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Fighting Committee Frustration 
Aaron W. Voyles 

 
 Imagine this scenario: some issue comes up at 
work about which you care deeply.  You have decided that 
you can make a big change at your institution.  The 
problem is that this concern about which you care has no 
manual, no given solution.  You simply do not know where 
Point B is in terms of solving the issue.  Maybe it has to do 
with a big, overarching goal like social justice, ecological 
justice, or enhancing critical thinking.  What is worse is that 
not only do you not know where Point B is – you do not 
even know where Point A is. You have no idea how to 
begin.  Because you have no idea how to begin, you 
decide to give the issue to a committee. 
We often use committees as our refuge in situations such 
as these because committees are familiar, they seem 
simple, and conventional wisdom says that they are the 
structure in which we work 
 

(Continued on page s 4 and 5) 

Institute on College Student Values 
Shakima M. Clency 

 

Recently I had the opportunity to attend the Jon C. Dalton 
Institute of College Student Values, which was held 
February 3rd – 5th at The Florida State University.  First held 
in 1991, the Dalton institute focuses on five topic areas: 

 Trends in College Students’ Values 
 Ethical Issues in College Life 
 Civic Education 
 Moral development research  
 Character building educational models and 

strategies 

Given the increase of vandalism, hate crimes, bullying, and 
unethical behavior of students living in the residence halls, 
I was surprised to learn that I was one of a few residence 
life administrators in attendance at the institute.  
(Continued on Page 3) 
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Making the Most of Your Professional 
Development, You’re Back From the 

Conference, Now What? 
By Chris Gregory 

 

The annual SEAHO conference was great!  Mobile is a 
beautiful city and our host committee was gracious 
and welcoming.  There were opportunities to catch up 
with old friends and meet new colleagues from around 
the region.  Sessions provided new and innovated 
ideas to take back to your own campus.  A little 
change of scenery isn’t too bad either.  It’s nice to get 
away from the office, even if it’s just for a few days.   
 
Of course, the work didn’t stop just because you were 
away.  There were phone calls to return, emails to 
answer, and students to serve.  After a few days of 
playing catch up, you may have been happy to just to 
get back to the normal, albeit fast, pace of residence 
life work.  If you aren’t careful, you may not be making 
the most of your conference experience.  The 
conference may be over, but what you do after the 
conference can be even more important.  Here are a 
few tips to getting the most out of your conference 
experience, now that you’re back on your campus. 
 

1. Stay Connected – Undoubtedly you 
connected with at least a few colleagues during 
your three days in Alabama.  Stay in touch.  
Whether it was a friend you made from another 
campus, someone you met up with through the 
PRO/AM, or a presenter that you found 
engaging, make sure you follow-up.  The 
person you met may be a future peer or even 
supervisor. 

2. Put Ideas Into Action – The sessions offered 
covered a wide-range of topics.  Student Affairs 
is all about best practices.  If you learned 
something that might work in your department, 
give it a shot.  You can always touch base with 
the presenter for more information and ways to 
get started.   

3. Consider the Future – Are you planning on 
attending other conferences this year or next?  
Write a program proposal.  Volunteer to help in 
placement or around the conference.  Be a 
mentor/mentee.  Make plans to see a 
colleague.  Whatever you do, take the 
experience from the SEAHO conference to 
make your next conference even better. 
 

Best of luck and I hope to see each of you at 
SEAHO 2012 in Chattanooga! 

  

For those First 37…. 
 
 

 
 
 

 
 
 
 

 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
The theme of the institute this year was “Letting your Life Speak:  Cultivating Benevolent Purpose in 

College Students.”   The institute offered a myriad of concurrent sessions, panel discussions, keynote 
lectures, and informal discussions geared towards helping college faculty and administrators identify ways to 
develop an educational experience to foster our students’ moral development.   Key note speakers included, 
Dr. Parker Palmer, Dr. Marcia Baxter Magolda, Dr. Lori White and remarks from Jon Dalton.  Each speaker 
encouraged attendees to work collaboratively to develop a curricular and co-curricular experience which 
invited students to explore their passions, assist those in needs, and develop a moral compass needed to 
make ethical decisions and solve moral dilemmas.   

I suspect that the institute has not gained a strong following amongst residence life professionals, 
because some do not realize the institute exists, others  believe the institute is geared to those working at 
religious institutions, and a few find it difficult to discern how the work we do in residence life contributes to 
the moral development of college students.   Consider the lessons learned from roommates who rather than 
argue on facebook are taught how to engage in a civil dialogue to solve a dispute, or a judicial conversation 
with a student who steals food from the common area refrigerator now realizes how the behavior disrupted 
the entire community, or the sense of purpose gained from resident assistants who are able to articulate to 
potential employers how the leadership position contributed to their development and enriched their college 
experience.  Each of these examples build moral character and cultivate a sense of personal responsibility.   

I strongly encourage any residence life professional who is looking for a professional development 
opportunity focused on civic engagement, vocational discernment, and the moral development of college 
students to attend the Institute on College Student Values.   Please refer to 
http://studentvalues.fsu.edu/index.html for more information about the institute.  I look forward to seeing you 
at the institute in the future.   
 

Small College and Universities 
 

Spring is just around the corner and the days are getting longer!  I have had several requests to organize a 
Small Colleges and Universities CHO workshop/meeting in late May or early June.  The recommendation 
would to meet for two days to discuss concerns and issues facing Small Colleges and Universities.  Mars 
Hill College can host this event, but I am afraid that we may be too far west for many Small College and 
Universities to attend.   Let me know if we are too far west or if your institution would like to host, please 
contact Mindy Bliss at mbliss@mhc.edu or 828-689-1406 as soon as possible so that we can start working 
on the details.    

Think about the opportunities that abound at Small Colleges and Universities for internships for Graduate 
Students.  If you are a Small College or University that is looking for a graduate student(s) for a summer or 
fall internship, and are having difficulty please let me know and I will be happy to assist you in contacting 
Graduate Programs in your search area.     
I also am still collecting information for “Trade the Trainer, “ if you are interested in participating in a 
program like this let me know.  Send me the following information and I will start a database of intuitions 
interested and topics at mbliss@mhc.edu . 

 Name: 
 Contact Phone: 
 Contact E-mail: 
 Intuition name: 
 Training topic(s) you are able to present: 
 Time length needed for presentation: 

Institute on College Student Values, Continued from Page 1 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

But no matter what we believe about how 
effective committees are, the fact remains that 
many of them exist to eliminate personal 
responsibility and personal accountability.  
Given how much time most of us spend in 
committee meetings, this idea can be quite a 
shock.  Committees, however, are a 
convenient blame-sharing device for change 
leaders.  Committees can promote a culture 
of tangential discussion rather than getting 
things done, as well as act as a scapegoat 
when plans go awry or when goals are not 
achieved.  While sometimes committees can 
serve an effective purpose, it is important to 
realize these dangers are also ever-present.  
If this issue is something you care about so 
greatly and you don’t know how to begin, is a 
committee the best option for its growth? 
 Take a moment to think about some of 
the committees of which you have been a 
member.  Certainly you remember at least 
one where you spent more time discussing 
the meeting time and format than any actual 
issues.  You may also remember one where 
fewer than fifty-percent of its members 
showed up on a regular basis.  For whatever 
reason in my experience, the most effective 
committees always seem to be the ones that 
are the smallest.  Similarly, when big 
committees are split up into smaller sub-
sections, we often notice they operate more 
efficiently.  The reasoning is not just that 
sprawling committees designed to include 
“every voice on campus” have trouble with 
focused dialogue; it is also that there are 
fewer people with whom to share blame.  
Smaller committees can be constructed of a 
group of dedicated individuals who actually 
want to create change.  Bigger committees 
tend to have personnel who are assigned to 
them or who cannot be removed from the 
committee because of inner-office politics.  It 
is these types of large committees where 
initiatives go to die – not because of the size, 
but because such a committee easily 
eliminates personal accountability. 
Big committees and assigned committees 
often exist for what is known in the world of 
higher education governance as “deep 
freeze.”  Ideas that challenge a school’s  

inertia or the status quo at an institution can be 
“put on ice” by being shipped off to a committee.  
Not only does that take a contentious decision 
away from a top administrator who could be in 
the “hot seat,” it also slows the process down 
significantly.  Think about the difference 
between an Executive Order and an Act of 
Congress.  An Executive Order can be issued 
instantaneously, but an Act of Congress can 
take months or years to come to fruition and 
sometimes still not see the light of day: that is, 
unfortunately, often the purpose of committees. 
 When committees “deep freeze” ideas, 
they take forever to get through and when they 
do, no one can remember who is responsible for 
them in the first place.  By stacking a committee 
with people from every available area on 
campus who might “need” input, the committee 
can also ensure that the idea comes out tame 
enough not to shake the foundation of the 
institution at all.  With dangerous ideas this can 
be good.  The problem is that it is difficult to tell 
the difference between “dangerous ideas” and 
“provoking, progressive change.”  They look 
similar too often.  Remember: if this idea is 
something you truly care about, it may challenge 
some of an institution’s ideas.  Not knowing 
where you will end or even where you might 
begin could make for a frightening experience 
for some.  A committee may temper this, but is 
that what is best for the ideas involved? 
With this articulation of why I believe 
committees are sometimes ineffective, you may 
become weary of them if you are the type to be 
frustrated by higher education’s pace of 
movement at times.  You cannot solve major 
problems on your own, and committees may 
hinder the change for which you are looking.  I 
strongly urge those of you in this situation to 
form work groups rather than committees for the 
work that is dearest to you.  A work group – as I 
write about it – is a small core of individuals 
buttressed by a revolving group of supporting 
individuals.  The core group should be made up 
of the passionate people who hold the desired 
change close to heart.  As support is needed to 
accomplish an establishment of goals and the 
achievement of those goals, partners can be 
brought in to assist without having to fully 
commit to serving on a committee. 
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Rather than decry inefficiency with committees, adapt how you work by altering what makes them 
inefficient.  For instance, with a Residential Learning Community I currently work with, we bring in 
campus partners for reference, for research, and for various one-off projects; we are, however, 
determined not to get slowed down by all the “talking” that had gone on for years and years and kept 
any substantial research from ever getting done.  When members of the functional work group stop 
contributing, they no longer are forced to participate; it simply is not fruitful to have every voice on 
campus have input on each decision by every campus entity.  Because the partners are not 
permanent members of the committee, they have no long-term stake in the project, nor do we, the 
work group, have a long-term reliance on their involvement.  As people work with us, they may 
develop a passion for our work such that they become a permanent part of our work group for 
change. 
 

The concern to watch for when using work groups is tunnel vision.  A limited number of voices will 
necessarily limit the breadth of input.  When work needs to be completed to move forward in a 
meaningful way, this can be useful.  When it hampers your routes to success, it may negatively affect 
your goals.  It is important to be cognizant of this fact and set up some ways for outside input, like a 
review with outside partners once a semester.  Similarly, it is important to make sure that you do 
continue to use those outside partners for specific activities or research.  What they bring to the table 
will be differed insights.  You can limit your core group and have a rotating cast to support your 
desired change, but you cannot eliminate outside voices and expect to succeed. 
 

It may also appear that this is not a diplomatic solution and that working in this way may burn bridges 
with other departments or constituents.  When approached in a positive light, however, the effect is 
the opposite.  I have found in my work with this particular Residential Learning Community that our 
partners appreciate being brought in for their input, not to sit endlessly on a committee or leadership 
team that wastes their time.  They value the respect we have for their time so that they can get back 
to the work that is dearest to them.  If the topic of an ever-shifting work group is approached with any 
base level of interpersonal skill, it seems to make sense to all the parties involved.  Then, we can use 
this slightly altered framework to break from our frustration and be on our way to creating those 
changes which we desire. 
 

The true challenges that come from such a switch, however, are in how to assess whether or not our 
new way of structuring committees into work groups is successful.  This is one of the most difficult 
parts of change, because objectively measuring the relative success of one group entity versus 
another is overwhelmingly difficult due to the lack of control over such a study.  As with all things that 
are more relational in nature than objective, the hope is that success will be felt and be understood by 
the parties involved.  The fact remains though that sometimes when we do not know where to start, 
we end up doing something that is unsuccessful.  Only by trying something new and adapting to 
novel challenges can we progress toward what is truly important to us.  When you do move forward in 
new ways, you may see Point A, then Point B, and then begin on your journey from one to the other. 
 

Resources 
 

I am also still collecting information on fantastic resource that you would like to share, please send me the 
information on it.  I am creating a list of great resources to share with the state.  It might be a great team 
building activity book to a wonderful diversity training book.  The goal is to create a list of resources that are 
reasonable to purchase.  In these times of where budgets are tight, wouldn’t be great to have a list of resources 
that you could choose to use in your staff development.   Here is one resource you might like to add: 
The website is http://www.tolerance.org/bullied  
 

This is a free documentary style DVD with resource/teaching packet regarding bullying, specifically toward 
LGBTQ students, limit one copy per institution. I have ordered a Copy for my intuition and we are currently 
working with a social work class to present a program featuring this DVD on campus this spring.  I will also be 
adding this to my spring training sessions, and I have heard positive things from colleagues who have recently 
done this program across the USA as an in-service for both professional and paraprofessional staff with 
positive reviews.    



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Lemon-Pepper Biscotti 
For the savory food lovers out there, this is wonderful biscotti that pars well with pasta, herbal tea and so 
much more! 
 

 2 ¼ c All Purpose Flour      
 ½ c Parmesan Cheese shredded 
 1 ½ teas baking powder 
 2 teas black pepper 
 ½ teas salt 
 ½ c butter soft 
 2 TBLS sugar 
 1 clove of garlic minced 
 2 eggs 
 2TBLS fresh parsley 
 Zest of one lemon 

Directions:  Mix together flour, cheese, baking powder, black pepper and salt in to a bowl, set aside.  In 
another bowl beat together butter, sugar and garlic.  Then add eggs, parsley, and lemon zest into butter 
mixture.  Mix thoroughly.  Now add the flour mixture into the butter mixture, combine well.  Form the dough 
into ball and divide in half.  Shape each half into an approximately ½ inch tall, 4 inch wide, and 12 inch long 
loaves on a parchment paper lined cookie sheet.  You should be able to get both loaves on the same 
cookie sheet.  Bake at 325 degrees for 25 minutes.  Cool and then cut each loaf into ½ inch slices.  Lay the 
biscotti slices flat with the cut side down on a cookie sheet and bake for 10 minutes at 325 degrees.  Turn 
the slices over and bake again for another 10 minutes.   Then enjoy!!!   
 

NCARH 2011 
Hosted by UNC-Chapel Hill 

 
New Representatives 

Director - Keith Braunnum (UNCA) 
AD Finance - Rishav Dey (NC State) 
AD Recognition - Matt Moss (UNCG) 
AD Administration - VACANT 
  

Awards 
Distinguished Service - Matt Peterson (NC State) 
Advisor of the Year - Justin Lukasewicz (UNC CH) 
RHA of the Year - UNCW 
NCC of the Year - Caleb Lewis (UNCW) 
Program of the Year - H20 Ration (UNCW) 
NRHH of the Year - UNCW 
Most Improved NRHH - UNC Chapel Hill 
First Year Experience - Meredith Kyle (UNCW) 
Student of the Year - Krystal Rucker (UNCW) 
   
NCARH 2012 - University of North Carolina 

Wilmington February 10-12, 2012 
 

 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Only the Lonely:  When You’re the Only Professional in Residence Life 
Becca McQueen 

 
We’ve always heard that its lonely at the top and, if you’re like me, you’ve thought to yourself, 
“Yeah right.”  However, when I accepted my position as the Director of Residence Life at a small 
private school, I learned that it is in fact true and even lonelier when you’re the top and only 
professional working in res life at your institution – if you allow it to be. In my current role, it is me, a 
part-time graduate student, three undergraduate quad directors, and thirty-two resident assistants 
who work with approximately 550 residents in our eleven halls.  This is not uncommon at small, 
private schools and you might find yourself in a similar role someday.  Here are my thoughts on 
being successful as the sole residence life professional at a college or university: 
 

 Wearing a lot of hats is fashionable, but exhausting.  I. DO. IT. ALL.  Think of all the people that 
work in your department right now and all of their different roles and responsibilities – in a role like 
mine you have to do ALL of that.  You recruit, train, and evaluate staff.  You do room assignments 
and housing selection.  You are the chief judicial officer for all campus conduct issues.  You create 
and review the programming model.  You do all assessment for residence life.  You coordinate 
summer camps and conferences.   You do everything that residence life does.  And you get TONS of 
great experience.  I have really been able to strengthen my skills in areas where I had little to no 
experience.   I have also been able to identify the areas within our field that I would really like to 
focus on in my next position.  I learn something new every single day.  And then I sleep as much as I 
can when I can.  

(Continued on Page 12) 

You are NCHO! 
 

Haven’t we all heard the saying, an 
organization is only as strong as its’ weakest 
link?  Well NCHO is only as strong as its’ 
membership.    Like many of you, my 
professional development radar was set on the 
“mega” higher education associations.  As a 
bright eyed graduate student in the early 90’s, 
my main decision was NASPA or ACPA?   
Until, I received a tap on my shoulder from 
seasoned professionals turning my attention to 
the value and increased opportunities on the 
regional and local levels.   I’m tapping you right 
now whether this is your first year in the field or 
your 15th year, NCHO is the place for you!   
  

MEMBERSHIP COMMITTEE 
Seeking members to serve on the 2011-12 
committee to assist in membership recruitment 
and outreach. 

 

Contact: Erica E. Estep 
 eeestep@uncg.edu  

336-334-5198 

Dear NCHO Members: 
 
Thank you for stopping by the NCHO Signpost.  The month of 
March brings the welcomed season of spring break, 
basketball madness, job searching, and conference travel.   
This is a great time to update your contact information in our 
on-line directory and invite others in your organization to do 
so as well.    A main purpose for NCHO is to unite housing 
personnel and encourage the sharing of resources, 
programs, and overall common interests.    

NCHO Membership is FREE! 
 

Institutional Membership 
Any institution of post-secondary education providing a 
residential housing program in North Carolina is eligible.   
 

General Membership 
Any person employed at a post-secondary educational 
institution providing a residential housing program in North 
Carolina is eligible. 
 

Benefits:    
 Membership entitles one vote either voice or 

electronically per institution 
 Election or appointment to office 
 Receipt of the NCHO Signpost 
 Professional Development Opportunities at minimum 

to no cost 
 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

NCHO Graduate Student Representative 
Abi Aparajithan 

 
Phew! Most of us have gotten through or are currently engaged in a whirlwind event more 
commonly known as INTERVIEWING!! Either for job placement or for the summer internship 
placements (ACHUO-I, NODA, etc.), we are much too familiar with this sometimes painful 
task; but fear not! Here is a list of various tips to ease your nerves. Ask your fellow 
professionals that you work alongside with to host a mock-interview day or just an email with 
things that seemed to have worked for them. Remember these professionals went through this 
before and are a resource you shouldn’t ignore. 
 

 Dress professionally  

 Research the school your interviewing with 

 Try to avoid scheduling back-to-back interviews 

 Make appropriate eye contact during interview and don’t fidget! 

 Give details specific to each institution to ensure your interviewers of 
your genuine interest 

 Send a Thank You note after interview 

 Don’t stalk the conference area (they’ll notice) 

 Remain professional and appropriate if you decide to go out after 

interviews at placement exchanges, if you can’t handle yourself 
professionally, you should considering celebrating once you are 

home! 

 If you are interested in a specific school’s social event at the 
conference and it is an open event, you should go 

 Be careful of what you say and whom you say it to…you never know 
who’s around the corner listening           

 Try to leave your cell phone in your hotel room. If you need to bring it, 
keep it OFF (you don’t want to be that person)  

 

GOOD LUCK!! 



Tips to Consider When Implementing a Hiring/Selection Process 
that is Multiculturally Inclusive 

By: Krystal Allen and Robert Barker 
Train Interviewers 
Train your interviewers to screen multicultural candidates. It is a proven fact that untrained 
interviewers will give highest marks to people most like themselves in appearance and background. 
This is not a good way to recruit or properly assess multicultural candidates. Consider sending your 
interviewers through an EEOC Training Session as this will help your organization follow proper hiring 
practices.     
 

Interviewing 
Never ask applicants about their marital status, race, gender, sexual orientation, religion, nationality, 
age, or disability. THESE ARE ILLEGAL QUESTIONS. Instead, concentrate on applicants’ diversity 
experience, education, and attitude. Developing formatted interview questions can assist in avoiding 
illegal questions. By writing down the questions and sticking to the same format at all interviews for 
the position, you reduce the risk that a rejected applicant will later complain about unequal treatment.  
  
Example questions: 

 In this position, how do you think you might be able to support the university’s philosophy 
toward diversity? 

 How have you integrated multicultural issues as part of your professional development? 
 How have you participated in diversity events and organizations at other colleges and 

universities? 
 Tell me about a time when you had a problem with a coworker or customer of a different 

gender, race or ethnic background, and what you did. 
 

Hiring 
As an employer, you must be prepared to show that your hiring and promotion decisions have been 
based on objective criteria and that the more qualified applicant has always succeeded. Things to 
consider include: 
 

 Do your recruiting and screening practices indicate possible disparities? While highly 
sophisticated statistical analyses are likely to be used if there is a lawsuit, you can obtain a 
rough estimate, using simple percentages, as to whether any of your recruiting and screening 
practices cause disparity between various protected groups. For example, do African-
Americans seem to be more heavily screened out with any tests that you use? Is the 
percentage of racial and ethnic underrepresented populations in your workforce similar to the 
percentage in the geographic area from which you recruit?  

 Are you casting a wide net in your recruiting sources? EEOC is concerned about word-of-
mouth and homogenous recruiting practices. Where do you recruit from? Are you sure that you 
are casting as wide a net as possible? Or, are you focusing too heavily on recruitment sources 
that are almost exclusively used by Caucasian males? You may need to consider broadening 
your recruitment program to include sources that target underrepresented populations 

 Are your recruiters and employment agencies familiar with discrimination laws? Do your 
recruiters understand the basic legal concepts surrounding recruiting and hiring? Are they 
knowledgeable as to what interview questions are illegal to ask? Have they had up-to-date 
training in these laws? Don’t wait to find out when it is too late; make sure that all of the 
recruiters you work with, whether they are external or internal to your organization, are 
knowledgeable and understand discrimination laws. 

 
EEOC is Watching You: Recruitment Discrimination Comes to the Forefront , Dr. Michael Harris (2006) 

 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

The Future of The Signpost 
 

 

 

Interested in the Editorial Board for The Signpost? 
 

NCHO is looking for 2 - 3 general members to serve on the 
Editorial Board for The Signpost. Responsibilities of the 
Editorial Board include: 
 

o Recruiting for Authors and Submissions 
o Editing Articles submitted to The Signpost 
o Assisting Communications Coordinator in 

Publication 
If interested, contact Lisa LaBarbera at lisa_labarbera@ncsu.edu 

Writer’s Block? 
Here are some ideas… 

 

Book Reviews 
Positional Updates 

Departmental Updates 
Special Programs 

Budget Management 
Risk Management 

Supervision 
Advising 

Living-Learning Communities 
Law 

Leadership 
Facilities 

Assignments 
Recruitment 
Development 

10 Year Planning 
Current Research 

Conference Reflection 
Recipes 
Drive-Ins 

Recognition 
 

Hello NCHO! 
 
I have really enjoyed serving as the 
editor for The Signpost for the past 
2.5 years. All of you have been so 
helpful, supportive and motivating.  
 
As my tenure comes to an end, I 
would like to say THANK YOU for all 
of your professionalism and 
willingness to learn and share from 
and with each other.  
 
As I am hopeful that The Signpost will 
continue to be representative of our 
fabulous professionals within NCHO, I 
ask that you continue to submit 
articles and support your next 
Communications Coordinator.  
 
If you are interested in assuming the 
role of Communications Coordinator, 
please check out the NCHO website to 
learn how to apply. You can also e-
mail your president, Lisa LaBarbera 
(lisa_labarbera@ncsu.edu) for more 
information 



Only the Lonely, Continued from Page 7) 
 A sense of humor is a must.  I mess up ALL THE TIME.  Students do ridiculous things.  If I 

couldn’t laugh, I would cry. 
 Improving a residence life program is a lot of fun.  When I got here, the residence life 

program was in need of improvement – from programming to staff recruitment, retention, and 
training to judicial processes to housing selection and on and on and on.  Being the only Res 
Life professional means that I get to make changes without a lot of bureaucracy and red tape.   
While that can be sort of scary, I have been able to test out new ideas and learn A LOT from my 
mistakes and the practice of creating new programs and processes.   

 Undergraduates can be supervisors too.  Here, we have three undergraduate Quad Directors 
who each supervise 8-14 Resident Assistants and have an on-call duty rotation for the entire 
campus.  They support and evaluate the RAs and manage the programming efforts in our 
buildings.   I was a little worried about having undergrads in such a role when I got to campus, 
but I have really enjoyed watching each of them grow in this position.  They are getting an 
experience lots of their peers won’t have on their resume, too! 

 The facilities management people, the Athletic Director, and Chief of Police on your 
campus should be your bestest friends.   When you’re the chief housing officer on a campus 
that is 60% varsity athletes, it is essential that you have a good rapport with the athletics and 
security staff.  When your residence halls are a little older than you would prefer, you want to 
know that the maintenance employees like/love you.  I bake (see: buy at Food Lion) cookies 
and buy sausage biscuits for their staffs on a regular basis and make sure to continuously thank 
and recognize them for their efforts. 

 Never underestimate the power of networking with other housing pros.  After my Dean of 
Students left for another job, I became the expert on residence life at Pfeiffer University – and I 
was three years out of graduate school when I took this job.  In the past eighteen months, I have 
faced all sorts of situations where I needed the advice of professionals from other schools in the 
state and region and was able to get good advice quickly – thanks NCHO and SEAHO! 

 Assert your authority.  When I say that, I don’t mean to be a jerk.  You have experience in 
residence life, you have a group of experienced peers to gather advice and information from 
(hello again, NCHO), and you’re smart goshdarnit.  You are the voice of the residential students 
on campus and, no matter your years in the field, you are the Director of Residence Life and 
were hired for a reason.  I forget that sometimes and doubt myself and abilities.  You can’t do 
that, because other people on campus will sense it and may take advantage.  Own your 
authority and use it to better your students’ experience. 

Even though it might not seem like it every day, I really do love this job.  I enjoy having the opportunity 
to really see the direct results of my effort, influence change, and still have A LOT of student contact.  I 
encourage all of you to consider working at a small school – you will be challenged regularly and 
abundantly rewarded.   
 

To submit articles to The Signpost, please send them to TheSignpost@gmail.com.  
If you would like to submit something to The Signpost, please e-mail 

your article to NCHOSignpost@gmail.com. Please make sure that your 
article is formatted with 12 point Arial font, single spaced, in Word. 

Make sure to note your name, your institution, and the title of the article 
in the document. Thank You! 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

As the recipient of the NCHO SEAHO 
scholarship, I was very eager to partake in my 
first professional development experience. I was 
even more excited to have the opportunity to 
learn more about Housing and Student Affairs. 
So, along with five of my colleagues, I packed my 
bags for the long drive down to Mobile, Alabama. 
 
Upon my arrival to the convention center on the 
first day, I was immediately welcomed by 
seasoned SEAHO-goers. Among other 
newcomers, I attended a welcome meeting 
where we were introduced to the different 
SEAHO members and the committees they 
belonged to. We were encouraged by several 
members to take advantage of all of the special 
conference opportunities. One opportunity I was 
particularly interested in was the Professional 
Preparation Program (PPP) which prepares 
graduate students and first year professionals for 
their housing careers. I was thrilled that I could 
select sessions addressing issues or ideas that 
are relevant and valuable to me during my first 
few years in the housing profession. Some of the 
sessions even gave me useful tips for my future 
job search.   
 
Part of the PPP also involved  doing a 
“Scavenger Hunt”. Some scavenger hunt 
requirements included talking to a CHO, talking 
with an Associate, attending a program, and 
introducing yourself to someone from a different 
state. This was a fun and relaxed way to 
navigate the conference and learn more about 
my fellow colleagues. After learning how to get 
the most out of my SEAHO experience, I had the 
opportunity to get acquainted with some of the 
other first-time conference attendees. This 
marked the beginning of one of the many 
networking opportunities I could take advantage 
of in order to learn and grow in the Housing 
profession.  
 
The programming  sessions were extremely 
relevant to me. One session introduced me to the 
intricacies of having difficult conversations with 
staff members, a topic that a student affairs 
professional can never have enough training in. 
Another program taught me about the ups and 
downs of community-building in apartment-style 
living, a topic especially relevant to me as a  

residence director of an apartments community. 
Attending programs such as these gave me a 
fresh perspective on housing and residence life. I 
hope to apply many of the lessons I learned 
within the months to come. 
 
Another intriguing aspect of the conference was 
the Associate’s Area. I had several opportunities 
to visit the Associate’s Area and engage in 
conversation with different vendors. While I do 
not currently make decisions that impact 
purchasing and contracts for services, I know 
that it is in my future as a professional.  At some 
point in my career, I may have the opportunity to 
either make final decisions or have input on 
decisions regarding products and services.  
 
At one point during the conference I was also 
able to attend my state’s caucus meeting. Here I 
was able to connect with NCHO members and 
meet administrators from neighboring institutions. 
We received exciting updates and learned about 
additional professional development 
opportunities that would be available in the 
coming year. All of the opportunities presented to 
me during my time at SEAHO showed me that 
networking and forging connections are vital to 
personal development and professional success. 
While building a network of support can be 
intimidating at first, one can see the value that 
SEAHO and NCHO place on fostering these 
lasting partnerships. I was given so many 
opportunities to network and I am confident that 
these relationships will extend far beyond the 
conference.  
 
Throughout my time in Mobile, I learned more 
about the field, best practices in Housing and 
Residence Life, and personal development. I was 
able to exchange ideas and housing experiences 
with other graduate students and professionals. It 
was a great feeling to know that my perspective 
as a graduate student was valued. Not only could 
I share my knowledge, but I was encouraged to 
ask questions and take the time to reflect on my 
experiences. Attending SEAHO has given me the 
confidence to attend other conferences and 
engage in even more professional development 
opportunities. Thank you NCHO and SEAHO for 
allowing me to take part in this amazing 
experience! 
 

Reflections from an NCHO Scholarship Recipient, By Alma Buljina 
 



 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 

Multicultural Affairs 
M. Jonathan “Jai” Jackson, Duke University 

Justin M. Kitts , Lees McRae College 
 

Multicultural student affairs are a key portion of overall success for student affairs practice and student 
development.  When working with the diverse groups of students that colleges today bring in, we need to make 
sure we are supportive of all student groups.  Underrepresented groups are now more prevalent on college 
campuses and they are no longer just limited to race or color.  In order for professionals to provide equal 
educational opportunities for our students we need to make sure that our programming fits our continually 
changing student base.  Multicultural student affairs is an area of student affairs that focuses solely on making 
sure that underrepresented groups of students have an equal voice and place within the college environment.  It 
also helps educate the majority population as well and in turn breaks down barriers and prejudices that might be 
present. 
 

Multicultural student affairs did not start with the early colleges and universities in the United States.  Early 
multicultural student affairs began during before the outbreak of the American Civil War.  There were a few 
institutions that let African American students attend.  African-American students were not initially given access 
to higher education due to racism and post civil war attitudes and unfair treatment. After the civil war the Morrill 
Act was passed.  The Morrill Act provided funds for land grant colleges. From the Morrill Act historically black 
colleges/universities were created with Cheyney University established in 1837. While the original Morrill Act was 
only for land grant institutions, the second Morrill Act provided funds for black students to be equally distributed in 
a just manner.  This was one of the first steps towards multicultural affairs in the American college system. Early 
historically black colleges/universities were established under the basis of agriculture and technology of the time. 
This was the focus because African-Americans were seen as needing more education on performing more hands 
on duties while few institutions for blacks focused on building intellect. It was 1881 when the first African-
American women’s college was established leading the way for Tuskegee University. With the end of the Civil 
War the need for historically Black institutions grew as blacks wanted to combat illiteracy. On July 4, 1881 
through the passing of House Bill 165, the Alabama Senate approved $2000 to start Tuskegee University. Similar 
events took place but nothing led to the development of multicultural student affairs at this point.  The true 
catalyst for multicultural student affairs was the Civil Rights Movement. The Civil Rights Act of 1964 was key to 
changing the college environment by mandating equal treatment regardless of race, color, ethnicity, and sex.  
The act stated: No person in the United States, on the grounds of race, color, or national origin, be excluded from 
participation in, or be denied the benefits of, or be subjected to discrimination under any program (MacKinnon, 
221) 
 

This act helped began to break down some barriers that were in place with our society.  The act helped gives 
those in Student Affairs more power to push for diversity and multiculturalism.  The above statement from the 
Civil Rights Act reinforces the fact that no student should be left behind or denied their rights to education on 
race, color, or national origin.  However, there were still student groups who were not represented at the time.  
Groups who identified with different sexual orientation and religions were still not represented.  With multicultural 
affairs it was a series of small steps towards getting representation for race related groups that allowed them to 
help those of other backgrounds in the future. 
 

However, even with the changes that came from the civil war and the civil rights movement multicultural student 
affairs didn’t just begin over night.  When predominately white colleges realized they had a great deal of African 
American students on their campus many decided they would just let things go and see what happened.  This 
assumption is based on the faculty and staff believing that the student groups would just naturally assimilate with 
one another.  According to Quevedo-Garcia (1987), if one’s culture is to assimilate with another that means that 
they would be “relinquishing one’s cultural identity” that makes them unique (MacKinnon, 225).  Assimilation 
means becoming more like the majority group.  According to MacKinnon (2004), the students at these institutions 
did not just assimilate on their own and many of the students felt that they were physically in the institution but 
not part of the institution (p. 225).  In fact some students even began to protest and the colleges were forced to 
think more fully about multicultural student affairs.   
 

The Council for the Advancement of Standards in Higher Education began in 1979.  According to the CAS 
Professional Standards (2003), the purpose of the Council for the Advancement of Standards in Higher 
Education is to make sure that institutions of Higher Education were helping “enhance overall educational 
experiences” and development (p. 23).  With this in mind CAS standards are in place for every facet of Student 
Affairs.  CAS standards help to breakdown what every facet of student affairs should be doing in their areas to 
provide for students growth and development.  
 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

According to the CAS Professional Standards (2003), multicultural student affairs need to assess the needs of 
each minority student and to set priorities to their needs.  In addition, multicultural student affairs should help 
orient these minority students to their institution.  This includes helping these students set education goals, 
providing support for their educational and professional goals, provide training for both social and personal skills, 
promote development, and help the minority student learn more about their own heritage as well as educating 
those in the majority.  From this it is easy to see that the goal of multicultural student affairs is to break down 
barriers that are in place by both the majority and minority students.  Through following CAS standards and 
programming properly an institution can provide for student growth and education (p.257-265).   
 
Multicultural Student Affairs provides programming for all their represented groups.  They stay true to their 
mission statement and CAS standards in providing programs that will help enhance their student’s experience.  
They provide diversity lectures on varying topics.  These lectures are open to students, faculty, and staff and 
offer a chance for the community to come together and receive more education on a topic they may not be 
knowledgeable about.  These lectures are a chance for barriers to be broken and for true learning to take place.  
 
Multicultural Student Affairs is a powerful tool to have on any campus for students.  It allows students to find a 
home and place where they can develop and grow.  If they are in an underrepresented group they can join with 
students from similar backgrounds and become part of a larger group.  From speaking with undergraduate 
students we found that being a part of one of these organizations was integral for some student’s success.  Many 
students felt that having a group they could identify with allowed them to feel like they were more a part of the 
University.  Their involvement helped them grow as student and cognitively develop.  These opportunities are not 
just limited to students who are part of a minority group.  If there is a student who is interested in outreach and 
helping an underrepresented group they can become involved and help break down barriers to access for the 
group.  Students in each minority group are welcoming and enjoy having other students join a group.  Through 
experiences like these they can further break down barriers and learn. 
 
Multicultural Student Affairs is an essential component student development in higher education. Faculty and/or 
staff members have the opportunity to work with various multicultural student groups as advisors. Through 
advising a student group a professional can learn more about the particular student subculture. These 
experiences aid in providing hands on continued education on providing beneficial experiences for both the 
professor and the students. In the field of Student Affairs there are many different practices and structures with 
much information to support the profession and its professionals. Professional organizations in Student Affairs 
are essential because they unite and inform professionals in the occupation of growing trends, industry changes, 
and ways to reach students more effectively. Professional organizations in Student Affairs are also important 
because they allow professionals to share information across state and country lines as well as assist in tackling 
new and emerging issues within the field. In multicultural student development there are many professional 
organizations that offer aid and support to professionals. A common organization was the National Association of 
Multicultural Educators (NAME). NAME was founded in 1990 as a result of the Association of Teaching 
Educators’ as a result of the Multicultural Educators group discovering the need for a more holistic organization 
to explore the issues of educating multicultural students throughout the world. The professional organization 
NAME has provided Student Affairs professionals with resources, tools, and research that helps provide best 
practices for students’ faculty and staff at the University. 
 
As with all units of Student Affairs there are ethical and professional concerns that can halt the progression of the 
unit and detract from the growth of those the unit serves. In diversity and multiculturalism in higher education, 
professionals recognize concerns and challenges facing the future of the unit of student affairs. Professionally, 
there is a problem with the lack of career advancement in the unit. Since multicultural student development is a 
relatively new unit within Student Affairs, there is no clear consistent path for advancement within the field. 
Professionals are being asked to work longer hours to expand on the availability of services for students, faculty, 
and staff. In this time of a tightening economy, Student Affairs professionals have to deal with the constant 
pressure of budget cuts. In relation to the shrinking budgets there is increased pressure to maximize the output of 
the multicultural student affairs office but with minimal input (MacKinnon, 2004). Many multicultural student affairs 
offices serve as umbrella units for other diverse entities within student affairs. A growing challenge for 
multicultural offices is consolidating issues that concern race, ethnicity, sexual orientation, and/or gender issues 
into one office that diversifies but still is complete and unified (MacKinnon, 2004). 
 
Many universities experience trouble retaining and attracting professionals in the student affairs unit. The field is 
growing but there is a concern in the recruitment of professionals. The staffing model that most universities 
employ is not adequate to support the growing need for professionals who are focused specifically in the 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

population. In higher education there are rising student populations that require more professionals in 
multicultural student development. These new populations present new challenges in designing programs and 
services to support these students. Colleges and universities have been experiencing a rise in the admissions of 
Hispanic and non-traditional students. The rise in non-traditional students is because of the fleeting economy and 
the re-enlistment of individuals who were once in the working class.  Hispanic-Latinos make up 15.1 percent of 
the United States population and this number will triple by 2050. This growing subculture is an emerging issue 
because of the number of individuals enrolling in institutions for higher education. Multicultural student 
development will face the task of developing programs and support services that will assist both subcultures in 
progressing and developing holistically. According to Stage and Manning (1992), student affairs professionals 
can become cultural brokers through a multicultural campus model that is not separated by race. The model is a 
“seamless fabric of efforts” across the institutions (Stage and Manning, 1992). The four components that make 
up this model are learning to think contextually, spanning boundaries, ensuring optimal performance, and taking 
action. It is important to keep each of these components in mind when attempting to build a multicultural student 
environment that is supportive and engaging. In order for institutions to think contextually they must recognize 
differences between their thought processes and other cultural groups.  
 
It is essential to attract diverse professionals because it promotes an atmosphere conducive to learning, 
acceptance, and growth in students, faculty, and staff. In the ever-changing field of multicultural student 
development it is important that professionals as well as departments engage in providing inclusive programs 
and services that promote holistic development for diverse individuals. Underrepresented groups are growing in 
higher education and it is the job of the institution to attract and retain a diverse staff and the responsibility of the 
institution to foster a positive environment that will enhance their experiences and provide meaningful 
opportunities. 

 
We have become not a melting pot but a beautiful mosaic. Different people, different beliefs, different 
yearnings, different hopes, different dreams. – Jimmy Carter 
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Have A Productive 
and Safe Sumer!! 


