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I read recently that college students and their fam-
ilies in the United States will collectively spend $46 
billion dollars on back-to-school shopping. This 
includes everything from classroom essentials like 
books and binders to the smallest of tchotchkes 
for a residence hall room. That number feels over-
whelming to me – it’s so much money spent on so 
much stuff. Still thinking about this number weeks 
later, I took a walk around campus after move-in on 
my campus. Sure enough, the recycling bins were 
overflowing with cardboard and the trash dumpsters 
bulged with packaging materials. As I continued 
walking, though, I began to look past the dumpsters, 
bins, and piles of trash.
Box fans lined rows of windows in our oldest resi-
dence halls. Just beyond the fans, silhouettes of stu-
dents moved around in warmly lit rooms. A group 
of students on the quad tossed a football around, 

laughing easily with one another. In the lobby of a building, a resident assistant was chatting with a small group that 
gathered, reviewing the orientation schedule with them. 
It’s true -- $46 billion dollars will buy you a lot of stuff – but it also provides the creature comforts that students 
crave as they leave home and settle in on their campuses. The bedazzled picture frame holds a photo of their high 
school friends; the binder emblazoned with a sports team logo will hold class notes that reflect the beginning of an 
academic journey. The material stuff is part of the bigger stuff, the stuff we do and how we contribute to the student 
experience.
As the new academic year kicks off for so many of us across the region, I hope you are all finding time to enjoy the 
little moments as you get to know a new group of residents and build community. We do our best and most mean-
ingful work in the spaces between the big processes like opening, closing, and selection. We make a difference in 
individual conversations and working with small groups.
I hope you’re also finding time to thinking about your year ahead. Whether your goals are focused on your own 
professional growth or personal wellness, this issue of Trends has something for you. Take what you can from our 
association to help you in your respective roles. And if you want to give back to GLACUHO, nominations are still 
open for leadership positions. Please nominate yourself or someone else to continue the work of our organization in 
providing the best opportunities to learn, lead, and serve.
http://www.glacuho.org/?Nominations
And, of course, conference registration for the 2015 GLACUHO Annual Conference hosted by Western Illinois 
University in Peoria, Illinois is open. Gather with your friends and colleagues for what’s sure to be a professionally 
enriching and rewarding experience with a robust program slate. You can register online now at http://www.gla-
cuho.org

Best wishes for the beginning of your academic year!

Stacy
Stacy Oliver-Sikorski
President

From the President 
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Board Member Spotlight  
BY EMILEE BRUNER  |  RIVERFRONT RESIDENCE HALL

BROUGHT TO YOU BY THE COMMUNICATIONS COMMITTEE & MARKETING COMMITTEE

Meet Carianne Meng, Assistant Director of Residential Education 
at Denison University. Carianne is currently the Chair of the Health 
and Wellness Committee for GLACUHO. She served on the com-
mittee for two years before being appointed at the beginning of the 
year. In her free time she enjoys running, organizing and creating 
order for large processes, and gardening. One fun fact about Cari-
anne is that she likes to send and receive real mail.

How did you become involved with GLACUHO?

After missing a few GLACUHO Conferences that were near my 
Indiana institution, I finally attended my first GLACUHO in Grand 
Rapids, Michigan in 2011. Unfortunately, I arrived on the Monday 
morning of the conference and missed the First Time Delegate 
orientation session. Being the introvert I am, my hotel room seemed 
like a better option than socializing, so I also failed to put myself out 
there to get involved right away. 

On the last day of the conference, I met an enthusiastic GLACUHO 
member in a session. I was encouraged to join a committee to get 
involved and give back to the region. Since professional develop-
ment opportunities at my institution were not reliably available, be-
ing on a GLACUHO committee seemed like a great way to do some 
independent development and I jumped right in! After serving on 
the Health and Wellness Committee for two years, I was appointed 
as the committee’s chair. 

What advice would you give someone looking to get involved in a 
professional organization?

I wish I hadn’t been so reluctant to get involved, so when people ask 
me if they should do something for their professional development, 
I always encourage them to go for it! The worst thing that can hap-

pen is some learning!

I like to remind my committee members that I’m just the organizer 
and that they are in charge of their professional development and 
experience with the committee. Anyone looking to get involved in 
a professional organization should assess how much time they can 
commit and then pursue that which can be meaningful on their 
time budget. When an involvement loses meaning or isn’t exciting 
any longer, it’s time to re-evaluate your participation.

My GLACUHO involvement has been meaningful to me and was 
very helpful during my 2013 job search. GLACUHO was the one 
thing on my resume I was consistently asked about. I’m thankful I 
was able to speak confidently about my involvement and hope that 
anyone involved in a professional organization can say the same 
about their experience.

What are your goals as a Board of Directors member, and where 
would you like to see the organization go over the next year?

As a Committee Chair, my main goal is to support and encour-
age my committee members as they produce useful, meaningful 
resources for the GLACUHO region and beyond. I believe my 
responsibility as a Board Member goes beyond that, however. At the 
beginning of my time as a member of the Board of Directors, the 
Tri-Presidents reinforced their intention to increase transparency 
about Board processes, our meetings, etc. As someone who didn’t 
know much about GLACUHO at the start of my involvement, I 
identify strongly with this goal. I work to keep my committee mem-
bers, colleagues at my institution, housing friends and others in the 
field as connected to GLACUHO as I can, knowing that many of 
these people are the up and coming leaders in the association.

What has been your greatest professional learning opportunity?

My biggest professional growth opportunities have resulted from 
pursuing effective and encouraging partnerships in my work and 
professional development undertakings. I have been blessed to part-
ner with passionate people and vibrant organizations. This always 
results in more growth and learning on my end.

In June 2013, I took a huge professional leap when I started my 
work at Denison University in Granville, OH. I had been at my pre-
vious institution for six years and craved a challenge.  I had a feeling 
that Denison would be a good fit for me but knew the new position 
would involve a great deal of learning and meeting new challenges. 

Just after starting my position at Denison, I was appointed to the 
GLACUHO Board of Directors as a Committee Chair. I was excited 
to invest in myself and the field by pursuing a larger professional 
development opportunity.  I was nervous to accept the position, but 
my supervisor, GLACUHO friends and fellow committee members 
were so enthusiastic and encouraging about the opportunity that 
I felt compelled to give it a shot. My GLACUHO work has always 
been a way to enhance my learning in the field and has led me to 
some of my most meaningful partnerships.
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Member Spotlight  
BY REXANN WHORTON  |  LAKE FOREST COLLGE

BROUGHT TO YOU BY THE COMMUNICATIONS COMMITTEE & MARKETING COMMITTEE

Shavonn Nowlin – Residential Learning Coordinator at Val-
paraiso University

Why did you enter the housing profession and what keeps you 
in it?

I entered the field because a mentor of mine believed Residential 
life would be a great field for me to transition into because of my 
previous experience in working in privatized housing. I initially 
thought I would stay in Res Life/Housing for two years and now 
seven years later I am still here in the Res Life/Housing and loving 
it while learning new things everyday.

What keeps me in the housing profession is the opportunity to 
work with so many awesome students and colleagues! This field 
allows to bring together so many of my passions such as people, 
helping and learning new things.

What accomplishment in the past year are you most proud of?

This past year I am most proud of getting involved in the GLA-
CUHO region and having had the opportunity to work on a GLACUHO task force. By working with an awesome team mem-
ber, I believe I had the opportunity to showcase the skillets of researching and putting together valuable information. While 
working on this task force I feel I was able to really make a mark and I hope to have that opportunity to again.

Outside of housing what is a passion area of yours, and how do you find ways to bring it into the work that you do?

Outside of housing some of my passion areas include jewelry making, crafting and decorating. My happy place for sure is a 
crafting store for sure! I love going into a store and finding a great sale on some paint, beads and glitter. Fortunately for me this 
field allows me to come up with great ideas from creating programs that include creating a tie-dye shirt with awesome quotes, 
to little happies for my staff for special occasion!

Can you tell us about a moment that you believe was really impactful in your career?

A few years ago I had the opportunity to attend the Regional Entry Level Institute (RELI) while I was in the SEAHO region. 
I learned so many valuable practical skills that can be taken and applied throughout my housing career. I find myself on the 
regular referring back to the resources that I received from my time at RELI. I know that I will always have my fabulous faculty 
advisors to ask questions and some great colleagues who are also resources and friends that I still keep in contact with today. 

Tell us a little bit about your favorite memory from Fall Opening?

That would probably be this past year here at Valparaiso when most of my staff members were outside waving in parent and 
new students and they were just excited and hyped up off of caffeine. After a few hours of checking in residents. After a few 
hours of checking in residents, my entire staff was napping various areas of the lobby of my building. It was absolutely funny, 
and I will never forget it.
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Member Spotlight  
BY REXANN WHORTON  |  LAKE FOREST COLLGE

BROUGHT TO YOU BY THE COMMUNICATIONS COMMITTEE & MARKETING COMMITTEE

Paul Hubinsky – Senior Assistant Director at Northwestern 
University
Why did you enter the housing profession and what keeps you 
in it? 
My story is similar to many others. Central Michigan University 
offered such a nurturing student experience that allowed me to 
grow individually while also giving back to others. Serving as a 
Hall Council Floor Representative led me on the path that includ-
ed serving in roles at the hall front desk, on Hall Council Execu-
tive Board, and as a Resident Assistant and Orientation Leader. 
I can pinpoint the moment during orientation before my senior 
year that I was talking with the advisor working with our group 
(Jeff Hyames) and decided to enter the field. What keeps me in 
housing? I continue to love working with students (and staff) as 
they also experience growth and find their best selves. The variety 
of each day is also invigorating.       

What accomplishment in the past year are you most proud of? 
I am proud to be part of a team at Northwestern that is focused 

on improving the residential experience for our students.  Rather than just doing what we did the year before, we look at each 
process, gather feedback, and make it better. At times, we tend to get caught up in what we still want to improve upon, but it is 
exciting to look back at the adjustments we have made and the positive impacts that resulted for students.  

Outside of housing what is a passion area of yours, and how do you find ways to bring it into the work that you do? 
I am currently in my third position where the department has been undergoing major changes. This led to my interest in 
change management and strategic planning, so much so that I am halfway done with a masters program in the field. It can be 
easy to get stuck in a higher education rut, but learning about a related field from people in other industries provides the op-
portunity to  incorporate great techniques into student affairs work. It has been easier than I thought to utilize the techniques 
on both small and large scale initiatives on a daily basis.  

Can you tell us about a moment that you believe was really impactful in your career? 
While it is hard to define a single moment, this question brings to mind moments that have occurred during transitions 
between institutions with different student populations. The moments have occurred in settings such as conversations with 
first generation students, in RA training with engineering students, or at programs with international students. Students share 
stories about their personal journeys that really illuminate the realities of the college experience for them individually. These 
tidbits of information are useful in helping us to provide greater support by bolstering our processes, programs, or services to 
better serve all of our students. 

Tell us a little bit about your favorite memory from Fall Opening? 
Opening and commencement are two of my favorite university traditions. In Fall 2007, I was working at Northern Illinois Uni-
versity. There were flooding rains and a tornado warning on opening day. The Kishwaukee River turned from a gentle stream 
to a roaring river overflowing it’s banks (that may be a bit of an overstatement). It created an opportunity for the staff team to 
showcase to students and families our adaptability and the care that our staff would provide for students throughout the year. 
On the operational side, I really appreciated when the Northwestern University Student Affairs Information Technology staff 
who developed our move-in permit system took the time to walk around and see how the system worked out in the field. 
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Our Sacred Ground: Increasing Dialogue of 
Spirituality and Religion in Campus Housing

BY RYAN BYE |  VALPARAISO UNIVERSITY

    

What do you think of when you hear the words sacred 
ground?  What thoughts, feelings, images, or words 
come to mind?

 Several spaces come to mind when I think about 
my own answer to this question.  One of the most prom-
inent places that come to mind for me is a residence 
hall.  This is the case because, yes, I have worked in one 
for almost 7 years now; but also because I believe in the 
experience that happens in residence halls across the 
nation.  It is the place where thousands of students begin 
the journey of self-awareness, how to work with others, 
and how it all works together.  Our residence halls are 
sacred ground to us because it is in our halls where iden-
tity development can happen in a safe environment.

 When I arrived at my undergraduate institution it 
was the first time I was in an environment that people 
did not already know me.  I grew-up in the same suburb 
from first grade until I graduated high school.  My peers, 
friends, and neighbors all knew me and I never felt there 
was a need to explain any part of my identity.  However, 
arriving to college presented me to a world in which no 
one knew anything about me except what I told them.  
I have deaf parents.  What did this mean?  I grew-up 
bi-cultural.  Yet that was not the answer I gave because 
I did not yet understand myself.  It took time, conversa-
tions with friends and staff, and self-reflection to figure 

out how this aspect of my life shaped my identity.
 This year’s contemporary issue of the role of reli-

gion and spirituality in campus housing directly relates 
to my story, campus safety, and the book Sacred Ground 
by Eboo Patel.  Spirituality and inter-faith development 
is crucial to the work we do and promoting a safer cam-
pus climate.

 Patel (2012) shares that from his visits to campuses 
across the country he would classify the general senti-
ment to spirituality in higher education as, “discomfort 
rather than hostility, a discomfort largely borne from a 
lack of knowledge” (p. 125).  This discomfort and lack 
of knowledge does not mean religion and spirituality 
are unimportant, but that it is a conversation cam-
pus administrators are largely forfeiting.  Institutions 
of higher education have a responsibility to, “prepare 
citizens for an engaged life in America, an America that 
is now among the most religiously diverse nations in 
human history” (Patel, 2012, p. 126).  Addressing reli-
gious diversity, encouraging interfaith cooperation, and 
fostering conversations centered on spirituality all not 
only help institutions live out this responsibility, but help 
promote a more inclusive and safer environment for 
people from more walks of life.

 Campus housing has the privilege of providing 
students with the opportunity to interact with a variety 



9  | Trends Summer 2014
of individuals in a dynamic environment.  This 

opportunity allows for campus housing to positive-
ly contribute to the campus safety climate by creating 
experiences in which students can live, study, and work 
side by side with people of different backgrounds.  While 
this idea is not new it often lacks a discussion on how 
religious and spiritual differences comprise these differ-
ences as well.  Patel (2012) has found through his work 
with Interfaith Youth Core that students do not, “view 
people from different faiths in an inevitable clash of 
civilizations. They desperately want a vocabulary that 
helps them stay grounded in their own tradition and 
relate positively to those from other traditions” (p. 121).  
Addressing the topic of religious and spiritual diver-
sity is something that needs to happen and residence 
halls are one of the premier places on campuses for this 
to happen because residence halls are a place of high 
student interaction leading to the formation of attitudes, 
relationships, and knowledge of others.

Patel’s (2012) solution to religious and spiritual in-
tolerance and awareness comes in three forms: attitudes, 
relationship, and knowledge (p. 77).  The three are inter-
connected in that a positive increase in one area will lead 
to improved acceptance in another.  For example, some-
one who has more knowledge about another faith than 
their own or lack thereof they will report more positive 
attitudes about people of other faiths (Patel, 2012, p. 77).  
It is imperative that housing officers join the dialogue 
of spiritual and religious diversity.  Instead of avoiding 
the conversation it is crucial that campus administrators 
feel empowered to have these conversations with stu-

dents, student staff, and one another.  In order to do this 
departments and campuses will need to be surveyed, 
trainings developed, and a top-down commitment to in-
terfaith dialogue.  Housing officers should embrace this 
idea and work to bring this dialogue in their halls. 

Creating a culture where interfaith cooperation is 
central is becoming increasingly imperative to creating a 
true safe space.  This is a topic students want to explore, 
engage within, and learn about.  Patel (2012) states, “the 
most critical factor in nurturing young leaders is giving 
them a place to apply their leadership skills, to form an 
idea, and to make it a reality” (p. 124).  Housing officers, 
who are often called educators outside of the classroom, 
need to provide students with a place to explore the 
dialogue religious and spiritual identities.  As a field 
dedicated to developing students into societies leaders 
housing officers need to be empowered to have the nec-
essary conversations centered on interfaith cooperation. 

References
Patel, E. (2012). Sacred Ground: Pluralism, prejudice, 
and the promise of America. Boston, MA: Beacon Press. 
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Many of us have received a few “golden 
nuggets” from stories and experiences 
shared by wiser colleagues. You have 

probably benefited from the shared experiences and 
lessons learned offered to you by those who came before 
you. As a matter of fact, “passing on the know-how” 
seems to be a professional practice embedded in the 
fabric of our field.  

Seasoned professionals often take time to offer tacit 
knowledge (better known as best practices and lessons 
learned) that help inform our perceptions and values. 
We also use explicit knowledge to guide us in our work. 
According to Noe (2010) “explicit knowledge is what we 
use when we use procedures, guidelines and standard 
practices needed for our jobs”.  

How can a department become more intentional 
in collecting the explicit and tacit knowledge or “passing 
on the know-how” within a department? In our discus-
sion with colleagues, we have found that the struggle 
to capture explicit and tacit knowledge can be difficult 
without some key elements. Those elements have been 
identified as promoting learning through relationships, 
building a culture of sharing, and managing knowledge.

Promoting learning through relationships
Carolyn Golz, who previously served as the Senior 
Associate Dean of Students & Director of Residence Life 
at Lake Forest College, understands the importance of 
creating opportunities for employees. When asked about 
the opportunities for employees to learn and teach oth-
ers she had this to say:

One of the things that we do for our new staff mem-
bers is that we create a list of people they should meet or 
have coffee with while at the institution. We give them 
talking points on things to ask about and learn about as 
new staff.  It is more than formalized training; we need 
them to build relationships with key people across the or-
ganization. This gives them an opportunity to build their 
own social capital instead of relying on the social capital 
of others to create a pathway in. It was done for me, and 
it continues with our new staff. On a small campus, these 
relationships are key.

The promotion of learning may involve providing 
professionals with opportunities to train in other ar-
eas. In order for professionals to become successful in 
demonstrating newly acquired skills - they need support 
from peers, supervisors, and opportunities to practice. 
Peers can serve as a valuable support network by meet-
ing face-to-face or via email, sharing resources and 

Passing on the Know-How: A look at how 
sharing, learning and managing knowledge can 
move your department forward
BY SHAUN N. CRISLER |  THE UNIVERSITY OF CHICAGO

    SYLVIA GRAY |  SOUTHERN ILL INOIS UNIVERSITY -  CARBONDALE    
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navigating the various work environments together. 
Rena Buchan, Coordinator for Financial and IT Services 
at the University of Florida Department of Housing and 
Residence Education, took time to explain the oppor-
tunities available for colleagues to learn and teach each 
other.

Our department has our own training department, 
and there are numerous opportunities for staff to train/
teach each other. For example, we offer the Dave Ramsey 
CORE Financial class series and former students of this 
program are now the trainers. We also offer a scrap-
booking class, obviously for personal development and 
fun.

Building a culture of sharing
The second element that we found in capturing 

information deals with developing a culture of sharing 
within a department. As professionals, many of us have 
already formed the habit of sharing; some do it through 
providing resources through a shared drive system, 
while others make sharing a practice through liaison 
partnerships.
Cindy Spencer, Residence Life and Education Director at 
the University of North Dakota took time to explain the 
benefits of sharing and some of the practices used within 
her department.

We use a shared drive, and we make things easy to 
find and we create a printed directory to make it easier 
to find items. From one campus to another campus the 
names change, so an index allows graduate hall directors 
to find what they need. It also helps us as we all have dif-
ferent processes on where we keep documents. 

Our team appreciates the index model, and it allows 
team members to find things themselves. The index is wel-
coming, and it allows new professionals and support staff 
to find their way independently. The index allows them to 
know what things are and where they are located. We also 
use the shared drive, so we are not printing as much; it 
helps you find things quickly. 

We spend a lot of time developing relationships in 
order for us to share. Serving our students is a priority. 
Students come first and under this value we need to work 
together in what we do to help students. We all try to 
share what we have that is innovative. So when we create 
something cool we place the name of the author within the 
document, so we know going forward. 

We make collaborative efforts but sometimes we have 

to work with new professionals. Sometimes they want to 
have the coolest thing in their building and helping them 
understand how important it is to share resources is im-
portant. So we talk a lot about collaboration in the value 
of teamwork, and the need to be unselfish, it comes from 
the top down. If I have something, I think it is my respon-
sibility to share it, make sure to give the correct credit but 
sharing is important.

Sharing information and resources not only helps 
professionals on an individual level but also on the 
departmental level. When we spoke to our colleagues 
in the field many of them indicated how the “culture 
of sharing” almost always transferred to the sharing of 
information. Sharing information between departments 
seemed to help open opportunities for cross-training, 
job shadowing, and improved communications
Beth Cox, Assistant Director in the Office of Residence 
Life at Emory talks about the importance of the culture 
of sharing in her department:

Since we are a younger department, we work hand in 
hand with the student activities office. On one side, I have 
Greek life and on the other side I have campus activities, 
so sharing is a part of our culture. In my previous role, I 
was encouraged to seek out campus committees. My di-
rector worked to maintain relationships across campus so 
if he did have one of his people go and meet with another 
department they were welcomed with open arms because 
he helped to maintain the relationship. The relationships 
are really important! I encourage others to step out of their 
department. You have to develop; those relationships open 
the doors to other professionals to expand their knowledge 
and growth. It is always about whom you know, and we 
all need mentors, everybody needs some love.

Managing knowledge
How many of us have sat down at our computer 

staring hopelessly at the screen trying to recall all of our 
accomplishments for the year. Whether you are trying 
to complete your “end of the year report” or you are 
writing your transition manifesto before leaving to take 
a new position. Capturing and retaining experience 
within a department can be tough. If your department 
is like mine, you and your colleagues work together to 
write and update multiple documents ranging from EOY 
reports, manuals, transition binders, annual reports, 
training material and shared drive documents. 

In speaking with colleagues, we have identified 
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actions for effectively managing knowledge. In most 
departments, there is a person dedicated to areas like 
training, orientation, summer conferences, assignments, 
RA selection, and professional development to name 
a few. One way to move your knowledge management 
strategy ahead is to create a leadership opportunity with-
in the department to manage knowledge. 

This professional can do more than just collect 
knowledge they can help “pass on the know-how” that 
can get lost through departmental change and transi-
tions. Collecting knowledge is just the first step in infor-
mation sharing. In an article entitled “It’s All in Here? 
How Do We Get it Out?” published through the Amer-
ican Society for Training & Development, five elements 
of knowledge transfer are highlighted. Those elements 
involve collecting, organizing, validating, sorting, and 
then transferring information. A dedicated professional 
could work to ensure that knowledge is not only collect-
ed but used efficiently.

Do you have a professional in charge of the de-
partmental training? If so, you may consider helping 
them form collaborations between themselves and your 
Information Technology staff. Sometimes the best way 
to maintain information is to develop an infrastructure 
to support it. If you already use technology to deliver 
training to staff, you may consider developing a system 
for accessing, sharing, and storing knowledge using 
technology.

We all know how cumbersome it can be to obtain 
information and update multiple documents. There are 
programs that will allow the use of technology into work 
flow to help your department capture knowledge, but 
more importantly to use the knowledge captured effi-
ciently.
Blaise Masse, IT Manager in the Department of Hous-
ing, the University of New Hampshire, took time to ex-
plain how they use technology to maintain knowledge.

We use a shared drive to help with knowledge man-
agement; we have it categorized so that we have one place 
to go. We have a lot of shared information and give others 
access to our data. We are currently working on migrat-
ing it to SharePoint, so knowledge sharing documents 
are indexed. We have always used the drive, but we have 
also considered virtual drive and our drive is constantly 
evolving.

I have seen our information sharing evolve; we have 
different levels of security, and we use all of the tools. 
We still have information that needs to be indexed. The 
evolution is to move knowledge into a system that is fully 

indexed.
Microsoft SharePoint is just one example. You may 

also consider developing an internal blog, website, or 
wiki to keep information updated, useful and relevant. 
Here are some additional ways you can support knowl-
edge management in your department:
• Allow technology to play a role in how you share 

knowledge. You can use blogs, wiki’s, shared drives 
or a blackboard platform to help you capture, store, 
and retrieve information. 

• Take an inventory of the skills and experiences with-
in your department. Use this information to publish 
a directory that highlights the skills and expertise 
within your department. It may surprise you!

• You can boost the use of your shared drives by 
organizing, indexing, and creating an information 
directory. This may make it easier to find documents 
and map information. New professionals can bene-
fit from this system by learning how information is 
maintained and the nomenclature within the depart-
ment.

• Create ongoing professional development opportu-
nities to support staff. Our graduate students are a 
powerful and sometimes underutilized resource for 
knowledge sharing. Many of them are already famil-
iar with the changes in technology and information 
sharing. Allow graduate students space to present 
their ideas and recent changes in technology and 
social media platforms.

• Assess programs and projects after they have been 
completed. Work to identify a time to assess lessons 
learned and best practices for moving forward.

Passing on the know-how should be intentional 
and can be achieved by promoting learning through re-
lationships, building a culture of sharing, and managing 
knowledge.

References:

Collins, J. It’s All in Here! How Do We Get It Out?. Jour-
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Noe, R. A. (2010). Employee Training and Development 
(5th ed.). New York, NY: McGraw-Hill.
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Partnerships in Wellness
BY CHRIST INA LORGE-GROVER |  AUGUSTANA COLLEGE

At the end of my first year as the Director of 
Residential Life at Augustana College I can 
honestly say I’m in the best shape of my life 

and probably the healthiest I’ve ever been; however,I did 
not start out my year this way.  My first day on the job 
was May 28th, 2013 and I was on a path of consistent 
weight gain due to finishing my dissertation.  I wanted 
to have this process finished before embarking on a new 
journey and would forgo my daily runs for bags of chips 
and writing time.  I was also woefully unprepared for 
the stress that would result from moving my family to a 
new state, starting a new job, and taking over a depart-
ment that hadn’t had a consistent director for a number 
of years.  Instead of working out to deal with the stress, 
I would come home and look for comfort and reassur-
ance in food that offered my body nothing nutrition-
ally except for calories.  I reached my heaviest near the 
holidays and the extra weight took a toll on my back and 
I ended up herniating a disc.  I laid on the floor sob-
bing because I could not take care of my three children, 
couldn’t drive myself to work, and couldn’t even walk 
to the bathroom.  My thoughts focused on why some-
thing so awful would happen to someone so “healthy.”  
As I laid on the floor, helpless, I began to realize that 
what I thought was “healthy” could not be further from 
the truth.  Wellness was far from my life and it finally 
caught up to me.  I worked 12-16 hours a day, barely 
slept, guzzled caffeine like air, ate empty calories, took 
no time for myself, and would try to fix this damage by 
intense cardio workouts.  At that moment I resolved that 
I would bring wellness back to my life, but in order to be 
successful I needed partners in wellness.

 A member of my staff and I decided we would give 

up all soda cold turkey.  It was amazing how quitting 
diet coke actually cut down my appetite and helped me 
sleep better.  Next I incorporated weightlifting.  After 
8 weeks I began to see new definition on my arms and 
legs and I started to moderately lose weight.  The biggest 
change came at OPE when I started to model my diet 
after one of my triathlete staff members.  I cut out most 
refined carbohydrates and focused on lean protein and 
vegetables.  While I thought diet would be the hardest 
part, it didn’t take long to realize how great I began to 
feel by eating cleaner.  Additionally, I began to look for 
ways to connect to others on campus through physical 
activities.  I started playing basketball with a group of 
faculty and staff at noon, running with other directors, 
and cycling with my own staff.  These activities not only 
got me in better shape, but I connected with folks from 
across campus and built relationships and partnerships 
that benefited multiple areas.  Today I’m down over 20 
pounds and have more energy than before.  

My department is healthier because of the partner-
ships in wellness.  Being a role model for the folks I work 
with and encouraging others to take time to exercise 
during the day because I do is critical.  Additionally, 
stating that unhealthy treats are not welcome in our of-
fice and instead serving healthy snacks at meetings and 
events shows a commitment to health that folks notice.  
Promoting time for renewal by leaving work is another 
way we try to stay balanced.  

Wellness is a daily commitment and some days are 
better than others.   I try to be productive versus being 
busy and make my wellness a priority.  Any housing 
professional can tell you how 
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A Partnership Between you and your Institution: 
Navigating your Benefits as a New Full  Time 
Professional
BY MONIQUE HARMON  |  EASTERN ILL INOIS UNIVERSITY

    AMANDA KOCH |  VALPARAISO UNIVERSITY

BROUGHT TO YOU BY THE HEALTH AND WELLNESS COMMITTEE

It is the first week at your new job and you 
receive a packet of information concerning 
your benefits. You will need to make all kinds of 

important insurance and benefit choices at that moment 
or shortly thereafter. As you transition from graduate 
school to being a full time professional, you have many 
adjustments to make; you are adjusting to a new cul-
ture, new routine and maybe a new city; so you should 
not have to worry about navigating your benefits. This 
article is helpful for people pursuing a new partnership 
with an institution or those who are continuing partner-
ships. If you think about it, benefits are one of the ways 
our institutions partner with us on a daily basis and one 
of the biggest partnerships we should take advantage of 
through Human Resources.

 A good rule of thumb when deciding on any 
benefits would be to anticipate any changes to your 
health, job, or life situation. For example, will you be 
getting married, getting pregnant, having children, or 
anticipating any surgeries within that year? These are 
all prime examples to consider when making a decision 
about your benefits. It is important to note that once you 
decide on benefits, nothing can be changed until open 

enrollment at the end of the calendar year.   
Health Benefits

The most common benefit you will likely pursue 
is health insurance. When selecting a health insurance 
plan there are several factors to consider. The first thing 
to consider is the out-of-pocket maximum. The out-of-
pocket maximum is the amount you will pay for deduct-
ibles and coinsurance during your annual year. Once 
you reach your health plan’s out-of-pocket maximum, 
your insurance company will cover the rest of your 
medical costs. With that in mind, the goal is to choose 
the insurance plan with the lowest out-of-pocket max-
imum. Next, you should consider annual deductibles, 
copayments, and coinsurance. Annual deductibles are 
the  amounts you pay each year before your insurance 
policy begins to pay for medical costs. Coinsurance is 
what you pay after you reach your deductibles, and co-
payments are a flat fee that you pay upfront for visits or 
prescriptions.  After comparing all of these items, think 
of a common health situation and add how much you 
will pay from each plan, plus the cost of the insurance 
itself.  Once you have done the math and crunched the 
numbers, the plan that works out to be less expensive 
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in the long run will probably be the better plan for you 
to select. In addition to cost, you should research which 
providers are offered in each plan and where they are 
located. Location is important because no one wants to 
drive two hours to the nearest family doctor in a partic-
ular plan.  Be sure to take as much time as you are allot-
ted before choosing a health plan; considering all op-
tions and talking with family, partners, and others may 
be helpful in your decision-making process. Therefore, 
keep all those things mentioned in mind before choos-
ing a health plan.Disability Plan and Life Insurance

It is also important to protect yourself (and your 
family) from loss of income with an emergency fund.  If 
something were to happen to you, you need a plan to 
cover your debt if someone else had to pay your expens-
es (school loans, car payment, etc.).  If your employer 
has a group disability plan in place, understand how it 
works and consider supplementing that through indi-
vidual life or disability insurance. This insurance should 
only be used as a supplement to a savings account. Short 
term disability does not generally kick in until after you 
are out of work for 30-90 days. When choosing this in-
surance make sure you read your policy carefully so you 
are aware of all guidelines. 

Life insurance is the simplest benefit, but it is very 
important. Most employers will pay the amount of a 
year’s salary or a set amount of ten-thousand dollars 
and there are also options where you can purchase more 
insurance on your own, either through your employer or 
through a private company. Life insurance is relatively 
inexpensive. Why not pay less than ten dollars a month 
in order to secure funds for your loved ones in the event 
of your death? A good amount of life insurance to secure 
would be $15,000 for medical and burial expenses. In 
the case you are married and/or have dependents you 
may want to consider increasing the amount.  
Retirement Benefits

For some, retirement may be far away, but it is 
important to start visualizing what you would like your 
retirement to look like. “If you don’t know where you’re 
going, you might not get there” (Berra, 2001, p.53). 
Retirement plans can be adjusted along the way as life 
circumstances change, so don’t stress.  Retirement bene-
fits can be the most overwhelming decision of them all.  
To make things easier you must know the basics. 

The first basic account is an Individual Retirement 
Account (IRA) which allows you to contribute a certain 
amount and invest that amount each year with taxes de-
ferred. The second basic account is a ROTH IRA. Roth 

contributions are made after tax, and any money gen-
erated will not be taxed. In addition, you can withdraw 
contributions in a ROTH IRA before retirement without 
any type of penalty. The third basic account is a 401K. 
This account allows you to contribute pre-tax funds and 
it lowers your amount of taxable income. Note that in 
an IRA or 401k, your investment choices may not be 
changeable without some sort of loss with time invested 
or loss of funds. Therefore it is important to not take this 
type of decision lightly and to think about your life in 
advance.  Some employers will also match what you put 
in your 401k. It is best if you can “max out” employer 
matching because this partnership with your institution 
essentially gives you “free money”.  For example, if your 
institution matches 5% of your contributions, at a mini-
mum you should put in 5%.  This contribution is de-
ducted from your paycheck so that way you do not really 
miss the money because it does not enter your checking 
account.  Do not think of it as losing money, think of it 
as investing in your future.  This money will grow into a 
larger amount over time.  

Diversify your savings and contributions.  It is okay 
to take a few more risks in your 20s with your retirement 
portfolio and investments.  If you have a retirement rep-
resentative, they have tools that can help you determine 
how much risk you should or should not take and can 
help you diversify your investments.  It is also suggested 
that you have a balanced retirement by having mon-
ey in both a ROTH IRA/ROTH 401k and Traditional 
IRA/401k. Roth IRAs/401ks do not get a tax deduction 
for money that you put into it because you are paying 
income tax on it currently at the current tax rate.  In a 
Traditional IRA/401k, you will pay taxes when you take 
the money out at whatever that tax rate may be at that 
time.  

To watch your money grow greater over time, it 
is also important to understand the difference between 
simple interest and compound interest.  Simple inter-
est is interest acquired on money contributed/saved 
only.  Compound interest is interest acquired not on 
the money contributed/save, but also on that interest 
over time.  Simply put, compound interest is interest on 
top of interest.  Of course, the earlier you start contrib-
uting and saving and the more money you contribute, 
the better because of the interest making your money 
grow.  This make the dollars you save in your 20s more 
valuable than the dollars saved in your 50s.  This does 
not mean cut out all “fun” expenses, but be conscious of 
your spending.

Your employer may offer different plans, but re-
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gardless of if it is an IRA, portable plan, or self-managed 
plan ask yourself these questions: What is your antici-
pated length of service at your institution? Is this a re-
tirement fund or do you plan to withdraw funds? Would 
you rather pick your investments or have someone 
manage those for you? Do you need survivor benefits? 
To help keep you on track, CNN offers a retirement cal-
culator that informs you if you are on the right path for 
your age and income.  It can be found at:  http://money.
cnn.com/calculator/retirement/retirement-need/

Lastly, keep your financial records organized, both 
electronic information and hard copies.  Make a system 
that fits your style.  It does not have to be complicated, 
just a place to store your tax refunds, health documents 
including health insurance information and medical 
bills, financial records, paycheck stubs, retirement infor-
mation, and student loan statements (to name a few).  A 
simple file box/drawer with files for hard copies may do 
the trick.

Many institutions’ human resource departments 
arrange times for employees to meet with retirement 
representatives from the university’s chosen company in 
a one-on-one setting or through a group presentation.  
Use these opportunities to your full advantage.  It is a 
great opportunity to talk to a professional about your 
retirement options and portfolio, but also to network 
with and learn from fellow employees who are also 
navigating retirement options at your institution.  If you 
are worried that you might be the only person going to 
a retirement seminar, grab a few co-workers or better 
yet, arrange for your retirement representative to give 

a presentation to your department so it can be tailored 
toward your needs.  

While this information is not all encompassing of 
the benefits you may need to navigate, we hope it leads 
you down the right path or at least gets you thinking 
about some of the choices you will have to start making.  
Now that you know the basics of navigating your ben-
efits we are confident that you will be able to make the 
right decisions for you and your future.  

Resources:
Berger, R. (2013, November 20). 10 Retirement Moves 
for your 20s. U.S. News & World Report.  Retrieved 
from http://money.msn.com/retirement-plan/10-retire-
ment-moves-for-your-20s
Berra, Y. & Kaplan, D. (2001). When you come to a fork 
in the road, take it! Inspiration and wisdom from one of 
baseball’s greatest heroes.  New York: Hyperion.
Moeller, P. (2013, November 29); 6 Key Retirement 
Planning Steps. U.S. News & World Report. Retrieved 
from http://money.msn.com/retirement-plan/6-key-re-
tirement-planning-steps
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Developing your Resident Assistant Staff
BY KATIE SHOEMAKER |  MIAMI UNIVERSITY

    DENNIS HOYLE |  SOUTHERN ILL INOIS UNIVERSITY -  CARBONDALE

    NICK VARNER |  ALBION COLLEGE

Members discuss how they develop their Resident As-
sistant (RA) staff and how they overcome supervisory 
challenges.

Nick Varner: The main questions we have been focus-
ing on are how do we develop our RA staff, and what 
are some common challenges faced when supervising 
an RA staff & how do we overcome these challenges?  I 
think that everyone’s supervision style is very different, 
and needs to be tailored to what works best for them.  
However, there are also a lot of common threads that 
link anyone who supervises RAs and allow for shared 
experiences.  I think it might also be helpful to discuss 
the types of students we supervise.  I supervise 13 RAs, 
which includes 2 Senior Resident Assistants (SRAs).  The 
SRAs are experienced staff that I can really count on; 
the position works best when they are able to be leaders 
on staff and take on a lot of responsibilities.  My staff is 
primarily sophomores and juniors from Michigan.  The 
residence hall I am responsible for is our first-year com-
munity and attracts RAs who specifically want to work 
with that population.

Dennis Hoyle: I supervise 16 Resident Assistants di-
rectly, but there are 32 RAs on our building staff team. 

They range between first year students and seniors. 
Most of our RAs come from the Chicago area, which is 
about a 5-6 hour drive or train ride from campus. We 
have a very visually diverse staff of whom about 40% 
would identify as a person of color. Our staff is studying 
a wide-array of majors, but some of the more common 
majors are aviation, biology, business, communication, 
criminal justice, and architecture.

Katie Shoemaker: I am in the fortunate position to 
be a co-supervisor of eight RAs along with the gradu-
ate student I supervise, Liz Walsh, with whom I share 
supervisory responsibilities.  This past summer, Liz and I 
discussed a new approach to our shared supervision and 
decided to implement a Learning Partnerships Model 
(LPM) approach to our work, inspired by the presence 
of Dr. Marcia Baxter Magolda’s influence on Liz’s course-
work.  The three basic principles of LPM we adapted for 
RA supervision were that: RAs are capable of creating 
knowledge; knowledge is comprised of mutually con-
structed concepts; and RAs will learn most effectively 
from the position if we are able to situate learning within 
their experience. 
The first step we took in implementing our LPM-in-
spired supervisory approach was to explain the LPM 
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to our staff.  We illustrated the tandem bike metaphor, 
shared an article, and asked what they thought.  The 
staff was intrigued and excited by the amount of trust 
implicit in this model.  We continued to educate about 
LPM through role modeling in our supervision, which 
came through in our allowing them to make as many 
decisions as our own terms of employment would allow, 
supporting along the way.  We situated learning in their 
experiences whenever possible, capitalizing on spon-
taneous learning moments as they arose in the halls or 
through conversation.

Hoyle: We begin every Fall training discussing the iden-
tity of our building. We are not just #MaeSmithHall, we 
are #MaeSmithNation, so we talk about what that means 
to them. It’s OK if the meaning changes year to year as 
long as they know who they are as a team. We have a 
conversation about why it is important to have a good 
identity as a building; we let them all know they are on 
the best staff on campus and that we personally picked 
each of them to be part of the team. Just prior to open-
ing, I always prepare a “pep talk” as a way to transition 
them out of training. Usually this involves telling them 
they “are ready” to take on the challenges they are about 
to face and to tell them I’m proud of the work they have 
done to get to this point.
As the year progresses, we make recognition a priority. 
There are a number of different recognition techniques 
I’ve used, from personal notes and snacks in their mail-
boxes, bringing baked goods to meetings, saving time 
for “shout outs” at staff meeting, writing and encour-
aging my staff to write “Of the Months” for each other, 
throwing around the recognition ball or compiling staff 
recognition from weekly reports and sending out a 
weekly email with these shout-outs. 

Varner: I am actually in the process of moving towards 
creating a staff and building identity that the RAs can get 
behind.  I think there has always been an informal iden-
tity among the RA staff, but I want to make it something 
that we actually talk about and can rally behind.  
I really focus on forming those individual relationships 
with each staff member and exploring who they are and 
what they are hoping to get out of the position.  I really 
want to get to know each RA so they know that I am 
invested in their success and can give them practical 
suggestions for what they are facing.  On the flipside, 
I make sure that they also have opportunities to get to 
know me both professionally and personally.  I find that 

this really helps with their buy-in, and allows for more 
honest conversations.  It creates some challenges, but it 
also creates a lot of opportunities.

Shoemaker: The LPM-inspired approach does not come 
without its challenges.  A major challenge of this ap-
proach is that it is more time consuming, particularly in 
the beginning to set up properly. However, the gains we 
saw in a multitude of areas were worth the extra time, 
and in the long run, the autonomy and decision-mak-
ing skills that were developed throughout this process 
actually saved time.  RAs did not need to be managed as 
closely on day-to-day tasks and were more empowered 
to confidently follow their gut, which allowed our super-
vision to be developmental at the next level, rather than 
concerned with the micromanagement of staff.  
This model also requires a certain understanding of 
LPM on the part of the supervisor, as well as a willing-
ness to engage in discussion about topics about which 
the supervisor might otherwise simply “make an ex-
ecutive decision.” This style is not for everyone, as it is 
messier, less straightforward, and requires much more 
flexibility. But for me, the enormous level of growth and 
development I saw this year is worth every bit, and I 
look forward to further honing my practice next year.

Hoyle: It can be challenging to keep up with all 32 of my 
staff members to make sure they have completed every-
thing they have been asked to complete. When I first 
started as a Hall Director I really struggled to keep track 
of everyone. To remedy this, I began to focus heavily 
on “RA Tracking”, or keeping a documented record of 
all the assignments or tasks they have been assigned to 
complete. As assignments are turned-in I mark them 
early, late or on time so I can follow-up with them and 
provide them feedback. During their semester evalua-
tion I show them graphs and charts of things like their 
assignment timeliness, quality of their conduct reports 
or number of resident interactions they’ve reported. By 
focusing so heavily on tracking their behavior, I think 
the RAs find it difficult to fall through the cracks, and 
they expect me to follow-up with them if they miss 
something because they know I’m paying attention. As a 
result, I am able to be a lot more confident we are ac-
complishing our staff goals.

Varner:   The biggest challenge that I face with my ap-
proach is maintaining accountability.  Since there are a 
lot of personal and professional relationships, I find that 
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the RA staff can take advantage of that.  Excuses and missed deadlines were a large problem my first year.  I am now 
very clear on my expectations and on deadlines.  My staff now expect a deadline with everything I ask of them, and 
know the reason why a deadline is a specific date.
Another big issue that I have faced has come working with the SRA staff.  There have been times in which the staff 
did not see the SRAs as leaders and did not respect their authority.  This causes the SRAs to underperform and for 
the RAs to view the interactions they have with the SRAs as combative.  At training I have made sure that it is very 
clear that the SRAs are the leaders and have additional responsibility.  I work with the SRAs to determine what they 
want to be in charge of and how to be a leader on staff.  This has been helpful in addressing these issues.

Any final thoughts?
Hoyle: I also believe that respect is key. I don’t yell or cause a scene when an RA does something wrong. I try to 
address small infractions quietly, away from the rest of the staff. If the staff becomes “chatty” during staff meeting, I 
try to be patient. Instead of criticizing the group for getting distracted, I will wait for them to refocus, or I will regain 
their attention with a funny comment, or get up to walk around the room. I also speak positively to the group, tell-
ing them how excited I am to see all of their shining faces at staff meeting or by complimenting an individual RA on 
a specific task that was well-done. Finally, I try to respect their requests of me. If they ask a question or have a need, 
I make sure it goes to the top of my priority list and that I give them an answer quickly.

GLACUHO: 
PROFESSIONAL FONDATIONS 

COMMITTEE 

The GLACUHO Professional Foundations Committee is very excited to offer a new Professional Networking op-
portunity to our members. Sign-up to be matched with another professional in the region for an opportunity to gain 
different perspectives, ask difficult questions, and have someone on whom you can count for support and guidance. 
You can sign up to be connected with someone with less experience than you if you wish to provide your expertise 
and guidance to another, or to be connected with a professional with more experience that you currently have. In 
our experience, the relationship is multi-directional, and we can all learn a lot from one another, regardless of expe-
rience level or positional title.
The vision is to have partners ask questions and for advice, and your match to provide what guidance they can.  
Each month you will receive an e-mail with topic and prompt. These prompts and readings, can serve as great time-
ly conversation starter to aid in your professional connection. The topic will change each month based on current 
events or the typical housing timeline. Feel free to use the provided discussion questions or to continue down your 
own path with your partner.
As you sign up for this program, you will be able to describe your experience, and what you hope to receive from 
this relationship. We will use this information for matching purposes, and put our best effort into creating an inten-
tional and mutually-beneficial pairing. Thank you for your consideration of this opportunity, and please direct any 
questions to professionalnetwork@glacuho.org   
To sign up for the GLACUHO Professional Network, click here or visit the Professional Foundations page on the 
GLACUHO website at https://www.glacuho.org/?page=ProFound_Networking

http://Professional Foundations Committee
https://docs.google.com/forms/d/1PnJ7hl1rAlLOccQwWC2ACkie9Qry0Uji9g7KHu5mDzk/viewform
https://www.glacuho.org/?page=ProFound_Networking
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ACUHO-I:  The Ramadan Way
BY MOE SAMAD |  THE OHIO STATE UNIVERSITY

With a few days before the Annual Conference and 
Exposition (ACE) for the Association of College and 
University Housing Officers International (ACUHO-I), 
I reached out to our financial representative to discuss 
per diem. Not seeking additional funding, but trying to 
figure out how the little details work when not having 
breakfast nor lunch, but eating a meal and a late night/
early morning snack all between the hours of 9pm and 
4am, I wanted to make sure I wasn’t cheating the system. 
The brief conversation over the phone ended with noth-
ing but support and understanding.

Friday June 27th had come and as I was with 
peers before our adventure and early morning flight to 
Washington, D.C., my phone started to buzz. I instantly 
knew who and what the call was concerning. My mother 
had called to inform me my fast should begin the next 
morning. The Holy month rotates each year, due to the 
Lunar calendar. Ramadan starts nearly 10 to 11 days 
prior to the start of the previous year. The beginning 
of a new crescent of the moon is the universal sign to 
begin Ramadan the following day. Though there is much 
debate on when it starts, as there is every year, the typi-
cal practice for my family is to start on the same day as 
our ancestors in the Middle East. So for my family, that 
happened to be Saturday June 28th, while many believe 
to follow the sighting of the moon in their geographical 
area and beginning as they spot the moon. Nonetheless, 
the fasting process, a crucial component of Ramadan 
lasts for 29 to 30 days, again depending on when the 
new moon appears. 

Day 1:
With my alarm set for 3:55am, my mission most 

mornings during Ramadan is to drink water and poten-
tially a snack that will get me through the upcoming day. 
During the holy month, the consumption of food and 
beverage is prohibited from dawn to sunset. As dawn 
was rapidly approaching and I was preparing to depart 
my apartment by 4:40am to head to my pickup location 
for our 6:30 flight, my goal and eyes were on the water 
bottle and fruit calling my name before dawn broke at 
4:28am. 

Fast-forward past an hour flight, shuttle ride and 
checking into our hotel, the delegation travelling with us 
spotted a wonderful brunch location from the windows 
of the vehicle as our first destination in D.C. My peers 
and friends asked my input; I’ve done this many times 
in my life, practically every year since the age of 9, and 
as long as they were okay with company not eating or 
drinking, I was attending brunch. At brunch, eyes began 
roaming, as to why I wasn’t ordering food or sipping 
from my glass, but I, as I believe most individuals within 
our profession are happy to share, when asked. The con-
versation began to pick up around the table and I shared 
a little bit of my story, while attempting to educate some 
as well. 

Brunch came and went; the first day of fasting still 
had nearly 10 hours left. My amazing and supportive 
friends asked how I was doing, which is something I 
appreciated along the way. Their concern and patience 
with me was tremendous, as it continued over the course 
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of the entirety of the trip. With it being the first time in 
D.C. for me, I am your typical tourist. I want to see all 
that I’ve only witnessed on television or in photos. The 
group was in the same boat, in terms of wanting to visit 

some of our beautiful capital. 
The temperature was easily in the mid 80s that day 

and our walk was no easy feat. We took a free shuttle 
from the hotel to Metro Center, a train station a few 
blocks away from the White House. From the Metro 
Center, our journey began. We walked towards the 
White House, snapped a few photos, and walked some 
more and we hit them all, each memorial. Starting with 
the Washington and ending with the Jefferson. Along 
the way, we stopped for photos, quote reading, restroom 
breaks, but most importantly a lot of deep reflection and 
thought of what these memorials meant. 

Throughout our journey, I was checked in on and 
made sure I could continue. To a point in which a dear 
friend handed over some water for me to pour on my 
head and neck, which I greatly appreciated. 

The time passed quickly and after visiting the 
photo booth on site for some goofy pictures, the sun had 
set and it was time to break the fast. Typically it is best to 
break a fast with a bite into a date, but if one doesn’t have 
the dried fruit handy, a simple prayer and sip of water 
work just fine. 

Day 2:
As my phone was put on silent to vibrate and not 

wake up my roommate, 4am came quickly. I had a solid 
few sips of water and ate a granola bar as my breakfast 
and lunch for that day. With the first full day of the 
conference ahead, it was sure to be a long day with many 
moments of reflection. The opening ceremonies and first 
interest session had come and gone. It was time for the 
exhibitor show accompanied with lunch. 

The moment of walking through the exhibitor 

fair and discussing some of the products with company 
representatives came to a long line in the back corner 
that lead to buffet tables. An advisee asked if I’d join him 
and grabbing a meal and I explained my current situa-
tion. As wonderful as he is, he completely understood, 
we shared our departing words, and he stood in line as I 
walked off. 

Again, the evening flew by and in no time we were 
at Madame Tussauds for the social of light refreshments, 
music and a wonderful museum experience. One of my 
good friends had passed on dinner, so that he would 
accompany for my breaking of fast for the evening (very 
thoughtful and nice of him). After walking around the 
wax figurines and taking some hilarious photos, it was 
time to break my fast. There were plenty of snacks to get 
me through the evening as the main focus of breaking 
my fast is to make sure I have enough water in my sys-
tem to get me through the following day. The spread of 
snacks provided a variety and some hearty bites. 

Day 3:
The day started off a little differently than the previ-

ous morning, as I slept through the alarm. This is not the 
first nor will it be the last time I sleep through breakfast 
during Ramadan. Interest sessions once again filled the 
morning and my lunch consisted of sitting in the same 
exact chair before the television set. 

After lunch I felt a little tired. There comes a point 
in the day, seems like most days of Ramadan, in which 
hunger and exhaustion come to a head. The point varies 
depending on the day and activities, but when that 
point comes, one must get through via internal will and 
reflection. Most times it is very easy to get through that 
point in the day and that day was no exception. Inter-
est sessions and the second set of roundtables got me 
through the day. 

My peers are so generous and kind to have made 
a later dinner reservation so that I may attend. We left 
the hotel near the 8pm hour to head towards the train 
station and make our reservation of 8:30. 

While waiting on the next train to board, a 
colleague and friend from a different institution ap-
proached me to apologize. Taken back, I was a bit 
confused but she carried on to share. At the first social 
on Saturday night, we had engaged in conversation 
about life and our jobs. In the subway station, she stated 
I looked tired that evening we chatted and just didn’t 
seem like myself. On her own, she put the two together 
and wanted to apologize if she came across as awkward. 
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Having not taking anything by it, other than stating 
most times I do look tired during the month, we laughed 
about the situation, shared my “no worries, you’re fine” 
and carried on with our wait for our respective trains. 

Day 4:
The fourth and final day of ACE was a big one for 

me. It was my first time going to present at the confer-
ence and honestly a bit nervous about the outcome. My 
time in front of the television for lunch was cut short as 
I wanted to touch base with my co-presenter and make 
sure we were all set for that afternoon. The presentation 
revolved around supervisor/supervisee relationship 
around multi-cultural competencies. 

The hours continued to roll and the closing ban-
quet was upon us. We utilized the new reservation 
system ACUHO-I implemented and had a table that was 
reserved for us during the closing banquet. During the 
meal and ceremony, there was what looked like a deli-
cious salad set in front of me. My peers asked me if they 
should ask the staff for a to-go container so I may have 
something to enjoy later that evening, but at that point 
in time I didn’t really want to inconvenience anyone and 
was okay with finding a meal later that evening. 

I politely asked one of the banquet staff members if 
he can remove the salad and to not serve an entrée when 
they begin bringing those out to the guests. Innocently 
and kindly, the staff member asked if everything was 
okay, and I stated “yeah, I’m just fasting.” Without hes-
itation, the gentleman uttered the words of “I’m sorry.” 
We chatted a bit more and smiled back and forth; he was 
a great individual who was compassionate and under-
standing. That evening dinner was spent with friends at 
a local pub. While they enjoyed beverages and laughter, I 
enjoyed another hearty meal. 

Lessons Learned:
As was stated earlier, this was my first professional 

conference while fasting. Ramadan is about reflection 
and personal willpower; both were very present and on 
the forefront during ACE.

Every year Ramadan brings on new challenges and 
lessons. During this process I learned about myself and 
my colleagues. I work with some amazing individuals 
and continue to build friendships with those that are 
sympathetic, understanding, accommodating and learn-
ers. For me, I learned that I am willing more than ever 
to share about my values and beliefs. There is absolutely 

nothing wrong with saying, “thank you, but I am fast-
ing.” 

In these short few days, there were other eye open-
ing educational moments. Individuals participating in 
Ramadan, or at least from my perspective, want to be in-
vited even to a lunch they may not be able to eat during. 
As long as you are okay with eating in front of someone 
who is not, there is something rewarding about being 
with friends during those moments instead of being 
trapped in a hotel room.

It is completely okay to ask your friend if they are 
okay. For my peer who was hesitant to let me know I 
looked tired, there is nothing wrong with checking-in 
and just making sure. I’ve learned to share when I need 
some assistance and when I can push myself a little fur-
ther; the walk around the memorials being a great test. 

Someone going through Ramadan during a confer-
ence is hard to identify, unless you know that individual. 
There is no ribbon at the bottom of the nametags that 
states “not eating or drinking.” Along with other partici-
pants, we attend sessions, socials, meals and present. 

One does not have to be sorry. My participation 
in Ramadan is on me, my values and my beliefs. I have 
chosen to take on all that comes along with it, so when 
forgetting about my situation, there is no need to be sor-
ry, it is okay. I am sure there have been many moments 
in which I forgot about something you are passionate 
about. It is okay if you forget about my lack of eating or 
drinking, trust me.
Surround yourself with amazing individuals and contin-
ue to educate one another. 
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your students’ housing experience
Since 1989, Bedoft.com has been providing easy-to-use, affordable solutions for residence hall space 

issues. Today, we continue to provide custom solutions that are affordable and convenient, while helping 
improve the quality of life and comfort for students at more than 70 colleges and universities nationwide. 

Our experienced, professional team is second to none and is 100% committed to ensuring that each 
student and parent is valued and treated with a high level of respect and courtesy. We take great 

pride in serving both college students and the higher-education housing community. We have developed 
long-lasting relationships with our current partner schools, including many schools in the 

GLACUHO region, and have created programs that benefit all parties.

We deal with many different vendors for various 
products throughout our residence hall system and 
there truly is no one easier to work with than 
the folks at Bedloft.com. They very much 
understand our business and our students and 
they do whatever it takes to make sure we are 
satisfied customers.  

“
”

The Loft
Management 

ExpertsTM

P: 217.351.5502     W: www.bedloft.com     E: service@bedloft.com

elevate

  John Biernbaum, 
  Associate Vice-President of Student Services
   Western Illinois University

Contact us today to find out how 
Bedloft.com can serve your school.
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The Yoga of Res Life
BY SARA OLSZTYN |  MICHIGAN STATE UNIVERSITY

Full disclosure, I am no yoga guru; I am simply a humble 
community director at Michigan State University who 
happens to also be a certified yoga instructor. Do I spend 
six hours a day on my mat? No. I work in res life and have 
a two year old, so I am on my mat when I have a free half 
hour here and there! Where my daily practice comes in is 
bringing yoga off the mat and into my daily life, and since 
I live where I work and work where I live, yoga comes with 
me to my office every day.

So in the least bendy-ist and yoga history-ist way possible I 
want to share with you my version of the yoga of res life.

Leave it outside of the studio, or in our case, the office

Often times when you enter a yoga studio you are asked 
to leave all your outside “stuff ” at the door. Your stress for 
the day, your to-do list, the fight you just got in with your 
partner. Leave it at the door, this is your time, this is your 
practice. The same goes for our office. Leave all that “stuff ” 
at the door. All this “stuff ’ is going to clog up your office 
space and leave no room for the real “stuff ” we need to deal 
with. The stuff of our staff, our students and our building. 
Our “stuff ” will always be there, waiting for us when we 
walk outside of our office. In our office, let’s focus on their 
stuff. 

Do no harm

When I say do no harm, you think, well yeah Sara, I am not 
going to go around and smack my residents or co-work-
ers. When I talk about harming, it’s not only in the phys-
ical sense but also in the emotional sense. We have repeat 
offenders in our lives, the residents who always seem to be 
showing up in incident reports or popping up in staff meet-
ings. It’s easy to dismiss them for being brats, troublemakers 
or “typical freshman.” We may think or say harsh words 
about these students to co-workers or maybe even staff. Re-
member words can hurt. If you chose to use harmful words 
to describe a student or coworker, stop and think about why 

they act the way they do. Was their self-expression limit-
ed as a child, maybe now they are just wishing to be seen? 
Can their laziness come from a fear of living out their big 
dreams? If they believe they are always right, imagine how 
many times they have been told they are wrong. Think, 
before the harmful words come out. 

Study yourself

A big part of yoga is to know your limitations and to accept 
them. In our day-to-day work we must do the same. Some-
times we cannot put out every fire (well, the real ones we 
need to take care of quick!). We cannot do all for everyone 
all the time. If we try to do it all, we may get hurt, and in 
yoga and in life, we do not want to get hurt. Know when to 
say no, when to give yourself some time to stretch, breathe 
and take a break. If you try to exceed your limitations and 
get hurt, you cannot help yourself or others. Remember, it’s 
always an option to return to child’s pose. 

Sit up straight! 

I am sure you have heard this over and over again, but it 
really is important to do! Sit up straight! Lengthen your 
spine, reach the crown of your head to the ceiling, drop 
your shoulders down your back. We practice this in yoga; 
practice it in your office. I know I find myself throughout he 
day slowly slouching, hunching over in my chair, leaning in 
to my computer. With a quick reality check, straightening 
back up breathing and extending my spine is like an instant 
pick me up. Slouchy body= sleepy body. Sit up straight!

These tips can go on and on, but if there is one thing you 
take away from this article it is that yoga is a lifestyle. 90 
percent of yoga is what we do off the mat. So off the mat, 
and in work, take care of yourself, love the people and 
things around you, seek to understand why you and others 
react the way they do. Simple steps like this lead to a more 
peaceful and happy work place. Namaste friends!
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A Look into Spiritual Development:  Perspectives 
from a Campus Partner
BY SOPHIE ZUMOUT |  LOYOLA UNIVERSITY CHICAGO 

When I began working at Loyola University Chi-
cago as a Resident Director, I was not only embarking 
on my first professional role within the field but my first 
journey at a faith-based institution. As someone whose 
faith is salient in my life, I was excited to be in a profes-
sional environment that would allow me to cultivate an 
aspect of a student’s identity in an atmosphere where 
I did not need to uphold the separation of church and 
state by remaining religiously neutral, and therefore, not 
discussing religion, faith, and spiritual development. 
Although Loyola is deeply rooted in its Jesuit-Catholic 
identity, I quickly learned that conversations with resi-
dents as a Resident Director were less about formalized 
religion or doctrine and more focused on facilitating 
dialogue with students about meaning-making and pur-
pose in their lives, what drives and motivates them, and 
how both believers and non-believers are guided by their 
values that impact the decisions they make as members 
of our residential, institutional and global communities.  
I now had the agency to dig deeper with students and do 
more than scratch the surface by being able to talk about 
important aspects of their development in a way that 
was inclusive and not necessarily off-putting to non-be-
lievers. 

While my graduate coursework did not formally or 
fully prepare me to aid students in their spiritual devel-
opment or to even have these conversations in a way that 
was aligned with “best practice,” I was fortunate enough 

to now be at an institution that formalized collaboration 
with campus partners with a professional ministerial 
background. Every residential community at Loyola is 
designated a “Wellness Team” comprised of professional 
hall staff and a staff member from Campus Ministry and 
the Wellness Center. The Wellness Team meets regularly 
to discuss student and community trends or concerns, 
and the campus partners from Wellness and Ministry 
provide their perspectives and skills to both the resi-
dential community and student staff through active and 
passive programming. 

For my first two years as a Resident Director, I had 
the privilege of working with Brian Anderson, Interfaith 
Campus Minister, whose passion for cultivating safe 
spaces for interfaith dialogue is truly inspiring. Moti-
vated by his work and enlightened by his perspectives, 
I wanted to delve deeper into what it meant to not only 
collaborate with the Department of Residence Life, but 
what it meant from his perspective as a former live-in 
professional to support our residential students through 
their spiritual journey. 

The following are edited excerpts from an interview 
conducted with Brian Anderson, Interfaith Campus 
Minister, this July.

 
What role or purpose do you feel you serve within the 
Wellness Team structure at Loyola?
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A campus minister’s role is to provide spiritual 

support for hall staff and the student staff. Support as a 
resource for spiritual programming, resources on differ-
ent religious traditions and the promotion of religious 
literacy.

How do you define spiritual development and why is it 
important to college students?

Simply put, there is not one answer to this ques-
tion. As a self-identified Roman Catholic, my under-
standing of faith development is different than that of 
someone coming from a different faith tradition or no 
particular faith tradition. The faith tradition and culture 
you are born and raised within shapes how you define 
spirituality because it is based on the scripture and 
religious tradition that impacts your perspective and 
way in which you view the world around you. A basic 
definition should incorporate the process of deepening 
one’s relationship with the Divine, or a higher power, or 
something beyond themselves or their comprehension.

What role do you see spirituality playing in the daily 
lives of students that you interact with?

College students are yearning for a deeper spiritu-
ality and do not necessarily know how to get there. Most 
students seem to have a religious or non-religious com-
munity that they belong to but have a varying degree of 
feeling connected or involved with that community on 
campus. For some students it’s not about the religious 
tradition itself, but feeling connected to God or a higher 
power as well as the interconnectedness with their peers 
who share similar beliefs. 

Can you speak to how you navigate supporting stu-
dents of various faith traditions within the residence 
halls at a faith-based institution? 

Being at a faith-based institution, faith is an inher-
ent part of the campus culture regardless of which faith 
tradition a student identifies with. This allows for con-
versations to freely go wherever they need to go when 
discussing issues of faith. When specifically working 
with religious identities that are of the minority, it is 
important to know and ask how to best support them 
in meeting their spiritual needs. For example, having 
appropriate prayer spaces, advocating on their behalf to 
faculty when they need to miss class for a religious holi-
day, and connecting them to communities off campus.

How does ministerial presence in a residence hall im-
pact the spiritual growth of students?

Ministerial presence within the halls can be both 
good and bad because it allows students access to an 
advisor of some sorts 24/7. It is good because it provides 
students with a direct resource when they are experienc-
ing varying degrees of crisis that are best addressed from 
a particular lens. While that is great for students, it can 
be challenging for staff who may experience heightened 
degrees of burnout (similar to housing professionals). 
Students need healthy role models and a safe space to 
express struggles they are experiencing or dissonance 
they may be having. While this is not overtly spiritual 
development, having a safe and secure space for these 
conversations to happen within the residence halls is 
foundational to spiritual growth.

Given your professional background, how can resi-
dence life or housing staff support the spiritual devel-
opment of students?

From a programmatic perspective, residence life 
staff need to educate themselves on various aspects 
of religious traditions, mainly food, dietary practic-
es, holidays, and gender dynamics. It is also helpful to 
know who within campus ministry, or the equivalent 
department or organization, you can refer students to in 
times of crisis or need. Knowing campus and commu-
nity resources is critical. As professionals we may not 
share a student’s faith tradition, but it is important that 
we are continuing to grow because if we are not willing 
to “go there” then students won’t be either. Students are 
constantly looking to make meaning and it’s up to all 
of us--not just campus ministers--to create that process 
in a healthy and meaningful way. Many times, Campus 
Ministry is seen as the de facto spiritual development 
place, but I believe we can all have an impact on this area 
with our students. As professionals we need to recognize 
that we don’t need to be an “expert” to have a meaning-
ful conversation. The deepest conversations stem from a 
question that can elicit a deep and honest response.

What are some of the most impactful spiritually-relat-
ed experiences for students within the residence halls 
to further spiritual growth?

It is important to create a culture where it is accept-
able to pray or have faith sharing groups, just as much 
as it is for meditation or not praying at all…creating a 
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culture where it is acceptable for various traditions to 
express their religious identities and beliefs. A residence 
hall should be a safe space and a safe place. And hall staff 
(all levels) set the tone for what “home” will feel like. 
Allowing students the space to create that home-like 
feeling within the residence halls by inviting students to 
various faith-related programs on campus and bringing 
those programs into the hall can impact that growth as 
well.

Where are we missing the mark as professionals as it 
relates to students’ spiritual development?

We miss the mark in three ways: when we don’t see 

spiritual development going hand in hand with their in-
tellectual and interpersonal identity development, when 
we have a predetermined idea of what spirituality should 
look like for every student and when we think we can’t 
assess how to best support our students. Assessment 
doesn’t come in asking questions like, “Do you believe 
in God?” but it comes in their articulation of what they 
believe in and why they believe what they believe even 
when it is not the same as our own as professionals. We 
study theorists who write about development of some 
sort that focus on aspects of students’ development, and 
if we ignore that there is a spiritual component within 
that development then we do a disservice to the student’s 
development as a whole person. 

GLACUHO: BLOGS 
MICROAGGRESSIONS: PEOPLE SAY THE 

DUMBEST THINGS 
click here to read more 

A Valuable Professional Development 
Experience: PDI from a Faculty Perspective

BY STACEY MWILAMBWE |  I LL INOIS STATE UNIVERSITY  

My February 2014 was marked by a special weekend where I had the opportunity to meet some of the 
most talented housing professionals in the GLACUHO region. Where was I? I was at the Profession-
al Development Institute (PDI) sponsored by GLACUHO, where I had the privilege of serving as 

one of five faculty members for a group of 20 collaborative and supportive learners. The topics covered represented 
a broad range of areas impacting housing professionals with 3-5 years’ experience. The positive energy of the group 
made the outcomes of the retreat, which were expanding perspectives in Student Affairs, connecting with others to 
seek advice on professional goals, and creating support for lasting collegial relationships, easy to accomplish.  

As a faculty member, I found the experience to be refreshing, challenging, and an opportunity to give back to a 
profession that has given so much to me. Over the years, I have had mentors provide constructive criticism, coach-
ing, and a shoulder to lean on. PDI provides a fortuitous occasion for other seasoned professionals to do the same. 
It is a valuable experience for faculty and participants alike, and I would highly encourage young professionals to 
apply to attend the Institute as a participant. We are fortunate to have a robust regional organization in GLACUHO 
that offers such an professional development.  

More information about PDI 2015 can be found at http://www.glacuho.org/pdi. Participant applications will be 
posted in the coming weeks. For more information about PDI, please contact Mollie Rockafellow at pdi@glacuho.
org.

http://www.glacuho.org/blogpost/1085324/Inclusion-and-Equity-Committee-Blog
http://www.glacuho.org/pdi
mailto:pdi%40glacuho.org?subject=
mailto:pdi%40glacuho.org?subject=
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Protecting Our Campuses from Acts of Violence: 
A Preliminary Analysis of the BIT Assessment
BY ELYSE HOLGUIN KURFISS |  LAKE FOREST COLLEGE

BROUGHT TO YOU BY THE CAMPUS SAFETY AND CRIS IS MANAGEMENT COMMITTEE

At just after 9:35 am on December 14, 2012, 20 children and six adults were shot and killed at Sandy Hook 
Elementary School in Newtown, Connecticut before the shooter turned the gun on himself.  There have been an ad-
ditional 74 shootings at schools within the United States; 35 of which occurred at colleges and universities (“School 
Shootings in America since Sandy Hook,” 2014). In the aftermath of these violent events, news sources and school 
administrators often find themselves asking what could have been done to prevent the attack from happening, and 
the GLACUHO region is no different. 

At the 2014 GLACUHO Winter Meeting, members of the Campus Safety and Crisis Management (CSCM) 
Committee met to discuss how they might be able to better prepare campuses for acts of violence in the future.   
However, the first step was to determine who was considered a first responder on campuses within GLACUHO, 
whether institutions have a team or committee to help determine what students may be at risk for acts of violence, 
and who comprises the teams and committees (hereafter referred to as Behavior Intervention Teams, or BITs). The 
next step was to identify if the knowledge of these sorts of teams differs amongst entry-level and paraprofessional 
staff (Residence Directors, Resident Assistants) to mid-level and chief housing officers. The committee believed it 
could be important for those often determined to be first responders to know how to properly report concerns up 
the chain of command.

In March, the CSCM Committee asked the GLACUHO membership to complete an assessment of the region’s 
Behavior Intervention Teams through the state updates.  To date, there have been ten respondents to the survey, 
which is still available for responses: http://goo.gl/RvYCQb 

To date there have been ten responses to the BIT Assessment; these responses give a first look at what Behavior 
Intervention Teams look like in the GLACUHO region.  It is the hope that by sharing this information with others 
in the region and beyond, institutions and professionals can approach a conversation about what the gaps are in 
campus safety and crisis management training.  Sharing this data also aims to help institutions better prepare our 
professionals, especially first responders. This study also aims to promote conversations about best practices in BIT 
training, who is represented in a BIT, and how to disseminate information before, during, and after a crisis situation. 

http://goo.gl/RvYCQb


30  | Trends Summer 2014
Data and Findings

Of the ten institutions that participated thus far in 
the BIT Assessment, four are private and six are public.  
Six of the institutions are in Illinois; two are in Ohio, one 
in Michigan and one in Indiana. For the individuals who 
took the BIT Assessment from their institutions, one is 
a graduate student, three are entry-level professionals, 
three are mid-level professionals, and three are Chief 
Housing Officers.  Similarly, for years of experience 
amongst the individual participants in the BIT Assess-
ment, four individuals disclosed that they have between 
0-3 years of experience, four have between 3-5 years of 
experience, one has between 5-10 years of experience, 
and one has more than ten years of experience.  

Some of the questions were asked because the 
Campus Safety and Crisis Management committee 
members believed that policies would vary widely from 
institution to institution.  An example of one of these 
questions was “Does your institution have a disruptive 
student policy?” 

One way to look at disruptive student policies is 
any sort of policy in place for students whose behavior 
in some way disrupts the peace of a campus, classroom, 
or residential community or in any way interferes with 
the educational process for other students. This could 
include students who have rude or violent outbursts in 
class as well as students who are experiencing emotional 
distress.  In many instances, these students may fall un-
der a student conduct code, which would protect from 
threats to others as well as to self. 

Another question that the CSCM committee felt 
may vary from institution to institution was whether or 
not training was provided for members of BITs.  In some 
instances, training may not be specific to the BIT, but 
may be more tailored to the crisis response training that 
is position-specific.  The committee was also interested 
in knowing how many institutions meet regularly versus 
meeting on an as-needed basis, and whether how often 
an institution’s BIT met could be related to the size of the 
institution and need as opposed to being more proactive 
or reactive to crisis situations. For example, a small col-
lege’s BIT meeting as-needed may hint that there is not 
as much need to meet regularly, but a large university 
meeting as-needed could hint at being reactive to crises. 

One question that the CSCM committee felt would 
be interesting to learn about was what campus areas are 
included on the BITs within the GLACUHO region.  
Although most included members from residence life, 
counseling, dean of students and police/campus security, 
there were some BITs that included campus partners in 
academia, legal counsel, disability services, and human 
resources. 

Another particularly interesting area to study was 
the question, “Who does your institution define as a first 
responder?”  As expected, the majority of respondents 
included student staff members, entry-level staff, and 
police/campus security among first responders. When 
compared to the question, “What level of your depart-
ment is represented at the Behavior Intervention Team 
meetings?” it is clear to see that the representation is 
flipped; based on the participants in the BIT Assess-
ment, it is unanimous that BITs are made up of mid-lev-
el professionals or higher.  

The question of representation on BITs is import-
ant especially when sharing necessary information to 
first responders in a crisis situation. The participants in 
the BIT Assessment indicated that “need to know” infor-
mation was presented as “good” or “very good” prior to 
a crisis; four participants indicated that necessary infor-
mation was neutral before a crisis.  However, it seems as 
though information flow improved during a crisis and 
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again after a crisis. 

Discussion and Future Implications
Based on some of the respondents to the survey as well as conversations with other professionals, there are 

some changes that can be made immediately to the BIT Assessment that will make it more accessible for future par-
ticipants.  One of the changes that already has been made is to describe what a disruptive student policy is, because 
some institutions may have such a policy, but call it another name. 

Despite the research being a work in progress, it is clear that communication at all levels of your institution 
needs to be made a priority, especially in light of the data showing that by and large, entry-level and student para-
professionals are first-responders to crises, but do not have representation on a BIT. For the members of staff that 
are represented on a Behavior Intervention Team, it is encouraged to share what a BIT is to student staff, graduate 
students, and entry-level professionals, and how those individuals can report situations or students before it turns 
into a crisis situation.  It is imperative that staff members across all levels be on the same page, especially in knowing 
what policies and procedures surround students who may be at-risk for violence or hurting themselves.

If you are interested in getting more involved in studying this area, would like more information on the BIT 
Assessment, or have suggestions on how to improve this assessment, you can contact Kurfiss@mx.lakeforest.edu, or 
you can email members of the Campus Safety and Crisis Management Committee at CSCM-all@glacuho.org. If you 
have not yet taken the survey, please do so! Once again, the link is http://goo.gl/RvYCQb. 
References:
School shootings in America since Sandy Hook. (2014, June 10). Retrieved from 

http://everytown.org/article/schoolshootings/
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Public-Private Partnerships:  Debunking the 
Myths and Collecting Information on the 
Collaborative Nature of These Relationships
BY MIKE HAMELMANN  |  UNIVERSITY LOFT COMPANY

    K IMBERLY HARDAWAY |  PURDUE UNIVERSITY

    SARAH MOORE |  WESTERN ILL INOIS UNIVERSITY

    DANIEL BOYLE  |  BOWLING GREEN STATE UNIVERSITY

BROUGHT TO YOU BY THE A FACIL IT IES AND OPERATIONS COMMITTEE

Fear and stigmatization often arise when there is a lack of knowledge regarding certain subjects or practices. 
In Higher Education, there seems to be a murky understanding of the types of relationships that have been formed 
between public and private partnerships. We have all heard the horror stories that have many times been misshapen 
through our version of higher education “telephone”. Those stories are habitually at the forefront of our thoughts 
when thinking about public private partnerships. However, there are many effective and successful public-private 
partnerships that are often overlooked due to the negative hype resulting from the purported poorly developed 
relationships. 

Knowing that this is a prevalent issue in higher education, particularly in the realm of residence life and hous-
ing, the Facilities and Operations Committee has elected to take a deeper look at the relationships established in 
public-private partnerships. Several affiliates in and around the Great Lakes region were contacted and asked to par-
ticipate in a questionnaire regarding the relationships between public-private partnerships. A prevalent theme in the 
accumulated responses was the positive nature of the rewarding and often beneficial aspects of these partnerships. 
The Facilities and Operation subcommittee for P3s (public- private partnerships) learned that these relationships 
become problematic mainly when there is a breakdown in communication or a veritable lack of direction estab-
lished. Provided below are the generated responses to the questionnaire sent out to both public and private institu-
tions who have experience participating in these relationships. 
1. What is your definition of a successful P3 (public-private partnership) affiliation/venture?

Anonymous Private:  One that is mutually beneficial to both sides; regardless of the components that it con-
sists of.  They are most successful when they are not one size fits all.
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Dan Schraeder, Wright State University:  A seamless relationship between the University/housing office and 
the private entity in such a way that students are unable to distinguish that their housing is not owned, con-
trolled or managed by the University
Josh Skillman, IUPUI:  A great P3 relationship occurs when the private entity and university work togeth-
er to provide the best experience possible for the residents.  The residents should not be able to differentiate 
between a university affiliated P3 property and a university owned property in terms of the service provided.  
Of course, the financial expectations must be met and those should be worked out to benefit the private entity, 
the residents, and the university.

2. What makes P3 relationships desirable?
Anonymous Private:  Creative and less restrictive way to get projects financed
Anonymous Private:  Creative ways to manage an overall program and diversify what types of housing you 
are offering to your students
Anonymous Private:  A fresh/outside perspective
Anonymous Private:  Bringing more heads to the table to find solutions (old adage…2 heads are better than 
1)
Dan Schraeder, Wright State University:  The ability to respond to market trends or complete renovations of 
the facilities without the resources and approval of the University for each individual instance
Josh Skillman, IUPUI:  P3’s can be desirable as long a student-first arrangement is created on the front end.  
On our campus, we operate our full residence life program in the building and we are the frontline to resolve 
any issues.  Our partners are helpful and responsive and support our goal of providing a traditional  residen-
tial experience.  In return, we work with our students on paying their rent and helping our partner resolve 
issues when students fall behind. 

3. What makes P3 relationships undesirable?
Anonymous Private:  Perceptions of private companies
Anonymous Private:  Adding more people to the political mix of an institution
Anonymous Private:  Having to compromise with more people
Dan Schraeder, Wright State University:  The lack of control the University/housing office has over what 
those changes are and when they take place – if the private entity doesn’t want to make renovations or use 
your preferred vendor, they don’t have to.
Josh Skillman, IUPUI:  From my perspective, the desirable has far outweighed the undesirable.  Our part-
ner has turned over the majority of the responsibility to us in terms of working with the student on the front 
end, moving them in, and assisting them why they live with us.  They benefit from having our students live in 
their building and they trust us to operate our residence life program.  A P3 only becomes undesirable when 
the private entity and university are unable to work well together and that lack of working together ends up 
hurting the student experience.  As long as both partners understand the goal is to provide an outstanding 
residential experience for students, then I think they go well.

4. What is the most important aspect to consider when exploring P3 relationships?
Anonymous Private:  Know what you want from the partnership and what you are willing to give to the part-
nership.
Dan Schraeder, Wright State University:  The length of the agreement and the likelihood that the parties that 
entered the relationship together will be together at the end of the relationship.
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Josh Skillman, IUPUI: Communication:  What makes the relationship work for our department and our 
partner is that we communicate regularly and put our successes and issues on the table and work through 
them.  We have had some issues and they have worked quickly to resolve them and vice versa.  Effective com-
munication is the key. 

5. From the private or public side, what positive attributes does your organization bring to the P3 relation-
ship?

Dan Schraeder, Wright State University:  There are several apartment complexes in close proximity to cam-
pus.  Our University brings their name as a sense of a stamp of approval on housing product that the private 
entity delivers.  We also supply the staffing on the Residence Life side to back up the promise.
Josh Skillman, IUPUI:  From the public side, our ability to fill their building with our residents creates a nice 
revenue stream for them.  We benefit from being able to provide more students with on-campus housing.

6. What would you say to those opposed to P3 relationships?
Anonymous Private:  You have to get at what they are truly opposed to.  For some it is not wanting to give up 
control of different aspects of a Housing and Residence Life program.  For others, it is a bad experience from a 
previous institution or P3 partnership.  Others just don’t know enough about them.  Once you know the root 
of the opposition, then you can talk about how to work through that…together.  It isn’t a matter of forcing my 
opinion on anyone because I see a whole lot of benefits.  It is about getting partner institutions to feel comfort-
able and that while we may come at things from different perspectives…once in a partnership we are on the 
same team.  Marriage is a two-way street of give and take with each side bringing strengths and challenges and 
a P3 is really not much different.
Dan Schraeder, Wright State University:  They aren’t for everyone, but they can be a cost effective and time 
efficient process to open new/sustained housing on your campus.
Josh Skillman, IUPUI:  The success of a P3 relationship really depends on building a mutually beneficial 
relationship.  If either the public entity or private entity is not willing to compromise for the benefit of the 
student, then it could be rough.  There are some environments that are perfect for P3’s and I am sure some en-
vironments where they would not work well.  It’s all a matter of analyzing the location of the campus, the local 
housing market, the campus enrollment, existing facility conditions, finances, goals of the private and public 
entities involved, and a few other factors. 

7. If you had one piece of advice to give to an institution about entering into a P3 relationship, what would it 
be?

Anonymous Private:  Get all the players to the table, early on in the process.  For example, the Director of 
Housing/Residence Life should be involved from the beginning of the process, even if there is tension or they 
are not fully on board.  Establishing the relationship with partners as the process gets going will make the rela-
tionship easier for both the institution and the private partner during the implementation phase.
Dan Schraeder, Wright State University:  Determine when/how you make changes to the agreement and 
who controls the relationship – remember who is working for who.
Josh Skillman, IUPUI:  Develop some clear goals and expectations for what you hope to gain from the rela-
tionship before heading down that road.

8. Is there any additional information that you would like us to know pertaining to your experiences with a P3 
relationship?

Anonymous Private:  The biggest thing to know is that you can make it what you want to make it.  There are 
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cookie cutter ways to go about the relationship, but if you want to be creative, go for it.  Don’t choose a partner 
who isn’t willing to be flexible and isn’t willing to give new ways of doing things a try.

In addition to this questionnaire, we looked to see what information was out there from recent publications 
about public-private partnerships.  The best and most comprehensive information about P3 relationships was found 
in the 2013 Volume 5 edition of Campus Housing Management: Auxiliary Services and Partnerships (published 
by ACUHO-I).  The chapter entitled ‘Public-Private Partnerships and Related Housing Models’ mirrors a lot of the 
feedback received from the questionnaire and also gives a great historical context to P3 housing and its growth.  

As in most relationships, communication is the key to making a public private partnership a success. As one 
participant indicated, these relationships are a “two-way street”. It is important to acknowledge that all relationships 
take time, commitment, and communication to make them successful. A lack in any of those aspects can spell ruin 
and create that public private partnership horror story. As higher education moves forward in its endeavors with 
private institutions, it is important to recognize that each party should enter the relationship with well-defined 
intentions and goals to make it a successful venture for both sides. It is also imperative to understand flexibility and 
adaptability.  Much like Thomas Edison’s many failed experiences with the light bulb, it is important for all parties to 
come together and continue to work to improve and perfect public-private partnerships.  

 
        CliCk here for more information

http://www.glacuho.org/events/event_details.asp?alias=2014
http://www.glacuho.org/?page=Nominations&hhSearchTerms=%22board+and+nominations%22
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Stress Less
BY CARIANNE MENG  |  DENISON UNIVERSITY

    HELEN WOLDEMICHAEL |  INDIANA UNIVERSITY

January is long-gone and the fresh start of a new calendar year has gone with it. Luckily, August looms on 
the horizon and with it comes the fresh start of a new academic year. Whether you are beginning your first 
full-time position, starting your journey at a different institution or continuing your work at a long-time 

home, August is a great time to incorporate small edits in your schedule that will help you stay healthy and well long 
after the new-school-year feel has worn off.

Here you will find some self-advocacy tips from seasoned housing professionals and supervisors. Can you commit 
to a fresh start this academic year by incorporating some of the advice below?

Whether you’re on duty for a couple of days or for weeks at a time, it can be difficult to balance unexpected crisis 
situations with day-to-day job responsibilities. Here are some tips to keep you balanced (or closest thing) during 
this stressful time. 

1. Use mandated on-campus time to do tasks around the house like laundry or cleaning.
2. Schedule time for follow-up after being on call. This could include talking to your supervisor, meeting with a 

counselor, responding to email, and gathering additional pertinent information for reports.
3. Discuss schedule flexibility with your supervisor after late nights.
4. Although this may sound obvious, schedule time to sleep after being on call. Sleep when you can, but also 

schedule it into your day.
5. Set boundaries with staff. Be sure to outline what sorts of matters necessitate a call. Note whether student staff 

may stop by your apartment, seek you out directly, etc.
6. Since you must be around campus, build time in when you are on call to bond with staff member, have dinner 

and attend activities.

Spending hours in the office unexpectedly? This can cause quick burnout and make you dread being at work. Use 
these tips to get the most out of your “office hours.”
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1. Use your lunch hour and get out of the office. Eat with friends or people in your department, run errands or 
exercise. 

2. Manage your calendar well. Build in travel time to meetings and block off your lunch time! If you know you 
like 30 minutes at the beginning of each day to catch up on e-mail or read Higher Education news, schedule it 
in.

3. Set scheduled office hours. Scheduled office hours allow you to funnel most of the unscheduled 10-minute 
drop in conversations students may need to have into a predictable block of time.

4. Create a comfortable office environment. Make it calming and a reflection of who you are as a person and a 
professional. Photos, lighting and scents you enjoy will make your office a safe haven.

As a live in professional, it can be difficult to put an end to your work day. Your day doesn’t have to be 24-hours long 
just because your campus is open around the clock.

1. Use a calendar that includes personal commitments as well as work commitments.
2. Set concrete work hours and stick to them! Resist the temptation to go to the office because it’s convenient.
3. Avoid getting stuck on campus, get out and explore the local community as well! Make commitments in the 

community.
4. Work to find a balance of being supportive to fellow live-in staff while also getting your own down time. 
5. Set good boundaries with your staff. Are student staff members welcome in your personal space? How quickly 

can staff expect a reply to an e-mail or text message?
6. Turn off your notifications. When you are not on-call, take advantage of your phone’s ‘do not disturb’ function 

or set your notifications to silence after a certain time.

‘Time off ’ should not be the unicorn of the workplace. There will rarely be a perfect time to take time away from 
campus, but that doesn’t mean you shouldn’t use the time away that you’ve earned.

1. Work with your colleagues and supervisor to work out time away after the August rush. You will have earned 
the break. Ensure appropriate coverage on campus and then make sure everyone gets some time away.

2. Schedule the big things in advance. If you know you must travel at certain times of year for holidays or 
planned events, request the time away far in advance and block the time off on your calendar as soon as possi-
ble.

3. Take a mental health day here and there. If you could use a long weekend after hiring season or to recuperate 
after serving on-call, ask for the time. Don’t wait for a holiday weekend!

4. Don’t wait to schedule a full week of time away. Sometimes a little stay-cation can be as restorative as a week at 
the beach or in the mountains.

5. Don’t run yourself ragged during your time off. It’s tempting to run around at breakneck pace during your 
time away, but be sure to schedule time for rest and relaxation so that you can truly return to work refreshed.

If all else fails, do what works best for you. Your tried and true wellness tricks and the techniques that keep you cen-
tered can be the best ways to build a foundation of health and wellness.
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Creative Solutions for Summer Housing Facil ity 
Work:  Uti l izing Undergraduates in Increasingly 
Complex Work Environment
BY MARK BROOKS |  UNIVERSITY OF TOLEDO

    JOSH SKILLMAN  |  INDIANA UNIVERSITY-PURDUE UNIVERSITY INDIANAPOLIS

BROUGHT TO YOU BY THE FACIL IT IES & OPERATIONS COMMITTEE

Opening
In May and June each year most housing and resi-

dence life professionals all over the country celebrate the 
magical word “closing”.  Closing marks the end, or at the 
very least a slowing down, of the roommate conflicts, 
substance related behavioral issues, and late night duty 
calls until fall opening.  For those outside of the housing 
world closing may indicate, albeit erroneously, that work 
“slows down” and that “you do not have anything to do.”  
While the feelings of relief by housing professionals and 
the outside perspective may seem logical, nothing could 
be further from the truth about summers in housing.  In 
reality, the summer schedule for housing professionals 
becomes full with facility projects, summer conferences, 
summer orientations, room preparation for the fall, and 
a host of other projects.  With increased workloads and 
enormous expectations from universities and colleges 
to generate summer revenue from housing while simul-
taneously keeping the facilities looking great, the use of 
undergraduate student employees has become vital to 
summer operations.

Many housing programs utilize undergraduate 
students in the summer to meet workload demands.  
However, this has become much more challenging with 
the adoption of the Affordable Care Act (ACA).  Spe-
cifically, the newly legislated Affordable Care Act limits 
temporary employees, which includes students working 
part-time and resident assistants, to a maximum of 30 
hours of work per week.  Violating this mandate can re-
sult in fines up to $13,000 per temporary employee.  This 
means that many institutions must hire additional stu-
dent staff to attain the person power needed to success-
fully complete summer work.   With increased staffing 
comes increased responsibilities for the supervisor and 
administration to manage a larger work force in what 
ultimately will become a shorter workday.  Larger work 
teams require more planning and sharper execution 
to be successful, and often times a student supervisor 
(peer) does not have the skill level initially to be efficient 
and productive immediately.  It has become crucial for 

housing departments to create innovative ways to utilize 
summer undergraduate staff.  The University of Toledo’s 
“Summer Recon Team” and the “HRL Summer Under-
graduate Internship Program” at IUPUI are two creative 
solutions helping these two housing programs thrive 
during the summer in 2014.

Mark Brooks:  University of Toledo Summer Recon 
Team

The University of Toledo’s Summer Recon Team 
was established in 2002 and has been able to continue 
successfully in 2014.  In order to recondition the resi-
dence halls I created a team of undergraduate student 
workers who were responsible for helping recondition 
the residence halls each summer.  The program also pro-
vided on the job leadership training and offered students 
an opportunity to lead and manage other students to 
complete summer facility projects.  

Fast-forward four years to 2014, and the program 
is still very viable with a few changes/alterations. Over 
the years, the lead/supervisor position has pretty much 
evolved into on the job training in the leadership realm.  
Of the past Recon leads/supervisors some of the success-
ful professional positions include:
• Hall Director at a major Kentucky University
• Human Resources Director for a major furniture 

company
• Operations Manager for Capstone on Campus
• Law student

Each of the former supervisors has expressed to me 
that the opportunity to serve as the Recon lead/supervi-
sor was instrumental in their success in attaining their 
current professional aspirations.  The opportunity for a 
student to lead, plan and evaluate his/her peers is such 
a valuable skill to acquire at the undergraduate level.  
My former lead/supervisor, who is now the Operations 
Manager for Capstone on Campus, told me that I was 
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solely responsible for him getting his current position.  
Of course, I deferred and made sure that he was aware 
that it was him that did the work, produced and estab-
lished himself as a leader, and established the rapport 
with his team and the facilities & environmental services 
staffs.  He told me, “with you placing me in the position 
and letting me run the program without micromanaging 
it from afar, it gave me the opportunity to acquire the 
skills necessary to do my current job effectively.”

The Recon Team lead/supervisor position has 
helped our department complete our summer facility 
work and meet the new demands created by the Afford-
able Care Act because the experienced lead/supervisor 
is able to quickly train the new team members so their 
teams can begin work.  These lead/supervisor positions 
allow us to hire more students so that we can spread out 
the hours needed to complete work and meet the regula-
tions of ACA.

Josh Skillman:  IUPUI Summer Undergraduate In-
ternship Program

At IUPUI the creation of the Summer Undergradu-
ate Internship Program was born out of a pilot program 
created in the summer of 2013.  In the summer of 2013, 
IUPUI Housing and Residence Life embarked on an 
ambitious summer renovation of a first-year building 
and we were also in the process of opening a new build-
ing.  I knew that we did not have enough staff members 
to complete the work required, and I created a “spe-
cial projects team” with the help of one of our housing 
operations team members, Stacy McAtee.  This team of 
four was hired to work with Stacy and I to complete any 
task needed to move along our two major projects.  The 
requirement for being hired was that the students had 
to be willing to work on any project in any building and 
report to a variety of supervisors in each building.  We 
have always hired students to assist the facilities team, 
but this team was different.  This team was designed 
to be able to be used in any building on any project to 
help alleviate issues—foreseeable or unforeseeable--that 
blocked progress to reaching our ambitious goals. This 
team completed the following tasks:  Removing furni-
ture from buildings, setting up new furniture in build-
ings, putting together and distributing lamps, cleaning 
rooms, distributing linens, putting up “no hanging” 
stickers on every sprinkler head in a 278 room building, 
and assisting with move-in.  This team was crucial in 
helping complete all of our summer work and it is safe 
to say the fall 2013 opening would not have gone well 
without them.

The success of the special projects team combined 
with the ACA student worker guidelines helped lead us 
to a new idea for summer 2014.  We decided to create a 
summer internship program for undergraduate students.  
Students selected to work in the program were hired to 
work as interns so they could learn about the various 
functions of a housing program.  We hired students to 
work in one main area (Facilities, Housing Operations, 
Conferences, Community Offices, Special Projects), they 
are expected to fill in and work in any other area, and 
they are all trained to serve in the emergency on-call 
duty rotation.  In exchange for their work, they receive 
housing, an hourly wage for up to 29 hours a week, and a 
variety of skill building work experiences.  The program 
is early in its implementation, but the success thus far 
has been remarkable.  We have 25 students participating 
in the program and they are all interchangeable in how 
they can contribute to our department.  Additionally, 
because they are all cross trained and expected to work 
in any area, we are able to easily adjust work schedules 
if a student inches close to the 30-hour mark in a week.  
Overall, the HRL Summer Undergraduate Internship 
Program has been a success and I look forward to con-
tinuing the program in the future. 

Concluding Thoughts
The use of student employees to assist with the 

upkeep of our residence halls and to complete import-
ant summer projects has been invaluable on both of our 
campuses.  While increased expectations of housing pro-
grams and the new ACA guidelines have caused us to re-
structure how we utilize students, they are still essential 
to the success of our summer operations.  Additionally, 
not only do we employ students for the Summer Recon 
Team and Summer Undergraduate Internship Program, 
but we both also offer an abbreviated version of these 
programs during the academic year.  During the aca-
demic year both of our department utilize these student 
to handle such items as lofting/de-lofting beds, mattress 
exchanges, assisting with room relocation due to a pend-
ing facility issue, storage room inventories, recycling, 
and bed bug remediation.  If you have any questions or 
want to discuss starting an initiative like one of these on 
your campus, then please feel free to contact us.  



40  | Trends Summer 2014

Limit printing of  emails, 
agendas, etc. Print two sided! 

Turning off your office light 
when you’re not in the office. 

Use daylight in your office.  

Recycle office materials. 

Recycle paper. 

Use reusable materials. 

Purchase eco-friendly supplies. 

Use social media as a method of communication. 

Disposal unwanted electronic devices appropriately. 

Quiet hours – lights off for your community for 
a weekend or a week. Sustainability week. 

Floor recycling competitions. 

Signs describing what can or 
cannot be recycled. 

Turning off your computer 
when you are not working. 

Hall themed water bottles as a give away 
to reduce use of plastic water bottles. 
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Exploring Living Learning Communities within 
the Region

BY CEDRICKA CARVER  |  UNIVERSITY OF ST.  FRANCIS

    L INDSAY MARX |  KENT STATE UNIVERSITY

Institutions all over the globe are jumping on 
board to finding more inclusive and inno-
vative ways to engage students inside and 

outside of the classroom. Some schools are focusing on 
their facilities and campus programs; while numerous 
institutions are evolving their living learning com-
munities (LLC’s). Living learning communities allow 
groups of students with a shared interest to live to-
gether in Residence Halls that are centered around and 
intentionally focused on the theme of the community. 
Most communities combine dynamic and collective 
learning opportunities to help advance learning and 
involvement. Some institutions connect their com-
munities to educational courses and involving faculty 
while other learning communities may have less of a 
faculty involvement addition. Living learning commu-

nities provide a sense of civic engagement, through supplying curricular and co-curricular support for students as 
they transition into and throughout their college experience.

Exploring different living learning communities can be an essential part of professional development. We as 
student affairs professionals, should continue to work to heighten our student’s engagement and learning. Across 
the region and at various universities; living learning communities are continuing to grow. 
So what are some LLC’s that are out there to explore?

Loyola University Chicago offers 6 living learning communities that are focused around common interests 
of “Leadership Learning, Service and Faith, Wellness, GreenHouse, International and Multicultural” focuses. The 
communities become home to majority of freshmen students, while the unique Multicultural LLC is home to first 
year, second year and transfer students. Opportunities are made available such as retreats, festivals, workshops, field 
trips and meaningful dialogue on intentional topics to ignite deeper understanding.

The Ohio State University (OSU) offers 16 different Residence Life Learning Communities ranging from 
“Sustains”, focused on sustainability to “Future Health Professionals” for students interested in becoming health 
professionals. The Learning Communities were recognized in the 2013 US News and World Report as an initiative 
that leads to student success. Opportunities in the Learning Communities range from taking annual trips to Detroit 
and Washington D.C., to having academic advisors hold office hours in the residence hall to taking a seminar class 
together. Julie Sanzone from OSU stated that, “their nursing LLC has been the most successful in having the ability 
to have clustered coursework”.

University of Illinois at Urbana and Champaign offers 9 diverse Learning Communities ranging from “Health, 
Math Science and Engineering, Leadership, Diversity and Sustainability” focuses. Their Innovation LLC focus 
provides students with the chance to explore their dreams and aspirations by providing resources that can help 
with turning their creative ideas into reality. The program includes on-site classes and workshops with faculty and 
area business leaders. The program also provides a work space for the residents to use to create and construct their 
business ideas and ventures. 

While Indiana University - Purdue University Indianapolis (IUPUI) has eleven Residential Based Learning 
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Communities (RBLC). The RBLCs vary from floors, areas or buildings focused on helping students connect on 
similar goals and interests. The “Community Leaders of Tomorrow” is one area the RBLC’s places focus on. It offers 
growth to first-year students through community service, leadership training and experiential trips. Since the art 
scene in downtown Indianapolis is bustling, they offer the “Herron House” for only 44 students who are interest-
ed in being academically engaged and exploring art within the community. The goal of the RBLCs is to provide 
students with more interaction with faculty and staff and the ability for students to link personal experiences and 
classroom learning.

Kent State University also offers eleven Living-Learning Communities (LLCs). The smallest community, for 
Aeronautics majors, has 25 participants while the largest LLC is for students in the College of Arts and Sciences, and 
it houses over 500 students. Many of the LLCs have a Living-Learning Community Coordinator who has an office 
within the building, is employed through the academic department, and works with the students to get them con-
nected to faculty, staff and their academic advisors. Most students enroll in a common first-year experience course. 
The LLCs offer programs and events for students, bringing in outside speakers and taking field trips to Chicago and 
downtown Cleveland, Ohio. With over 2,000 first-year students participating in LLCs, the GPA average is 3.04 and 
retention rate to spring semester is 95% (Marx, Lindsay, 2014).
Not only are LLC’s receiving attention from students and administrators, as well as, scholars and practitioners. 
So what are studies showing about LLC’s?

The data shows that members of the Learning Communities are better connected to resources and have sig-
nificantly higher GPAs than their peers (Zhao, 2004). Integrating these diverse academic and social activities into 
a meaningful whole is also required to convert the experiences into authentic learning (Chickering, 1974; Newell, 
1999). Studies have shown that participating in learning communities is “uniformly and positively linked with 
student academic performance, engagement in educationally fruitful activities (such as academic integration, active 
and collaborative learning, and interaction with faculty members), gains associated with college attendance, and 
overall satisfaction with the college experience” (Zhao, 2004). 
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More Follow-Up Needed: Housing Staffs’ 
Perceptions of Managing Mental Health Needs
BY BECKIE MADAY  |  ALPHA PHI INTERNATIONAL FRATERNITY

DR. DENA KNIESS  |  EASTERN ILL INOIS UNIVERSITY 

Many student affairs professionals are having con-
versations about mental health issues with their students 
including how to manage the increasing mental health 
issues on campus. Recent trends indicate a growing need 
to identify and manage mental health needs. Sharpe, Bru-
ininks, Blacklock, Benson and Johnson (2004) noted that 
approximately 20 percent of the United States population 
suffers from a psychiatric disorder. Mental health issues 
occur in 12 percent to 18 percent of the student popula-
tion (Reingle et al., 2010). Mental health problems include 
depression, bipolar disorder and schizophrenia (Kitzrow, 
2009). These conversations are particularly needed among 
residence life and housing professionals, as they may be 
the first to respond to students with a mental health issue.

Within the housing department, Resident Assistants 
as well as Residence Hall Directors are usually the first 
professional responders to a student experiencing a mental 
health issue. Residence Hall Directors are facing increased 
responsibility to identify and perhaps refer students with 
mental health needs to the proper resources. However, 
there is little information on how Residence Hall Directors 
and Resident Assistants are managing these issues and 
how confident they feel about having this responsibility. 
Sharkin, Plagemean, and Mangold (2003) identified that 
Resident Assistants are expected to be the “eyes and ears” 
of housing on campuses. Reingle, Thombs, Osborn, Saffi-
an, and Oltersdorf (2010) identified Residents Assistants 
as the ones that are managing the many issues that happen 

on campus, including mental health issues. Resident As-
sistants are the ones who have the ability to recognize the 
problems as they are interacting with the residents on their 
floors. If a resident shows signs, including those in distress 
or crisis, it is the resident assistant’s responsibility to refer 
the student for professional help (Reingle et al., 2010). It 
has been brought to the attention of many that the recog-
nition for referrals to professionals for mental health and 
alcohol and substance abuse has not been consistently 
dealt with by resident assistants and staff (Ness, 1985).

The purpose of this study was to examine the per-
ceptions of residence hall staff, specifically Graduate 
Residence Directors’ and Resident Assistants’ perceptions 
of current practices on managing mental health issues 
on campus, including the training received to handle 
mental health issues. Results from the study revealed that 
residence life training on handling mental health issues 
need to happen more frequently throughout the year and 
address barriers graduate resident directors and resident 
assistants faced when making a mental health referral to 
the campus counseling center.

Training is crucial to the development of resident 
assistants and residents within college campuses. Although 
standards do not currently exist for resident assistant 
training, there are best practices set by the Professional 
Standards for Higher Education published by the Council 
for the Advancement of Standards in Higher Education. 
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The statement set forth by the council includes a mes-
sage to “train on how and when to refer those in need of 
assistance to qualified staff members and have access to a 
supervisor for assistance in making these judgments” (Re-
ingle et al., 2010, p. 215). Studies on Resident Assistant’s 
recognition and referral practices for mental health issues 
are limited (Reingle et al., 2010). 

Taube and Servaty-Sieb (2011) suggested resident 
assistants “are in a position to serve as part of the campus 
mental health safety net through daily interactions with 
their residents” (p. 13). Resident Assistants are only able 
to do this if they know their residents well, have partici-
pated in training and know how to identify residents that 
seem to be struggling and know how to properly make a 
referral to their supervisor (Taube & Servaty-Sieb, 2011). 
According to Boswinkel (1986), the referral process might 
be harder to carry out than identifying a resident that is 
struggling. Therefore, it is important that Resident Assis-
tants receive training that will help them understand how 
to make a referral most effectively (Taube & Servaty-Sieb, 
2011).

The responses from the interviews conducted with 
the Associate Resident Directors and Resident Assistants 
about the perceptions and aspirations of mental health 
training showed four main themes that are important to 
training Graduate Resident Directors and Resident Assis-
tants. The first theme was training the Resident Assistants 
and Resident Directors received concerning mental health 
issues. Participants in the study indicated the things they 
remembered from the mental health training during the 
beginning of the school year, mainly the larger items, such 
as protocols to follow, how to make a referral and interac-
tive training activities. 

The second theme that emerged in the study was 
the improvements that could be made to the training that 
took place. Participants in the study indicated the desire 
for the counseling center to be more present and visible 
on campus. They also specified the need for training that 
includes an interactive piece rather than a lecture, as well 
as providing more details about the protocol and mental 
health issues so they can do a better job at identifying and 
managing the residents that may have a mental health is-
sue. This can also include training on how to decrease the 
stigma of seeking help for a mental health issue. Finally, 
participants described the need for more frequent training 
as they were not able to remember much of the training 
from the fall.

The next theme that was introduced dealt with 
interpersonal issues that Resident Assistants and Resident 
Directors experienced when dealing with a student that 
has a mental health issue. Resident Assistants and Resident 

Directors lacked confidence when dealing with a mental 
health issue. Furthermore, Resident Directors lacked the 
confidence in the resident assistants to manage a mental 
health situation. Both Resident Assistants and Resident 
Directors felt as if they were referring a student to counsel-
ing without emotion, which they described as a “heartless 
referral.” They also thought they were destroying the rela-
tionships they worked so hard to build after the referral. 

The final theme that was found in the study was 
about barriers. Resident Assistants and Resident Direc-
tors both talked about different types of barriers they 
face when a mental health issue may arise in a student. 
They thought they would lose the connection or destroy a 
friendship with the student or resident on their floor. They 
also felt a barrier to identifying a mental health issues 
would be that they think it is not severe enough to refer to 
the counseling center. One participant, a female Associate 
Resident Director, described issues that were not severe 
enough as, “some of our lower grade depression mental 
health issues are just dealing with it on their own a little 
bit.” This is described by a participant as, “it seems that 
Associate Resident Directors and Resident Assistants are 
afraid of the judgment that will be passed on them because 
of the referral to the Counseling Center that was made.” 

Belch and Marshak (2006) asked senior student 
affairs professionals about what they identified to be a 
critical interaction with a student who has a psychiatric ill-
ness. These administrators identified the need for a policy, 
availability and service the counselors had to offer, privacy 
of students and parental contact. The research conducted 
in this study concluded that there was a need for a policy, 
specifically, how to follow-up with a student once they 
have been referred to the Counseling Center. All of the 
participants were able to clearly define what the policy was 
for a referral when there is a mental health illness issue. 
However, there was indication for a need of more specific 
protocol in each situations. The findings here also align 
with Reingle et. al (2010) research where it was found that 
Resident Assistants would prefer more interactive training.

In summary, the recommendations for practice 
would be to focus on the training that Graduate Resident 
Directors and Resident Assistants are receiving. The train-
ing should be more interactive which could include activ-
ities that require participation. The training should also 
be repeated throughout the year in order to help retain 
information from training. Finally, the training should 
focus more time on how to overcome barriers of a referral 
when Resident Assistants and Graduate Resident Directors 
have to make one.
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Moving Out,  Moving Up, Now What?
BY MATT JUBA  |  EARLHAM COLLEGE

Each summer, colleges and universities spend 
countless hours and resources preparing for 
the arrival of our incoming students, specifi-

cally transfer and first year students. Once these groups of 
students step foot onto our campuses, there is even more 
time, attention, and resources dedicated to supporting 
this population in their transition. While this is import-
ant work, it is also important that we begin to examine 
how we support our returning and upper-class students 
as they prepare for a transition of their own:  navigating 
life after college. Few residential programs at colleges and 
universities have programs dedicating similar resources to 
our upper-class or graduating students as we do our new 
students. What does the framework of an upper-class ex-
perience program look like? Who would we partner with? 
How can we help our students adjust to this inevitable 
transition towards adulthood and independence? 

The literature provides a starting point for discussion 
of this topic with Arthur Chickering’s seven vectors model. 
Chickering provided the major areas of a college student’s 
development: a) developing competence, b) managing 
emotions, c) developing autonomy, d) establishing iden-
tity, e) freeing interpersonal relationships, f) developing 
purpose, and g) developing integrity. Looking at this, one 
could argue that a graduating senior could be struggling in 
multiple areas as they prepare to move out and move on. 
Their identity is about to change. If a student realizes they 
want to do something other than what their degree is in, 
there may be a lost sense of purpose. Many of us, at one 
point or another, have struggled with growing up and de-
veloping integrity. This same struggle could be occurring 

for our upper-class students. 

Nancy Schlossberg’s Theory of Transition examines 
life events which affect various aspects of an individual’s 
life how these impact their societal roles. Students’ percep-
tions of this transition are important for understanding 
how a person is affected by their changing life events. The 
simple way to describe this process is though using the 
terms “moving in”, “moving through’, and “moving out” 
(Chickering & Schlossberg, 1995). The four areas that 
Schlossberg discusses about coping with this transition 
process are situation, self, support and strategies. 

It is important to examine theory here because the 
framework of literature is there, but very formal strate-
gies to help our upper-class students cope are often times 
non-existent. One of the key partners to work with when 
trying to establish an upper-class experience program 
would be a career advisement office or alumni relations 
office that specializes in working with young alums. This 
would allow for students to get help writing a resume or 
cover letter, learn how to interview, and understand how 
to market themselves in a competitive job field. 

Another office to partner will that could offer 
programs or opportunities for upper-class students in 
learning how to adapt and move-on could be a human 
resources office. They could help students with long term 
planning for retirement and what to look for when you 
receive your first full time job post-graduation.  Often, fi-
nancial literacy is something that has slipped many college 
students and can cause headaches for individuals when 
out on their own for the first time. Working with staff 
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from financial aid can help these students to understand 
what options they have for navigating student loan repay-
ment plans, while human resources staff and/or business 
faculty can help them understand how to manage their 
finances post-graduation.

Partnering with health and counseling profession-
als can also be advantageous to a successful partnership 
when working with upper-class students. For individuals 
who may not have a job in place right after graduation, 
the decision to move home can be stressful for all parties 
involved. Learning how to cope and persist through the 
transition into the next phase in an individual’s life. Frag-
ment.

Our upper-class students are concerned with the 
uncertainty the future may hold. The decision of post 
graduate schooling, entering the workforce, independent 
living and leaving behind the familiarity of college cam-
puses looms large on students’ minds. At this later stage of 
the college experience, student paths are more unique and 
ever changing by the day.  It’s important when designing 
strategies for helping these students in their transition that 
we are catering to individual needs. These might include 
working with career centers, academic departments, and 
alumni offices to help develop and grow a professional 
network of support on our campuses while working with 
counseling staffs to prepare students for a new and un-
known support system away from friends and possibly 
family. 

This time of transition for our students is an oppor-
tunity for us to help them reflect upon their undergrad-
uate experiences while supporting them as they take the 
next steps on their journey.

As we invest so much time and resources in the 
beginning of student’s college careers, let us take time to 
consider this: why is it that we do not always invest similar 
time and resources as our students join our alumni net-
works and hopefully help the future student at our respec-
tive college and universities? 

Proofreading a resume or cover letter, doing a mock 
phone interview, or even listening to concerns is the first 
step in the right direction. 

Resources:
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GLACUHO: CONTEMPORY ISSUES 
Cases studies ton spirituality and religion

click here to read more 

https://c.ymcdn.com/sites/www.glacuho.org/resource/collection/8CEE6047-0B53-462B-8B05-ADC19202AA70/CI_Training_Case_Studies.pdf
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What can we raise to give back to housing professionals like yourself?  
 
Show off your creative work at the 3rd Annual GLACUHO Silent Auction at 
the GLACUHO Annual Conference to benefit the ACUHO-I Foundation. 

All creativity is welcome!  Suggestions 
include but are not limited to:
• photography
• beadwork
• paintings
• holiday crafts
• pottery and sculpture
• College Gift Baskets (institutional 

amenities, photos, pennants, gift 
cards, etc…)

• gift certificates
• event tickets
• museum passes
• sports tickets 
• concerts 

Everyone is encouraged to be inspired to raise funds to bene-
fit programs designed to educate and support the professional 
development of our GLACUHO members.

Questions-please contact your GLACUHO State Delegate or  
Jody Stone, ACUHO-I Foundation Board GLACUHO Repre-
sentative, at jestone@eiu.edu  

mailto:jestone%40eiu.edu%20%20?subject=
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