Helping the student understand
basic rules and procedures has a cumulative effect when building up to the skills of confrontation and conflict management for
dealing with violations or safety concerns. When we know the answers to questions and the how-to of procedure it enhances a
feeling of empowerment. Practical competencies will be called on multiple times a day for the RA.
A primary role is to provide programming and develop community on their floor, hall and on-campus community. This key
component is at the center of the triangle. If each RA understands their sense of self, interests, competencies, and how to get
things done in the hall they can approach programming from a different perspective. The RA must understand the personality of
their floor and the background and interests of their students. They also must understand their role as part of the staff regarding
shared budgetary and space resources. The use of a programming model can help the RA with expectations, structure, steps for
development and implementation. But the role and duties of the RA are more inclusive than just working as a programmer.
It is important that the RA understand they provide peer support through listening and helping their residents. This sense of
mattering is important. In the RA training model this is another key component of the job, while at the same time it is more
complex. Helping the RA develop their skills of listening, assessment, and understanding all of the campus resources will also
empower the RA. The RA is a natural go-to person for the resident due to proximity of age and living space. The RA needs to
understand their role as advocate and a source of referrals. Situations presented can range from the mundane to life threatening
and the RA must be prepared to determine the difference. They also need to understand the scope of their expertise and legal
ramifications.
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A step above the day-to-day role of peer support will be training about how to handle crises and safety considerations. The RA will
instinctively call upon the prior stages to cope and feel competent providing this level of support for their students. It is also at the
top of the pyramid to show that the number of times this could come into play is less (hopefully and statistically) than the number of
times a semester they will provide programming or conflict management. The RA role is to remain calm, notify emergency services,
and the Resident Director. The documentation and follow up message conveyed to the community is vital. When an emergency
happens they become the guiding force that shapes the week, month, term, or year. Attention to this training and helping the RA
with competencies in this realm are paramount. However, the role of the RA is typically more proactive than reactive.
The synthesis and ongoing pieces of the overall training program are at the zenith of the model to show cumulative effect of their
development. The final part of the formal training experience should pull all the training together. The ongoing capstone of the
model include in-service training, hall meetings, and mid-year training. The one-on-one sessions between RD and RA and personal
development fit here too. Performance appraisals are a personnel function but they also contribute to the ongoing development
of the RA.
Including the experienced RAs in the training program can be problematic for individual programs. In some cases the returning staff
members can be part of the faculty to help with the peer role modeling valued within residential education. Returning RAs could be
used as a panel during the different stages of the model; for example in the identity phase possible topics include: Things I was not
expecting to learn, my most difficult situation was, or a skit similar to those used with new students at orientation. These seasoned
paraprofessionals could also be assigned topics throughout the year in the ongoing phase of the model. Think of these as the preflight instructions we must all revisit regardless of the number of miles in your frequent flier account. Giving these student leaders
the chance to lead a topic/workshop or a meeting will enhance the mentoring and role modeling at a variety of levels. It could also
add to the informal recruiting for future student affairs professionals.
This model is presented as a holistic model for the overall construction of the RA training program rather than suggesting any set
curricula. Nor does it limit the residential education program to a specific modality of training, format, or programmatic model
used on each campus. We generally have specific procedures and programming requirements that we ask these paraprofessionals
to follow. Perhaps we could model theoretically constructed training program that connects learning outcomes for their benefit.
Resident Assistants are important paraprofessionals who may have a significant role in the lives of their residents. The literature
review presents examples of designing outcomes-based training, assessing staff experiential needs, and the necessity for a more
comprehensive and holistic approach to the transitional and developmental occurrences with residents. The RA training model
(RATM) exhibits the significant of sequencing training by meeting the RA where they are. The RATM’s basis is the juxtaposition
of theory with a sequentially-based model centered on intended learning outcomes centered on the identity of the student leader
resulting in knowledge acquisition, developing competencies, and leadership. 
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GET READY FOR SOME LEARNING

ON THE

GO!

AT THE 2011 GLACUHO
ANNUAL CONFERENCE
Be certain to visit the Learning on the Go room at the Annual Conference! This space will not only
include resources you can grab and go, but interactive activities and sessions to make the most of
your professional development experience at the conference.
This space is intended to engage the variety of learning styles of conference attendees, as well as
the range of topics the Health and Wellness and Inclusion and Equity Committees encompass.
Some of Our Grab & Go Offerings:
•
•
•
•

Review our listing of wellness-focused program sessions presented at the conference
Check out our tip wall for suggestions on how to create or maintain balance
See your standing in our Pedometer Challenge (see below for more details)
Pick up wellness resources and handouts to take back to campus

Stay and See: (Session Specifics Will Be Posted at the Annual Conference)
•
•
•
•

Follow-up/debrief sessions from wellness-focused program sessions
Practice deep breathing exercises
Learn a couple of yoga poses and exercises for the office
Relax on comfy furniture supplied by RT London

Take the Challenge: 40,000 Steps for 40 Years!
The Health and Wellness committee wanted to find ways to celebrate the daily ways in which we practice
healthy living, but also our 40 years as an organization...and here's your challenge: WE CHALLENGE YOU
TO WALK 40,000 STEPS DURING THE 40th GLACUHO CONFERENCE! We'll track all our participants in
the Learning on the Go room and give you support for increasing your daily steps, too! Check out
http://glacuhohealthandwellness.blogspot.com for more information and go to
www.tinyurl.com/40000for40 to register now!

Location: Gallery Overlook G
Hours: Monday and Tuesday, November 14 and 15, 2011, 9:30 am – 6:00 pm
Co-Sponsored By: The Health and Wellness and Inclusion and Equity Committees
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LOOKING FOR A UNIQUE ANNUAL CONFERENCE EXPERIENCE?

BE A MODERATOR!

Why sign up to be a Moderator?
•Great opportunity to get involved with GLACUHO
•Gain a behind the scene look at what it takes to present
•Be a part of a GLACUHO Committee
•Beneficial for new delegates and graduate students for networking

What is a Moderator? Moderator Responsibilities Include:
•Distribute and Collect Program Evaluations
•Introduces Presenters during Conference Program Sessions
•Thank Presenters at the End of Sessions

How DO I Sign Up?
•Check that you would like to be a moderator on the registration form
•Sign up at Check-In –Find the Program and Development Committee Table

WHAT DO I DO WHEN I GET TO THE CONFERENCE?
•Check-In at the Registration Table
•Attend Training Session after Opening Banquet
•Choose what sessions you would like to moderate
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What to Expect When It’s
Time to Elect
Presented by your GLACUHO STATE DELEGATES
An important part of GLACUHO’s governance process takes place each year at the annual conference: the election of board
members. This vital procedure ensures democratic leadership of the organization. This year’s annual conference will feature
elections for the President-Elect, Secretary, Treasurer, Illinois Delegate, and Michigan Delegate.

Elected vs. Appointed

While committee chairs are selected and appointed by GLACUHO’s elected board, the elected board members are picked by
the member institutions present at the Business Meeting (President-Elect, Secretary, and Treasurer) and at the State Meetings
(Illinois Delegate and Michigan Delegate) during the annual conference. In both cases, each institution in attendance,
regardless of delegation size, will have one vote.

Candidates

But who will your institution vote for? Candidates are established in two ways. First, as the Annual Conference approaches,
the Past-President solicits nominations throughout the region for the coming vacancies. Candidates are notified of their
nomination and can choose to accept or decline that nomination. If they accept, nominees submit a candidacy statement
which is printed within the Annual Conference Booklet. During the Business Meeting (or State Meeting for Illinois and
Michigan), additional candidates can be nominated from the floor as well.

Time to Vote

During the meeting each candidate is given three to five minutes to speak and can also entertain questions from the floor. The
other nominees for the position wait outside of the room until it is their turn to present. Once all the candidates have spoken,
a written ballot is distributed and collected to tally the votes. A good piece of advice is to sit with other members of your
institution during these meetings so you can caucus on how to cast your vote.
The Past-President and a designee appointed by the President from a school who does not have a candidate in the process
count the votes. Candidates win by gaining a simple majority of the votes. At the State Meeting, the out-going Delegate
and another Board member count the votes. The President will announce the winners of the President-Elect, Treasurer, and
Secretary during the Business Meeting, while the State Delegate winners are announced at their respective State Meeting.

More Information

More information about the election process can be found in Section E of the Leadership Manual, which is available online at
www.glacuho.org. GLACUHO prides itself in being open with its election process and enabling all attending institutions to
participate. Make sure you attend the Business Meeting and your specific State Meeting to take part in the elections! 

THE GREAT LAKES ASSOCIATION OF COLLEGE
AND UNIVERSITY HOUSING OFFICERS

2011 ANNUAL BUSINESS MEETING
Monday, November 14, 2011, 8:30 to 10:00 am
Ballroom A, De Vos Place Convention Center
Grand Rapids, Michigan
Please refer to the conference booklet you receive when you check in at
the Annual Conference for additional information. See you there!
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A Residence Life and Housing Look At
“Three Signs of a Miserable Job”
VICKA BELL-ROBINSON · Associate Director of Residence Life, Miami University, bellrov@muohio.edu
I recently read Patrick Lencioni’s Three Signs of a Miserable Job. For those of you who are
unfamiliar with Lencioni’s work, he has several famous books including Death By Meeting and
Five Dysfunctions of a Team. His books are all set up in similar ways in that the majority of the
book is a fable about a leader who is working to make an organization better by challenging
employees to perform at a higher level. After the fable is concluded, the back of the book isolates
the lessons learned from the story to form a model. While Lencioni’s books often focus on
companies utilizing a basic business model, the information is transferable to the work that we
do in higher education. I am not going to spend time summarizing the story, but rather I want to
share with you the model surrounding employee performance and demonstrate how such a model
may be used in the context of Housing and Residence Life departments.
Lencioni explains that the three signs of a miserable job are anonymity, irrelevance, and
immeasurement (he acknowledges, as do I, that immeasurement is a word only used in his book):
Anonymity: Not being known
Irrelevance: Not knowing who is impacted by your work
Immeasurement: Not being able to gauge success or progress
So how do these signs appear in the context of Housing and Residence Lifedepartments? As a leader, what is your responsibility
for ensuring that your staff is known, understands how their work impacts others, and understands how to judge if they’ve been
individually successful. Furthermore, whose responsibility is it to guard against workplace misery? Let’s explore.

Anonymity

It may seem a little difficult to understand how a staff member may feel anonymous, particularly if you work in an environment
that is smaller in size. Lencioni argues that anonymity has less to do with how many people know you and more to do with what
people know about you. For example, an Area Coordinator may feel anonymous, despite supervising four to six live-in staff
members and dozens of RAs. While that person is known to the staff that they supervise, his or her individual personality may
not be known by the group because of his or her role. It is important, regardless of institution or department size, for individuals
to be known and understood beyond their job function. This understanding has the largest impact when it is from a supervisor or
manager. Similar to a famous football player, who is loved by his city, unless he is known to his colleagues and most importantly
coach, he can still feel anonymous within his organization.
Developing an early and meaningful relationship with employees is an important part of reducing the likelihood for job misery
to come from anonymity. It is important that the interest in getting to know a employee is legitimate, not just something that
a leader is participating in because he or she feels like it is the thing to do. Keep in mind that the relationship will take time to
develop and the comfort level of sharing non-work related experiences, thoughts, and ideas will vary from person to person.
Getting to know staff members is an important part of removing the anonymity from their work environment however,
supervisors should remember that conversations focused on job functions are critical; there must be a balance between getting
to know employees while helping them successfully complete their job responsibilities.

Irrelevance

Residence life staff members are continuously reminded of the impact that they have on students. When staff members are
directly interacting with parents or students, they understand how their jobs are relevant to others. However, in the midst of an
administrative collateral assignment, advising a student organization with other advisors, or even co-supervising RA staffs, it
may be more difficult for staff members to understand how their work matters to someone else.
Let use an assistantship that does not have traditional hall leadership responsibilities; at Miami University there are
assistantships designed to work with Living Learning Communities (LLC) and academically advise first year students.
While it is easy for the graduate assistants to see how academically advising a student impacts that student; it can be more
challenging to understand how their work within the context of Living Learning Communities impacts student success. After
all, unlike academic advising, the needs of the impacted audience (staff, students, faculty, and community members) vary,
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and understanding how best to serve the audience members takes a little longer than learning how to work with one student.
Additionally, much of the work of LLC&AA GAs is behind the scenes, which leads to a lack of public understanding of their role.
They impact student success by working with faculty, student, staff, and community stakeholders to systematically enhance the
Living Learning Community experience for all students at Miami.
It is important that supervisors articulate the impact that staff member’s experiences have on not only the organization, but also
on particular people within the organization. This must be communicated to employees, even if the most significant impact is
on one person. Similar to a movie production, actors are recognizable and their achievement more readily understood, but the
success of the movie is due to the work of many others, most of whom are never seen. Many people have had experiences with
support staff, custodians, professional staff, and students whose presence has been instrumental in the success that has been
achieved. Having reliable, consistent, and effective members throughout the organization, allows the organization, to function
effectively, while continuously growing and enhancing its services. Helping staff members understand their relevance to the
organization on a whole, as well as to the individuals within the organization, will go a long way to reduce occurrence of misery
related to irrelevance.

Immeasurement

Immeasurement is something that we struggle with as a field because the ways that success is gauged tends to be associated
with student development or institutional change, both of which may take a long time to become visible. So, how do supervisors
help staff members identify what things can be measured in their work? To be clear, in this instance, measurement does not
equal assessment. An organization assesses it’s goals, an employee objectively measures his or her success. Effective employee
focused measurement has to be clear to the employee who is doing the function. It should also be fairly simple for an employee
to determine whether or not he or she is being successful in a short amount of time.
It is easy to default to counting numbers of participants at a program, slashes on an interactive bulletin board, or the number
of views on a blog, but any number of factors can impact the extent to which someone participates in those experiences. If a
Resident Assistant (RA) sets a goal of developing a strong interconnected community, instead of measuring attendance at a
program, the RA can measure the number of residents who eat meals, participate in intramurals, or study together. The RA
could also measure frequency of people who are just hanging out and chatting with each other. In a non-traditional community
environment, like an apartment, suite, or house, an RA might set a different goal around connecting individually with his/her
residents. Once this goal is set, the success could be measured by noting the occurrences of resident initiated conversations with
the RA verses RA initiated conversations with the residents.
Depending on the job and the developmental level of the employee, the supervisor may need to assist the employee in finding
little ways to measure success. It is best if the employee can create their own goals and identify a way to measure them. Goals
that are placed on the employee by the supervisor may not work. The best way to reduce issue of immeasurement is to have
meaningful goals and specific but easy ways to measure success established by the employee. This process of goal setting and
establishing measurements is not the same as a formal evaluation process. The evaluation process is supervisor lead, while the
measurement process is employee led.

Conclusion

It important for both employees and supervisors to understand the three issues that can make a job feel like a miserable
experience. Employees can certainly seek out ways to resolve issues in each area in order reduce their own job misery.
Ultimately, however, much of the responsibility for monitoring job misery belongs to the supervisor. Supervisors are
instrumental in helping employees feel less anonymous, articulate the relevance of their work, and understand how to measure
their own success. While a person who is unmotivated or unqualified to perform certain functions will not likely succeed in a
particular position, this is rarely the cause of employee misery. Very few people who work within an organization are lacking the
skill to be successful; obviously someone hired them because they believed they could do the job. It is more likely that a less than
stellar job performance is caused by a feeling of being unknown or acknowledged by supervisors, the lack of understanding how
individual actions meaningfully impact others, or the inability to objectively measure individual success.
The next time a supervisor is faced with an employee who appears to be miserable in his or her job and who may be making
the supervisor miserable, he or she should channel his or her inner-detective and try to figure out which of the three areas is
missing. The supervisor should meet with the staff member to help them feel connected, find relevance, and measure success.
Employees, who feel miserable, after doing some of their own reflection, should seek out the assistance of their supervisor to
help to reduce their misery. A team is only as strong as its members. Working in a climate where there is a lack of anonymity and
where employees and supervisors communicate regularly about creating a relevant and successful experience, will have long
term positive effects for the organization and individuals that help it function 

SOURCE
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Student Learning from
Three Viewpoints
JOSHUA LAWRIE · Area Director, Western Illinois University, jdlawrie@eiu.edu
MOLLIE ALLRED · Residence Hall Director, Ball State University, mgallred@bsu.edu
JEREMY HOMOLKA · Assistant Complex Director, Western Illinois University, jd-homolka@wiu.edu
There are a variety of ways student learning can be approached. The GLACUHO Student Learning
committee took a snapshot of three mid-sized public institutions student learning approach.
Each committee member shared their view of how the institution created learning environments,
involved faculty and assessed student learning.

EASTERN ILLINOIS UNIVERSITY

Eastern Illinois University is working to create a transformative learning environment. The
department of University Housing and Dining Services has re-conceptualized how they approach
educating the residents who live within their 12 Residence Halls, Greek Court, and Apartment
facilities.

Creating Learning Environments in the Residential Communities

Eastern approaches the education of their students through the use of what they call the Panther
Success Initiative (PSI). PSI is a philosophy that looks at the needs of each individual student and
then works to meet those needs. This approach has no predetermined requirements which staff
have to meet. PSI is reached through student staff building intentional relationships with each
of their residents. Individual conversations between the resident and student staff member are
conducted at least monthly to assist the student in developing academically and personally. The
student staff then completes an on-line socio-gram that is shared with their supervisors. During
one-on-ones, with the use of the socio-gram, the Professional Staff along with student staff
determine the best avenue to assist the students in reaching his or her goals. The avenues might
include bulletin boards, intentional conversations/programming, or fliers to name a few. Since
implementing the Panther Success Initiative, we have seen an increase in on-campus GPA to a
2.88 in Spring 2011. We also have experience an increase from 84% in 2002 to 93% in 2008 around residents’ satisfaction with
living on-campus.
There are a myriad of strengths around the Panther Success Initiative. The first strength is the philosophy allows for the
department to meet individual needs of each resident. It also permits Eastern to be good partners by meeting students where
they are, instead of where we think they should be at developmentally. The program creates an atmosphere for student staff
to work on building individual relationships with students which research demonstrates the importance of this connection in
retention efforts. PSI also puts the decision on what kind of educational initiative in the hands of the trained professionals,
instead of an undergraduate student. This allows staff who have a Masters degree in Student Affairs, or currently studying to
receive a Masters degree in Student Affairs to examine the holistic student and use theory to guide practice.
There are a few challenges which present themselves with Panther Success Initiative. Due to the nature of it requiring the
supervisors to analyze the socio-grams and look for themes, can be challenging for new professionals. Typically it takes a new
professional a little time to completely understand that each community is different in their needs. This is tough because many
other institutions have predetermined requirements, which staff just adhere to in order to be successful. A second challenge
is getting student staff to understand that PSI is more than just having conversations. There are theories behind why the
philosophy works and it success. PSI also requires supervisors to be intentional in their one-on-ones and pushing student staff to
have these intentional conversations.

Faculty Engagement into Communities

EIU is also working to bridge the gap between the academic side and the co-curricular side to create a transformative learning
environment. Another way this occurs is through the Faculty Fellows program. This program is where faculty members are
partnered up with each residence hall. The relationship allows for students to connect with faculty outside the classroom. The
faculty will have meals with students in the dining centers (known as a Charleston Chew). Hall Council and the faculty will also
create programming for residents living in their communities.
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The Faculty Fellows program has a number of strengths. The first one is the notion that we are helping connect faculty and
students outside the classroom. This is important because research shows these types of relationships help a student persist
to graduation. This program has also helped educate the faculty on what is happening in the residence halls. Through this
education, the faculty are ambassadors for our department among the faculty. In turn, Housing staff are also learning about
faculty culture and how to forge these types of partnerships.
A few drawbacks to the program are motivation and understanding each other roles. In the beginning of the year a number of
faculty will be interested but as time goes on the motivation lacks from faculty and staff. In addition, at times we in Housing do
not always understand how to best utilize these great partnerships to meet the needs of our students.
One area Eastern is looking at growing this coming year is assessment around the Panther Success Initiative. We currently
conduct assessment through EBI and our own satisfaction survey. This year a taskforce has been created to examine possible
ways to assess PSI and the impact the philosophy may have on student learning.

BALL STATE UNIVERSITY

Ball State University offers 12 living-learning communities to our students. Several of these living-learning communities are
connected to an academic major and others are theme based. More information about the specific communities can be found at
https://cms.bsu.edu/CampusLife/Housing/Halls/LLCommunities.aspx.
These communities are part of the university’s set of programs to provide a supportive environment for freshmen, which has
been recognized by U.S. News & World Report since 2004.

Faculty Engagement into Communities

Faculty members from academic departments, schools, and colleges are involved in the living-learning communities to
facilitate study sessions, advise students, and provide academic context to community centered activities. Each living-learning
community has an learning team that consists of faculty that have agreed to work with the community and student services
professionals from career services, counseling services, library services, academic advising, residence life and recreation services.
These teams meet monthly with students in the community to plan events and educational opportunities for the community.
The living-learning communities at Ball State University have been a part of the strategic plan developed by the President’s
office for the past five years. This allows Residence Life to find support more readily from a variety of offices on campus.

Creating Learning Environments in the Residential Communities

There are several ways that the living-learning communities at Ball State University provide a learning environment in the
residence halls. The mission statement and learning outcomes developed by the Housing and Residence Life department have a
focus on student learning. This allows Housing and Residence Life student and professional staff the ability to focus on creating a
positive learning environment in their everyday work. This department has also been able to give resources to the living-learning
communities to support their success. Each living-learning community has a budget that is used to develop meaningful programs
for students. Examples of these programs include practical experiences in movie making, trips to businesses, government
centers, arts centers, and special community events to allow students a real-world view of their chosen major as well as
opportunities to interact with upper division students and faculty in their chosen field.

Assessment

Ball State University completes several assessments each year. Questions are inserted in to the Making Achievement Possible
and the Quality of Life Survey pertaining specifically to the living-learning communities. From these assessments Ball State
University is able to confirm that students in living-learning communities overall achieve a higher GPA. Also, these students selfreport that they become more connected to peers and faculty in their chosen major. An area of focus for the Student Services
Division at Ball State University this year is closing the gap. This means how do we utilize assessments to inform our practice.
The division is working to determine how to use the findings these assessments to further enhance the educational experience
students are having at Ball State University.

WESTERN ILLINOIS UNIVERSITY
Faculty Engagement Into Communities

For many years Living-Learning Communities have been a dream for University Housing & Dining Services (UHDS) at Western
Illinois. This year, this dream came true. WIU currently hosts three LLCs: Nursing, Broadcasting, and Honors, all of which are in
their first year of existence. Through these communities, UHDS partners with the faculty and administrators in the respective
academic departments to do programming on the floor and in the building. Additionally, faculty members come out and eat
meals with their students in the dining centers on campus. This partnership helps to provide students in LLCs with a strong,
intentional, and academically focused community for them to engage and live in.
With the current LLCs being limited to only three floors currently, further developing and expanding LLCs on the WIU campus
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is on the mind of many people. UHDS is researching the possibility of other communities that could be created as early as next
Fall. The creation of new LLCs would continue to meet the needs of other students and assist them in obtaining the best college
education and experience possible.
An event that UHDS has done for several years now that helps to promote faculty engagement into its residential communities
is through the HOPE (Honoring Our Professors of Excellence) Awards. This is a program that allows students to nominate their
professors during the second semester for providing stimulating and educational atmospheres within the classroom. All faculty
nominees and student nominators are brought together for a ceremony where they are able to interact outside of the classroom, a
positive experience that many students don’t get the chance to have.

Creating Learning Environments in the Residential Communities

In addition to LLCs, WIU has a First-Year Experience (FYE) program that requires first-year students to take one FYE class per
semester in their first year of college. These classes are small and intentionally built to assist students with their academic
transition to college. UHDS enhances the FYE program through offering additional FYE seminars in the residence halls. It is
recognized that learning in the college experience occurs both in and out of the classroom, so these seminars assist in helping
students to transition holistically. The seminars occur during the first eight weeks of the school year, the period of time that is
widely accepted as the most crucial in a student’s transition to college.
This year the second annual Camp Leatherneck was held. Camp Leatherneck is a first-year immersion program that is held the
three days prior to move-in in August. This program contains many aspects to it, including leadership development, a focus on
academics and learning, and WIU traditions. The 100 first-year students that have the opportunity to attend Camp Leatherneck
go through an entire day of academic focused activities and events. These include discussions on learning styles and inventories,
major break-outs, and taking StrengthsQuest to receive their top 5 strengths. Camp Leatherneck has proved to be a beneficial
addition to WIU and its students.
UHDS also hosts a 4.0 recognition ceremony during the Spring semester to recognize all students within the residence halls who
achieve a 4.0 GPA during the Fall semester. This helps to promote high academic achievement amongst students.

Assessment

One way that UHDS at WIU assesses the learning of its students is by having academic conversations with students within the
residence halls who are placed on academic probation or warning in the Fall semester. Hall staff members meet with these
students to discuss their reasons for academic achievement and resources available. These conversations help to identify
academic trends amongst students. This allows programming done by hall staffs to be more intentionally focused and more
beneifical to residence hall students.
Assessment is an area of student learning that UHDS can continue to research and enhance. The department is continually
looking for new ways to assess and understand it’s students, including through using such surveys as Making Achievement
Possible (MAP, Educational Benchmarking Institute (EBI), and the College Student Inventory (CSI). Each of these provides new
perspectives on students and their needs. 

we’ve moved! (sort of...)
contact us at our new e-mail address for article
submissions, questions and comments:

trends@glacuho.org
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and...our next issue will be out on december 1, 2011.
start submitting your articles now!
summer stirring

MCI 2011:
The Experience
BOBBIE COLE · GLACUHO Inclusion and Equity Chair, inclusionequitychair@glacuho.org
Over the last two years the GLACUHO Inclusion and Equity Committee has offered a pre-conference experience to GLACUHO
delegates, the Multicultural Competencies Institute, also known as MCI. As we embark on the third year of MCI, we encourage all
GLACUHO delegates and guests to cease the opportunity to register and participate.
This year’s topic area, Re-Assessing Diversity Training: Providing Sustainable Tools and Techniques to prepare and empower our
students, specifically addresses many of the challenges that current housing professionals are facing today as we try to learn to
work effectively with students from a variety of backgrounds.
Keeping with MCI tradition, the GLACUHO Inclusion and Equity Committee thoroughly searched for someone that
was an expert in the field of diversity and inclusion to serve as faculty presenter for the 2011 preconference institute.
This year’s faculty presenter will be Dr. Mary Ferguson, University Diversity Officer for Indiana State University. She
has devoted 30 years of her life educating herself and others on issues, trends, and best practices related to diversity
and inclusion in education. In addition to serving as a faculty member at various universities throughout the Midwest,
Dr. Ferguson has been engaged as a consultant in multicultural organizational development and collaborated with
leading justice non-profits including the Anti-Defamation League and the National Conference for Community and
Justice to develop curriculum and programs.
Over the last two years, MCI has impacted the lives of many GLACUHO delegates. Here are two quotes from past participants
regarding their MCI experiences:
“MCI gave me a space to discuss multicultural and diversity issues with housing professional from around the region. I feel that
I have become a more sensitive, stronger, and better informed professional because of the MCI. Additionally, the MCI allowed
me to network with professionals who were excited and passionate about diversity and who wanted to make a difference in
social justice. I will be attending! I am excited about Re-Assessing Diversity Training because I want to create more effective
multicultural and diversity experiences for students. I feel this pre-conference workshop will help me to find tools to help teach
students about social justice, social change, and equality”. - Zac Birch, Hall Director at Ferris State University
“I loved my MCI experience last year, I am very interested in this year’s topic, and it is inexpensive. I guarantee you can’t find
this type of experience for this cost anywhere else. You are truly going to get more out of MCI that what you paid for when you
registered.” –Rex Jackson, Community Director, Southern Illinois University Edwardsville
Vincent Tinto said it best “if we want students to become committed to the goals of education, we must first demonstrate a
commitment to those goals and to the students we serve”. This year’s MCI experience will prepare housing officers with the tools
needed to prepare hall staffs and administrative employees to work within a framework of understanding and tolerance. We
encourage you to register today so that you can be equipped with the tools necessary to move your individual campuses forward.
MCI will provide you with the opportunity to not only connect with peers, but it will also offer you an outlet to increase
your knowledge of inclusion and equity issues and gain tools to take back to your individual campuses to enhance cultural
competency. 

GLACUHO is on LinkedIn.com!
Visit their website and search for us under Groups to
connect with professionals in our association
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Whether you know it or not, you have great...

Insight
Resources
Insight
ResourcesPassion
Passion
SSt toorriiee s
Experiences

Experiences

Wisdom

Wisdom

Cerra Wilson
Assistant Hall Director
Southern Illinois University Carbondale
2011 University Housing
New Orleans Habitat for Humanity Build

Write for Trends
You do not have to be an avid writer, just someone
passionate and willing to share your experiences in Student
Affairs. Find out how to submit articles today and make a
difference in the GLACUHO region.
Contact
Trends@GLACUHO.org
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#GLACUHO

for more information
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GLACUHO’s 2011
Case Study Competition
Presented by the GLACUHO Contemporary Issue Committee

What is a case study and how can I participate?

A case study is a professional development opportunity for new professionals
or graduate students to get involved in at GLACUHO. You will pair up with a partner (or we can pair you up) and you will be
given a scenario to work through and present to a panel of experienced professionals. So, if you are a graduate student or in an
entry level position (0-3 years), join us in the case study competition this year at GLACUHO. The competition will be on Sunday,
November 13, 2011 from 10:00 am to 5:00 pm.

What is the topic and what is the schedule?

This year’s case study competition will focus on issues surrounding student conduct. Each pair of participants will have one hour
to prepare their resolution to the case, five minutes to present to a judging panel, and five minutes for questions from the judges.

How do I sign up?

Case study sign up will be online on the GLACUHO website starting at the beginning of October, so keep your eyes open! If you
already have a partner, you will sign up together, if you do not, just sign up and the contemporary issues committee will assign
you a partner. All communication about the competition will be done through email. As a participant, you will also be invited
to a luncheon on Tuesday, November 15, 2011 from 12:30pm to 2:00pm. If you have any questions, please contact Joanne
Robertson via e-mail: jmr1129@gmail.com. 

Another Step Ahead at the 2011 Annual Conference:

GLACUHO Introduces a Mobile Phone
Application for Attendees!
This year GLACUHO will feature something the Annual Conference has never seen before…a mobile application
(or “app”) for Smartphone devices. After much discussion as a Host Committee, we decided to find a way to
create a mobile app to make this year’s celebratory conference that much more special. The mobile app will
be brought to new members by Guidebook, a new mobile company that is creating applications for multiple
conferences, orientations, and events across the world. The opportunities the mobile app will provide
participants in Grand Rapids are guaranteed to be spectacular.
With this new technology conference participants will have a plethora of information about the conference right
at their fingertips. Not sure what time you favorite session starts? Not a problem! With the new app, participants
will be able to create individualized schedules and attend sessions that they specifically want to attend and have
reminders for each of those sessions added to their mobile device. No more circling sessions the night before the
conference starts! Do you always seem to be lost and are not sure where everything is in a new city? The mobile
app will have detailed maps to conference venues and the downtown area to make sure you know where you are
going at all times.
These are just a few items that will be in the mobile
app for GLACUHO 2011, the app will also include
items such as exhibitor listings, banner sponsorships,
twitter integration, to do lists, and instant feedback
opportunities among many other engaging topics.
This application will be available for iPhone, iPad,
Blackberry devices, Android devices, and Windows
Mobile phones. The Guidebook app is free on all devices
and is sponsored by Bedloft.com. If you are interested
in previewing the application, we will release the app
for registered participants in late October. Now are you
excited to come to Grand Rapids for GLACUHO 2011?
You should be because there’s an app for that!
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GLACUHO’s 2011
Consultant in Residence: Brian Farber
EDWIN DARRELL· Assistant Director for Outreach and Student Success, DePaul University, edarrell@depaul.edu
The Contemporary Issues and Programming and Development Committees are excited about GLACUHO 2011. One reason
is that we will welcome Brian Farber from the University of Illinois at Urbana-Champaign as our Consultant in Residence (CIR).
As you read his biography, you will see why GLACUHO will benefit from his knowledge in the area of student conduct and vast
professional experiences.
Brian Farber is the Director of the Office for Student Conflict Resolution and
Associate Dean of Students at the University of Illinois at Urbana-Champaign. Brian
earned an M.S. in Counseling Psychology from Illinois State University while working
as an Assistant Residence Hall Director and fell in love with Student Affairs. He
then worked as a Residence Hall Director at Ball State University and was an active
member of GLACUHO in presenting and serving on several committees. He still
proudly displays his outstanding new professional award from the 2000 GLACUHO
conference on his office wall. Brian worked in the Office of the Dean of Students at
Ball State and had responsibilities in living and learning communities, crisis response,
and student discipline. He has been an active member of the Association for Student
Conduct Administration (ASCA) for many years, has held numerous leadership
positions and is a frequent presenter.
Brian is a member of a variety of crisis intervention teams and work groups at the
University of Illinois. In addition, he is actively involved in threat assessment and
progressive engagement initiatives that promote campus safety at the university.
Brian has a passion for student discipline work, and believes that it provides an
uncommon learning opportunity to engage students in a time of crisis while shaping
that experience into positive, new directions. He enjoys mentoring new staff and
students in understanding and cherishing this unique opportunity.
Brian has been actively involved in social justice and diversity initiatives throughout
his career, most recently in assisting with the Illinois “Five Days for Change”; a
program for staff members to confront micro-aggressions and promoting organizational change. He thanks his many mentors
and colleagues in Housing and GLACUHO that had such a profound impact on his appreciation for and understanding of diversity
as a core personal value.
When not adjudicating student conduct cases, Brian is a husband and a father of two girls under 3. He is deeply humbled by this
invitation by GLACUHO and is thrilled to be back to the best regional association he has ever been a part of. In conversations
with Brian, it is clear that he is just as excited about the annual conference as our current president.
Brian will be presenting 2 sessions: 1.) The general session will have a spotlight on Behavioral Intervention, which will include
strategies for progressively engaging with individuals who behave in disturbing and alarming ways and 2.) The interest session
will focus on Being A Hearing Officer, and the concepts, laws and related issues to be successful in the student conduct field. We
look forward to all that Brian will share during his time at the annual conference. See you all soon! 

Join us for Brian’s General Session

Behavioral Intervention
Monday, November 14, 2011
Ballroom A
De Vos Place Convention Center
Brian’s interest session will be advertised in the conference booklet you’ll receive at check-in. Please
refer to it for an accurate time and location.
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A Tale of
Three Budgets
Zachary Birch · Hall Director, Ferris State University, zacharybirch@ferris.edu
It happens in the best of times, it happens in the worst of
times. It happens in ages of surplus, it happens in ages
of giving back and cuts. Budgeting is always occurring,
whether we like the financial and economic conditions or
not.
With the recent economic downturn and much discussion
about universities across the nation having to tighten
their financial belt, I was interested to see how the current
state of the national economy was affecting Housing and
Residential Life operations. I interviewed three directors
of housing operations of various institutional sizes to get
each of their perspectives on budgeting and how their
departments are weathering the financial storm.

Small & Private

Residential Life at a small, private, liberal arts institution
often works out of the general university fund for its
budget, as Illinois Wesleyan University Assistant Dean
of Students for Campus Life Matthew Damschroder
explained. “We have limited control compared to an auxiliary department because we are not directly influencing the inputs
and outputs of our budget,” he said. Damschroder also described how his institution and department have changed with the
economic downturn. “Our enrollment has been steady over the last few years, but occupancy has decreased by two or three
percent over the last five years,” he said. Currently, IWU’s housing occupancy is at about 94% capacity.
Because of this and budgetary take backs, Damschroder decided intentionally to include his entry level staff for the financial
decisions for the department. “There is very little formal training in actual budget management,” he said. “Course work talks
about it conceptually, but actual training has been hands on as a budget officer.” Therefore, he feels that it is essential for entry
and mid-level professionals to gain these experiences early in their career. “You don’t move up without these experiences and
[budgeting] is something you can bring with you wherever you go,” he said.
To set his budget, Damschroder brings his team to the table to look at how to best utilize the staff, prioritize office values, and
look for ways to become more efficient. Together, they brainstorm new ideas and look for better ways to be fiscally responsible.
This provides ownership for the entry level staff. “It is important for entry level professionals to understand what resources we
have available, what we can control, what we can influence, and what is out of our hands,” he explained. “I encourage my staff
members to ask questions and seek understanding of the budget beyond lines. I want them to see how it directly relates to their
work. This begins to build budgetary skills to become seasoned.”
Through this, IWU’s Office of Residential Life has become much more efficient. For example, they have cut one-and-a-half days
off of RA training. Instead of having the student staff come to campus for that time, this part of training has gone digital. “We
looked at what was essential, face-to-face training and what things could be conveyed online before training,” Damschroder
said. “We kept teambuilding, staff development, confrontation skills, on-campus resources, and other experiential sessions
in person, while we felt that policies, procedures, basic student development theory, programming, and advertising could be
taught online.” This was done through having discussion boards. These sessions were also followed up with questions and
discussions after the student staff returned to campus.
Damschroder believes that budget constrictions changed how professionals do their work. “Ideas of the work that we do
are shifting. The tasks are the same but how we do them and how we think about them are drastically different,” he said.
“Assessment of what we do is necessary, as is more creative thinking about the demands of our jobs. The budget should reflect
these needs.”

Mid-Sized & State-Funded

As a mid-sized institution, Ferris State University’s Office of Housing and Residence Life functions as an auxiliary, according to
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Dr. Jon Shaffer, Director of Housing. However, it is not a stand-alone auxiliary. Rather, Housing and Residence Life’s budget is a
major part of the overall auxiliary budget. “It is not Housing’s money; it is the University’s money first. We take a macro-view of
the auxiliary dollars here,” Shaffer said.
In the past few years, Shaffer said that he has seen an increase in both enrollment and occupancy at his institution. He was not
surprised because “it has a lot to do with the types of degrees offered. At Ferris, there are two-year, four-year, graduate, and
professional degrees offered.” Additionally, Shaffer mentioned that there are many satellite campuses as well as an increase in
the number of online courses offered. Moreover, there has been an increase in non-traditional adult learners coming to campus.
“Ferris has been positioned as a place to retool a career on the state, regional, and national levels,” Shaffer said.
However, even with the influx of students, the institution has been working to cut costs, which has affected the Housing and
Residence Life operation. “We are understaffed due to a number of open frozen positions,” Shaffer explained. He said that the
frozen positions were to be a short-term solution, but they may become the new norm. Shaffer said that his office is able to cope
with the stress of being understaffed, but some programs and services that are not as mission-critical have been retooled as a way
to do them at little or no cost. “Our staff-to-student ratios are good, but to be able to provide some additional services would be
nice,” he said. “We are constantly looking for what we can do without, so as not to run our people into the ground.”
Shaffer keeps his entry-level staff members involved with the budgeting process through presenting them with items as a
challenge. He explained that he speaks with his staff and asks “How can we do this with little or no cost?” and “How can we
do this better?” “Spending money is the easy way out,” Shaffer said. “Money is not always the means to make it better.”
Additionally, he hopes that his staff members become aware of what they don’t know. “Budgets are very complex requiring
analysis and reconfiguration. Therefore, it is very important to get exposed to what you don’t know” Shaffer explained.
When looking to cut costs, Shaffer described how he decides what is essential to his operation and what can withstand a shrinking
budget. “First, it is important to keep in mind the mission of the institution and the goals of the office. It is often easy to look
for ‘quick fix’ money, but that doesn’t solve the problems,” he said. “It is also important to look for impact with students and to
keep student development at the forefront.” Shaffer explained that his primary goal with respect to his budget is to find ways
to develop students and provide outstanding facilities at a reasonable cost. A few examples of how the Office of Housing and
Residence Life achieve these goals are deciding to refinish furniture for a longer lifespan instead of purchasing new, to centralize
the hall postings to use less paper, and work with the custodial staff to purchase better, more environmentally friendly cleaning
supplies for less.
Shaffer feels that downturn of the economy has forced creativity in how money is being spent at the University. “Do better with
less. This has become a way of life.”

Large & State-Funded

The typical large school’s housing operation, such at the University of Illinois’s University Housing, functions as a true auxiliary,
according to Director of Housing, Dr. Jack Collins. “Because we are an auxiliary, University Housing’s budget is largely determined
by occupancy of the halls,” Collins said. Through this, state and University budget cuts tend not to have a direct effect on the
departmental budget. “If we have to cut the budget, more often than not, we’ll see that money again at the end of the year as at
the bottom line,” Collins explained. However, that money does not always stay in housing, as University Housing has been asked
to give back more money to the University because since the economic downturn.
According to Collins, the University of Illinois has had steady enrollment throughout the recession. However, University Housing’s
occupancy has declined, especially with upper-division students. “We have a first year residency requirement. After that, the
students start to look for what they perceive to be the lowest cost,” Collins said. He explained that students have been becoming
much more cost conscious, particularly about their living arrangements. “We require room and board, so the students believe that
it is more expensive to live on campus,” Collins said.
Because of the economic uncertainty, Collins expressed that it has become increasingly difficulty to hire new staff members. “We
have gone through some periods with tight constraints on staffing. It has become very difficult to create new jobs,” he said. “We
have had to put some positions on hold, and have had to increase the work load for some. We have some folks responsible for
three or four areas.” Because of this additional work load, Collins has noticed a significantly higher stress level for his staff, but
they are working through the elements of being short staffed.
Collins explained that, should he have to make cuts in his budget, he works with his team to define the institutional and
departmental priorities and principle. Together, they can find areas that are not as tied to the missions of the department and the
University; examining personnel, programming, major projects, and costs. “We tend not to have a specific cut across the board.
We go by the strategic plan and allow the departments to make the necessary cuts that are not priorities,” Collins said. “For
example, life safety is a priority for us. We are more likely to cut items that are not related to life safety.”
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To keep his entry-level staff involved in the budgeting process, Collins often asks for their opinions informally. “Budgeting is a gap

in people’s exposure,” he said. “Master’s programs often focus on financing higher education, but do not focus on budgeting.” He
engages his entry-level professional staff to start learning about the budgeting process through informal, educational moments.
“We have brainstorming sessions about ways to cut costs and we ask our staff to give feedback about how we can do what we do
for less,” Collins said. Ways by which Collins and his team have helped to save money include becoming better at ordering food for
the dining centers in a cost-effective manner and spreading out replacement of schedule for electronic equipment, such as printers
and computers. He has also seen a reduction in the amount of travel by his department.
Collins feels that being engaged with others during the budgeting process is critical to be successful. “It is important to involve the
people around you and not to keep secrets. You have to be open about what you hope to achieve with your budget” he said.
In my discussions with these three directors, it became apparent that budgeting and being able to responsibly cut from the
budget are important skills for student affairs and housing professionals. These skills are not necessarily taught in the classroom.
Rather, they are experiential learning experiences that are crucial for being able to move up in the field. It is important for entrylevel professionals to get exposure to budgets early in their careers. Additionally, it is important to have a full understanding of
institutional mission and a clear view of departmental goals to make the most effective budget reductions. Through this, the
programs and services provided will be aligned with the University’s mission and values. 

GLACUHO would like to welcome our exhibitors and good friends
to our 2011 Annual Conference in Grand Rapids!

RT London
Campus Televideo
Foliot
Bedloft/Collegiate Marketing
Adden Furniture
Integra Seating
Star Rez
BLDD Architects
Butler Woodcrafters
On Campus Marketing
Ecologic Industries
Moduform
Adirondack Solutions, Inc.
Sauder Education
Dorm in a box
University Housing Solutions
Southwest Contract
DuBois Wood Products
Brill Company

Educational Benchmarking, Inc
Restex
ASSA ABLOY Door Security Solutions
Residential Management Systems
SWAK University Services
eRez Life Software, Inc.
Eppstein Uhen Architects
Mackey Mitchell
Maxient
Brailsford and Dunlavey
College Cable Services
Contract Furniture MFG.
CORT
Simple Campus Housing
Furniture Concepts
Angellini & Associates Architects
Savoy
The Douglas Company
This End Up Furniture Company

Looking for great products, advice and service? Visit the
Exhibitor Show throughout the Annual Conference!
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Greetings from the GLACUHO Programming and
Development Committee!
We are very proud to feature the following at our
2011 Annual Conference:
• 72 Interest Sessions that cover 23 different themes!
• An hour Interest Session with our Consultant in Residence,
Brian Farber discussing Student Conduct Issues
• An hour with several of our association’s Past Presidents
discussing trends and current issues moderated by
Scott Boden, 2006-2007 GLACUHO President

•

41 primary or secondary first-time presenters!
• Two 120 minute extended sessions
• Five roundtable-style sessions
• Plenty of information for you to take back to your
respective institutions to share with your colleagues!

This year, we worked diligently to ensure that that a diversity of programming
topics were available at the Annual Conference to support the needs and interests
of professionals at all levels within our association:
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We are excited for you to join us in Grand Rapids and engage in the learning our
association has to offer! See you there!

Coffee and Conversation
The GLACUHO Student Learning Committee would like to invite you and
your colleges to a Coffee and Conversation at the 2011 GLACUHO Annual
Conference!
Grab your iPad and come get your morning
coffee fix while having a shared discussion
about Living Learning Communities and
Faculty Involvement in our region.
Meet by the entrance to Starbucks, on the
main level of the Amway Hotel on Tuesday,
November 15 at 9:00 am.
Hope to see you there!

Looking for more ways to engage with GLACUHO?
Check out the list of opportunities available to you!




Read the Conference Preview issue of Trends



Read your State Delegate bi-weekly update



‘Like’ the GLAUCHO Facebook page



Explore the posted articles and discussions on the GLACUHO Facebook page



Follow #GLACUHO on Twitter



Donate to the ACUHO-I Foundation



Attend the 40th GLCUHO Annual Conference in Grand Rapids, MI



Check out the free archived webinars on the GLACUHO website



Participate in an upcoming webinar



Schedule a visit with the Consultant in Residence at the Annual Conference



Go to a wide variety of interest sessions at the conference - challenge yourself!



Compete in the 2011 Case Study Competition at the Annual Conference



Attend the 2011 Multicultural Competencies Institute (MCI)



Sign up to be a mentor or mentee for the 2011 Connections Program



Volunteer for the “GLACUHO Gives Back” community service project



Join the GLACUHO group on LinkedIn.com



Be a moderator for a conference program session



Write an article for Trends about your conference experience
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Greetings from
the Foundation!
Dear GLACUHO Colleagues,
As we get ready for the Annual Conference in Grand Rapids, I want to thank everyone
who has made this past year a spectacular one for ACUHO-I Foundation and specifically
for the GLACUHO Foundation Endowment. GLACUHO has raised the most money while
bringing most new donors to the table in the history of the fund. This would not be
possible without the generosity from everyone in GLACUHO, from graduate students all
the way to Chief Housing Officers.
The funds raised from the GLACUHO Foundation Endowment help subsidize scholarships
for The James C. Grimm National Housing Training Institute (NHTI) and ACUHO-I STARS
College each year.
As members donned high heels and fanny packs to generate support for the fund and
participated in creative campaigns like $2011 in 2011, the region has gone above and
beyond in raising funds that give back to our profession this past year. This doesn’t even
begin to take into account the many people in our region that give annually outside of
conferences or meetings. As we prepare for our annual fall pilgrimage, I hope you will
consider visiting the ACUHO-I booth once again, or for the first time in support of our
profession and association.
A huge thank you to the GLACUHO Executive Board and all of you for putting our region
at the top when it comes to giving back.
Looking forward to see all of you in Grand Rapids!
John Biernbaum
GLACUHO Representative to the ACUHO-I Foundation Board
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