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Letter from the President
Dear GLACUHO Colleagues,
Happy Spring! In the midst of the particular brand of busyness that is attached to the months of March
through May, our steady but sure progression toward the end of another academic year tends to make
me nostalgic and reflective.
I don’t mind telling you that it’s been twelve very full and often interesting years since I received my
Master’s degree from the University of Wisconsin-La Crosse, and twenty years since I was a first-year
college student. At the Annual Conference last year, I shared a brief story about my coming-of-age as a
student leader in the residence halls and how greatly it impacted my persistence and sense of meaning
as I worked toward both of my degrees.
As a professional, I have found tremendous fulfillment in advising student organizations on a campus
and regional level. Being an advisor reminds me regularly of our ability to positively shape a student’s
experience, and of the great things that can happen to them when someone at their institution invests
in their growth and shares in their story.
This issue of Trends has several submissions that focus on the importance of student leadership and advising in our profession connected
to our 2013 Contemporary Issue. Even if you don’t directly advise an organization in your current position, chances are you assist in the
creation of an environment that makes it possible for students to lead and to have a voice in your program. I’d like to extend a special
thanks to everyone who contributed articles tied to this subject.
Just prior to our association’s Winter Meeting in February, we hosted our annual Professional Development Institute at Camp Tecumseh.
Among of the pages of this issue are two articles that feature participant reflections and observations regarding this unique experience.
PDI is a wonderful opportunity for mentorship and dialog about various facets of our work in residence life and housing, and it won’t be
long until we seek applicants for the 2014 class. Please do share this issue with anyone you know that might be interested in joining us
next February.
As usual, the Communications and Marketing Committee has done a wonderful job of gathering article submissions on a diversity
of issues that are relevant to our membership. From fitness and supervision to technology and diversity, I hope each of you will find
something interesting and inspiring. Also, be sure to check out the member and Board of Directors spotlights so that you can put names
and faces to the great things they’re accomplishing within the association.
Finally, I would be remiss if I did not encourage each and every one of you to nominate your colleagues for GLACUHO leadership
positions and to share your knowledge and experience by submitting a program session proposal for the 2013 Annual Conference. They
are both excellent ways to gain tangible professional development and to make lasting connections with others in the region. More
information and the required forms are available on the GLACUHO website.
As most of our member institutions wind down the year, I hope everyone enjoys the warmer weather and the fun and excitement
that accompanies their students’ final few weeks on campus before the summer arrives! I look forward to reporting on more regional
accomplishments and coming events in the next issue.
Sincerely,

Grant Walters
GLACUHO President
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Twitter Chat
Friday, April 19
at 12pm EST
“Serving the Needs of Transgender College Students”
By
Brett Beemyn
This article takes an in depth look at what it means to
be the “T” in LGBT. The history of LGB organizations
on college campuses and when they added the “T”
is included as well as the history of people who
identify as transgender and the first transgender
surgeries. There are stories of individuals who are
transgender and the hardships they endured while in
college. Beemyn ends the article with a few examples
of how to make college campuses more inclusive of
transgender individuals.
Brought to you by the Inclusion & Equity Committee
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Summer Trends
“Building Connections”
The Summer issue of Trends will be themed
around “Building Connections” We are seeking
submissions in regards to how students build
connections on campus; connections with
one another, student organizations, academic
programs, faculty, administrators and campus
sub-populations. As always, we will accept all
items related to the Housing & Residence Life
profession. Submissions can be e-mailed to:
trends@glacuho.org
Residential Education/LLCs/International Students
Brought to you by the Communications & Marketing Committee

GLACUHO
Calendar
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Starting the Journey:
My Experience with PDI

By Joe Colangelo, University of Michigan

I had just walked into the Scheumann Lodge
at Camp Tecumseh for the 2011 Winter
Meeting. I was new to GLACUHO—not
sure what to expect from the experience—
and admittedly was a bit taken aback by
the prevalence of taxidermy in the room.
However, the first thing I noted was a group
of professionals that seemed engaged,
excited, and energized about the work we
do. Later, I learned that was the 2011 PDI
cohort. I made a mental note to pursue PDI
when I was eligible. After a few years of
involvement in GLACUHO, and the urging
of several other professionals, I applied and
was accepted into the 2013 PDI cohort. So in
February of 2013, I again pulled up to Camp
T not quite sure what to expect from the
experience. What I gained was invaluable.
Three years into my current role as a Hall
Director, I had fallen victim to monotony.
Working in a large, high-conduct building, I
found myself slipping into a repetitive cycle
of supervision, conduct, and committee
meetings. I was comfortable, but that was
not where learning or growth would happen.
PDI was a refreshing opportunity, not only
to challenge myself, but also to be challenged
by a great group of faculty and a fantastic
cohort of peers.
For those of you that are unfamiliar with PDI,
it is an opportunity for professionals with
three to five years of experience to participate

in an intensive threeday program focused
on the skills necessary
to succeed at the next
level of leadership in
housing and residence
life.
Participants
engage in five unique
two-hour
sessions
centered
on
core
competencies essential
to advanced leadership
positions, as well as
one-on-one mentoring
and group discussions
with
an
assigned
faculty member. This year, we focused on
advanced budgeting with Alma Sealine of
Case Western Reserve University, mental
health with Jeff Shoup of Notre Dame
University, supervision with Tina Horvath
of Southern Illinois University Carbondale,
social justice and inclusion with Patty Griffin
of the University of Michigan, as well as
facilities, vendors, and contracts with Robin
Gagnow of Baldwin Wallace University.
Additionally, there was time allotted for
personal processing and reflection, as well
as informal bonding and discussion among
cohort members.
However, my experience was much more
than information that was presented to us;
it was an opportunity to honestly and openly
engage about the challenges and issues
facing those in more
advanced leadership
roles
without
worrying about the
pressures back on our
respective campuses.
It can be hard to find
time to really reflect
when the demands of
work are mounting.
Being removed from
those pressures at
Camp
Tecumseh
allowed me to reflect

and think about issues in a way that was
incredibly refreshing and beneficial.
Since my time at PDI, I have dedicated
myself to learning more, reflecting more, and
challenging myself to grow as a professional.
I was inspired to read more articles and
blogs, be a more intentional supervisor, and
make sure that everything I commit myself
to contributes to a greater goal. More than
anything, the message I came away with from
PDI was to be intentional in everything that I
do. There are numerous challenges along the
journey to the next level of leadership, and
gaining experience in areas that can address
those challenges is essential.
We are all in the business of building
community. We work each and every day to
make sure our communities inspire growth,
learning, and achievement. This is also the
type of community you get from your PDI
cohort and faculty. They are people you
can call for help and rely on to serve as a
sounding board for you. When I think back
on my first perceptions of the PDI group I
observed in 2011, I now understand exactly
what made them so emphatic about their
experience. It has not been that long since
PDI 2013, but I know that the connections I
made are ones that will continue to grow and
develop throughout my career. PDI does not
stop when you leave Camp Tecumseh; it is
really just getting started.
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Student Leadership Recruiting
By Justin Schuch, Southern Illinois University - Carbondale

Student leadership organizations within housing departments provide students with a unique opportunity to impact the direction of the
on-campus living experience, as well as drastically enhance personal leadership abilities. Campus to campus, Residence Hall Associations,
Hall Councils, and National Residence Hall Honorary chapters provide residents with diverse experiences via programming and advocacy.
However, recruitment of student leaders is one of the greatest predictions of success for an organization and is often forgotten in the larger
context of professional staff training. The “build it and they will come mindset” does not often equate for student leadership groups.
Intentional recruitment of student leaders who are excited and motivated to be involved can make or break a growing group.
While seeking basic tips and practices for student leadership recruitment can be difficult, the authors at iPlan Magazine focused energy
on pinpointing techniques to improve student involvement in a post on February 15, 2011. Taking time to relate some of these practices
to our residential organizations can enhance what can sometimes be a tiring recruitment process.

I

Define what your group stands for before
embarking on any recruitment campaign

As an advisor, it is vital to ensure a strong understanding
of the group’s core purpose is understood. Often, the view
of housing administrators and current student leaders
may be off base. Is your organization a programming body or is
the primary focus advocacy and hall improvement? Is your National
Residence Hall Honorary being driven by the four pillars, or is one
highlighted among others? Is council programming complementing
or competing with student staff? These simple questions, often
overlooked, should be asked of both students and housing staff
before a direction can be discovered.

III

Create a sales pitch for your group

Never underestimate the power of an effective
sales pitch or elevator speech. How will the
organization impact residents on campus? What
is the purpose? What do participants get out of involvement? A good
pitch can answer these questions. Once you have developed the
pitch, make sure executive board members, student staff members,
and professional staff members have an idea of what it states. While
students and staff should not be expected to memorize, a consistent
message is vital. Professional staff should be able to articulate the
same message as your association president. A recent example of
an elevator speech used at Southern Illinois University Carbondale:
Area Council leadership opportunities offer residents a unique
opportunity to meet new people and stand out among the crowd.
Involvement provides residents a chance to advocate, build, and
connect to campus while improving the residential experience. Area
Council members advocate for their peers, developing programs and
enhancing their community. Members build upon skills learning how
to network, budget, and plan programs; building their resumes at the
same time. In addition, Area Council offers opportunities to connect
with other students across campus, as well as faculty and staff members
throughout the university. Area council is a great way to learn about
yourself, your institution, and future leadership opportunities.

II

Set the standard early

If participation is minimal at first, this can prove to be
the best time to set the standard for the organization.
It is vital to recognize past difficulties, but not allow
these to define the organization’s future. How effective is group
communication? What did marketing look like in the past? How are
student staff members describing the organization? By setting the
standard early, the culture of the group can change drastically. First
year students have no collective memory of past years; thus, setting a
standard with returning leaders and student staff can be an effective
way to define expectations of future leaders.

IV

Know your constituency

Are your hall councils, RHA, and NRHH
competing for the same residents? How is the
message different from organization to organization? Consider
which group is best suited for residents. Is a focus of Hall Council
developing younger leaders for future leadership organizations like
RHA or NRHH? By purposefully recruiting for Hall Councils at
the beginning of the year, then focusing more energy mid-semester
on RHA and NRHH, students can begin to see a progression of
leadership opportunities, rather than being overwhelmed by
options early in the semester.

V

Do not overlook educational recruitment

While assisting student move-in, make sure
recruitment is on the minds of professional and
student staff. An effective way to ensure a new student
learns about leadership organizations is to mention opportunities
to friends and family during move-in. Another frequently missed
opportunity for student leader recruitment can be the conduct
process. While forced involvement should not be a sanction,
the conduct process does not have to be solely focused on a
student mishap. By encouraging involvement and adding student
leadership organizations to conduct conversations, students are
able to see opportunities rather than only discipline.

Intentional recruitment of student leaders means reaching farther than posters in residence hall common areas. With recruitment being
a focus of housing professionals often during the year, student leadership cannot be forgotten in the larger picture. These techniques are
a great starting place for the development of a successful intentional recruitment campaign for student leadership organizations found
within housing.
iPlan Magazine. (2011, February 15). [Web log message]. Retrieved from http://www.iplanmagazine.com/?p=526

Brought to you by the Contemporary Issues Committee
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Coaching Through the Struggle to Let
By Andrew Pollom, Concordia University Chicago
go in Leadership Development
“Well, there you go,” she said to me over
the phone, finishing her restatement of the
facts of what happened. I could tell in her
tone that she was extremely exasperated by
this situation. Perhaps more disappointed
because we were discussing a resident
assistant, who we all liked and from whom
we expected more from. “Okay”, I replied,
“so what do you see as being the next step?”
At this point I was in full coach mode. I was
speaking to a Resident Director who was
intelligent, self-motivated, and extremely
good at what she did. She was also a new
professional and I realized that this was a
teaching moment. It was an opportunity
to develop her as a professional and leader.
I realized it because a decade or more
ago, I too had a similar learning moment.
As a resident assistant at Indiana State
University, I was confronted with a difficult
decision. I had, while on duty one night,
came upon a party in my residence hall.
Several factors made this a difficult situation
to confront. The students involved were
friends, fellow fraternity brothers, and some,
fellow resident assistants from another
staff. I documented the situation as I was
trained, followed the procedures I was
shown, but then, the next morning, with
a completed documentation, instead of
submitting it to my resident director, I
struggled. I understood the implications
of what I was about to do here. I knew
that the likely outcome would be that
fellow RAs and friends would face
consequences. I also understand that they
may no longer choose to be a friend. I
struggled with what I was about to let go.
I encountered a dilemma that most of us who
have worked in housing and residence life are
confronted by at some stage of our journey.
It often begins at the paraprofessional
level, but it does not stop there. During
nearly ever promotional advancement that
I have made in Residence Life and Student
Affairs- as a graduate hall coordinator, hall
coordinator, Director, and now Assistant
Dean-I have confronted “having to let go”.
While it becomes more natural- you know
what feelings, anxieties, and fears you will
experience and you become more adapt at
addressing those- it never becomes easier.
For the leaders we are developing, beginning
with our paraprofessional staff on up, we

must be prepared to confront these moments
with mindfulness, patience, and coaching.
According to John Kabat-Zinn, in his
book Mindfulness for Beginners, the term
mindfulness is defined as “paying attention
in a particular way; On purpose, in the
present moment, and nonjudgmentally.” It
is a technique that is particularly meaningful
during these learning moments with
leaders we are developing because it offers
a safe space for them to think, process, and
ultimately grow. Mindfulness allows us to
both recognize the experience of the person
we are developing as well as listening to our
own process involved in the development.
We allow the person to safely work through
dilemmas, contemplate potential outcomes,
approaches, reasons, to ask those big
questions if necessary. At the same time, it
recognizes that we, as leadership developers,
are also a part of this process ourselves
and we need to listen to our own thoughts,
intuitions, bias, and consider what, if
anything at all, is appropriate to share in this
moment. I have found more often than not,
very little is important to share. The process
is for the person I am working to develop as
a leader. I exist simply as an ear, a pat on
the back, a nurturing reassurance that this

“We need to listen to our own
thoughts, intuitions, biases...”
process is okay to be going through, expected.
Patience, I have found, is essential because
when you are working with someone
that you are working to develop into a
leader and they are confronted with a
particularly difficult decision, it might take
awhile to come to an answer. Granted, as a
professional we have an obligation to ensure
that particular things are addressed in a
timely manner for the sake of due process,
but if what is being considered does not have
such demands does it really hurt to allow
time for reflection? I think it is important
to recognize here that the process itself is
perhaps more important than the conclusion
and it requires patience to allow that process.
Finally, using a coaching technique is
extremely helpful because it is empowering
and recognizes that the decision, the struggle,

and the process flows through the leader
we are developing, not through ourselves.
We certainly have our own struggles
going through this process, but those are
more related, I believe, to our experience
with the person we are developing. We
might not like, for example, to see them in
distress. It would be extremely easy for us
to jump in and take care of it. At times you
might even be tempted to do so, but the
process needs space and time to unfold. I
could be challenged on why I allowed the
internal struggle to go on within the person
and did not step in? Is it unethical? Well
baring any incident that would potentially
lead to threatening outcomes for the
individuals involved, for which I hope it is
obvious we must immediately intervene,
that is a fair question. My answer is quite
simple, it is necessary if they are to develop
into a qualified and prepared leader and
research on leadership development
would
support
that
consideration.
I recall the prospect of letting go of and losing
some friendships in my own experience.
I could be termed as a “narc”. It was an
unflattering thought for me in consideration
and a painful one. While I had spoken
immediately to my Area Coordinator the
next day about my dilemma, she, to her
credit, patiently coached me through
my consideration of ethics, my role, and
challenging my own considerations
of where the responsibility really lied
for this. Was I in fact doing anything
wrong by doing my job? Was I truly the
one, “letting go”? As I recall this moment,
she was extremely mindful throughout the
process of my feelings. She listened intently.
She consoled and coached. She gave me the
space I needed to develop into a leader.
Here I am, as many of you are or have been,
now coaching a developing leader through
her own experience of letting go. I knew
that she knew what needed to be done.
She realized that this was a violation of
the expectations of our resident assistants
that could lead to removing one from
that position. She was verbally working
her way through this thought. Stating it,
contemplating potential reasons for why and
why not? She weighed her own experience
of letting go. I knew that she knew what
needed to be done. She realized this was a
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violation of the expectations of our resident assistants that could
lead to removing one from that position. She was verbally working
her way through this thought. Stating it, contemplating potential
reasons for why and why not? She weighed and measured benefits
and negatives. She began to outline how she would approach this
with the resident assistant and expressed how difficult this was
going to be. I could even hear her voice cracking up a bit. I just

listened, providing occasional reassurance but allowing the process
to unfold. It would be easy for me to jump in and tell her what she
had to do. It would be easy for me to have all the answers. I was her
supervisor after all; however, I would be jeopardizing this learning
moment. This was her time to grow as a leader. I knew from my
own experience, she needed her space to develop into a leader and
to learn to let go and that is what she did.

Training of Advisors:
Its Relevance and Importance

By Kyle Rice, Southern Illinois University - Edwardsville
Many residence life professionals can
articulate the value of student organizations
like hall councils in our departments.
These groups help our students develop
leadership skills, create programs to
engage and educate their communities,
and advocate for enhancements to the
residential experience. Hall councils have
the opportunity to alleviate some of the
programming burden from student staff
members, develop seasoned leadership
pools for housing associations and student
staff positions, and can be incredibly
rewarding for their advisors. The tricky
thing about student leadership councils is
the ups and downs they can go through.
Some years they are strong. Some years they
struggle. Sometimes they can be downright
dysfunctional. Much of this has to do with
the officers selected or elected, but often
whether a council thrives or merely survives
can largely be attributed to their advisors.
As pointed out in Advice for Advisers often
the advising of our hall councils are the
responsibilities of our graduate students
and entry level live in staff members.
Many times, outside of their own student
leadership experiences, these staff members
have not yet gained experience in advising.
How do we train these individuals for this
novel role they are taking on? Would we
expect our new staff members to inherently
know how to facilitate a conduct meeting?
Or could they be on duty with little to no
training? Should they base their supervision
solely on what they experienced when they
were student staff? The answer to these
questions is obviously no. We train our
new staff members on the many facets of
their jobs so that they will have the base
level knowledge to be successful. However,
often times, advising does not get the

same type of intentional training time that
many other job roles have. Are we setting
up new advisors for failure? What are we
communicating about the importance of
advising and their hall councils when they
do not rate time on the training schedule?
Whether employing an advising program
like Advisor Resource Training through
NACURH or creating an in-house training
program the initial and ongoing training of
advisors can be critical to the success of our
student leadership organizations. Effective
and comprehensive advisor training will
look different on every campus as each
has its own unique needs. Below are
some common training topics to consider
incorporating in to your advisor training.
STUDENT LEADERSHIP CULTURE
– history, philosophy, and purpose of
student organizations; relationship and
communication between organizations on
campus; organization funding and rules;
advisor expectations; election/selection
procedures
ADVISOR BASICS – roles of the advisor;
recruitment, retention, and motivation
of student leaders; difference between
advising and supervising, understanding
your constitution; working with an
executive board; recognition
SPECIAL TOPICS – group formation
theory; leadership development models;
legal issues and ethics; conferences;
parliamentary procedures; fiscal
management
(Topics are compiled largely from Advice
for Advisers and the ART program).

By creating a solid training program for
advisors not only do we prepare them
to be successful in their advising, but
we also emphasize the importance of
these organizations to the culture of our
departments and for the students that
reside with us. Ongoing training and
development for advisors keeps their role as
an advisor present and does not allow these
responsibilities to “fall off the back burner”
during busy times. While training time
with entry level staff is precious, so too can
be the experience one has when advising
a successful student organization. This is
an opportunity for staff to intentionally
develop leaders, engage their residents,
and positively interact with students. Often
times these advising relationships can
largely reflect some of the reasons we choose
student affairs in the first place. But positive
and flourishing student organizations don’t
just happen; they are crafted and nourished
to grow by skilled advisors. Those skills
are developed through time, practice, and
hopefully, a solid training program. On
many of our campuses creating the training
schedules for our live in staff have already
started or will soon. Is advisor training
present on your schedule?
To learn more about the Advisor Resource
Training visit:
Dunkel, N. W. & Spencer, C. L. (Eds.).
(2006). Advice for Advisers: Empowering
your residence hall association (3rd ed.).
Columbus, OH: ACUHO-I.
NACURH.
Advisor Recognition Training
(ART). http://www.nacurh.org/
CAACURH/tmp/1/CAACURH%20
NCC/20111205/oq3d6a1x/
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Social Class
Student Leadership

Review of Social Class on Campus and Our Advisement of Student Leaders

By Emma Mentley, Ferris State University

In thinking of student leadership, we consider many aspects of the student experience in preparation of becoming a successful adviser.
Where are our individual student leaders in identity growth? What do the first-time Residence Hall Association presidents need compared
to our first-time general hall council members? How are our young student leaders balancing effective role modeling and new freedom in
a more autonomous living environment? Reading Barratt’s (2011) Social Class on Campus: Theories and Manifestations has better equipped
me to factor in social class identities and social class culture, while serving student leadership on campus. As Barratt says, “leadership is a
social experience” (p. 95).

Social Class on Campus

I chose to review Social Class on Campus for a fresh and dynamic presentation
of a matter I encounter daily. A must-read, Barratt’s exploration of social class
is paired with relatable experiences and pop-cultural references to increase
the reader’s ability to assimilate to the material. Examples of various movies
and notable personas color and contextualize social class relationships as
well as keep the text playful and easier to digest. Barratt explains social class
in a manner that increases the understanding of its impact: “I see class as
something personal in each of us. Social class is your and my collection of
attitudes, values, and behaviors reflecting a self-identified social group and a
personal identity” (p. 30).

Theories and Manifestations

Barratt (2011) articulates social class as a complex system of multiple attributes (social class as capital, education, prestige, occupation,
culture, and income/wealth) which all influence our day-to-day lives. With use of stories from real students and archetypes (Whitney Page,
Louise, Misty, Ursula, and Eleanor), the facets of class are qualified. Chapters devoted to each social class attribute delve deeper to address
the misnomers such as social class equals money and education alone can alter one’s entire social class.
The book debunks myths from “we are all middle class anyway” to “college is open to anyone who wants to work hard” and opens discussions
on our roles in facilitating class perceptions. The dynamics of majority and minority ethnicity and class experiences are included as “members
of different classes have different ideas about ethnicity” and “members of different ethnicities have different ideas about class” (p. 186).
Each chapter ends with reflection questions and discussion prompts, supplemental for not only a classroom setting but an irreplaceable piece
for the reader to interact with the material and stories. Barratt continues to inspire the reader to understand and identify with his or her
personal social class, which suggests to me that the dissection of your own story is inherently necessary to acknowledge and accommodate
students of varying social classes on your own campus.

Advising Diverse Student Leaders

As advisers, this book can be used as a critical tool to evaluate our student leadership norms, language, and culture. In intentionally
preparing, recruiting, and cultivating student leadership on campus, the use of this text assists in understanding in which social class
languages we speak. “Look at the time and money requirements for engagement, membership, and leadership” (p. 216). In asking ourselves
‘what are the social class expectations on my campus’ leads to reaching beyond the social class bubbles to which Barratt (2011) refers.
With a greater understanding of social class indicators and pride an individual may have in social class identity, can we increase success
of student leadership? I feel with what I have gained from reading Social Class on Campus, I have a much greater potential in doing this.
By increasing our awareness, can we adapt our recruitment and retention efforts by modifying our expectations and accommodate for a
wider variety of social class cultures? Rich with many examples and tough questions, this book gives the insight I was seeking to further
understand the diversity of students I encounter and hope to advise.
Barratt reminds us that “only people create class” (p. 215). We have the power to learn about it, educate others, and apply this knowledge as
we create the students’ experiences in our position as advisers.

Brought to you by the Contemporary Issues Committee

Barratt. W. (2011). Social Class on Campus, Theories
and Manifestations. Stylus Publishing.

PDI
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Professional Development Institute
By Jocelyn Maul, Indiana University and Mollie Rockafellow, University of St. Francis

Spending Friday, Saturday and Sunday in a cabin with 5-8 strangers,
waking up by 8:00am on your weekend away and spending all
day in class doesn’t sound like every person’s ideal weekend. But
Dan Cline, one of the 19 participants of the 2013 Professional
Development Institute, will tell you, “By far this has been one of
the most beneficial professional development opportunities as I
learned more about myself, where I have strengths and where my
opportunities for growth continue to be.”
This was fifth year for GLAUCHO’s Annual Professional
Development Institute (PDI). A weekend long experience offered
to 20 housing professionals with 3-5 years of experience. All the
professionals selected to be in the PDI class of 2013 submitted an
application to be chosen as a participant. The PDI participants get
a chance to learn about five topical areas from five senior housing
officers selected to be faculty by the GLACUHO Programming &
Development committee. The 2013 faculty and their topics were
Tina Horvath (Supervision), Jeff Shoup (Mental Health), Patty
Griffin (Social Justice), Alma Sealine (Budgeting) and Robin
Gagnow, (Facilities and Contracts). Thanks to the generous
contributions of Southwest Contract the institute was free to
charge to participants.
The PDI experience offers many structured and informal
opportunities to learn from the faculty. One of the most impactful
opportunities is the small mentor groups comprised of one faculty
member and 3-4 participants. Each faulty member meets one on
one with each participant in their small group, there they discuss
future goals, professional development plans or any other topic

of interest for the participant. Christine Mihalopoulos, a 2013
participant shared, “Sometimes all you need is someone to hear
your goals and direction and give you some confidence that you
are on the right track!”
Another impactful experience was the chance to learn to maintain
professional connections after PDI. Alma Sealine had some great
advice to the participants, “Just give me a call!”. Throughout
the weekend there were formal and informal opportunities to
network with other professionals. At the end of PDI, Joseph
Hawkins reflected saying “The experience of PDI has really
helped me to remember that I am part of a greater community of
practitioners who are committed to the success of students and
the importance of a holistic education.” Beyond peers and faculty,
there was an opportunity for PDI participants to talk with the
GLACUHO executive board as they arrived to Camp Tecumseh
Saturday night.
During PDI, there was a common theme of reignited passion
for the profession and rededication to individual career paths.
PDI participant Bobbie Cole shared “PDI was just the start of
an exploratory journey for me. I came here ready to learn…I am
reflecting on my experience, my position, my strengths areas of
growth and looking forward to continuing the journey” At the
end of the weekend participants were able to share their reflections
and appreciation for their faculty. Each participant shared the PDI
experience is something they would encourage others to consider
applying for. Participant Yug Gill shared “Everyone in GLACUHO
should think about attending PDI.”
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#SAfit

Mentally Fit: Wellness from the Inside Out
By Jena Eberly, Lake Forest College

If you engage or follow other student affairs professionals on
Twitter, over the last couple of years the infamous hashtag “SAfit”
has appeared with more and more popularity. In our education
community we seem to have developed a hashtag (word or phrase
linked with a # sign that enables easy searches for topics) in our
twitterverse for nearly everything. #SAgrad #SApro #SAgrow #SA…
[insert hobby here]. Within our Twitter world, a unique subgroup
has developed, increasingly engaging with each other by sharing
workouts, tweeting at people to praise them for their efforts in a spin
class, sharing recipes, or lamenting how much they actually don’t
want to work out. I will be the first to admit, I contribute to this
twitter community and they keep me accountable when I’m still in
bed instead of on my run in the mornings. Some of us are fitnessfenes and live and breathe daily workouts. Some of are trying to lose
weight, or just overcome the fear of a public gym. Some don’t tweet
with the hashtag at all but instead just listen to everything that’s
posted. And, all of us are trying to be better. If someone were to ask
me to define the #SAfit community, I couldn’t give you one solid
definition because the posts are so unique and speak to a variety
of backgrounds. #SAfit has become its own community of student
affairs guru’s who really have only two things in common: they have
a twitter handle and they are trying to be healthy in whatever ways
they can.
We often associate “fitness” with physical health, or with any form
of physical exercise. Indeed, “fitness” does have a connotation that
associates it with runners, cyclists, or gym rats. I taught fitness
classes for over seven years and I would often get asked all sorts of
questions about how to be more “fit”, or how to increase strength
or cardiovascular endurance. The truth is we can exercise and run
ourselves into the ground (literally) without focusing on the bigger
question of holistic health. It may counter-intuitive to approach
fitness in this way, but when it comes to keep our bodies healthy, it
just doesn’t make any sense to ignore a key concept that truly helps
us operate every day. True wellness, which includes physical health,
begins with the organ that dictates everything we do: our mind.
All of us are stressed. Our stress levels will vary from week to week,
or from year to year, depending on our work or personal situations.
But how we process our stress directly impacts our body’s ability
to do those #SAfit routines we see blowing up our twitter feeds.
Ironically, most of us will use physical activity as a source to reduce
stress when, sometimes, it’s the getting-to-the-gym piece of our day
that induces more of it! Regardless of what causes it, every one of us
has stress and so do our students.
We work in a field where we are constantly on display for the
thousands of students who will cross our paths during our lifetime.
How we talk about our own stressors and how we handle them does
impact those who are watching us, whether we like it or not. The
challenge for all of us is how to balance our #SAfit goals with the rest

of the wellness package. Becoming mentally fit, as well as physically
fit, takes effort, patience, time, and energy most of us will put other
places instead of to our own mental health. Psychologists believe the
effort to increasing mental well-being is not so far-fetched as many
of us think. They break it into three simple steps:
1. Affirmation 2. Visualization 3. Relaxation
Self-talk is something we do to ourselves all day long. Too often we
cannot pick out the positive statements we made to ourselves during
the day, or we don’t say enough of them to remember what they
were at the end of the day. Affirmation requires positive self-talk
that recruits the so-called “left-brain.” “Simply stating to yourself
certain positive messages actually activates specific neural pathways
that when strengthened tend to promote self-esteem and wellbeing.” (http://www.psychologytoday.com/blog/think-well/201105/
three-keys-optimum-mental-fitness). Check yourself today and see
if you can remember at leave five positive statements you said to
yourself before you leave the office this evening. It’s harder than you
think.
Visualization is a technique used to produce goal images,
processing an event, or even relaxation images. “In essence,
visualization activates the non-dominant or “right brain” in most
people thus exercising important neural structures that further
enhance optimism, confidence, and personal effectiveness” (http://
www.psychologytoday.com/blog/think-well/201105/three-keysoptimum-mental-fitness). Picturing the outcome you want, or
visualizing something peaceful when you are in the middle of
something chaotic is an under-utilized technique to reduce stress.
Trust me, it works, but only in the right context. Visualize in a place
where your stress is reduced. For example, try this on a weekend or
in a space where you feel calm and able to focus clearly.
Finally, relaxation. The biggest takeaway to actually finding ways
to relax is to figure out what you enjoy and prioritize your time
to make room for it. Finding small ways to do this for yourself is
probably the most challenging part of wellness. We focus so much
on the big things we can see as barriers to our health: exercise, food,
or relationships. One of the biggest drivers of wellness is something
we pay little or no attention to throughout our week. Our mind is
central to everything we do, everything we think, and everything
we say. When we feed it negative thoughts or don’t give it a break,
it doesn’t work at its optimum, just like our bodies don’t perform at
their best when we eat the vending machine for lunch.
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Mindfulness, then, is a big part of our daily fitness and often not
thought about in relation to a 5k or push-ups. Being mindful of
our whole health includes how we mentally approach each day,
not just how long your treadmill session lasted. Taking care of
our physical health produces benefits externally and internally for
our bodies. In the same way, a healthy and fit mind will produce
benefits for our entire being. Model the #SAfit community and
channel some of that twitter love to your own mind. You’ll be
surprised at the joy (and maybe even peace) you find as a result.

Brought to you by the Communications & Marketing Committee

Call for Programs
GLACUHO Annual Conference 2013
The 2013 Programming & Development Committee is
preparing for the Annual Conference of the Great Lakes
Association of College and University Housing Officers
November 17 – 19, 2013 in Indianapolis, Indiana. This
year’s conference, hosted by Butler University, is themed
Crossroads of GLACUHO. We invite you to join us in
building the crossroads of our membership through your
program proposal for the 2013 Annual Conference.
GLACUHO is proud of the willingness of its talented
members to exchange ideas and share knowledge with
fellow professionals. We ask you to consider contributing
your time and energy to present your experiences, best
practices, programs, successes, and/or challenges as a
housing professional. In addition, we also ask you to partner
with and/or recommend Senior Housing Officers, faculty
members and/or other colleagues to present programs at
this year’s annual conference. Your participation will help
ensure a meaningful conference experience for everyone.
While this list is meant to give you ideas, know that many of
our great programs have been created by professionals, like
you, who have seen a need and addressed it through their
presentation. Don’t let this list limit you! The Programming
& Development Committee hopes to develop an overall

conference schedule which is appealing to all members of
our association.
The Programming and Development page of the
GLACUHO website also offers tips on development and
presentation of your program. These may be helpful in
planning for your program. We also encourage you to keep
your eyes open for information on an upcoming webinar
(Date and Time TBD) from past presenters, committee
members and GLASS award recipients regarding tips and
tricks for creating and presenting excellent conference
sessions!
The Programming and Development Committee continues
to work hard to make your presentation experience
successful. On behalf of the entire committee, thank you for
submitting a program proposal and for your contribution
to your professional association! If you have any questions,
please feel free to contact either of us.
Sara Dickey, Programming and Development – Chair
(programming@glacuho.org)
Alison Sinadinos, Programming and Development – Assistant
Chair (pdassistant@glacuho.org)

Beginning Monday, April 8 you may submit programs proposals online at www.glacuho.org! Program proposals are due by

Monday May 20, 2013 at 11:59pm (CDT)
In the past, our programming efforts have included session on the following topics:
Academic Initiatives
Apartment Housing
Budgeting & Fiscal Planning
Career Advancement & Planning
Conference Services
Crisis Management & Safety
Dining Services
Diversity & Social Justice
Emotional & Mental Health

Facilities, Construction & Renovation
Faith & Spirituality
Leadership Initiatives & Advising
Judicial Affairs & Student Conduct
Personal Wellness
Research Methods & Assessment
Students & Parents
Technology & Social Media
Living & Learning Communities
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Holistic Student Conduct:

Bringing care and growth to students in a challenging situation

By Miranda Perry, The University Center of Chicago

“So you’re one of those cold hearted logical types, huh?” The
professional who uttered this statement to me was doing so in
response to my preceding comment of, “Student conduct is a passion
of mine.” They had asked their question partially in jest, but it was
lined with a paradigm I have found to run pervasively in the field of
residence life. It comes in the raised eyebrows, the wrinkled noses,
and the comments like, “Ugh, how much conduct do you do? That
sounds terrible.” These statements seem to follow me around at social
events or professional conferences relentlessly. On the occasion
when I have asked where their passions lie, or why they dislike the
functional area of conduct, I have frequently heard answers along
the vein of, “It makes me anxious; I’d rather work with students who
want to be there; Sometimes it is just a waste of time – they are just
going to do it again.”

record of their interactions with students. Personally, I have found
that Evernote, an online note taking application that is also available
on most mobile devices, I find to be invaluable for this.2 I take notes
after elevator interactions, parent handshakes, and even observations
in the dining hall. I may never use any of it – but if the moment
comes, I’m ready.

It might surprise you to know if you are one of those that find student
conduct to be the worst part of your job, that those exact statements
have run through the mind of every passionate student conduct
officer at one point or another. We all feel the same anxieties, and in
all honesty, we all have a few students we’d just rather never see again.
It has been my experience, however, that the difference between a
professional who enjoys student conduct meetings and someone
who dreads them, has little to do with the student and more to do
with the approach, viewpoint, and preparation of the professional.
When we say we want to develop “holistic students”, we often
picture a student who has the potential to be a paragon of leadership
--malleable clay ready for sculpting. They are ready, willing, and able
to learn and succeed. They are epitomes of Havighust’s “teachable
moment”. 1
The lumps of student clay that enter my office are not shining
examples of expected greatness in the eyes of their professors or
institutional staff members. Some of them are viewed as missed
opportunities; others still may not appear to have the correct
consistency of leadership qualities. The one connection that links
every student that passes through my threshold is that they all walk
in on the defensive, and they all feel like they are in trouble with our
institution.
Before we get to that first hello, we have to go back a little bit. The
development of a successful meeting starts before the student
even [allegedly] violates a policy. It starts with the administrative
preparation taken by the person holding the meeting. If you are
a hall director, graduate or full-time, then you are responsible
for having your finger on the pulse of your buildings, floors, and
learning communities as much as possible. You should have a visible
presence, or at the very least, your name should be made known to
every resident under your care. For some this may start with letters
sent out before the students arrive, or even just being present during
move in. My advice is to take notes on the students you meet and
the things you learn – they will serve you well in the near future.
Every housing professional should have a place where they keep a

The institution where I currently work has a homegrown conduct
system, so it allows me to develop my own system of note taking
for my meetings, which is something that could be adapted should
you use a specific conduct management software. For example, I
have a word document created for every student, each time I meet
with them. This allows me to take notes during the meeting, but
more importantly, it gives me time to look up their incident report,
review any existing notations I have on the student, and type up any
information available to me into one document before they even
walk in the room. This is all prepared, albeit sometimes while staying
late at the office the night before, for all of my meetings the next day.
It takes a shorter amount of time than you think, and can mean a
world of difference between a defensive, disengaged meeting and an
educational one.
The final act of preparation involves my office space itself. At the
2011 Association of Student Conduct Administrators (ASCA)
Conference, the closing banquet speaker was Dr. Larry D. Roper,
Vice Provost for Student Affairs at Oregon State University. He began
a story that told us of a meeting he held in which a white male student
bluntly asked Dr. Roper , who is an African American man, “Do you
even like white people?” When Dr. Roper replied that he had no
biases against any race, and asked the student what had prompted the
question, the student replied, “because of all of your books. They’re
about black people.” Dr. Roper used this example to show all of us in
the room about how important our office environment can be when
setting the tone of a meeting with a student. Can your students see
themselves represented in your office? Will they feel welcomed and
safe? Do the decorations or reading materials you display reveal any
unintentional biases? While you may not agree with this analysis,
it was something I took to heart. My students sit diagonally from
me, and not over a desk. My walls are decorated with artwork that is
both diverse and educational. I have taken measures to be sure that
my political, religious, and even ethnic affiliations are not displayed.
Instead, my students can see the pride I have in their school by the
athletic schedules and fine arts event posters I have on the walls.
All of my most interesting artwork was given to me by current and
former students and serves as a conversation starter. I take pride in
my office environment, minus the ever-present paperwork clutter!
After all of this forethought and preparation, it is time to meet with
the student. I will have reviewed the incident report as well as their
previous history in their personalized file. I look over any notes I’ve
made and am prepared to ask them about how their exam went, their
major, or their latest athletic competition, should I have records of
previous interactions.
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Although this sounds like it may take a
significant amount of time, this review takes
all of 30 seconds. The conduct meeting
starts with the most important topic at
hand: the student. I open with, “how are
you today?”, followed quickly by the second
most important piece, their academics.
Asking how their classes or coursework is
going may segue into “tell me about what
you want to do with your major?” or even
at a particular point in the year, asking
about job applications or internships.
I always take five to ten minutes to either get
to know the student, or to catch up on their
lives. I want the student to know that I’m
interested in so much more than whatever
they did that landed them in my office, and
it’s so important that sentiment is clear to my
students. We’ll get to the conduct issue soon
enough. But first, it is about them and how
they are succeeding in school. The secret
part about this whole initial conversation
is it gives me facts that will allow me to
tie their [alleged] policy violation back

to their lives: For example, I usually ask a
student, “Talk to me about how what you
did upholds the tenets of your fraternity?”,
or “You mentioned how proud your mom
was of you going to college, would she be
proud of this behavior?” I also ask questions
like, “Talk to me about how you’re setting
a good example for your siblings by being
here – and how this incident affects that.”
My conduct meetings typically wraps up
with giving them an insight, if warranted, to
the sanction, and tying the imposition of the
sanction directly back into the conversations
we’ve had about the incident and their own
lives. The sanction will hopefully reflect the
fact that I’ve heard their side of the story, and
that it is important to learn that all actions
have consequences. If the meeting has gone
as planned, the student nods as they listen
to the sanction and begrudgingly admits
that they understand I’m not sanctioning
out of spite. Even if they are upset, the most
important thing is they feel that I’ve listened.
After they walk out of my office, I write a few

additional notes into their file so they can
be assured that I’ve listened the next time I
see them. I’ll ask how their sick brother is
faring, or how that math test went; anything
to show them that while they wouldn’t have
chosen to meet with me, they now have
another resource who cares about them.
Student conduct is at times not only
challenging and heartbreaking, but also
rewarding and filled with opportunity. I
like to think that the concern I have for my
students and the care with which I prepare
my interactions with them demonstrates a
warm and caring heart. While it may never
be the most favorite part of your job, student
conduct and housing goes hand in hand. We
must be prepared as housing professionals
to believe in our students at all times, even
the challenging ones. Correct preparation,
a comfortable environment, and a positive
mindset can do wonders to set the stage
for a meeting that may not just alter future
behavior, but actually touch our student’s
lives in ways no other experience can.

All About ART (Advising Recognition Training)
By Kevin A Prothero, Manchester University
Jody Stone, Eastern Illinois University

Many of us struggle when it comes to advising hall councils, clubs,
or organizations that are staffed by student volunteers. Inconsistent
schedules, waning motivation, undeveloped skill sets, and lack of
direction are all challenges that must be overcome in order for
student organizations to succeed. Advising groups through these
murky waters seems a daunting task at the best of times. Methods
and best practices to achieve this navigation is what the Advisor
Recognition Training (ART) certification offers.
ART was developed using NACURH resources by Norbert Dunkel
and J. Diane Porter who identified a list of competencies that
enabled professionals to thrive in an advisor role. SAACURH
and SEAHO also made contributions toward the development
of ART workshops with the result of ART sessions offered at the
1997 SAACURH. Since then the ART program has maintained
a strict “teach the teacher” mentality that has allowed it to live on
and improve. To further improve competence and understanding
the Masters ART certification has been implemented to provide
additional areas of growth for professionals.

NACURH has standardized the ART certification process in our
region. The requirements for the ART Certification are as follows:
Completion of the 5 ART core sessions (Advisor as an Information
Resource, Student/Group Development Theory and Models,
Recruitment and Retention, Meetings and Activities, Working
With an Executive Board), 3 ART elective sessions, advise a
residential student organization for two years, attend a NACURH
affiliated conference (not including state conference), and attend a
NACURH business meeting (regional or national level).
It is the goal of the Contemporary Issues committee to provide a
program track that will allow our conference attendees to complete
the 5 core session requirements if they attend the entire track. By
starting this process at GLACUHO 2013, professional staff can
attend the 2014 NACURH conference to finish the remaining
requirements for their certification, not including the advising
piece. If you are interested in the ART Certification please learn
more from the NACURH website or Google search of the Advisor
Recognition Training Certification PDF.

Brought to you by the Contemporary Issues Committee
Photo credits: www.lansingart.com, www.ranpict.com
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Book Review By: Jenn Kosciw,
Loyola University Chicago
Many of us have taken the Myers-Briggs Type Indicator® (MBTI®) at
some point in our careers to understand our personality and how it
affects our behavioral preferences. Whether an INTJ, ESFP, or any other
combination, we may own some letters with pride and struggle to fully
accept others; particularly if we have to control some preferences and
learn to fake others in professional settings.
When committee meetings, conference socials, and group brainstorming for our
department’s next big initiative seem to abound, introverts (the is in MBTI® results) can
sometimes feel lost in the shuffle and ready to run for solitude. In Quiet: The Power of Introverts in a
World That Can’t Stop Talking, author Susan Cain carefully weaves together psychological
research, historical examples, personal experiences, and conversations with others to delve into
the minds and lives of introverts and explore when and how extroversion became the cultural
ideal in an array of United States social contexts.
Cain points to the rise of the “Extrovert Ideal” during the expansion of industrial America—when
“citizens” quickly became “employees”—as the turning point for introverts in America. Since this
time, the desire for extroversion has crept its way into our upbringing and education; desks are set
up in pods in elementary schools to force collaboration, Harvard Business School students are
expected to exude confidence (or feign it if they do not) in the face of incomplete information,
and more offices across the country are set up in open structures where no one needs privacy
because everyone should brainstorm together.
In Quiet, Cain explains why these approaches, while
inexplicably “ideal,” are not always effective. Introverts
can have a difficult time thriving in these environments,
and while she does acknowledge that in some instances
introverts need to “fake it ‘til they make it,” she also
maintains they are inherently introverts at the end of the
day. They also have strengths to offer that extroverts
often do not.
The nuggets of research-based findings about extroversion and introversion that Cain
incorporates throughout Quiet are poignant points for college and university housing officers to
integrate into their interactions with students and colleagues alike. For example, it may be
important to recognize that introverts tend to have high-reactive temperaments and therefore
experience more sensitivity to certain stimuli—like responding to a resident experiencing suicidal
ideation—than extroverts will. We should take this into account when debriefing with them about
this type of experience.
Although not expressly written from a student affairs or higher education lens, Quiet offers a
wealth of information for housing professionals to transfer into interactions in their work, and even
within their personal lives. To effectively cultivate holistic student leaders, we have to feel whole
ourselves, and Quiet offers an opportunity for introverts and extroverts alike to disconnect from
the outside world and reflect on how to better utilize this personality trait in our work and
relationships.

Brought to you by the Communications & Marketing Committee
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JENN’S TOP 5 TIDBITS:
#1 | BREAK UP TEAM BRAINSTORMING
Research shows that when people brainstorm in groups, performance
gets worse as the group size increases. With groups of larger numbers
producing fewer and poorer ideas than groups of smaller numbers.
This is often due to social loofing, production-blocking by one group
member and evaluation apprehension. Consider soliciting individual
ideas via one-on-one meetings or e-mail before asking from a large
group. Read Chapter 3 in Quiet for more.
#2 | USE ATTENTION WISELY
Research by psychologist Gerald Matthews proves that introverts
and extroverts direct their attention to different things. Introverts often
wonder, imagine, recall past events, and make future plans. Extroverts
focus more on the here-and-now. Keep this in mind when organizing
groups or delegating tasks. Read Chapter 7 in Quiet for more.
#3 | FORM SYMBOLIC PAIRS
Pairing introverts and extroverts creates more successful teams,
allowing leadership and tasks to be divided along strengths. When in
an introvert-extrovert pair, introverts view conversations as a “breath
of fresh air” focused on cheerier topics, while extroverts feel they can
relax more, confide problems, and be free of being falsely upbeat.
Think about the power this can bring to mentor pairs. Reach Chapter
10 in Quiet for more.
#4 | CREATE INTROVERT-INCLUSIVE SETTINGS
When designing work space, develop settings where people can
create their own appropriate vignettes for collaboration or solitude.
Introverts, find your “restorative niche,” your go-to place to recharge
and get back to the true you. Read Chapters 3 & 9 in Quiet for more.
#5 | IDENTIFY CORE PERSONAL PROJECTS
Professor Brian Little, a former Harvard University psychology lecturer,
believes that our lives are more fulfilling when we have core personal
projects that are meaningful, managable, not overly stressful, and
supported by others. To identify yours, Quiet’s author Cain suggests
three things:
• Think back to what you loved to do as a child or said you wanted
to be when you grew up; the underlying concepts in those answers
can still ring true in your life today.
• Pay attention to the work toward which you gravitate
• Pay attention to what you envy; jealousy tells the truth
Use this concept to refocus on your own work, or to inspire colleagues
and students to find their talents and purpose. Read Chapter 9 in
Quiet for more.

RESOURCE ROUND UP
Still not sold on reading this
New York best seller? There
are a few other resources
to help you get there.

Check out Susan Cain’s website,
which contains her Quiet Quiz,
Manifesto, and additional book
reviews.
Hear her TED Talk “The Power of
Introverts.”
Like her on Facebook!
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Diversity in Supervising
By Andarius R. Taylor, Central Michigan University
In the work environment, there are many factors that play
into successful supervision. Each work setting will always be
different, therefore a singular strategy is difficult to determine.
Looking at today’s society and how much emphasis is placed
on inclusion and diversity, it is appropriate to examine what
creates the best setting for workplace relationships regarding
supervision. This article contains information and ideas that
can be used to develop strategies for supporting diversity in
the realm of higher education and business. The motivation
behind this piece is looking through the lens of a potential
employer or supervisor and wanting to demonstrate the
most effective leadership among my employees. In this piece,
you can expect to discover the challenges of exemplifying
diversity in supervision as well as some learning outcomes.

1

Additionally, I will include some personal helpful tips that I
believe are valuable in any setting where diversity is welcome
and needed.
As a soon to be graduate of the Educational Leadership
Master’s program at Central Michigan University, I have a bit
of experience working in diverse settings at my institution.
Although I am not currently an employer, I have been in
positions of leadership that have afforded me the opportunity
to display my skills in supervisory roles. What I have learned
and noticed were the unique traits I had to develop and utilize
which would vary among the different people or groups in
which I had lead.

To begin, let’s identify two challenges that exist in diversity in supervising from a broad perspective.

Experience: If a supervisor is only familiar with working with people and settings that are

comfortable and similar to them, they may have a difficult time adjusting to the needs of others and excelling in
various situations. It is okay to feel like one is in new territory as far as management, but this provides the perfect
opportunity for employees and supervisors to learn about themselves, each other, and to grow as a unit. In
higher education, experience in diverse settings is now expected to be among basic strengths when considering
the diverse populations which an institution serves. A recommendation for this challenge is taking advantage of
professional development opportunities that focus on working and serving diverse populations. This will allow a
supervisor to communicate and assist all of their employees on a basis of their specific needs rather than a more
general approach.

Understanding/Communication:

2

Supervisors already face the
challenge of managing a number of people on a daily basis and communicating with them effectively.
It is one thing to be responsible for a small group of employees, but it is an entirely different ball game
when accountable for multiple groups of people and/or departments. How is one able to support such
a large group? Are there challenges for managing a smaller group? There are definitely challenges in
overseeing any number of people, but there is no answer but effective communication that will place all
parties on a solid ground of understanding. As a supervisor, one has the projected role of understanding
all of their employees. This is not the sole responsibility of a supervisor, but if able to show competence
in regard of serving and overseeing others, the supervisor is then favored. Genuine care towards
understanding not only the unique needs of employees, but also who they are as individuals, translates
into productive work environments and healthy relationship building.

The learning outcomes for showing diversity in supervision are to be received by both
the employees and supervisor. This is paralleled in the realm of higher education;
students and professors should have learning outcomes after taken a course.

1
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The following should be considered:

Multiple Perspectives: Although the manager of a business may be viewed in the highest

regard of a company, it is my experience that employers need the perspectives of others in order to be successful.
This is an important attitude because there is always a piece of advice an employer or educator could receive
that would benefit them in their service toward others. There are administrators and secretaries in control of the
operation of a particular department or office, and supervisors should definitely utilize their opinions. They are
the ones who know the ins and outs of daily functioning and communicate more closely with fellow workers. Not
only will taking in multiple perspectives increase diversity of opinion, it also shows that supervisors are connected
to those whom they work with and genuinely care about the execution of tasks performed. Failure to do so may
result in a lack concern for the thoughts of others and may appear self-centered in leadership.

Effective Management:

2

In experiencing management of different groups and
organizations it is expected that a supervisor display effective management throughout their leadership.
This outcome could be determined by seeking the feedback of colleagues and employees along with
the careful reflection done by self-evaluation. Exposure to various supervisory roles develops and
strengthens ones comfort and confidence in their ability to lead effectively. Supervisors should work to
have experiences with different cultural groups as this can be a huge asset in obtaining knowledge that will
assist them to develop more diversity in their supervision. Exposure to multicultural groups and diverse
settings creates an entrance to an understanding of the roles that exist throughout any organization which
will help supervisors to grow and develop a more diverse management style. Employers should know how
to lead and serve while making strong connections to available resources.

I would like to include a few personal tips I believe will benefit anyone seeking more diversity in their
supervisory style or similar leadership roles.

First: Enjoy the challenges that come with new and

unfamiliar experiences. You will never have a permanent
uncomfortable position in your management; therefore, adjust to
the kinks and utilize those experiments for the experience.

I believe that diversity is the
exploration of cultural and
multicultural ideals and making an
Second: Not only would it be wise to consider the advice interconnected
bond that satisfies
of colleagues and fellow coworkers, but supervisors should also
reflect on the feedback given by those in which you supervise the development of any environment
directly. Building strong relationships in the workplace is a critical
in which it is welcomed.
component in successful supervising. Displaying a healthy level
of access for employees shows them that you are attentive in their
work lives and are present should they be in need of you directly.

Incorporating good supervising
Third: I would encourage anyone in this level of their techniques will further support the
leadership is to develop and strengthen their understanding of goal of diversity and expand success
diversity. It can be defined in so many ways and you want to be
in the workplace.
able to adjust your definition to parallel a particular person or
group. You want to embrace and respect the differences that occur
at work or in a classroom and in doing so growth and maturity
are sure to follow.
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Taking the Sophomore Experience to the Next Level:
A look at Ferris State University’s Sophomore leadership development learning community
By Jessica Ward, Eastern Illinois University
Each fall semester, Ferris State University
has many students move into Clark Hall.
However, only a select few are able to be
a member of the Sophomore Leadership
Experience and Development (SLED)
learning community. The twenty five
students in this community are mostly
graduates from the First Year Experience (FYE) learning community;
however, the program has started to expand to any sophomore
looking for such a great leadership experience. These students are
focused on expanding on the leadership skills they learned in their
first year in residence life through a hand on approach.
Joanne Robertson, Clark and Helen Ferris Hall Resident Director,
was very excited to share this program with GLACUHO and
described how each participant in the program is given a curriculum
to follow, which includes “mentoring a first year experience student,
facilitating two residence hall programs, complete at least ten hours
of community service, hold a leadership position on campus, attend
two cultural events, complete a goal sheet and hang it outside of their
room, continuing work on their resume, and hall participation.” She
stated that, in the three years she has been working with the learning
community, the students have become focused on mentorship with
the first year students and more recently have become empowered
to continue their own growth. This empowerment has resulted in a
SLED leadership board, which functions as the accountability for the

students in this program. Joanne expressed that the biggest success
she has seen in this program was watching the SLED students take
ownership over the program to create a constitution and form the
Leadership Board.
When asked about her idea for the future of this program, Joanne
stated that she would definitely keep “the goal setting program we
do for them at the beginning of the year. All students were able to
share their goals for the year and put from up outside their door
to help each other with accountability.” The academic core of the
program is the area she is most focused on improving for the future.
Joanne has already started implementing this change by bringing in
the tutoring center for the SLED students, and they interact with
the faculty member assigned to Clark hall. Joanne expressed that
she would love it if the SLED program could have its own faculty
member assigned to it in the future.
It is evident from hearing the passion the SLED students have for this
living learning experience that Ferris State University has developed
a highly successful program. The sophomore living learning
experience is helping give a group of their sophomore students’
focus for their future and the ability to share their successes with
the students whom will be the next generation of SLED participants.

Brought to you by the Student Learning Committee

Facilities and Operations Technology Inventory

By Kimberly F. Hardaway, Purdue University
Every college and university is different-from the types of students who are being
served, to the organizational structure; it all
varies from institution to institution. There
are even countless software programs being
used for things like room assignments,
judicial case management, resident assistant
programming, and maintenance inventory.
With all these choices, it can sometimes
make the decision to choose a vendor very
difficult.
Recognizing that there are various types of
information technology (IT) that housing
departments in the GLACUHO region use,
the Facilities and Operations Committee
created a survey designed to identify who
is using what programs and to share the
experiences of using those programs with
everyone in the region. The survey looks at
17 different categories of typical IT systems
that housing departments may commonly

use. Since some housing departments create
their own software programs to manage
their departmental needs, electing not to use
a third-party vendor, there is an option for
the institution to select ‘home-grown’ in the
survey.
Twelve institutions have completed
the survey to date, and similarities and
differences within the region are beginning
to appear. A trend noticed within the
housing management/room assignments
category is the use of Adirondack Solutions’
program ‘The Housing Director’. Another
trend is that CBord is a common card and
access management system for the facilities
and operations side of the house. With
these results, we are hoping that various
departments can call on each other for advice
and feedback. For example, if a housing
department was looking into purchasing a
new room management system

Brought to you by the Facilities & Operations Committee

program, they can call another department
who is currently using the program
they may be interested in to discuss the
successes, challenges and limitations of the
software. Of course, the vendor would be
able to cover this information, but there is
nothing like going to an actual user for this
information. The same can be said for those
software programs that are ‘home-grown’;
an institution can share why they decided
to develop their own system as opposed to
using a third-party vendor.
We still need your input with the Technology
Inventory Survey if your institution or
department hasn’t responded.
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Developing Holistic
Leaders
By Shahed Kadem, Grand Valley State University

What is holistic leadership? The
word “holistic” itself implies there is
something beyond keys, order forms,
facilities, and anything present in the
physical and tangible world.
Holistic leadership is “a) being able to lead
from the mind, the heart, and the soul; b)
to apply a methodology that encompasses
a developmental, systemic approach in
order to impact oneself as leader, others
as followers, and the environment; and
c) a process that should reflect a journey
that leads towards transformation at
the individual, team, and community
levels.” Holistic leadership is then built
off of knowledge (of self and others),
self-awareness (of actions, emotions, and
perceptions), and reflection and openness
for change. Change - not externally,
but to transform the inner self. Holistic
leadership is the next step. The challenge is

to understand oneself as a spiritual being
composed of a mind, heart and soul.
Spirituality is often confused with being
religious. However, there is a distinction
between the two. Religion has customs,
traditions, and values which a group of
people ascribe to and choose to practice to
feel a sense of belonging from a community
sharing common beliefs. Religion is what,
where, and when (prayer, going to a place
of worship, etc.). Spirituality is how one
lives in the world, it is how one is present in
this moment, and it is developing awareness
of one’s humanity as a whole - mind, heart,
and soul.
Spirituality is not religion but rather a
journey one of any faith or non-religious
path can take to understand who they are
and their purpose in life. Various world
religions encourage practitioners to be
compassionate with others. Spirituality
encourages one to understand compassion
as a process and journey rather than an
end result of giving from one individual
to another. Religion and spirituality are

connected and one can be both religious
and spiritual. They are not opposing
but rather can be complementary and
independent of each other.
Spirituality is central to developing oneself
as a holistic leader because it requires
internal transformation, as opposed
to external - i.e. public speaking skills,
supervision and delegating. Developing a
balance between the external and internal
worlds is important but often focus is
on the external (i.e. skill competency
development). Although logic and
information is needed to understand our
external world, one should also challenge
themselves to also learn about who they
are by reflecting on experiences and
relationships with others.
As with any challenge, understanding
one’s interest or investment in developing
spirituality is important. Just as students are
encouraged to hold themselves accountable,
holding oneself accountable to one’s
spiritual journey will have to stem from a
strong commitment towards the journey.

To help facilitate this learning process, here
are a few article suggestions which assist in
developing understanding or awareness:
Best, K. C. (2011). “Holistic Leadership: A Model for Leader-Member Engagement and Development.

Provides detailed theoretical overview of holistic leadership and how it can help us become more effective and transformative
leaders. In our field, we develop resources and community to give students the opportunities they need to discover their purpose
and meaning in life. This article discusses how we as leaders in student affairs can learn to supervise not from power and
authority but by creating communities motivating students to create, develop and change to find their purpose and meaning.
Prothero, S. R. (2007). Religious literacy, what every American needs
to know--and doesn’t. NY: HarperOne.

Bradberry, T., & Greaves, J. (2009). Emotional intelligence 2.0. Sorrento
Valley: Talent Smart.

Understanding religions in the U.S. and how religion has
impacted U.S. culture and history.

Emotional intelligence is understanding heart and developing
awareness of emotions and how they impact others. EQ is
different from IQ (intelligence quotient) because IQ is reason,
logic, and facts.

Brought to you by the Inclusion & Equity Committee
Photo credit: www.aaablogs.uoregon.edu, www.foolishwisdom.com
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What’s Unique About Res
Life at Albion?
“The department is small,
so the RDs are able to do
a lot more than we might
be able to do in a larger
department. We are able
to learn so much and get
some valuable
experience shaping the
program, its goals, and
really affect our students.”

The number of
students that
reside on campus
with a 4-year
residency
requirement.

What Are Some Campus Traditions?
“The Rock! Students love painting it, but it can only
be done at night, so it is almost always done in
secret. It's a surprise to see what it has been
painted as. The RDs even take part in the tradition
by painting the rock during our summer training.“

Total
students
enrolled

“If you look at our
campus Quad
from an aerial
view, the
sidewalks take
the shape of our
school shield!”

What Makes Albion Unique?
The mascot is the
Albion Britons.
What is a Briton?
The term refers to
Celtic people of
the island of
Great Britain.
By Lindsay Faultstick, Kenyon College

“The individual relationships we
are able to build with our students
and the individualized attention
they receive. We know our
students; we know what is going
on in their lives, how they are
doing academically and socially.”
Graphics by Kate Gannon, Loyola University Chicago
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Motivating Students Through Recognition
By Danielle Burke, Northwestern University
They say the best things in life are free.
Nothing is more true than the ways we
recognize our staff, colleagues, friends,
and family. As a junior at the College of
Charleston, I was served as an Assistant
Residence Hall Director. That year was
especially busy for me as I had accepted
this position at a non-traditional time and
simultaneously changed majors, which
resulted in a full load of classes while also
trying to balance the demands of a typical
over-extended college student. During
this time, my Director went out of her
way to solicit cards, notes,small gifts from
my staff, students, co-workers, and family
that she compiled and presented to me.
Although this may be an example of a
detailed recognition effort, it was incredibly
meaningful. I was fortunate to have had
this experience so early in my career. The
efforts shown to me not only provided the
confidence I needed to pursue a career in
student affairs, but also showed me that,
regardless of what I pursued professionally,
I had people to support me along the way.
Recognition, in any form, can have just as
large of an impact when done with sincerity.
Recently, my current supervisor, who is
extremely busy juggling full time work, a
dissertation and a wonderful family life,
took time to make a door decoration for
each of the employees he supervised. The
door decoration read: “You are appreciated
s’more than you know” and was adorned
with an image of a roasted marshmallow.
The knowledge of the time and care that
went into this seemingly simple act was
so powerful to his staff. This is just a small
example of how things we do to show we
care can go so far.
Throughout my personal and professional
life I have come to understand the important
role recognition plays in my relationships
with friends, co-workers, staff and students.
Through intentional recognition, I have
seen an increase in motivation, confidence,
accountability, and team relationships
among student staff members. Whether it’s
a handwritten note, small gift, or just a few
words, we seem to have an inherent need
and drive for recognition. Each of us desires
different forms of recognition, but we all
desire to be praised.

There are both empirical ties and anecdotal
examples to support this claim. Gallup
research has shown that engaged employees
are loyal and productive when leaders have
an impact on their engagement . If we can
do something small to help make a staff
member or student feel more engaged,
resulting in more effective productivity, why
would we not take the time to do so?
I am not advocating showering people with
praise when it is undeserved simply for the
sake of recognition, but I do believe there are
things we can be doing each day to enhance
others’ lives. There are many different ways
to use recognition in your everyday life.
When looking to recognize someone, it

comfortable with the recognition that you
are giving.
An example of increased recognition at
my current institution was to establish a
monthly award system with our resident
assistant staff. This program led to an
increase in accountability among peers as
the resident assistants began to nominate
each other for categories which included
RA of the month, Program of the month,
Bulletin Board/Door Decorations of the
month, and Encourager of the month. The
final award, the Servant Leader Award, is
picked by the supervisors and awarded to
the resident assistant who consistently goes
out of their way to help others. Through
this program, the resident assistants have
had to be aware of the efforts of other staff
members and then verbalize why a specific
staff member should receive this award.
Within my own staff we participate in weekly
recognition adds some accountability. Each
week a fun object (could be anything you
choose) is passed to the “RA of the week.”
This is a self-selected program where the
prior RA of the week awards the new RA of
the week. Through this initiative, I have seen
an increase in accountability, compassion,
understanding, and engagement in my staff
members .

is important to consider the preferred
approach. I first think about the availability
of the person I am recognizing, especially if
I’m looking to do something larger for them.
Of course, we want someone to be present if
we plan a large, public form of recognition!
Secondly, I would also consider the person’s
preference of recognition. It would be
inappropriate to throw a party or parade for
someone who does not like to draw attention
to themselves. A different approach could
include something less public, like an email
or note. Finally, it is important to keep in
mind your own comfort zone. In order to
be sincere, you want to make sure you are

Last semester, I created a “refrigerator” in
my building and encouraged students to
post their good grades, as one might do on a
home fridge. Our “refrigerator” was simply
a large piece of white paper hung over a
door with a makeshift handle illustrated
on the paper. When students posted their
accomplishments, I would send them a
card that said, “You are such a SMARTIE!
Congratulations on ____” and included a
Smartie candy. My students were excited
to have a place to publicly brag about
themselves and also enjoyed the personal
note they received from me. I even began
finding posts from students who did not
live in the building but wanted to be a part
of the program. Again, there are many ways
to recognize people and there is no right or
wrong way to do it. I do believe that a little
thought and recognition goes a long way
towards motivation and productivity.
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Bobbie: Why did you enter into the housing
profession and why do you stay?
Jena: I’ve stayed in it because I’ve seen
how much I’ve grown professionally and
personally. I work with professionals who
understand my goals and support those
ambitions. I also really love how supportive
our field is of each other. One of my initial
pulls into higher education in general was the
ability to help others discover their vocational
calling. I do feel I get the chance to help
students process this every day in my job, and
it’s incredibly rewarding.

Bobbie: How does your work with International Students and Living Learning Communities contribute to holistic student leadership
development?
Jena: I believe the work we are doing at Lake Forest College to create themed and living-learning communities really integrates the
learning process for our students. We know, as student affairs professionals, that learning happens everywhere, and it’s important to
include our faculty colleagues in this process when we can.
Bobbie: What are 1-2 best practices that you would like to share with the GLACUHO membership in regards to these topical areas?
Jena: Build your network before you need it: building relationships with faculty and other staff members on campus are crucial to any kind
of successful collaborations. Many of us are relationship-oriented people, and there is great benefit to capitalizing on these traits. When
we form relationships first, I believe we have a new opportunity for collaboration. We can see our colleagues more as partners in student
learning, rather than just colleagues.
Get the history: One thing I wish I would have done more thoroughly is understand the student history within the building. If you are
attempting to build a themed or living-learning community, it is possible students may be protective over a building that they have lived in
for several years. To introduce changes will be difficult in any setting, but it’s important to make sure they feel heard in the process. Reality
is, not everyone will be happy with the changes that your office may be making. But, the transition will be much smoother for everyone if
they have an opportunity to share concerns and ask questions. It also gives them an opportunity to talk to staff whom are directly involved,
and can humanize you to students so they see you more as their advocate, instead of someone behind emails enforcing policies.
Bobbie: What is your favorite thing about GLACUHO?
Jena: I am brand new to the GLACUHO community! My favorite thing about this group is the connections between everyone. It seems so
many people have history of working together, attending the same graduate school, and/or working in the same city. I am really enjoying
getting to know other colleagues in my area that I may not have met, if it weren’t for GLACUHO!
Bobbie: How does GLACUHO Contribute to your individual professional development? How do you hold yourself accountable for that
professional development?
Jena: I am a member of the Marketing & Communications committee, so I am constantly working on my own editing and writing skills
by working on various pieces for TRENDS. I do have to mark my calendar for deadlines because the weeks do fill up quickly. Another
accountability piece is my own office. Many of the colleagues in my office are involved in the organization, so we oftentimes talk about what
we are working on.
Bobbie: What is one professional aspiration that you have for your future?
Jena: Someday, I hope to work in a Dean’s area, preferably at a private institution. I also find it extremely valuable to work in an environment
where faith and spirituality are celebrated and often this can be lost in the conversation. I attended a Jesuit university for both my
undergraduate and graduate degrees, and I miss the inter-faith environment. It would be a great joy for me to work on conduct processes
and vocational discernment from a policy perspective, and seek to develop other office’s missions to fit these goals. Wherever I am, I hope
to advance the mission of the institution through organizational development.

Do you know someone amazing that you feel should be spotlighted in an upcoming issue of Trends? Nominate: http://tiny.cc/w5hftw

25 | Trends Spring 2013
Interview by: Bobbie Denise Cole, Northern Illinois University
Brought to you by the Communications & Marketing Committee

Bobbie: Why did you enter into the housing
profession and why do you stay?

Terrence: As an undergraduate student leader, I had the
privilege of working with two very different groups of
young men that ignited a passion in me for mentoring
and male development. The first group was a group
of young African-American men in high school. The
second group consisted of the young men living in the
Res
community where I served as a Resident Assistant. As
ide
I reflected over these experiences and the investments
nce
other individuals have made in my life, I realized the
Ed
housing profession provides an opportunity for me to
Pur ucati
due on C
build on the passions that I have for mentoring and
Un
working with young men. I humbly recognize that I
iver oordin
am gifted in the work that I do, and I recognize the
ato
sity
r
responsibility that comes from having such a gift.
I absolutely love my job because I have the opportunity every day to invest in the young men I work with. As I reflect over the years since I became an RA, this
has been the highlight of my experience in the field: connecting and building relationships with the students I work with. As I tell my staff consistently, the work
we do begins and ends with the relationships we have with our students. Because students live with us, we have the opportunity to impact them beyond their
academics.
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Bobbie: You were nominated for your work with Male students and mentorship. Can you share with us exactly how you work with these areas?
Terrence: Male Students: The main way that I help my students develop holistically is through various conversations. I find it is extremely important to
be consistent with these talks and to follow up with students regularly. These conversations are only effective by establishing a strong relationship with
them where there is trust and respect. It is only then that I can support them and provide my staff with the tools they need to support their students as
well.

Bobbie: How does your work in these areas contribute to holistic student leadership development?
Terrence: Well focusing on the word “student” in student development, it is important for me to recognize that my young men are here to learn.
This learning, however, is just as much about whom they are as it is about their coursework. In order for students to thrive in the classroom, it is
important that they are thriving in the other areas of their lives. Helping my students academically is probably 25% of what I do. The remaining 75% is
distributed among the other aspects of their lives: spiritually, physically, mentally, emotionally, and socially. Not all the young men I work with need help
academically. They may need help in a different area and the only way for me to understand and know what that may be is by having conversations with
them and with the staff about what they are noticing in their communities.

Bobbie: What are 1-2 best practices that you would like to share with the GLACUHO membership in regards to these topical areas?
Terrence: When it comes to mentoring, I think it is more of a call to action for every professional to have at least one undergraduate student that he/
she spends time with on a weekly basis; preferably a student that is not on staff with our departments. This allows for us to stay connected to the heart
of our profession, the students.
When it comes to working with male students, the best practice that I would like to share with the membership of GLACUHO is to separate our young
men from video games, fantasy card games, superhero movies, and anything else fantasy related. In my work with young men I have come to understand
that so much of their time and development as young children are focused on these things. Unfortunately, many young men slip into this world of being
consumed with fantasy and they lose sight of what is real. If we can get them to step away from these things and involved them in conversations that will
challenge them, we will see amazing growth in their understanding of themselves and in the connection to the world around them. Some things that
will help in this growth are:
•
Connecting young men with activities that connect them to the earth
•
Getting them outdoors and involved in physical activities (this does not have to be sports related)
•
Challenging them to learn about things that are new to them
•
Exposing them to music, art, and things that entertain their senses

What is one professional aspiration that you have for your future?
Terrence: My strengths are Futuristic, Learner, Belief, Strategic, and Relator. With these in mind, one aspiration that I have for my future is to become
the president of a university. This goal is strengthened as I learn more about higher education and my passion for helping others learn. I know the
journey will have highs and lows. I know it will be a lot of work and will take a lot of sacrifice. But I also know I will build relationships with a lot of
people. I know I will have the opportunity to create change in a lot of places. More than anything, I understand I have a long way to go and a lot to
learn. That’s what makes this exciting though.

Do you know someone amazing that you feel should be spotlighted in an upcoming issue of Trends? Nominate: http://tiny.cc/w5hftw
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Bobbie: Why did you enter into the housing
profession and why do you stay?
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Ashley: After college, I decided to complete a year
of service with AmeriCorps, and in the process
realized what I valued. I knew I wanted to
work in a role where I could build relationships,
facilitate dialogue, and be an advocate for young
people. As a Hall Director, I love that something
new arises every day I go to work. I never know
what to expect. It keeps me on my toes and I
feel like I am constantly improving, growing,
and becoming a better person and professional.
More than anything, what keeps me in housing
is the ability to come to work every day and have
conversations around the very things I am most
passionate about – social justice, community
development, and relationship building.

You were nominated for your work with LGBT students and women’s issues. Can you share with us exactly how you work with these areas?

Ashley: As a Hall Director, I can’t imagine not doing work around gender, sexual orientation, gender identity, and gender expression. On the most
basic, day-to-day level of my job, I strive to be constantly aware of how social identity dynamics can play out. It is imperative that both female and
LGBT residents know that I am there to support their whole selves, which includes these target identities. Being supportive doesn’t mean treating
everyone equally, rather it means striving to create an equitable environment where everyone has the tools, access, and resources necessary to
succeed at this university.
I also make sure to support students through visiting their events and organization meetings. There is no point in being an ally if others aren’t able to
perceive me as an ally. It would be impossible for me to support these students if I did not continue to educate myself around issues affecting gender,
sex, sexual orientation, gender identity, and gender expression. It is also unfair to make the residence hall a welcome and inclusive environment
while ignoring that rest of the world that they will be entering into at some point. It is important for me to try to create a safer and more accessible
reality for these students beyond their living in University Housing. I make time in my schedule to be on different committees and boards so that I
can continue growing and so that I can also work to make our wider community more affirming.

How does your work in these areas contribute to holistic student leadership development?

Ashley: Instead of just focusing on academics or on their role within housing, it is really important to me for to talk to students about every
component of who they are, including their social identities. Every piece of who a student is impacts every other piece. If someone is struggling
with bias or oppression, it will certainly impact the way they perform in their classes, their mental and emotional health, and the relationships the
build both on their floors and in their personal lives.

What are 1-2 best practices that you would like to share with the GLACUHO membership in regards to these topical areas?

Ashley: So often we’re afraid to talk to students about their social identities because we want to “treat everyone the same”. Everyone isn’t the same!
The identities that make individuals unique are important. They impact other components of their lives and they are worth talking about. Ask a
student, “do you think that being a woman affected the situation?”, or “has your sexual orientation impacted your roommate relationship?”.
Probably the most important part in working with students who have target identities is knowing about those identities. It is imperative to educate
ourselves around communities and identities that we don’t hold. This can be done through joining a campus committee, going to workshops or
conferences, taking classes, or asking others about their experiences. Students can sense if we’re their ally, so sometimes it is vital that we step out of
our comfort zones to create a comfortable and welcoming environment for them.

What is your favorite thing about GLACUHO?
Ashley: I love that GLACUHO offers webinars and newsletters where I can gain professional development without even leaving my office. Funding
for professional development isn’t always easy to come by, but GLACUHO offers me free and easy opportunities to learn and grow as a person and
as a professional.

What is one professional aspiration that you have for your future?
Ashley: Next year, I have been offered the opportunity to work with the Gender Inclusive Living Experience (GILE), which will provide a safe and
inclusive space for students who identify as transgender or gender non-conforming. I hope to create a welcoming home for students to don’t ascribe
to society’s norms for what gender should be.

Do you know someone amazing that you feel should be spotlighted in an upcoming issue of Trends? Nominate: http://tiny.cc/w5hftw
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What is your alltime favorite
memory from
Camp
Tecumseh?
My all-time favorite
memory from
Camp Tecumseh
was during my first
trip to the Winter
Meeting in 2005. A
colleague and I
were in a cabin
with 6 or 7 women
we didn't know
prior to that night.
Stuck with top
bunks, we suddenly
got a case of the
giggles and had no
easy escape route.
We tried our
hardest not to
wake anyone else
up, but it was one
of those giggling fits
that just becomes
funnier the more
you try to suppress
it... and you just
laugh harder. By
the next day, we
were low-level
celebrities at the
meeting for our
antics.
Stacy Oliver-Sikorski
President-Elect
Associate Director of
Housing at Lake
Forest College

GLACUHO Board Spotlights

What do you
love most about
your current,
full-time
position?

If you could
recommend one
book for
GLACUHO
members to read,
what would it be?

I love the variety I
have in my current
position. Each day
is different and
busy. Whether it is
speaking to
parents, helping
students through a
process, meeting
with colleagues or
collaborating with
GLACUHO
members, I never
tire of the many
opportunities I am
given each day I
come to my
office. I am able
to work with
students and
colleagues of all
kinds and I am
learning
something new
every day and for
that I love my
position!

Our department
recently read Drive by
Daniel Pink and I would
definitely recommend
it. It's pretty easy to
read, can be picked up
and put down in our
busy lives and in
between meetings. The
author does a good job
culling through lots of
research to challenge
the way we think about
motivation. I think the
material is thought
provoking in how we
work with students and
student leaders as we
encourage them to
learn, develop and
lead. In times of
economic austerity, it
reasonably challenges
student affairs
professionals to
consider what and how
we spend our student
funds. I also plan to use
some material from the
book in an academic
success workshop later
this semester. Overall, I
think it was a very useful
read, both
professionally and
personally!

There	
  are	
  many	
  days	
  I	
  
feel	
  my	
  current	
  career	
  
path	
  really	
  chose	
  me,	
  
instead	
  of	
  the	
  other	
  way	
  
around.	
  As	
  a	
  ﬁrst	
  
genera;on	
  college	
  
student,	
  I	
  was	
  working	
  
one	
  full-‐;me	
  job	
  and	
  two	
  
part	
  ;me	
  jobs	
  during	
  my	
  
ﬁrst	
  year	
  of	
  college.	
  It	
  
was	
  clear	
  I	
  had	
  no	
  idea	
  
how	
  to	
  navigate	
  a	
  
university	
  seAng,	
  but	
  I	
  
did	
  know	
  how	
  to	
  work	
  
really	
  hard	
  at	
  all	
  of	
  my	
  
jobs	
  outside	
  of	
  the	
  
classroom.	
  Luckily,	
  as	
  
many	
  others	
  in	
  the	
  ﬁeld,	
  I	
  
was	
  embraced	
  by	
  an	
  
outstanding	
  team	
  of	
  
professionals	
  within	
  
Housing/Residence	
  Life	
  
and	
  was	
  encouraged	
  to	
  
get	
  involved.	
  Being	
  ac;ve	
  
on	
  campus	
  was	
  truly	
  life	
  
changing;	
  I	
  suddenly	
  had	
  
a	
  direc;on	
  and	
  new	
  
outlook	
  on	
  what	
  I	
  could	
  
do	
  with	
  my	
  ;me	
  on	
  
campus.	
  From	
  that	
  point	
  
forward,	
  I	
  have	
  remained	
  
thrilled	
  to	
  be	
  a	
  part	
  of	
  as	
  
many	
  aspects	
  of	
  Student	
  
Aﬀairs	
  and	
  Housing	
  &	
  
Dining	
  Services	
  as	
  I	
  am	
  
able.

Lindy Wagner
Inclusion & Equity Chair
Assistant Director of
Residence Life at SIUC

Vicky Dean
Student Learning Chair
Asst. Director of
Residential Education
at SIUE

Justin Schuch
Contemporary Issues
Chair & Coord. of
Residential Leadership &
Engagement at SIUC

How did you become
interested in your
current career path?
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Being a supervisor comes with many challenges and rewards. For a
new professional, working with a staff you did not hire may be difficult,
let alone supervising for the first time. You hear the horror stories and
aim not to be too nice, but when it comes to supervising you have to
take a leap of faith. Remember you were once there too!

By: Quinneka B. Lee,
Marietta College

Supervision is not as much about having functional skills--like listening,
providing feedback, setting goals, or leading with integrity--as it is
about educating your staff. As a new supervisor, I have learned how
essential my role is in developing my professional staff as both leaders
and members of a team. My influence is crucial as to whether they fail
or succeed. To promote a thriving team and encourage their
development, here are a few guidelines I like to implement in order to
foster a rewarding experience for my supervisees!
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In looking at your own experiences you may have had someone who was a great supervisor, or taught you what NOT
to do. Your supervision style should be solely yours! These simple tips can be helpful in creating “holistic leaders” by
providing opportunities for learning and growth and can be used for any levels of supervision. As a supervisor, you
are preparing your staff for their next position or career. You have a significant part in cultivating their skills and
knowledge and it is a wonderful professional development opportunity. Remember, supervision is not easy, and you
may never become a pro, but you have to do what works best for you and if all else fails: practice makes perfect!
Graphics by Kate Gannon, Loyola University Chicago
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Advocating for Diversity in a Post-Diversity World
By Michael King, Eastern Illinois University
Diversity. Multiculturalism. Inclusion and Equity.
As Student Affairs professionals, we know these to be guiding principles in the work we do with students each
and every day. Through our residence halls, we strive to create safe and inclusive living spaces for students of
all creeds and backgrounds. We empower our student staff members to create moments of learning for their
residents, to challenge hate speech upon utterance, and to become advocates for human connection and
understanding. And yes, we know to anticipate diversity challenges in the students we serve, as college is often
the first opportunity our students have to truly engage with ideas of difference. We expect roommate conflicts
rooted in difference and we have been trained to challenge our students to listen, to empathize, to grow. We
know racism, sexism, heterosexism, cisgenderism, and other limitations on human acceptance exist as very real
and present constructs in the worlds in which our students dwell. We are prepared to engage their minds, broaden
their perspectives and, hopefully, their hearts.
You can imagine my frustration when, as a first-year graduate student facing his first true opportunity for diversity
education, I was met with a roadblock not foreseen – the student who “already knew all about diversity.”
The sequence of events leading
“diversity” throughout their
up to this particular quandary
entire educations. They have
sound is not the least bit unfamiliar
“grown up with multicultural
to any housing officer today: a
festivals, international dinners,
student leader in a residence
and
‘celebrate
diversity’
hall, having grown frustrated by her resident assistant’s messages (Broido, 2004, p. 82).” The upside to this is
refusal to take sides in a roommate situation, posts a students ostensibly have a broader world perspective
Facebook status detailing some of her gripes about than students of previous generations; a better
said resident assistant. Instead of complaining directly understanding of the diversity of people. Does an
about the roommate situation, however, the student unexpected downside, however, arrive in the form
leader takes aim at the resident assistant’s use of terms of student minds having concluded their lesson on
such as “ratchet” and “trifling” in various signage diversity?
on the floor, indicating these are not words used by
“educated people.” Her resident assistant is a bright In generations past, the average student arriving on a
and talented student leader, a relentless advocate college campus had not been exposed to quite so many
for the students living in her community, and – yes – a messages about diversity. Though this certainly created
student of color. Seeing the Facebook status, I took a challenges for the higher education professionals
screenshot, drafted a shortlist of challenging reflective hoping to promote diversity learning in their students, it
questions, and – when my one-on-one with the student also lent them a plot of soil rife with opportunity for tilling
leader arrived – I broached the topic.
and the planting of seeds. Today’s college students,
it seems, arrive with minds more akin to fields already
“Wait. Are you saying that’s racist? I’m not racist! I growing crops – along with the occasional stray weed.
know all about diversity, Michael. I can’t believe you’d Due, in part, to a nation grappling with social justice
say that!” Her face was red, eyes moistening with concerns, the “Millennial generation has grown up with
tears. The student before me was not speaking out more mixed messages about race and race relations
of manipulation or strategy; she was truly and deeply than perhaps any generation (Broido, 2004, p. 77).”
disturbed at the suggestion that she had displayed the While diversity has been hailed in their classrooms,
need for further diversity learning.
affirmative action has been debated on their television
sets, and illegal immigration has been painted in
There is a lot of dialogue in the student affairs racialized terms by political pundits right in front of
conversation these days devoted to dissecting the their eyes. A nation’s growing pains in understanding
nature of the Millennial student. A Millennial myself, I diversity and multiculturalism seems to conflict with the
tend to bristle at the suggestion that Millennial students panacea message, “difference is cool!”
are helpless, selfish, and lazy; such rhetoric strikes me
as oversimplified, accusatory, and deeply unhelpful The implications for a student affairs professional hoping
in creating positive change. In response, I often point to create moments of diversity learning for students can
to the more positive characteristics attributed to the seem relatively daunting; after all, how can we hope to
Millennial generation, among them being a greater educate the mind of a student who feels she or he has
tendency toward acceptance and social justice.
already been educated? The Millennial students know
After all, the vast majority of Millennial students have to be “racist” is bad and “diversity” is good, but they are
heard positive messages surrounding the word still arriving on college campuses and gaining exposure

“Wait. Are you saying that’s
racist? I’m not racist!”
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to cultural difference for the very first time, which we
know comes along with conflict and – whether students
know it or not – prejudice. Perhaps the answer lies in
helping students understand it is okay not to have a
perfect understanding of diversity – or, even better, no
one ever truly will. In order to build student’s willingness

“Many students need and want to learn
how to work for justice”
to truly grapple with notions of diversity, we must first
disarm their fear of “failing” at it. The answer lies in
intentional, honest, and supportive conversations, not
merely in surface-level programming: “We need to
help them learn to deal more substantively with issues of
power, privilege, and oppression…They have learned
that difference is good, they know that they should not
discriminate….Many students need and want to learn
how to work for justice (Broido, 2004, p. 82).”

Professional Foundations

BLOG
The Professional Foundations
Committee has a blog!

Each month, we will post
something relevant to the
time of year and the typical
Residence Life calendar.
The posts are geared
towards multiple levels, so
take a minute and stop by to
gain some insight or share
your thoughts!
http://glacuhoprofound.blogspot.com/

PROFOUND

On that day, in my office, I faced a student at a
crossroads in her journey of understanding diversity
and multiculturalism and inclusion and equity. I found
she believed she had reached her destination a long
time past. She believed she existed in a sort of “postdiversity” world, a realm where racism and social
inequality were relics of history. As we in the profession
move ahead to work with students and broaden their
perspectives to build human understanding, we must
strive to meet the students where they are: standing
at a crossroads, minds fixed on the notion they have
finished traveling, but the road before them stretches
outward for miles.
Reference
Broido, E.M. (2004). “Understanding diversity in
millennial students.” New Directions for Student
Services (106), 73-85.

Brought to you by the Inclusion & Equity Committee

Student Affairs Career Tips

1
2
3
4
5
6

Even though you may not currently be in the job search
process, it is always good to check out “what’s out there”.
Monitor the higheredjobs.com web site to get an idea of
what institutions are looking for in your dream postion or
your next step. Use this as a guide to gain those experiences
in your current position.

Do you want to work at a specific institution? Take some
time to review their web site. Web sites are the best way to
get a general overview of what an institution offers. Twitter
and Facebook are also good resources.
Who do you know? Networking is a huge component of
the Student Affairs field. Speaking to an individual in a
specific position or a specific institution can help you gain
an understanding of what you need to do as your next
step to get the job. Take advantage of conferences and
seminars and meet as many individuals as possible.

Don’t just attend - participate. Rather than attending
conferences and seminars, go a little further. Present a
program, join a committee, work on a project, become a
Board member. Taking the next step in an organization’s
leadership will showcase your work ethic and expose you
to various institutions and professionals.
Monitor your virtual image. Google yourself at least once
per month. You want to know what others would find if they
Googled you - images and searches. Be careful about your
postings on social media sites - blogs, Twitter, etc.
Carry business cards
Career Resource
with you at all times and http://www.careeronestop.org/
Resumes & Interviews
give them out as much
Job Search
as possible. That’s what
Salary & Benefits
they are for! Write follow
Education & Training
up e-mails to those you
meet along the way to
keep in touch.

Career Corner
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In each 2013 Trends issue we
will share information about
things happening in the other
regions of ACUHO-I to help
our membership learn more
about opportunities and
trends beyond the region of
GLACUHO.

Beyond the
Region
GLACUHO

AIMHO

Arizona, Colorado, Idaho, Montana,
Nevada, New Mexico, Saskatchewan,
Utah, Wyoming

Association of Intermountain Housing Officers

UPCOMING WEBINARS
Friday, April 19th, 12pm-1pm (MST)
Advisor Recognition & Training—Core 3: Recruitment
& Retention
Wednesday, April 24th, 12pm-1pm (MST)
Facility Hot Topics: Bed Bugs, Sustainability, Using
Students as a Summer Force, Emotional Support/
Therapy Animals through a Facilities Lens

Connecticut
Maine
Massachusetts
New Hampshire
New York
Rhode Island
Vermont

Recent & Upcoming
Events
Recently completed the executive
board election process for 2013-2014.
Regional Entry Level Institute (RELI)
will be May 29-31, 2013 hosted at New
York University.
Annual Conference will be June 21-24,
2013 hosted by the University of New
Hampshire.

Northeast Association of College and University Housing Officers

Friday, April 26th, 12pm-1pm (MST)
Advisor Recognition & Training—TBD

What have you been up to?
Reecently launched a new website.

What’s Happening?
The Association hosts a free webinar on the first Friday
of every month addressing important issues from
Housing. Those interested in upcoming topics or
registering to participating can sign up on their website.
Web Page: http://nwacuho.org/
The Annual Conference was February 3-5, 2013 hosted
by the University of Puget Sound in Tacoma, WA.

Recently completed elections for their 2013-2014
Executive Committee.
The WACUHO Annual Conference and Exposition
(WACE) was April 7-10, 2013 hosted by San
Francisco State University and Santa Clara
University in San Jose, CA.
The Pacific Management Institute (PMI) will be
held in June.

California

The Western Association of College and University Housing Officers

Alaska, Alberta, British Columbia, Hawaii, Oregon,
Washington
Northwest Association of College and University Housing Officers
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Professional
Development

UMR-ACUHO
Iowa, Kansas, Manitoba,
Minnesota, Missouri,
Nebraska, North Dakota,
South Dakota, Wisconsin

Florida

The Southern Placement Exchange
(SPE) was held February 21-23, 2013
in Memphis, TN.
The Regional Entry-Level Institute
(RELI) will be held June 5-8, 2013
hosted at Duke University in
Durham, NC.

Coming Up!
The Regional Entry Level Institute (RELI)
will be held June 3-6, 2013 hosted at the University of Northern Iowa in Cedar Falls, IA.

Alabama

Southeastern Association of Housing Officers

Georgia
Kentucky
Louisiana
Mississippi
North Carolina
South Carolina
Tennessee
Virginia

Upper Midwest Region—Association of
College and University Housing Officers

Annual Conference
2013
MACUHO

The Annual Conference was February
24-27, 2013 hosed by the University of
Arkansas—Fayetteville and the University
of Arkansas—Fort Smith in Rogers, AR.

Delaware, District of
Columbia, Maryland, New
Jersey, Pennsylvania, West
Virginia, England

Annual Conference
2013
The Mid-Atlantic Placement
Conference (MAPC) was held on
February 21-22 in Wyomissing, PA.

Arkansas, Oklahoma, Texas
Southwest Association of College and University Housing Officers

Mid-Atlantic Association of College and University Housing Officers

Upcoming Events
2013 ACUHO-I Annual Conference & Exposition
June 15-18 | Minneapolis, Minnesota
International Study Tour: Arabian Gulf
June 19-30 | Doha, Qatar; Abu Dhabi and Dubai,
United Arab Emirates
ACUHO-I Living-Learning Programs Conference
October 4-6, 2013 | Providence, Rhode Island

By Angela Hobkirk, Southern Indiana University

ACUHO-I/APPA Housing Facilities Conference
October 15-18, 2013 | Providence, Rhode Island
ACUHO-I Business Operations Conference
October 28-30, 2013 | Providence, Rhode Island
2014 ACUHO-I Annual Conference & Exposition
June 28 - July 1 | Washington, D.C.
2015 ACUHO-I Annual Conference & Exposition
June 27-30, 2015 | Orlando, Florida

Brought to you by the Communications & Marketing Committee

