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Make the “Ask”
By their very nature, student affairs professionals are nurturers
not “takers.” Student affairs officers are great cultivators, yet
there comes a time when staff must make the “ask.” When
approaching an individual, board, or group for a donation, 
be prepared. 
◆ Identify the need through your wish list. 
◆ Match the prospective donor to the need. 
◆ Prepare a formal written proposal and be ready to discuss 

it in detail. 
◆ Know your donor prospect’s history. Will this be a

committee or personal decision? What were the donor’s 
last contributions? What are the donor’s personal biases? 

◆ Understand the donor’s giving capabilities. In other words,
don’t ask for $5,000 when the individual could contribute
$100,000. 

◆ Make all solicitations face-to-face. 
◆ Do not expect an answer immediately. While the

fundraiser has already spent a good deal of time cultivating
potential donors, the relationship must continue after the
solicitation takes place, regardless of whether a donation
was made as a result of that ask. Never alienate people or
burn a bridge.

◆ When making an ask, establish a timeframe for a decision.
Donor contributions can come in various forms. Cash

donations for scholarships, program enhancements, or for the
construction of new buildings are only one type of support.
Other contributions may include donated equipment, space,
or personal time. Whatever the needs, fundraising should

only be used to augment and enhance programs. External
dollars should rarely be used as a sole funding source.

Establishing a successful fundraising program involves hard
work, does not generate overnight successes, and requires
strategic planning. The results can be rewarding and through
successful development and fundraising activities, student
affairs can better serve the university’s true beneficiaries—
its students. 

Ronald R. Kopita is vice president for student affairs at Wichita 
State University (WSU) and previously served as vice president for
California State University, Northridge and Minnesota State
University at Moorhead. He initiated the first fundraising program
specifically for the Division of Student Affairs at WSU, where he holds
a faculty appointment in the Department of Administration,
Counseling, Educational and School Psychology. He is chair of the
upcoming NASPA IV-West Regional Conference.

Delinda L. Royse is director of development for the WSU Division of
Student Affairs. Previously, she was senior campaign accounts manager
for the United Way of the Plains. 

A Newcomer to Student Affairs
Ann Nathan has served as director of development for the
Division of Student Affairs at the University of Arkansas for
two years, although the position was established some time
ago by the university. Nathan has a dual reporting relation-
ship to both the associate vice chancellor for development
and the vice chancellor for student affairs. 

Nathan previously worked in a development fellowship at
Brandeis University, and was most recently a development
officer for a nonprofit group in Boston. One of her biggest
challenges was to learn the “business” of student affairs,
specifically how staff contribute to university life, how
faculty and student affairs staff interact, and the extent of
the university’s commitment to student success.

“When talking to alumni and friends, there is still a
certain amount of education that is needed to help people
understand student affairs and why it is so important,” says
Nathan, who says that raising funds for student affairs
requires potential donors to think about the university from
broader perspectives, beyond the schools or colleges of their
majors. “I help graduates to remember their college experi-
ences with their roommates or with student groups and
how those relationships enriched their college experiences.”

Nathan’s constituents are primarily student leaders and
parents. She works closely with university advancement

staff to identify the best way to approach potential donors
to match their giving objectives with university needs. “It’s
all about making a match that makes the donor feel good,”
she shares. University advancement staff provide support
with grant writing, proposal writing, donor identification,
and tracking. 

The fundraising priorities established for student affairs
at Arkansas align closely with the objectives of the univer-
sity’s $900 million Campaign for the Twenty-First Century,
which concludes in June 2005. Nathan describes several of
the most important initiatives and opportunities for giving
within student affairs: the new Pat Walker Health Center,
an $8 million facility supported by a $3 million lead gift;
and the First Year Experience Program, including
Orientation and ROCK (Razorback Outreach and
Community Knowledge) Camp for first-year students to
learn the traditions of the university in an overnight camp
setting. As of March 31, student affairs had raised $10.6
million of its $13.25 million campaign goal. 

Nathan stresses three factors critical to success in student
affairs fundraising: join a strong team that provides sound
leadership; gain the buy-in and support of university leader-
ship; and foster a committed relationship between student
affairs and the university’s advancement staff. 

For More Information
To learn more about fundraising to support student serv-
ices, see Dollars for Dreams: Students Affairs Staff as Fund-
raisers (NASPA, 2001). http://www.naspa.org/publications
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Patricia Terrell, currently vice president for student affairs
at the University of Kentucky, held her first SSAO posi-
tion at Utah State University for three and a half years
when the president announced his retirement. 

“Since I enjoyed what I was doing and the people I
worked with, I set aside my anxieties and decided
to continue to focus on accomplishing our

strategic objectives and not on worrying too much about
what the future would bring,” says Terrell.

The search for Utah State University’s new president was
held in total confidentiality and it was only immediately
before the new president was publicly announced that Terrell
attended a private reception to meet her new boss. “Upon
hearing my name, he immediately pulled me to the side and
said he had heard good things about me and did not want me
to leave the university—I had been a finalist at another
university six months before for another senior student affairs
position,” offers Terrell.

Over the next week, Terrell and her fellow vice president
colleagues gleaned every bit of information they could about
their new president. Within the next month, Terrell was

Surviving a Presidential 
Making the Mo

Stay in your senior student affairs position long enough and chances are your institu-

tion’s president, most likely the person who hired you, will announce his or her

departure. Where will that leave you—on firm footing with an institution that

values your services or on shaky ground with a college or university that may not recognize

the importance of a strong student affairs leader?

Unsettling as it may be, a change in command can be a positive force. Four senior student

affairs officers (SSAOs) who have successfully transitioned to new leaders share their experi-

ences and lessons learned.
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invited to meet with the president on one of his rare visits to
campus before assuming the presidency. While she immedi-
ately compiled a long list of student affairs issues, she set
those aside and developed a list of what she thought the 
president needed to know upon assuming his position, 
which included:
◆ Discussion of the former president’s leadership and

communication style. 
◆ Recent controversies and political and public relations

issues, as well as pitfalls to avoid.
◆ Individuals on campus and in the community who would

play important roles in “interpreting” the president to key
constituency groups both on and off campus.

◆ Community cultural issues.
“Lastly, I shared a brief overview of our students and

suggested the importance of being visible to students in his
first week on campus,” says Terrell, who notes the president
did meet with a group of student leaders his first day at 
Utah State. 

“I wanted the president to know they should be treated as
partners,” explains Terrell. “My point was simple: include
students at the ground level in plans and programs and they
will not only capture the vision but become supportive part-
ners in achieving it.” 

Terrell and her vice president colleagues were subsequently
asked to provide the president with a list of challenges and
issues and the names of individuals he should meet with as
soon as possible. “I worked for weeks on this assignment,”
shares Terrell. “I remember being in the grocery checkout lane
one day and scribbling my thoughts on a check because I
didn’t have a notepad. When I finally submitted my list, I
identified challenges that were low-hanging fruit for imme-
diate successes and those that would take longer and require
more study and involvement.” 

Terrell then took the extra step of hosting a dinner for the
president and other vice presidents at her home, which
offered an informal setting for team building and collective
advice and support. 

She quickly learned her new president liked communicating
via email. “It was not unusual for me to receive an email from
him in the middle of the night,” recalls Terrell. “I used email
to communicate with him regularly on issues that I thought he
would be interested in or that he needed to know. He always
replied personally and in a very positive vein.”

Less than two months into the president’s term, Terrell
shared news with the president of an internal investigation
regarding a former student affairs staff member. “He was very
supportive of our plan of action and after that I felt I could
share bad news as well as good news with him,” she says. 

Six months into his term, the president moved the enroll-
ment management group, previously overseen by Terrell,
under the provost’s office. “At first I was truly discouraged,
but over the next several days I began to look at the issues
from the president’s perspective,” she describes. “Despite all
the progress I had made [with enrollment], a major paradigm
shift was needed to gain the support of my academic
colleagues and only the provost could do that. I also realized
the president had the right to reorganize to achieve his goals
and use talents and resources in the manner he deemed most
effective and efficient.”

When push comes to shove, it all comes down to students.
“SSAOs need not be overly anxious about a changing of the
guard if they have worked hard to understand and develop
close relationships with students, faculty, and staff and repre-
sent the interests and needs of their student constituents with
integrity,” admits Terrell. 

“Presidents will want and need the support of students to
be successful,” says Terrell. “I was confident that no one knew
our students as well as I did and that my value to the new
president was sharing that information and knowledge with
him and guiding him as he developed his own unique and
positive relationship with them.”

Transition 
Most of a Change in Command

B Y  N A N C Y  G R U N D
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Xavier Romano, vice president for student development
and dean of students at Knox College (Illinois), is now
working with his third president at Knox. 

“Many SSAOs look at presidential transitions in
fear,” acknowledges Romano. “While new
presidents may bring in a new team, they still

need historical markers in place at an institution.”
Romano relates how the board of trustees at Knox looked

to him, the vice president for academic affairs and dean of the
college, and the chief financial officer for leadership and
direction during their most recent search for a new president.
“There has been a change in the culture of higher education
in terms of the role of the president and the enhanced role of
the management team,” shares Romano, who noted that
board members went out of their way to keep the Knox
management team in place and to keep them informed about
the search process. 

“There was a time when the president was the academic
leader of the institution. Now, the position requires a presi-
dent to play a development, fundraising, and external
relations role,” relates Romano, who believes this organiza-
tional shift and increased focus on finances has made
presidents more dependent on their management team to
oversee daily operations and more dependent on academic
deans or provosts for academic matters. 

“Since the board of trustees often leads the presidential search,
they have a sense of the type of candidate they are looking for,”
says Romano. “The trustees often solicit counsel in the process
and want advice in terms of what type of management style
makes sense for the institution. If you have an opportunity to
meet with candidates during the search process, be sure to give
every candidate an understanding of student development and
its role in the culture of the institution.”

The current president of Knox is a graduate of the college
who had a very successful career as a corporate lawyer. “There
is a newfound respect around the table for the different expe-
riences each of us brings to the table,” admits Romano. 

Often, a change in leadership can have a ripple effect for
staff members. During times of change, Romano made
himself available to staff 24 hours a day, seven days a week to
discuss concerns. He also coordinated more activities outside
of the office, including retreats, potluck dinners, and social
events for staff members and their families. “It is important to
avoid nervousness and anxiety since the SSAO sets the tone
for the staff,” he shares. “Once your staff senses anxiety on
your part, it becomes harder to keep the team in tact.”

In preparation for the incoming president, Romano
demonstrated the validity of the student affairs organizational
structure by offering comparisons to other organizational
structures at similar residential liberal arts colleges in the
Midwest. “I felt comparative data would be helpful and it
would allow the president to see what other deans and direc-
tors of student affairs do,” states Romano. “My president is
always noting the size of my staff so it is important that he
knows the role of each individual—and how each fits into the
student satisfaction/student retention picture.”

Romano happily reports that he has come through each
presidential transition stronger and wiser. “Today, SSAOs
must be more broad-based in terms of their skill sets,” he
attests. “You still must maintain services for students, but, at
the same time, management, budgeting, and fundraising skills
are equally important and you must be able to switch gears
very quickly.”

“There was a time when the president was the academic leader of the 

institution. Now, the position requires a president to play a development,

fundraising, and external relations role.”



Mary Ann Nagy, vice president for student services at
Monmouth University (New Jersey), has worked under
three presidents, the most recent of whom has been in
place less than a year. 

“One lesson I’ve learned is every president and every
transition is different,” she says. “You should
look at a transition as an incredibly exciting

opportunity both personally and professionally. It is natural to
feel excited and anxious about the new experience, but that can
generate a lot of positive energy and rejuvenate you.” 

With the most current transition, Monmouth’s president
announced her retirement a full year in advance of her depar-
ture. The announcement allowed trustees to conduct a full
and exhaustive search for her replacement. Eight members of
senior management, including Nagy, met with a facilitator
early in the process as part of a situational audit to identify
pressing issues the institution was facing. “The trustees were
concerned that senior managers, who were not on the search
committee, had an opportunity to share their perspectives,”
says Nagy. 

Four final candidates were brought to campus and met
with members of the senior management team one-on-one.
Managers also had an opportunity to meet candidates’
spouses, since they play such important roles in the life of the
university. “It is very important for senior people to meet
with candidates, that’s critical,” affirms Nagy. “Even in that
short period of time, you get a feel of what the management
or leadership style and expectations might be.” 

Nagy prepared a packet of information for the final candi-
dates that included the residential life guidebook, handbook,
and viewbook. Once the president was announced, she went
to work on a detailed yet concise “briefing book,” containing
information on each department, including student affairs’
primary mission, how it relates to the mission of the univer-
sity, background on staff members, budget, target audience,
and services offered. 

“I wanted to get something out there, but I didn’t want to
inundate the new president, particularly knowing his style,”
says Nagy whose new president is a retired vice admiral in the
United States Navy and former president of the National
Defense University in Washington, DC. “I had a sense he
would like order and structure,” recalls Nagy. 

The briefing book enabled staff members to quantify their
work and allowed staff across departments to learn more
about each other’s areas. In addition, it has been used by
other senior managers throughout the university. “It started as
a tool for the president, but trustees and other managers have
used it because it really is Student Services at Monmouth
101,” says Nagy.

Throughout the latest transition, Nagy did not lose a single
student affairs staff member. “You must lead by example and
for me that was easy,” she says. “I knew this was a person who
understood students and the crucial role we play and he was
engaging and comfortable with people. It was easy to commu-
nicate to staff that this was an exciting time, we are in great
shape, and let’s continue to do what we always do.” 

Nagy describes the unusual dilemma of feeling disloyal to a
past president when new initiatives are undertaken. “You need
to recognize that your relationship with your new president is
entirely different,” she offers. “You have to be loyal to your
new president, but you can still honor your past president by
building upon programs and services he or she established.” 

Ultimately, both SSAOs and presidents need to take steps
to ease the transition. “Your opinion is valued, but don’t be a
‘yes’ person,” warns Nagy, who offers a number of transition
survival strategies:
◆ Know your core values and principles and be true to them.

You and your president have to mesh, but it is okay to be
at opposite ends of the spectrum. 

◆ Be patient. It takes time to learn about an institution and
most presidents are quick learners. 

◆ Be confident. You have reached this level after years on the
front line and you have successfully handled lots of crises.
You are well equipped to handle any situation. 

◆ Give your new president lots of information, but do not
overload him or her. Remember, he or she is getting infor-
mation from everywhere. Do not hand over 100 pages
when five good pages will do. 

◆ Share your priorities. Establish both short-term and long-
term priorities; eventually you will get through the list. 
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“I wanted to get something out there, but I didn’t want to inundate the

new president, particularly knowing his style…I had a sense he would 

like order and structure.”
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Robert Watson, vice president for student life at Slippery
Rock University (Pennsylvania), recalls meeting with his
university president shortly after the president had learned
he had been relieved of his responsibilities.

“Naturally, this is stressful for the president
removed from office, but also stressful for each
cabinet member serving at the discretion of the

president,” shares Watson. “Amid the anxiety and turmoil,
concern was immediately expressed for the president and the
extremely important process of succession of leadership.”

In the case of Slippery Rock, the chancellor had clearly
outlined the succession process and identified the individual
moving into the position of interim president. The vice presi-
dents also received immediate communication from the
chancellor regarding the serious nature of the matter and the
important role each vice president would play during the tran-
sition. “The effort here was to see that succession occur as
quickly and as efficiently as possible,” offers Watson. “The
result was an effective transition to a successful interim presi-
dent supported by the cabinet.”

Watson believes the ability to cross divisional lines and
functions can be very helpful to an SSAO with a new interim
president. “This is not the time to begin building relation-
ships and networks, but it is very much the time to rely on
the networks and relationships you work so hard to establish
day in and day out,” attests Watson.

Naturally, when a president has been removed from office,
university constituents of all types, including students, faculty,
staff, alumni, and community members, are quite concerned.
“Clearly, the vice president for student life must be as respon-
sive as possible,” notes Watson. “Students and divisional
faculty and staff want to know what happened, why it
happened, and what will happen next.” 

Watson found that communication with incoming and
outgoing members of the student government association was
extremely important as well as with other student organiza-
tions and their leaders. Mass emails, voice-mail messages, Web
site statements, and personal conversations were utilized to
update students, faculty, and staff. “When in doubt, it is best
to over-inform at difficult times like these,” says Watson. “I
recall meeting with several student groups and leaders who
were frustrated by knowing what had happened, but not quite
understanding why. These are difficult, but necessary, discus-
sions.”

For a period of time in the presidential transition, the vice
president of student life may feel extremely independent,
perhaps even alone, Watson warns. In addition, the SSAO
may feel hesitant to overwhelm the interim president with
divisional issues that normally would be shared with a perma-
nent president. “I was fortunate that the interim president—
the former provost—had a good understanding of student
development, student leadership, and student engagement,
and enjoyed conversations related to those topics,” admits
Watson. “It is a fine line between keeping the interim presi-
dent appropriately informed and adding to his or her issues of
concern.”

Watson notes several changes SSAOs should be prepared for
during the transitional months:
◆ The personality of the president’s cabinet may change due,

in part, to the leadership style of the new president, new
members brought to the cabinet level, and a change in
operational style among current cabinet members in antici-
pation of the new president. 

◆ Depending on the operational style of the interim presi-
dent, it may be necessary for the SSAO to facilitate
meetings for the interim president with certain student
organizations and leaders. If the interim president is partic-
ularly student-focused, SSAO meetings with student
organizations and leaders will be very important to assure
students of the stability of the university and to communi-
cate with parents through students.

◆ The SSAO must be prepared to become involved with and
accept responsibility for new duties—even duties that had
been previously assigned to other vice presidents. These
new duties may be aligned with one’s areas of strength as
determined by the new president. 

A Leadership Role

While the length of a presidential transition and the
circumstances surrounding it may vary, SSAOs
often assume leadership roles in guiding their

staff and students through the transition process. In many
cases, SSAOs are key players in the presidential search and
selection process and in preparing the new president for the
tasks ahead. Clearly, a new president looks to the SSAO to
help him or her create strong partnerships with the most
important campus constitutents—students.

For a period of time in the presidential transition, the vice president of

student life may feel extremely independent, perhaps even alone.
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W
hat constitutes a competent student affairs profes-
sional? How can we assure quality professional
preparation? How can we define our profession for
staff and create a driving sense of purpose? The

Academy for Student Affairs Professionals (ASAP) at Texas A&M
University (TAMU) responds to these critical questions. 

The Texas A&M Academy 
for Student Affairs Professionals

Building a Common Base of Knowledge
B Y  M E R N A  J A C O B S E N  A N D  J A N  W I N N I F O R D  



In March 2002, Steven M. Janosik, chair of NASPA’s
Professional Standards Division, wrote in his paper, The
Development and Implementation of a National Registry for
Student Affairs Administrators, of “the need to ensure a
quality workforce, the purpose and role of appropriate
professional preparation, and the need to continually update
the knowledge and skills of those who practice.” In the last
decade, the field of student affairs has engaged in extensive
discussions about the most effective ways to encourage
professional development and to address quality assurance in
the field.

Inherent in the national conversation on professional prepa-
ration is a wide-ranging discussion of desirable competencies
and characteristics for student affairs practitioners. In recent
years, the list has been refined based on the perspectives of
new professionals, mid-managers, and senior student affairs
officers (SSAOs) and on the skills, knowledge, and personal
traits of student affairs professionals over the past 30 years. 

The Division of Student Affairs at TAMU responded to the
issue of quality professional preparation by developing ASAP.
This innovative professional development program was
created to address the needs of professionals from non-student
affairs backgrounds. The program was borne out of the divi-
sion’s goal of diversifying staff while ensuring that
practitioners share a common knowledge base in the student
affairs profession. 

The academy consists of a five-day institute led by experi-
enced student affairs professionals and academic faculty. The
curriculum offers both core areas (history of higher education,

philosophy of student affairs, student development theory,
ethics, legal issues, and assessment of student affairs programs)
and elective sessions. A pilot of the five-day program was
conducted in 2003 with TAMU employees and the academy
will open to a national audience later this year. The academy
is overseen by a steering committee and the coordinator of
organization staff and development within TAMU’s Division
of Student Affairs. 

A COLLECTIVE IDENTITY

The academy intentionally focuses on the distinguishable
skills valued by the profession. The program addresses

TAMU’s desire to: enhance the competence, confidence, and
knowledge base of employees from non-student affairs back-
grounds; help individuals from non-traditional backgrounds
make smooth transitions into the student affairs profession;
and serve as a renewal program for the experienced student
affairs staff member. 

The overarching aim of the academy is to connect practi-
tioners to student learning and development by instilling a
shared wisdom, mutual definition of the profession, and
common sense of purpose. The academy seeks to develop a
“collective voice” to make student affairs work meaningful to
students, practitioners, and the broader campus community. 

From Idea to Implementation
A task force comprised of TAMU representatives of the major
student affairs functional areas spent five months creating the
vision statement, conducting a comprehensive needs analysis,
establishing program goals, and identifying core competencies.
The comprehensive needs analysis included: 
◆ Consultation with content experts in the area of profes-

sional development for student affairs professionals. 
◆ Surveys of staff from non-student affairs backgrounds and

their supervisors. 
◆ Review of current professional development offerings for

student affairs staff.
◆ Review of survey results from graduates of TAMU’s

Student Affairs Administration in Higher Education
(SAAHE) master’s program.
Following completion of the needs analysis, content teams

refined the curriculum and developed learning outcomes for
specific sessions. A steering committee was established to
determine the delivery format, formulate program policy,
design the program evaluation model, and ensure the program
addresses divisional issues and concerns. 

Two challenges arose during the creation of the academy.
First, targeted employees needed to buy into the academy
concept without feeling their skills were deficient or the
program was remedial. A thoughtful communication and
nomination process promoted academy participation as an
honor. Second, several directors and supervisors of ASAP
participants lacked academic preparation in student affairs 
and could benefit from the academy themselves. 

Publicity made it clear that the academy was open to all
staff levels, and years of experience among participants ranged
from six months to 30 years. 

“Understanding student affairs history

and philosophy will make a big 

difference in the way I approach my

program planning, student interaction,

and every aspect of my job.” 

—Cynthia Olvera, Campus Events Coordinator

for Alcohol and Drug Education 

Programs, TAMU
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THE CURRICULUM: DEVELOPING A
COMPREHENSIVE KNOWLEDGE BASE

The academy curriculum was designed not as a compila-
tion of independent competencies, but as a knowledge

base in three major areas. 

Understanding the Student Affairs Profession
This curricular area, addressing both foundations of student
affairs and student development theory, introduces partici-
pants to the student affairs profession and the history and
culture of higher education, the theoretical foundations of
the profession, and standards of professional practice. The
backgrounds of student affairs professionals, how student
affairs officers approach and make administrative decisions,
and the core values that drive the profession are discussed.
Participants explore student affairs work from administrative,
legal, multicultural, and student development perspectives
along with the role of development theory in shaping the
student affairs work. 

Seminal works in the field are featured, such as The Student
Learning Imperative (1994), Reasonable Expectations (1993), A
Perspective on Student Affairs (1987) and The Student
Personnel Point of View (1937). 

Management of Student Affairs Programs
This area covers a broad range of management skills for
effective planning, development, and administration of
student affairs programs. Topics include budgeting and
financial management skills, use of technology for delivery of
student services, human resource management, legal issues,
dynamics of the student affairs administrative environment,
assessment and evaluation of student affairs programs, and
program planning and development. Participants also have
the opportunity to hone their presentation, facilitation, and
conflict resolution skills. 

Leadership in Student Affairs
This component facilitates moving from management to 
leadership and covers ethical decisionmaking in the student
affairs profession, leading in multicultural environments, and
change management. This area also provides opportunities 
for administrators to learn and discuss recent developments in
the field. Participants are challenged to engage in out-of-the-
box thinking and higher-level analysis related to leadership in
a student affairs environment. 

Additional Key Components
The Academy for Student Affairs Professionals features four
important components:

1) The five-day academy is an intensive experience in
which participants are immersed in curriculum, reflec-
tion, and collegial sharing. 

2) Graduates of the five-day academy are eligible to partici-
pate in ongoing professional development seminars. 

3) Supervisors attend a session to meet with participating
staff to discuss ways to successfully utilize the knowledge
and skills learned during the academy. 

4) Participants engage in reflective activities, the final
product of which is the creation of a strategic action
plan detailing goals related to academy content.

CRITICAL FACTORS FOR SUCCESS

Anumber of guiding principles and characteristics are 
critical to the success of the academy. 

Involvement and commitment of senior student affairs
leadership. Senior student affairs leaders nominate partici-
pants and ensure their departments are quality environments
for ongoing professional growth. This intentional, articulated
strategy is aimed at increasing transfer of knowledge and
connecting academy work to larger initiatives and practices
within the institution. 

Focus on reflection, personalization, and implementa-
tion of skills. Daily structured activities help participants to
not only reflect on professional practices, but also integrate
new learning into professional strategies, skills, and knowl-
edge bases. 

Collegial sharing. The academy views collegiality and
networking as critical for growth. Structured activities aimed
at collaboration and sharing are intentional components of
the academy process and structure. 

Emphasis on professional standards. The ethics, princi-
ples, and professional standards of the profession drive
curriculum and instruction. 

Collaboration between student affairs and academic
affairs. Student learning and enhancement of the academic
experience are the foundations of the program. Every aspect
of the academy—needs analysis, curriculum design, program
design, and delivery—is a collaborative effort between student
affairs and academic professionals. 

Connection to institutional mission. The academy is
aligned with TAMU’s Division of Student Affairs’ core values
(caring, diversity, excellence, integrity, respect, service) and 
the TAMU vision, strategic plan, and goals. In addition, 
the criteria established by the Council for the Advancement
of Standards in Higher Education (CAS) for student
service/development programs are incorporated. 
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ACHIEVING RESULTS

Aprogram evaluation model was developed to obtain both
qualitative and quantitative data from participants in the

first academy. 

Participant Evaluations
Participants completed written evaluations of each session as
well as overall program evaluations. ASAP strengths cited
include the opportunity to network with colleagues,
curriculum, credibility and quality of the faculty, organization
of the academy to foster a cohort feeling, and applicability of
academy content to participants’ jobs. 

Pre- and Post-assessment Ratings
Participants rated several learning outcomes based on the
degree to which each is integrated into their professional prac-
tice. Participants rated themselves prior to participation in the
academy and at the conclusion of the five-day experience. The
rating scale ranged from not integrated into practice to fully
integrated. 
◆ Sixty-seven percent of participants reported that knowledge

of higher education history was not integrated in their
practices at all prior to attending the academy. Most partic-
ipants indicated that they are preparing to integrate this
area into practice.

◆ Although participants indicated that they routinely made
ethical decisions prior to attending the program, the
academy experience confirmed and reinforced participant
use of ethics in decisionmaking. 

◆ Prior to the academy, most participants used student devel-
opment theory only minimally in their practices.
Participants indicated a greater commitment to integrate
student development theory into their work. 

Participants also noted greater understanding of legal deci-
sions, higher education culture, and the dynamics of the
student affairs administrative environment.

More importantly, evaluations confirmed that the academy
met desired outcomes as demonstrated by the fact that partici-
pants grew in their knowledge of developmental theory,
student affairs values, and principles and expressed a desire to
apply these in their work. Increased networking was another
documented success—a reminder of the importance of over-
coming the isolation commonly inherent in the professional
environment. Finally, three participants decided to pursue an
advanced degree in the field as a result of their participation.
“If it weren’t for ASAP, I would not have even considered
getting my Ph.D. in higher education administration,” says
Olvera. “ASAP not only changed the way I approach the field,
but it has literally changed my life path. I now understand
what it means to be intentional in the field.”

Dennis Corrington, TAMU’s director of recreational sports
and academy participant with more than 30 years of profes-
sional experience, commented nine months after the program,
“The academy opened my eyes about how to best respond to
the needs of this generation of college students. For someone
outside the profession, the history of higher education was
particularly interesting as was the information on legal issues.” 

WHAT IS A COMPETENT STUDENT
AFFAIRS PROFESSIONAL?

While implemented locally, ASAP is a manifestation of
an ongoing historic and national conversation in

which professional boundaries and characteristics continue to
be defined and communicated. It is clear that effective profes-
sional development programs for student affairs staff must, in
a substantive way, continue to ask “What constitutes a compe-
tent student affairs professional?” TAMU plans to continue to
contribute to this broader conversation.

Jan Winniford is associate vice president for student affairs at Texas
A&M University (TAMU), where she initiated ASAP. She recently
completed a two-year term as NASPA Region III vice president and has
held numerous other leadership roles in NASPA. She also serves as an
adjunct associate professor in the department of educational adminis-
tration and human resource development at TAMU.

Merna Jacobsen is the coordinator of organizational and staff develop-
ment for the Division of Student Affairs at TAMU. She has developed
and directed a broad range of programs for higher education profes-
sionals, both at TAMU and the University of Northern Colorado,
Greeley. 

“My understanding of the field’s

mission, the division’s structure, and

how my activities fit into the larger

picture has exponentially increased.” 

—Kelli Hollinger, Program Advisor,

Memorial Student Center, TAMU



More and more often, children are voluntarily
brought to college and university campuses.
Summer camps and special programs are additional

sources of revenue and recruiting devices and high school
students often spend the night in campus residence halls as
part of their campus visits. 

These individuals are generally under 18 years old and most
states define them as children. In fact, the courts often refer
to them as “children of tender years.” These under-age, non-
students may create legal liabilities not previously
contemplated by institutions.

Several courts have weighed in on this issue. In Graham v.
Montana State University (MSU), a 16-year-old high school
student, Kimberly Graham, participated in a special summer
program to encourage minority high school students to
pursue science careers. Those participating in the Minority
Apprenticeship Program (MAP) lived in the residence halls
and had to conform to a specific code of conduct, which
included a curfew and prohibitions against the use of alcohol,
driving, and accepting rides in non-MAP vehicles. The code
was provided to parents and participants and the university
employed a residence hall advisor to serve as a role model to
MAP participants and to enforce the code of conduct. 

Two weeks into the program, Graham and several MAP
participants obtained permission from the residence hall
advisor to visit the off-campus residence of Darryl Tincher.
There was conflicting testimony whether the advisor knew
that a party was in progress at Tincher’s residence. While at
the party, Graham drank some beer, became “a little drunk,”
and went on a motorcycle ride with Tincher. During their
ride, Graham and Tincher stopped at a bar and shared a few
drinks. On their ride back to Tincher’s residence, he turned to
say something to Graham when he lost control of the motor-
cycle and crashed, causing serious injuries to Graham.

Graham and her mother brought suit against the university
and others for negligence. They alleged that the university
“effectively took custody of her [Graham] while she partici-
pated in the MAP program, thereby eliminating her normal
opportunities for parental protection.” They further alleged
that the university failed to exercise due care after taking
custody of Graham, thus causing her injuries.

It was decided that the proximate cause of Graham’s
injuries was the fact that Tincher drove under the influence
and could not see the road ahead when he turned to speak to
her. Even if the university had failed to exercise due care, that
failure was not the proximate cause of Graham’s injuries. Even
more important was the court’s decision that “when MSU
undertook to have Kimberly [a minor high school student]
live on its campus and supervise her during the MAP

program, it assumed a custodial role similar to that imposed
on a high school because Kimberly is a juvenile. Once MSU
assumed that role, it was charged with exercising reasonable
care in supervising the MAP participants.”

The court elaborated stating that if the residence hall
advisor knew MAP participants were drinking or saw them
drinking “that knowledge would render her duty immediate.
Her failure to act would be a breach of that duty, and could be
negligence imputable to MSU if the circumstances warrant.” 

The court also cautioned that even if the residence hall
advisor had no actual knowledge of drinking by the partici-
pants “the extent of her duty [to exercise due care in
supervising the participants] would depend on what she
reasonably could foresee as the possible result of allowing the
MAP students in her charge to visit Tincher’s house.”

This decision of the Montana Supreme Court demon-
strates that the institution has a custodial relationship with
children who are voluntarily brought on campus. That custo-
dial relationship is a “special relationship” in tort law and
imposes upon the university a legal duty to exercise due care
to protect the individual. 

Campus administrators must recognize, plan for, and train
staff with respect to their legal duties when voluntarily
hosting children. Administrators should also recognize that
more stringent rules and regulations might be applied to these
children while they are on campus. 

As noted in Stone v. Cornell University, a case dealing with a
16-year-old high school student who was suspended from a
Cornell University program when she admitted drinking
alcohol and smoking marijuana, “The particular problems
caused by having younger high school students on campus
require a more stringent code, which, among other things,
imposes curfew requirements, restricts visits of guests in the
dormitories, prohibits use of motor vehicles, and requires
parental authorization for overnights away from campus.”

The custodial relationship and its attendant duty were only
applied to children who were voluntarily brought to the
campus. The relationship of the institution to children who
are enrolled college students is very different.

The information contained in this article is not intended as
legal advice. If legal advice is required, competent legal counsel
should be consulted.
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Children on Campus
B Y  D O N A L D  D .  G E H R I N G

Donald D. Gehring is professor emeritus at Bowling Green State
University. He is the co-editor of The College Student and the
Courts, the co-author of Alcohol on Campus: A Compendium of
the Law and a Guide to Campus Policy, and the author of a host of
articles and book chapters on legal issues in higher education. 

L I A B I L I T I E S
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M E D I A R E V I E W

Who’s Reading What?

Orbiting the Giant Hairball: A Corporate Fool’s
Guide to Surviving with Grace by Gordon MacKenzie
(Viking Press, 1998) provides a delightful look at fostering
creative genius. A former writer and cartoonist for Hallmark
cards, MacKenzie defines a hairball as “policy, procedure,
conformity, compliance, rigidity, and submission to status
quo” and encourages all of us to get out of that mess and into
orbit where we can be innovative and creative. This is a fun
book that helps us realize how trapped we can become in the
workplace.

In his book, Stewardship: Choosing Service Over Self-
Interest (Berrett-Koehler, 1993), Peter Block offers an
alternative to leadership to move organizations forward.
Stewardship involves being “deeply accountable for the
outcomes of the institution without acting to define purpose
for others, control others, or take care of others.” His obser-
vations are keenly relevant to student affairs administrators
who want every department member, from front-line resi-
dence hall directors to nurses to food service workers, to feel
responsible and have the authority they need to make deci-
sions that affect the lives of students. 

The First 90 Days: Critical Success Strategies for New
Leaders at All Levels by Michael Watkins (Harvard
Business School Press, 2003) is a great resource as you
consider applying for that next position. The book reviews
political approaches, planning strategies, and assessments of
new environments. Yet, it is also a reflective piece that
encourages you to consider your personal strengths and how
to capitalize on them. Your “honeymoon” period is a brief
one and this book helps you position yourself well to maxi-
mize your effectiveness as a leader.

Cheryl M. Callahan, Associate Vice Chancellor for Student Affairs,
University of North Carolina at Greensboro

Penny Rue, Dean of Students, University of Virginia

Penelope (Penny) H. Wills, Vice President for Student Development,
Floyd College 

Web Sites to Watch

Harvard Business School Working Knowledge
(http://hbswk.hbs.edu)
Get the Harvard Business School perspective on busi-
ness and management issues of the day and learn about
the latest management-related books and Web sites.
This email newsletter is practical, powerful, and to the
point. Timely topics range from innovation to moral
leadership to organizational change. 

Leaders Recommend (http://leadertoleader.org/
leaderbooks/recommendations)
Enter the Drucker Foundation’s Leader-to-Leader
Institute to find what leaders from the private, public,
and nonprofit sectors are reading. Although much of
the site is devoted to promotional materials, its Leaders
Recommend page is a glimpse into the must-read lists
of influential thinkers. 

Topix.Net (http://www.topix.net)
If you are traveling for business or pleasure, local news
from the next town on your agenda is just a click away.
Topix.net, which bills itself as the Internet’s largest news
site, does a particularly nice job of collecting local news.
Just put in the zip code or name of the town you are
interested in, and up pops news from newspapers in
that area (not just the big metro dailies), along with
news from that state and the local weather. This site
may be a good way to reach the local papers of student
leaders and award winners or to learn more about the
hometowns of your students. 

Fast Company (http://www.fastcompany.com)
This site offers lots of resources for business and
management. Web-exclusive columns are available on
topics such as leadership, strategy, and trends along
with online guides covering areas such as human
resources, careers, and the Internet and technology.
Check out the weblog by the magazine’s contributors,
team members, and special guests that addresses busi-
ness news and current events and useful Web resources
and tools. Readers can leave a comment or suggest
topics of their own.



Leveraging technology to promote student learning is not
as difficult or as costly as many senior student affairs
officers (SSAOs) may think. Chances are your campus

already has course development and management tools (and
the corresponding information technology support) available
to faculty for creating Web-based classes. WebCT and
Blackboard are the leading commercial vendors of courseware
and some campuses have developed their own courseware.
Regardless of the software, what began as classroom instruc-
tion tools can also be used successfully by SSAOs. 

In very simplistic terms, courseware programs serve as
repositories for information and also house effective commu-
nication tools. Courseware allows student affairs staff to create
powerful learning opportunities by completing pre-made
templates and adding Word documents, PowerPoint presenta-
tions, spreadsheets, audio files, or movie clips with a click of
the mouse. Users can easily send email to participants, start
asynchronous conversations using discussion boards, and
conduct synchronous chat sessions. Calendars and announce-
ments are other available options. 

Students are already familiar with this software because they
use it for classwork. Student affairs courses, from basic offer-
ings such as Eating Healthy on Campus or Club Budgets
Made Simple to more complex classes, such as Exploring Your
Sexuality or Spiritual Development, can be programmed to
appear side-by-side with Philosophy 101 or Non-Western Art,
thus creating a seamless learning environment. 

Open enrollment can be available or access can be limited by
using class lists and passwords. Populating courses can be auto-
mated. In some cases, the process of adding information to the
course can be streamlined by extracting data from Enterprise
Resource Planning (ERP) Software, such as SCT Banner or
PeopleSoft, thereby eliminating manual input. For example, all
students in a particular orientation session or residence hall
could be enrolled in a course simply by downloading the roster. 

RA Training
Regardless of the type(s) of course development and manage-
ment software available, these tools need not be the sole
domain of the faculty. Many useful applications exist for
student affairs professionals.

For example, a “course” for resident assistant (RA) training
can be created using courseware. All the handouts, manuals,
training videos, speeches, and presentations can be categorized
and placed into the content area of the class. As the year
progresses and issues arise, emails can be forwarded to remind
staff to brush up on a particular procedure or to review new
materials. A discussion of particular topics can be initiated
using the bulletin board. Announcements about important
events or deadlines could keep RAs well informed. In addi-

tion to training, other residence life functions could be
enhanced by courseware. Incident reports could be securely
submitted via the drop box or courseware filing system.
Current floor rosters could be made available. In other words,
instead of expending time and resources to develop a totally
new tool or software program to manage residence life opera-
tions at your institution, academic courseware can be
successfully adapted with minimal effort. 

Career Exploration
Career exploration for specific majors also lends itself to course-
ware applications. For instance, all sophomore majors in a
specific discipline (you can never start too early) could be auto-
matically enrolled in a given course. Content could include
typical positions for graduates, starting salaries, and resume tips.
Alumni could monitor discussion boards on careers. Internship
opportunities and information regarding graduate studies could
be posted as well as information on minors and a list of campus
contacts for more information. If content and discussions are
not enough to bolster participation, incentives for course
completion could be added. This type of course could also
provide wonderful opportunities for collaboration with faculty.

Getting Started
Do not think of courseware exclusively as a program for tradi-
tional academic coursework, but as a repository for information
paired with communication applications. Anyone with access to
the Web can participate, whether at satellite campuses, on the
road, telecommuting, or through other non-traditional venues. 

To apply courseware to a student affairs function, start by
learning what is available on your campus. Ask students
which faculty members are successfully using courseware and
develop partnerships with them. Be sure to watch for faculty
training and development programs regarding course develop-
ment and management tools. 

Courseware is not a remedy for all situations, but it is likely
to be readily available on campus with the information tech-
nology in place to support it. With a little creativity, it may
offer a number of unrealized applications for student affairs. 
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T E C H N O L O G Y  C E N T E R

Put Courseware To Work for Student Affairs 
B Y  C A R Y  A N D E R S O N

Cary Anderson is dean of students and adjunct professor in the College
Student Personnel Master’s Degree Program at Canisius College in
Buffalo, New York. As the student affairs representative to various
institutional information technology committees, Anderson has taken a
leadership role in establishing networked computer access, educational
programs, and computer user policies for students. He wrote the
monthly column, “Building Community in Cyberspace,” for the
NASPA Forum and has presented numerous conference programs on
technology-related issues. 
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Last fall the author attended NASPA’s New Senior Student

Affairs Officers (SSAO) Institute. He shares his impressions and

recounts key learnings from the two-day program. 

Very few student affairs administrators strategically
planned to work in this field. It is true that most of
us knew we wanted to work with people and make

a difference. For many professionals, a full and engaged
undergraduate experience eventually led us to student affairs. 

Once the decision was made to work with college
students, we found ourselves in graduate programs focused
heavily on student development theory. Who will ever forget
Arthur Chickering and his seven vectors? Still, were we
prepared to handle difficult personnel decisions, perform-
ance-based funding, collective bargaining, fundraising, and
campus politics?

In October 2003, I joined 44 fellow SSAOs and 10 
experienced faculty at NASPA’s New SSAO Institute in
Washington, DC. As a group, we represented large, small,
public, private, community, and four-year colleges and
universities. 

Unlike any other professional development activity I had
attended, the New SSAO Institute combined practical experi-
ence with plenty of case studies and real-life topics.
Additionally, the conference provided direct access to the

T O O L S O F T H E T R A D E

The New Fiscal Reality
B Y  P E T E R  B A R B A T I S

experience and expertise of more than 50 consultants, free of
charge. We even had the courage to step out of our “group
hug” and delve into one of the most interesting and timely
issues facing the profession—the business affairs aspect of
student services. 

Fiscally, the past several years have been difficult for most
post-secondary institutions. With changes in the economy
have come record-setting enrollments as well as declines in
state and federal support. These phenomena have proven to
be extraordinarily challenging, particularly for the commu-
nity college. 

For the first time, many two-year institutions have consid-
ered limiting student enrollment. Closing doors on students
jeopardizes one of the community college system’s core
values: access. Having to do much more with a lot less,
SSAOs have been forced to cut budgets and prioritize those
programs and services deemed most important. In addition,
staff members have enlarged and enriched their job compe-
tencies as vacant positions remain frozen. This new reality
has provided plenty of opportunities for SSAOs to study the
business side of student affairs and to develop leadership
skills in fiscal management.

Funding and budgeting may seem contrary to the heart and
soul of student affairs, but economic realities are awakening
the sleeping giant within us. As one of our New SSAO
Institute presenters noted, “We need to be at the table when
budget decisions are made.” 

Revenue-generating Programs and Services
Within the student affairs area, many services could be
offered to outside constituents for a fee. As more residents
seek employment, colleges can offer career planning services
to the community. 

Plan Now for Upcoming Institutes

The James E. Scott National Academy for Leadership and
Executive Effectiveness is sponsoring five upcoming insti-
tutes. For more information, please visit
http://www.naspa.org or call 202-265-7500.

New SSAO Institute
October 10–12, 2004
Washington, DC
Professional development for recently appointed SSAOs.

January Institute for Critical Issues
January 23–25, 2005
Long Beach, CA
Professional and skill development institute designed to
address critical issues facing SSAOs and higher education
today.

Institute for Aspiring Senior Student Affairs Officers
January 23–25, 2005
Long Beach, CA
Skill development and training for student affairs
administrators seeking to advance to SSAO positions.

Academy Institute in Spain
May 2005
Opportunities for student affairs administrators to
interact with peers from international institutions while
learning firsthand the “best practices” of student affairs
from colleagues overseas.

24th NASPA Stevens Institute
July 24–28, 2005
Vancouver, WA
Biennial Institute for SSAOs looking to refine their
managerial expertise, enhance their professional effective-
ness, and expand their leadership abilities. 
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In addition, many institutions have state-of-the art wellness
centers. To help defray costs, post-secondary institutions can
compete with local fitness centers and offer competitive
memberships to non-students. At Broward Community
College, one campus rents its rock-climbing wall to local
school and church groups. A ropes course is also available 
for a fee. 

Student affairs can work closely with continuing education
to provide services to business and industry. Lecture halls or
testing centers could be used to administer or proctor state
board examinations or other assessments. 

Finally, SSAOs may solicit local businesses and industries,
senior institutions, or employers to advertise in class schedules
or other campus publications.

Self-sufficiency Versus Student Fees
During difficult financial times, it is critical for institutions to
review their fee structures. Many institutions charge students
for transcripts. Other schools have implemented print
recovery fees requiring students to pay for degree audits,
career assessment inventories, or term papers printed using
college equipment. 

Institutions should analyze how student activity fees are
used and should engage in discussions about a universal tax
versus fee for service. Should all students be required to pay
for parking or only those students who use the service?
Furthermore, the institution should collectively define “enti-
tled” services for students and compare those lists of services
to student expectations.

Internal and External Relationships
SSAOs understand the importance of relationships, yet often
are slow to cultivate them with certain constituents. It is
imperative that SSAOs work closely with presidents and
provosts to ensure auxiliary dollars are directed appropriately

to student services. SSAOs should develop strong friendships
with the vice presidents of finance at their institutions. 

Equally important is the cultivation of outsourcing relation-
ships. For example, an institution can examine the feasibility
of referring students for personal counseling services within
close proximity. 

Fundraising and grant writing skills are essential to student
affairs professionals seeking external funding. Community
colleges must imitate senior institutions in contacting alumni
and developing lifelong bonds of support. 

Priorities
SSAOs must review current program effectiveness and consol-
idate or eliminate programs that are no longer valued or
needed. Senior officers must study data, articulate needs, and
anticipate future trends. Student affairs divisions should
develop two- to three-year strategic plans and should never be
afraid to reallocate resources. 

No one financial strategy works for all institutions. More
often than not, these decisions are not made alone, but the
SSAO must still assume the responsibility of being the “expert”
in the “business.” As one presenter at the New SSAO Institute
stated, “We, in student affairs, are essential to the mission of
our institution. Thus, it behooves us to act accordingly.” 

SSAOs know what it takes to develop students so they can
achieve their highest potential. The day has come when
SSAOs must now pay close attention to the actual cost of
reaching that potential.

Peter Barbatis has been dean of student affairs at Broward Community
College, North Campus, in Fort Lauderdale for more than six years.
He previously served as dean of student development at North Harris
Montgomery Community College District and director of counseling at
Central Florida Community College. 

Take-aways from New SSAO Institute 

The key information for me was how to deal with students
with psychiatric disorders. The resounding comment is that
although a student with psychiatric disorders is protected
under the Americans with Disabilities Act (ADA), when
that student is referred to the institution’s disciplinary
process, the focus must remain on whether he or she
committed acts that violate the college’s code of conduct.
Paul Jean-Pierre
Acting Associate Dean of Student Affairs
Queensborough Community College

As associate vice chancellor for six years, I attended the New
SSAO Institute for purposes of rejuvenation and meeting
colleagues and I am happy to say these goals were met. The
importance of establishing, maintaining, and strengthening
relations with others throughout campus and at other insti-
tutions was reinforced by the institute.
Cynthia Wolf Johnson
Associate Vice Chancellor for Student Learning
University of North Carolina at Chapel Hill

Two comments during the institute really hit home. First,
the concept of being multilingual means one is able to
speak many languages. This concept has been expanded to
include the capacity to “talk the talk” with all of those with
whom we work on a daily basis, including students, faculty,
staff, parents, community members, administrators, and
others. 

Second, the notion of multitasking as multidistractional
reinforces the significance of taking time to reflect on what
we do best—taking care of students and working to ensure
that programs, processes, and structures are in place that
support student success free of distraction. In the hurried,
scurried, worried world, we need to remember the reason
why we chose this profession and continually work to
improve all we do by focusing on our most important
commodity—students. 
Les P. Cook
Vice Provost and Dean of Student Affairs
Michigan Technological University



“Every good thing in America
today is a direct result of
the policies of President

Bush. The bad is the unfortunate legacy
of his predecessors.” William Raspberry,
in his April 12 Washington Post column,
writes that he finds broadcasters or
journalists who spew such venom as
“dangerous and divisive.” The saddest
outcome is that many people take such
comments as truth. 

Our country’s predicted long-term
engagement in Iraq and the interconnec-
tions of global crises are among many
factors heightening the importance of
higher education in helping students
prepare for an uncertain future. In light
of the gravity of this responsibility, it is
unfortunate that something that sounds
as benign as an “Academic Bill of
Rights” could polarize educators into the
distressing ideological dichotomy of
“liberals” and “conservatives.” 

House Concurrent Resolution 318 is an
“Academic Bill of Rights” purported to
“secure the intellectual independence of
faculty members and students and to
protect the principle of intellectual diver-
sity.” Throughout the resolution, the
writers use the American Association of
University Professors’ (AAUP) concept of
academic freedom. So what is the issue
here? The AAUP and others are quick to
point out that the “Academic Bill of
Rights” is redundant and “infringes
academic freedom in the very act of
purporting to protect it.” The AAUP
asserts that advocates for this resolution
“seek to enforce a kind of diversity that is
instead determined by essentially political
categories” as opposed to “the academic
criteria of the scholarly profession.” 

Those who support the “Academic
Bill of Rights” deny these assertions.
The resolution, as of mid-April, had
been endorsed by at least 31 members
of Congress, and it had been introduced
in some form in at least six state legisla-

tures. Following Colorado’s lead, several
other state and higher education associ-
ations have reminded us that most
institutions have had effective policies
and procedures in place for years and
are now strongly committed to raising
campus community awareness of such
policies. Bob Andringa, president of the
Council for Christian Colleges and
Universities (CCCU), has written key
members of Congress in opposition to
the resolution. He notes, “We probably
will see the House bill exhort institu-
tions to pay more attention to diversity
of thought on campus without adopting
the full text of the resolution, but we
must insist that Congress not intrude
into what is best left to individual
campuses and that different institutional
missions be honored.”

Student affairs professionals—the
conscience of the campus as former
American Council on Education
President Stan Ikenberry used to say—
need to facilitate institution-wide
participation in difficult dialogues and
candid conversations about this topic in
a climate that supports effective learning.
These dialogues will lead students to
recognize that they, too, can take positive
actions to persuade others to support their
cause in the college or university setting. 

David W. Parrott, dean of student
life at Texas A&M University and presi-
dent of the Association for Student
Judicial Affairs (ASJA), recently related
that the courts refer to this environ-
ment as the “marketplace of ideas” and
“as such, we need to deal with two very
important issues related to free speech:
support and protection of the freedom
of speech and resources and guidance
for members of the university commu-
nity to teach and assist them in
responding to offensive free speech.” 

Freedom of speech is one of our most
sacred rights. Responding to protected
speech in a productive, effective

manner, even if we find that speech
offensive, is a skill set that can be taught
to today’s students. Students need the
opportunity to practice thinking about
complex issues, listening well, and
articulating views in a civil manner.

I encourage you to take the lead in
creating a climate that echoes the liberties
inherent in a democracy that guarantees
free speech. Leonard Pitts, a guest colum-
nist in the April 14 edition of The
Atlanta Journal-Constitution, wrote “Some
people live in a world of stark either/or,
this or that. Bound by ideology, they
lack the flexibility and intellectual
agility to reason their way through life’s
contradictions and complexities.” 

It is our responsibility to reinforce
what students learn in the classroom by
insisting that they integrate their
studies into how they live. Students
need the opportunity to practice their
freedom to speak, especially in a
community of learning. 

Because the Foundation for Individual
Rights in Education (FIRE) has
addressed the topic of speech codes and
the legal ramifications of singling out a
particular group, an increasing number
of institutions are revising their speech
codes to remove any hint of restrictions.
I urge you to encourage your faculty,
staff, and administrators to protect civil
free speech. Although views may differ,
differences must be respected and any
acts of racism, sexism, or homophobia
that threaten safety or affiliation within
the community must be condemned. 

The campus must continue to be 
a laboratory for learning and a place 
for spirited and civil debate where
thoughtful discussion should always
trump political ideology. 

If you have examples of how your
campus is using controversial speech as
“teachable moments,” please send the
information to Leadership Exchange
(le@naspa.org).

C A P S T O N E

Conscience of the Campus
B Y  G W E N D O L Y N  J O R D A N  D U N G Y
Executive Director, NASPA
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