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ABSTRACT

This study was constructed to examine characteristics associated with student leadership.
Participants were 261 students who were involved in a Registered Student @rganization in the
fall of 2013. The researcher completed a quantitative approach to gain students’ perceptions of
their student leadership characteristics. Results suggested that students’ overall perception of
their leadership characteristics was positive, with males and females perceiving their leadership
characteristics similarly as well did those who reported to be general members and officers in

registered student organizations. Future recommendations for student leadership development are

included.
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LEADERSHIP

CHAPTER I
Introduction

Studies of college impact suggest that there are significant gains for students who pursue
co-curricular activities (Astin, 1999; Gellin, 2003; Leithwood & Jantzi, 2007). As a student seeks
out extracurricular opportunities there is no question that they are attaining leadership skills in an
informal way. Research suggests that leadership development programs provide many positive
outcomes for college students (Astin, 1999; Dugan, 2012; Nadler, Newman, & Miller, 2011;
Komives & Smedick, 2012; Zimmerman-Oster & Burkhardt, 1999). Intellectually, students who
take on co-curricular involvement and leadership opportunities develop the ability to think
analytically with application of knowledge areas that particularly interest them (Terenzini,
Springer, Pascarella, & Nora, 1995; Saiz, & Rivas, 2011; Lambert, Terenzini, & Lattuca, 2007).
Professionally, the experience of an involved undergraduate student offers the skill set that can
be transferable (Dugan et al., 2011; Gellin, 2003; Lizzio, & Wilson, 2009). Regarding personal
development, co-curricular participation has also been linked to self-efficacy (Astin, 1999;
Lizzio & Wilson, 2009) and purpose in life (Dewitz, Woolsey, & Walsh, 2009).

Provided that students take advantage of leadership opportunities, student affairs
professionals have the opportunity to enhance their advising skills by utilizing the standards and
guidelines developed by the Council for the Advancement of Standards (CAS) in Higher
Education (CAS, 2012). One way of establishing a uniformed leadership development program
is referencing the CAS standards as a credible foundation to create one (Komives & Smedick,
2012). The CAS standards outline the following learning outcomes for leadership programs:
knowledge acquisition, integration, construction, and application; cognitive complexity;

intrapersonal development; interpersonal competence; humanitarianism and civic engagement;
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and practical competence. Utilizing these learning outcomes provide a foundational framework
to assess if students are preparing themselves to be productive and global citizens (Haber, 2011;
Komives & Arminio, 2011). The CAS standards contextual statement connects the role of
leadership programs for students, reference that during the 1970s, many colleges refocused their
energies to leadership develop due to events such as the Watergate scandal caused multiple
institutions to reevaluate how they practiced ethics, leadership and social responsibility (CAS,
20006).

Assessing learning outcomes and development of college students is the primary focus of
the various learning domains offered under the CAS standards. With these standards, educators
and student affairs professionals are provided with guidelines and relevant variables that relate to
a specific learning domain (Creamer, 2003). The field of student affairs is a growing profession
which is continuously encouraging assessment. Dialogue by the Department of Higher Education
has been centered around commitment and accountability that is placed on higher education
institutions (Miller & Malandra, 2006). Addressing the importance of learming assessments that
define students’ experience in measuring the skills and learning for anyone who attends a
postsecondary institution should have is a critical aspect to consider especially for student affairs
professionals (Creamer, 2003; Young & Janosik, 2007). The lack of assessment in all sectors of
student affairs is detrimental, especially when it comes to justifying programs and effectiveness
such as a leadership development programs (Dugan, 2012; Nadler, Newman, & Miller, 2011).
Acknowledging and utilizing assessment is especially critical for new professionals who are

entering this field (Renn & Jessup-Anger, 2008).
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Statement of the Problem

Today the value of higher education is ever increasing. The National Commission on the
Future of Higher Education (2006), has estimated that 90% of the growing jobs in the American
economy will require a postsecondary education. Additionally, as other nations continue to
improve their education systems, U.S. postsecondary institutions are not delivering the learning
that is expected (U.S. Department of Education, 2006). For instance, employers report that many
new graduates do not exemplify readiness for the work world. The commission’s call to action
on this issue is to begin taking steps towards accountability and commitments to improve student
learning. Literature in student leadership development has noted that there is a lack of evidence
that detines leadership and the skills gained from it as an outcome of the college experience
(Bowen, 1977; Dugan, 2012). Over time, leadership skills have been critical variables that
employers are seeking in potential employees. For instance, some variables outlined by CAS
include ability to set goals and engagement in teamwork. Therefore, it is worthwhile to assess
how students perceive their leadership capacity and how they perceive their abilities will prepare
them for the workforce.

Purpose of the Study

The purpose of this study is to examine the relationship between peer influence, self-
efficacy, self-confidence, extraversion, role model influence and support to gain insight into the
differences between males and females. In addition, this study aims to determine if there is a
difference in how students rate these characteristics in relation to their role within an
organization. Meaning whether or not a student’s positional leadership role or non-positional

membership are a factor to consider when developing leadership programming.
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Research Questions
The research hypotheses for this study are:

RH1: How do registered student organizations members rate role modeling as defined by

the Lloyd Leadership Instrument?
Statistical Hypothesis I Is there a statistical difference between male and female
Registered Student Organization members in the area of role modeling?
Statistical Hypothesis I1: s there a statistical difference between general members
and of ficers in the area of role modeling based on the number of leadership positions
held?

RH2: How do registered student organization members rate peer influence as defined by

the Lloyd Leadership Instrument?
Statistical Hypothesis I Is there a statistical difference between male and female
Registered Student Organization members in the area of peer influence?
Statistical Hypothesis 11: Is there a statistical difference between general members
and officers in the area of peer influence?

RH3: How do registered student organizations participants rate their level of self —

confidence as defined by the Lloyd Leadership Instrument?
Statistical Hypothesis I Is there a statistical difference between male and female
Registered Student Organization members in the area of self-confidence?
Statistical Hypothesis II: 1s there a statistical difference between general members
and officers in the area of self-confidence?

RH4: How do registered student organizations participants rate their level of self —

efficacy as defined by the Lloyd Leadership Instrument?
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Statistical Hypothesis I Is there a statistical difference between male and female
Registered Student Organization members in the area of self-efficacy?
Statistical Hypothesis II: Is there a statistical difference between general members
and officers in the area of self-efficacy?
RH5: How do registered student organizations participants rate their personality as
extroverted as defined by the Lloyd Leadership Instrument?
Statistical Hypothesis I Is there a statistical difference between male and female
Registered Student Organization members in the area of rating oneself as
extroverted?
Statistical Hypothesis II: Is there a statistical difference between general members
and officers in the area of rating oneself as extroverted?
Significance of the Study
Astin and Astin (2000) offer an important point on how “higher education plays a major
part in shaping the quality of leadership in modern American society” (p.1). However, research
on the use of CAS standards in leadership programming remains limited (Dugan & Komives,
2067y, Most of the existing literature on integrating CAS standards and leadership programming
is developing under the Multi-Institutional Study for Leadership (MSL), the professional student
affairs organizations such as, National Association of Student Personnel Administrators
(NASPA) and American College Personnel Association (ACPA). There is limited literature and
data to whether students perceive student leadership skills as outlined by CAS. This study will
contribute to the literature and general practice of the use of CAS standards, specifically the use

and importance of CAS standards in outlining leadership learning outcomes.
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Furthermore, the results from this study may influence the type of training and benefits
from participation. By looking at CAS student leadership programming variables student affairs
professionals may discover this study’s variables can play a key role when reaching out to
students. The results may provide better insights on how students are developing as individuals
and how their development as leaders are impacted by external influences.

L.imitations of the Study

There are limitations to note of the proposed study. This study is not applicable to other
post-secondary institutions. This study does not have an expected sample respondents to answer.
Creamer (2003) states that the first and most notable issue with studying student outcomes is
“that learning and development occurs naturally whether institutions intervene with programs
and services or not” (p.113). In addition, respondents do not accurately reflect genuine responses
of their extracurricular involvement. Findings in one study suggest that when students are asked
to self-assess their performance they are likely to underrate their skills (Turrentine, 2001). The
study was conducted over one semester; therefore, leadership skills develop over time, and one
semester may not be an accurate reflection of how and when leadership abilities develop. In
addition, the results of this study was dependent on the individuals’ perceptions of their
leadership skills and abilities. The setting posed problems since it took place at a single
medium-sized, Midwestern, public state institution. Participants were selected based on their
involvement in a co-curricular activity on-campus. Some students did decline to be surveyed.
Operational Definitions
A number of terms used in this study have varying definitions across the relevant literature. This

section provides operational definitions for this study.
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CAS Standards and Guidelines. “Published criteria and related statements designed to provide
college and university support service providers with established measures against which to
evaluate programs and services. A standard uses the auxiliary verbs ‘must’ and ‘shall,” while a
guideline uses the verbs ‘should” and ‘may.’ Standards are essentials, guidelines are not” (CAS,
2006).

Leadership development. “Leadership development involves self-awareness and understanding
others, values and diverse perspectives, organizations and change” (CAS, 2006, p.320).

L.eader. Based off Komives and Wagner’s (2012) work on leadership, “leader is used without
regard to a specific role in a group- whether as a positional leader or a participant engaging in the
leadership process as a group member” (p. xvii).

Formal leadership role. A leadership position in a campus organization. This can include being
a President, Committee Head, or Team captain.

l.eadership. "Leadership" is concerned with effecting change on behalf of others and society.

... Leadership is collaborative.

... Leadership is a process rather than a position.

... All students (not just those who hold formal leadership positions) are potential leaders (HERI,
1996, p.10).

Student Involvement. This definition adopts Astin’s (1999) definition, stating that student
involvement refers to “the amount of physical and psychological energy that the student devotes
to the academic experience. Thus, a highly involved student is one who, for example, devotes to
the academic experience. Thus, a highly involved student is one who, for example, devotes
considerable energy to studying, spends much time on campus, and participates actively in

student organizations™ (p.519).
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Co-curricular Activity. Pertaining to activities contributing to the academic learning
experience; especially activities that provide students with opportunities to learn and develop
skills through active participation. Co-curricular activities and programs may be led by faculty or
staff, or by students themselves, but they must have stated goals and measured outcomes (Purdue
University, 2011).
Registered Student Organization. Eastern Illinois University defines co-curricular activities as
“A “registered” student organization which is defined as any student organizational group that
meets the following criteria:

e  Primary officers and membership consists of students enrolled at Eastern Illinois

University
e [istablished in order to contribute to the students’ personal interests and development
o Meets all registration requirements as outlined in RSO and Advisor’s Handbook

¢ Annually registered with the Student Life Office

e

Understands and adheres to university policies and procedures

Peer Influence. A peer group, according to Astin (1993), is “any group of individuals in which
the members identify, affiliate with, and seek acceptance and approval from each other” (p. 401).
Role Model. For the purpose of this study, “role model” is defined as an adult individual who
supported or encouraged student leadership involvement (Lloyd, 2006) .

Self-Efficacy. This study adopts Bandura’s (1977) definition, stating that self-efficacy refers to
“an individual’s judgment of personal capabilities to execute the behavior required to produce

the outcomes” (p.79).
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Summary

Chapter one contained a detailed introduction of the proposed study. Chapter two
contains a detailed account of the literature that has been developed in regards to the conceptual
framework used, CAS and student involvement. Chapter three contains the methods that were
used in the study. Chapter four outlines the results of the study. Chapter five contains the

conclusion and reconmumendations.
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CHAPTER 11
Review of Literature
This chapter provides a detailed review of the literature; this review includes the benefits of
developing student leaders as well as student organizations impact on leadership development.
The chapter will then provide information on several components related to student leadership;
self-efficacy, peer influence, role model influence and support. Furthermore, this chapter will

discuss some of the difference in leadership between males and females.

Benefits of Student Leadership

When considering the term student involvement it is important to define what
involvement means first and foremost. Regarding to this body of literature, Astin’s definition of
student involvement offers a better bit for the collegiate environment. Astin (1999) defines
student involvement as the “amount of physical and psychological energy that the student
devotes to the academic experience” (p.518). Hence, a student devoted to out-of-classroom
involvement is one who, for example, dedicates a generous amount of time and energy to
studying and participates actively in student organizations (Astin, 1999). Some factors that are
considered the strongly influence students” perceptions on leadership are interactions and
experiences with faculty, administrative support staff, and peers. Some significant categories
that contribute to leadership development and opportunities that carry over to societal
equivalencies include internships and athletics (Thompson, 2006).

Utilizing Astin’s student involvement theory to gain a better of the developmental
process of the student is essential. Astin defines his involvement theory to consist of five basic

postulates. The first of the five refers to the investment of physical and psychological effort in
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various objects. The objects could defined as either highly specific, such as studying for a
specific exam, or highly generalized, such as the college experience. The next point is that
involvement occurs along a continuum. Students will devote time and energy at different degrees
in a given organization while devoting exemplifying different degrees of involvement within a
given organization. In addition, Astin (1999) defines involvement has both quantitative and
qualitative features. For instance, student’s involvement in an organization can be measured
quantitatively by counting how many hours the student spends preparing for meetings or
engaging with their peers. As far as qualitative measures is concerned one can measure whether
the student effectively plans for an upcoming meeting or simply attends a meeting and
daydreams. The last postulate suggests that educational policy effectiveness impacts the practice
of increasing student involvement; that is, faculty members who promote on-campus
involvement will relate to students ability to be aware of significance of involvement.

Findings from one study suggest that programmatic and faculty influences are indirect in
encouraging or discouraging certain kinds of student experiences; thus, students who choose to
get involved may be impacted by the faculty presentation (Lambert, Terenzini, & [.attuca, 2007).
In addition, the degree of faculty interaction, specifically a mentoring relationship, a student has
influences their leadership capacity (Komives, Dugan, Owen, Slack, & Wagner, 2011).
However, there is limited research of what aspects of these interactions directly influence
leadership development. If faculty impacts student’s decision to get involved, it is worthwhile to
observe the university’s mission to develop the student holistically.

Literature suggests that student involvement develops the students’ ability to take on
more responsibility, group dynamic skills and analytical ability (Dugan, et.al., 2011; Flores,

Burbach, Quinn, &Harding, 2012; O’Dell, & Hwang, 2008). General membership in student
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organizations provide group interaction and similar experiences that a positional role would
oftfer, so general membership should not be discounted (Dugan, & Komives, 2007). One thing to
consider when studying student involvement is to not equate leadership skills, such as analytical
skills, to their involvement because these skills are independent from the student’s degree of
involvement (Wehmeyer, 1998). Another benefit from student involvement is the leadership
efficacy gained from a positional role (Komives et al., 2006).

The development of leadership skills and where students gain exposure to leadership
opportunities is complex. Research suggest that there are multiple variables that increase
student’s capacity to gain leadership skills (Salisbury, Pascarella, Padgett, & Blaich, 2012; Astin,
1993; Kuh, 1995). One study by Salisbury, et.al, (2012) examined the effects of work,
specifically off-campus work on the development of leadership capacity among first-year college
in a national longitudinal study and found that work had an overall positive effects of the
development of leadership skills. This brings into question if institutions should encourage off-
campus work to increase professional success and leadership capacity. Contrary to Astin (1993)
and Kuh (1995) research on co-curricular involvement and the influence it has on student
learning and personal development, such as on-campus organizations, faculty interaction, and
volunteering are important to consider.

Research on student leadership often emphasizes its importance of supplementing the
academic learning that takes place in the classroom. With the promotion of student leadership,
students are provided an enhanced educational experience. A variety of benefits come along with
the student participation in leadership positions. For instance, participation in college

extracurricular activities influences cognitive and emotional growth (Astin, 1993; Pascarella, &
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Terenzini, 1991). Overall, the mission of all institutions is to enhance student learning and
development outcomes inside and outside the classroom.
Student Organizations impact on Leadership Development

The importance of student organizations has been examined in many studies. Birkenholz
and Schumacher (1994) research suggest that there is a significant positive relationship between
leadership skills and participation in student organizations. For instance, residing in a
fraternity/sorority or residence hall while in college was related to higher leadership scores of
graduates (Birkenholz, & Schumacher, 1994, p.7). This research suggests that the most important
activity related to the development of leadership skills was membership in a fraternity/sorority.
Thompson (2006) research found consistent evidence with previous research which identify
students’ involvement in campus opportunities and programs as contributing to leadership
formation and development. Since the use of assessment is encouraged, Thompson (2006)
suggest that an examination of the outcomes of co-curricular activities towards leadership may
serve institutions well especially when assessing program effectiveness.

Nonetheless, student engagement in activities is an important practice to implement when
helping students to develop the capacity to integrate what they are learning in the classroom into
outside activities. Kuh (2009) describes involvement in educational activities as opportunity to
“level the playing field, especially students from low-income tamily backgrounds and others
who have historically underserved” (p.698). Student affairs professionals have the opportunity to
influence student’s college experience by promoting different student organizations and
leadership opportunities that increase their skill set. As student affairs professionals begin to

differentiate the various opportunities offered to students, it may worth noting that research
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depicts that academic involvement (e.g., hours spend studying and doing homework, studying
with other students) plays a greater role than other type of involvement (Astin, 1999).

Student organization involvement and formal leadership roles within these organizations
offer a foundational framework when determining what factors contribute to student
development, especially in the realm of student leadership development (Astin, 1999; Salisbury,
Pascarella, Padgett, & Blaich, 2012). Since students are exposed to working various
personalities” involvements in these organizations they provide an opportunity to develop their
leadership style and capacity. Additionally, research suggests the positive outcomes that come
with associating with a student organization involvement. As students look to get involved, they
choose to get involved with more than one organization. This may pose some issues as some
research suggests that the number of organizations in which a student chooses to get involved
influences outcomes (Astin, 1997; Dugan, & Komives, 2007). This in turn brings into question
of what conceptual model can provide a framework to assess what leadership outcomes students
express gaining from their involvement.

Positional Roles Influence Leadership Capacity

Leadership identity development (LID) theory supports the way students perceive
leadership. According to LID, when a student transitions from awareness to
exploration/engagement to a hierarchical view of leadership (i.e., leader identified) they begin to
view leadership as non-positional and as a process (Campbell, Smith, Dugan, & Komives, 2012).
In addition, Kouzes and Posner (2008) propose that™ leadership is an observable set of skills and
abilities” (p.145). With their research, they have discovered that many individuals believe that
leadership can’t be learned which inhibits those who have want to learn the skill set of a leader,

but are inhibited by this myth. Dugan (2011) suggests that the quality of research that looks into
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student’s leadership capacity should be grounded using a theoretical context such as authentic
leadership or socially responsible lcadership. An examination of leadership capacity requires a
revicw of what is already known about college student leadership. One thing that has been
studicd is that positional roles influences leadership efficacy (Komives et al., 2006). Leadership
elticacy employs Bandura’s (1997) enactive mastcry which states that when an individual takes
on opportunitics that allow for numerous performances on something it provides the individual
the motivation and perception that they are fully competent in something.

Self-Confidence

Selt-contidence plays an important role in how others perceive one’s ability to make
decisions and gaining other’s trust. Not only expressing self-confidence is important for a leader
to project it, but so is how others perceive it. Often leaders who possess self-confidence portray
a more assertive and decisive approach, which gains others’ confidence in their leader.
Emotional intelligence is integral to how a leader conveys their self-confidence in their work.

It is important to know the differencc between self-confidence and self-etficacy
especially when looking at leadership traits. Self-confidence “is he ability to be certain about
ones competencies and skills™ (Northouse, 2001, p.19). It considers how onc perccives their
strengths and self- awareness. Ultimately, self-confidence deals with the belief about ones
abilities. According to Bandura (1997), “self-ctficacy refers to beliet in one’s agentive
capabilities that one can produce given levels of attainment™ (p.382).

Possessing contidence influences student’s ability to take on leadership positions and
their effectiveness to work with peers. Tavani and Losh’s (2003) study found gender difterences
in scli~confidence levels. In their study, they discovercd males had higher levels of self-

confidence than females in professional and social situations. Having lcadcrship expericnces



LEADERSHIP 16

atlow students to perceive they are capable possess self-confidence and feel ernpowered.
Researchers Shertzer and Schuh (2004) pertormed a study on how college students perceived
leadership. Several themes emerged from interviews, including: “leadership is an individual
possession. leadership is positional, leaders possess particular qualities and skills, and leaders act
from internal motivations™ (p.116). Furthermore. students shared having a lack of confidence or
encouragement were reasons why they did not assume leadership roles. Students reported peers
and advisors play an mfluential role in one’s confidence to feel confident in a leadership role.
Self-Efficacy

Capacity and efficacy have been difterentiated in previous studies and have provided
evidence that indicate they are intertwined (Bandura, 1997; Komives et al., 2011). For cxample,
students may be knowledgeable of what the skill set related to leadership, but research indicated
that students are likely to enact on these skills based on their internalized belief system about
their capacity (Komives et al., 2011).
Sources of Seif-Efficacy

RBandura hypothesized (1986, 1997) that self-efficacy beliefs stemmed from individuals
who interpret information from four sources, the powerful being mastery experience. After a
student completes a task, they interpret and evaluate the results obtained and determine their
understanding with judgment based on their experience and knowledge. When students feel as if
they completed something successfully, their confidence to accomplish something similar 1s
heightened because they were able to produce the desired effect after completing the task at
hand.

Another source that can expose students to leadership development is through role

modeling better known through vicarious experiences. Bandura (1997) describes vicarious
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experience as a method in which one observes a role model, perhaps someone with a similar
background to that individual and watching them succeed at completing a task. Listening to
stories in which their role models share how they successfully performed a challenging task.
While this is another critical source of enhancing a student’s sclf-cfficacy, it is ultimately up to
the student’s willingness to take on leadership opportunitics.

Fletcher’s (2012) study found that participating in collaborative relationships in study
groups, planning campus activities, community initiatives, and student protests were noted to be
influential to increasing Black men’s self-efficacy and persistence in college in a Hispanic
serving institution. It is critical that college environments and student affairs professionals are
providing supportive and challenging experiences for students.

Self- Efficacy and Its Relation to Leadership

Dugan and Komvies (2010) discovered that sclf-efficacy can explain up to 13% of the
differences in students’ capacities to engage in socially responsible leadership. Therefore, this
finding brings to question how leadership education programs are designed to build capacity and
often rely on concrete experiences (i.e. positional leadership) as a way to increase efficacy.
Although this may be seen as one way to increase efficacy, it is certainly not the only way.
Building lfeadership efficacy requires a plethora of opportunities where one can reflect and
discuss their concrete experiences. Bandura (1997) discuses that the cultivation of etficacy
HS‘Ua”y occurs through vast opportunities that allow individual’s observe the modeling of
effective leadership by others (i.c. Vicarious experience), significant affirmation of one’s
capacity and sponsorship (i.e. social persuasion ). Komives et al. (2011) suggest that individual
experiences should be linked with capacity and efficacy- building opportunities such as

mentoring relationships, experimental learning to promote growth in both dimensions.
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Benefits of Involvement Outside of the Classroom

There a great deal of literature that looks at the benefits of the outcomes associated with
students” nonacademic experiences, with the focus on psychosocial development. However,
there is a growing body of research that is looking at how students develop holistically. Parcella,
Terenzini, and Blimling (1996) describe holistic development in the way “change in one area of
a student’s growth is accompanied by changes in other aspects of that student’s being” (p.149).
Exposure to different experiences outside the classroom can help a student develop, but Astin
(1993) argues that “the students’ peer group is the single most important source on growth and
development” (p.398).

Astin (1993) defines peer group as “any group of individuals in which the members
identify, affiliate with, and see acceptance and approval from each other” (p. 401). Peers begin to
identify with those who have similar backgrounds and values. For example, a student who is
deciding whether to get involved in extracurricular activities is more inclined to do so, if they
have associated with peers that are driven to get involved. Peers can influence others to take
involvement opportunities, but they also serve as support systems.

Peers in relation to leadership development

Research by Komives and Dugan (2007) found that about 70% of students reported being
mentored by peers or by faculty. They stress students must work with others to truly learn
leadership. Another way to consider the importance of peer influence is looking at how students
of color are influenced to take on leadership roles. Milem (2003) found that African Americans
experienced positive learning outcomes when they were exposed to close friends of their own
race. However, for African American students to fully benefit from diversity, they must have

contact with diverse peers as well as interaction with same race peers. There is a negative
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influence as well. Allen (1992) discovered that historically Black universities provide a positive
social and psychological environment compared to those who attended a predominately White
university. Research by Harper (2006) found African American students to repeatedly cite
student organizations and clubs as the venues through which they can find same-race peer
support college achievements and leadership. As African American students became increasingly
engaged in student organizations, they noted that peer support for their pursuit of leadership also
escalated.
Role Modeling

Mentors are incredibly important for college student leadership efficacy. There is only so
much an individual can do for themselves when it comes to developing leadership skills, but role
models can promote reflection and meaning making. In the Leadership Identity Development
model, Komives et al. (2006) describe the complexity of student development in which students
detine leadership identify themselves as leaders. As they describe each stage, developmental
influences are cited repeatedly with suggestions of how role models and peers can assist in
meaning making. The LID model includes six total stages. Each stage integrates one of many
student development theory families. For instance, Chickering’s psychosocial student
development theory describes the fifth vector as establishing identity, which closely aligns in the
LID model with the achievement of Stage Four, Leadership Differentiated (Komives, et al.,
2009).

As students explore and discover in leadership opportunities, role models play an
influential role in encouraging and supporting their involvement. In the third stage as mentioned
in the LID model (Komives, et al.,2004), adults serve as mentors that help students process

situations and past experiences by encouraging them to reflect on their personal development and
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leadership style. Although role models initially influence students’ involvement in leadership
roles but continue serve as mentors to support their leadership role.
Extraversion

The way we think and personality preferences have been essential in understanding the
way we adapt to the world. Carl Jung (1923) introduced four core function of human
temperament types. One of the four typologies he identified involves how we get our energy and
we prefer to relate to the world around us. The two combination is known as extravert and
introvert, Extraverts are observed to prefer the outer world of people and things. Introverts prefer
their inner world of feelings and ideas (Komives, Lucas, & McMahon, 2007).

With personality trait theory there are certain characteristics that tend to be associated with
leadership. Digman (1990) found in his research that a structure of personality traits has
emerged into five-factor model of personality. Analysis of these five factor personalities’ traits
has revealed that personality traits can be categorized into five main factors: neuroticism,
extraversion, openness to experience, agreeableness, and conscientiousness. Using the five-factor
model of personality as an organizing framework, Judge, Bono, Ilies, and Gerhardt (2002) meta-
analyzed studies examining the relationship between personality and leadership and found that
extraversion, was positively related to leadership. A recent study suggests, of the Big Five,
extraversion was the most strongly related to leadership. However, their results revealed
extraversion was significantly related to leadership only when observer ratings or both self and
observer ratings were used to assess extraversion (Colbert, Judge, Choi, & Wang, 2012).
Differences in Leadership between Males and Females

The way gender influences leadership has been a demographic that has been investigated

by leadership researchers. The literature that investigates how gender plays a role is heavily
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dependent of how it is defined. Leadership capacity is one that is worth noting. One research
democratic when compared to men (Eagly, & Johnson, 1990). In another study, Dugan (2006)
found that the pertormance gap betwcen men and women specifically when looking at leadership
hehavior and how it impacts leadership effectiveness. For instance, women combat is the
stereotype that women do not have the ability to lead. When looking at men’s leadership
development the study suggests that student affair professionals should actively engage men in
more leadership discussions, programs and developments. Contrary to previous studies, one
study found that women and men students were equally self-critically about their leadership
skills (Turrentine, 2001). It is important to consider the key areas that both groups need to
assistance for developmental growth. Thesc findings present an opportunity where professionals
can support and market peer leadership roles and interaction to increase teadership development,
capacity and self-etficacy between men and women. The next step is to further assess what
should be considered to enhance or promote leadership education for both groups.

In one study looking at college women’s leadership aspirations, Boatwright, and Edgidio
(2003), found that traditional ferninine gender characteristics and connectedness were two
predictors for women's leadership aspiration. The study also found that women perceived
Jeadership as a male endeavor. Results firom this study suggest the need for student affairs
professionals to empower women students to decrease their strong psychological feminine traits
that negatively influence their desire to seek leadership roles.

Carol Gilligan (1993), In a Different Voice discusses the difference in psychological
development for men and women. She suggests that there is a difference in how men and women

experience relationships and issues of dependency. For instance, she states.
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For boys or men, separation and individuation are critically tied to gender identity since
separation from the mother is essential for the development of masculinity...masculinity
is defined through separation while femininity is defined through attachment, male

gender identity is threatened by intimacy while female gender identity is threatened by

separation. Thus males tend to have difficulty with relationships, while females tend to

have problems with individuation (p. §)
on how men prefer to lead though an individual process whereas women find relationships and
collaboration more valuable.
Individual leadership experience

Much of the research in student leadership development focuses on student involvement,
but net on individual experiences. @ne study found that when individuals self-assessed their
leadership skills they tended to underrate themselves compared to what peers assessed
(Turpenting, 2001). Based on another study, researchers found that students tended to hold a
hierarchical perspective of leadership during the first year of college (Komives, Longbeam,
Owen, Mainclla, &Osteen, 2006).
Summary of Literature

Reviewing literature provides a background of research that indicates what characteristics
and mtluences impacts student Jeadership. The literature on characteristics and influences is still
growing. Studying what key characteristics influence students the most when it comes to student

leadership development s worth considering when proposing or enhancing a leadership program.
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CHAPTER\I]I
Methods

Chapter provides a review of the quantitative methods that was used. It also describes the
design of the study, site description, participants, and the instrumentation. The chapter then
provides information on the data collection, data analysis along with the study’s limitations.
Design of the Study

The primary purpose of this study was to examine the differences between male and
females in relation to five independent variables. In addition, this study looked to gain insight
into the differences between general members and officers when looking at how peer influence,
self-efficacy, self-confidence, role model influence and support, and extraversion played a role.
Determining whether or not positional leadership role or non-positional membership are a factor
to consider when developing leadership programming,.
Site Description

A medium sized, public, four-year university in the Midwest in a rural location will be
the selected site for this study. University records from 2012-2013 indicated that the university
enrolled approximately 10,417 students. The institution currently offers 47 undergraduate degree
programs. In addition, the institution recognizes approximately 195 registered student
organizations.
Participants

The population for this study included traditional-aged undergraduate college students
involved in a Registered Student Organization (RSO) that are recognized through the institutions
student life office. Student participants may vary in gender, ethnicity, and level involvement.

The population consisted of all undergraduate students. Participants included freshman,

23
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sophomore, junior and senior status. The year of school that participants reported was based on
the number of semesters attended the university. For the purpose of this research, only students
in a registered student organization were considered for this study. The reason for this is because
cach registered student organization must meet a certain criteria to be recognized through the
Student Life Department. Participant selection was based on two criteria areas- (a) all students
must be undergraduates; and (b) students must currently participate in a registered student
organization.

Registered student organizations were identified using the Registered Student
Organization Listings (student life, 2013) and met the criteria to be included in the listing and
study. Participants were invited to take the survey at their organizational meeting. There were
two options for participants to complete the survey. The researcher provided hard-copies of the
survey to the president and/or advisor to distribute during or after the meeting for completion. In
addition, the RSO advisor and president were also asked to send the survey via email. The
researcher included in the email to confirm that the survey was sent.

Instrument

This study used a survey to collect quantitative data from participants. A noncommercial
“published” instrument provided a cost-effective way of gathering descriptive data from a
random sample approach (Patten, 2000). Random samples typically afford the greatest
generalizability of findings to practice (Komives et al. 2011, p.63). Patten (2000) discusses the
advantage of proposing published instruments and the benefits of spending less time to develop
or refine the instrument. Most commercially created instruments are used towards a specific
purpose of study. Since commercially instruments tend to charge for its use, it was important to

find an instrument that was not costly, with it tested for reliability and validity. Since most
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commercial instruments charge for use, the researcher looked for a free instrument. The
instrument used for this study was the Lloyd Leadership Instrument. Content validity was
established by the researcher by faculty and doctoral students familiar with experience working
with student leaders (Lloyd, 2006). The researcher tested for reliability by piloting the study and
statistically analyzed the data using SPSS. The Cronbach alpha rating for the role model scale
was .86. The peer influence scale was .69, which resulted in dropping one of the statements in
order to increase the reliability to .80. The self-efficacy scale was .87 and the self-confidence
scale was .92. The extraversion scale was .77 but after dropping three statements it increased the
reliability for this scale to .85. The use of this instrument in the study allowed the researcher to
analyze the results as it is compared to other studies that looked at student leadership.

The Lloyd Leadership Instrument originally consisted of 42 statements that comprised of
9 statements for peer influence scale, 10 statements for the self-confidence scale, 6 statements for
the self-efficacy scale, 8 statements for the role model scale, and 9 statements for the
extraversion scale (Lloyd, 2006). The instrument uses a Likert-type scale where e 1 represents
“strongly disagree”, 2 represents “disagree”, 3 represents “slightly disagree”, 4 represents
“slightly agree”, 5 represents “agree”, and 6 represents “strongly agree.” The researcher did not
contain any neutral scoring because they wanted students to make a choice.

In addition, the final section of the instrument includes six demographic questions.
Questions include: participant’s gender, number of leadership positions held in college, ethnicity,
class standing, role in current organization (officer or general member) and current college
GPA. Overall, the final instrument consisted of a total of 37 statements with 8 statements for the
peer influence scale, 10 statements for the self-confidence scale, 6 statements for the self-

efficacy scale, 8 statements for the role model scale, 6 statements for the extraversion scale and 7
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demographic questions. Statements 1 through 5 correspond to the self-efficacy scale; statements
6 through 11 correspond to the extraversion scale; statements 12 through 19 correspond to the
peer influence scale; statements 20 through 27 correspond to the role model scale; statements 28
through 37 correspond to the self- confidence scale. The researcher confirmed instrument
statements corresponded to its respected scales by the publisher.

Data Collection

Data from the participants was gathered in October after approval from the Institutional
Review Board (IRB). To ensure confidentiality of participants throughout the data collection
phases, the researcher created a password to lock the computer and kept all paper copies. The
online and paper survey data did not ask for an identification number, name or address besides
an email address. Anonymity was preserved by blind copying email addresses once the survey
was distributed. In addition, participants were asked to insert completed paper copies in a manila
folder with a clasp. The advisor was asked to deliver manila folders to the address of the
researcher’s mailbox.

There were 193 RSOs eligible for this study. Fourteen RSOs were contacted to
participate in this study. The researcher used a purposive sampling technique in which they
selected two RSOs that were classified as: academic, governing, Greek, multicultural, religious,
service, social that had a large membership. Contact with participants were dependent on what
registered student organizations were listed to have the greatest membership within the category
listed. The researcher requested membership data to determine what top two RSOs within each
category were invited to participate in the study. Furthermore, the researcher asked the president
of each organization for-permission to attend a weekly meeting to solicit participation and

distribute the paper copy survey and send via email to those who prefer an online survey.
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The researcher contacted the presidents and advisors of each selected RSO to coordinate
a day and time to attend a general meeting. The researcher introduced herself, explained the
purpose of the study and presented the two options for completion of the survey. In addition, the
researcher collected member’s emails to solicit survey participation. Pérticipants were asked to
complete the survey electronically on one’s own time or complete the paper copy survey. After
the researcher piloted the survey, the survey took approximately 15-20 minutes to complete.

The distribution of the survey took place in mid-October. In order to increase
participation the researcher gathered emails at the RSO meetings and provided the option to fill
out a paper copy. Once the researcher entered emails from meetings they were sent a consent
message along with the survey outlining instructions asking to complete the survey by November
14th. Distribution of the survey was dependent on the researcher and the utilization of Survey
Monkey an electronic survey service. A follow- up email was sent to individuals who did not
complete the survey to increase participation rates. A final reminder was sent if needed.

Throughout the data collection process, the researcher promoted an incentive to the RSOs
asked to participate in the survey. A pizza party was awarded to one student organization that
had the highest percentage of participation.
Analysis of the Data

Quantitative. Descriptive statistics was obtained from SPSS.

All survey data was entered, organized and coded in Microsoft Excel and transferred to
the Statistical Package for Social Sciences (SPSS) for descriptive statistics. A coding form was
created in order for the researcher to organize data in SPSS. This allowed the researcher to

generate variable names for data items. Variable titles created in SPSS were used to address
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research questions. Analyzing and comparing data allowed the researcher to distinguish trends,
draw conclusions and provide recommendations.

An independent ¢-tests were conducted to compare differences amongst males and
females and positional and non-positional roles based on a number of identified variables. The
dependent variables were gender and positional roles. The independent variables were scale
scores for 1) role modeling, 2) peer influence; 3) self-confidence; 4) self-efficacy; and 5)
extraversion. Basic descriptive statistics were also generated.

Limitations

Limitations in this study include students not filling out the survey. The researcher
needed to attend student organizations to encourage participation. Self-reported questions ask
participants to respond directly to what was being asked of them whether that is their capacity or
experience. Therefore, their responses were dependent on the participant’s developmental
foundations (Komives et al., 2011). According to Komives et al., (2011), “since participants
were asked directly able their levels of leadership capacity, their responses may vary based on
their perception of understanding the terms or relative influence of social desirability (i.e. the
perception that a particular answer is more socially acceptable versus other even if not accurately
reflected to one’s experience)” (p.63). However, the researcher was intentional to be specific
and clear in response options. The data was a voluntary study, so data was not representative of
the entire student population.

Summary of Methods

This chapter provided an overview of the quantitative methodology and purpose of the

study. It outlined information on the site, participants, instrument, data collection as well as the

limitations. After data was collected, data was assessed in order to answer research questions
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Chapter 1V
Results

This chapter looks at the statistical analysis of the study. Inforimation regarding mean
scores will provide answers to the research questions that address the purpose of the study. This
chapter reviews demographics of participants, and concludes with a chapter summary.

A total of 261 students completed the Lloyd Leadership Survey. Demographic data was
collected from the survey. Students participated in the study by allowing the researcher to attend
their registered student organization (RSO) meeting. Resulting data was analyzed using
Statistical Package for the Social Sciences (SPSS), version 20, a statistical analysis tool.
Demographics

Table 1 shows the breakdown of the participants by gender, number of organizations,
ethnicity semesters hours currently enrolled, grade point average (GPA), number of community
agencies involved, role in student organization, and type of registered student organization
(RSO). Table 1 shows the demographics for participants (n = 261). There were 48% (n = 125)
general members and 52% (n = 136) officers.

There were 72 males and 186 females, and of those participants, 52.2% (n = 97) females
were student officers and 47.8% (n = 89) were general members. As for males, 62.5% (n = 45)
were officers and 37.5% (n = 27) were general members. Since there were three participants
reported themselves as “other”, the researcher felt as if it did not accurately report the percentage
of students that reside on campus and researcher removed them from data analysis. Therefore, in
order to accurately report the difference between male and females throughout the research, it

allowed the researcher to run ¢-tests rather than ANOV As.
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Regarding ethnicity, the majority of participants were White, non-Hispanic 71.6 % (n =
187) followed by, Black, non-Hispanic 20.3% (n = 53), Hispanic 3.8% (n = 10), Asian 3.4% (n =
9), American Indian or Alaska Native 0.8% (n = 2), and none for Native Hawaiian or Other
Pacific [slander. Of those ethnicities, 10.3% (n = 27) of students within the overall sample
reported that they were black as a general RSO member whereas, 10% (n = 26) of students
within the overall sample reported to be a Black officer in their RSO. Within the overall sample.
33% (n = 85) of participants reported to be a general member who was white and 39% (n=102)
reported to serve as an officer who was white. Of the other ethnicities, 2.7% (n = 7) of students
reported to be a general member who was Hispanic, whereas 1.2% (n = 3) reported to serve as an
officer, who was Hispanic. Of the other participants, 2.3% (n = 6) students reported to be a
general member who were Asian, while 1.5% (n = 3) reported to serve as an office who was
Asian.

Table 5 also shows the breakdown of the participants by grade point average (GPA) and
semester hours currently enrolled. Students with a GPA of 3.5 — 3.75 represented 18% (n = 47)
of the overall sample followed by 3.75-4.0, 14.6% (n = 38), 3.25-3.50, 12.6% (n = 33), 3.0-3.25,
10% (n = 26), 2.75-3.0, 10.7% (n = 28), first year students 9.6% (n = 25), and 1*' semester
transfer 6.9% (n = 18).

Regarding number of semesters currently enrolled, the majority of participants reported
3-4 semesters 31.8% (n =83) and 5-6 semesters 28.4% (n = 74). In addition, participants who
reported 1-2 semesters accounted for 19.2% (n = 50), followed by 9 or more 11.9% (n=31) and
7-8 semesters 8.4% (n = 22).

In regards to the diversity of participation in student organizations, participants shared the

number of registered student organizations in which they were involved, number of community
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agencies with which they are associated, and type of registered student organization affiliated.
The majority of participants reported being involved in 2-3 registered student organizations
41.4% (n = 108), followed by 0-1 organizations 28.4% (n = 74), 4-5 organizations 21.8% (n =
57), and 6-7 organizations 8.0% (n = 21). For number of community agencies, 75.5% (n = 197)
are associated with 0-1 community agencies. In addition, participants reported 2-3 agencies
18.0% (n = 47), 4-5 agencies 6.5% (n = 17), and none of the participants were associated with 6-
7 agencies.

The researcher sought diverse populations and recruited from different affiliated groups,
as a result, of the participants, 54 (20.7%) were affiliated with a service; 43 (16.5%) were
affiliated with a governing RSO; 41 (15.7%) were affiliated with a multicultural RSO; 40
(15.3%) were affiliated with a Greek RSO; 38 (14.6%) were affiliated with an academic RSO; 23

(8.8%) were affiliated with a social RSO; 21 (8.0%) were affiliated with a religious RSO.
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Table 1

Demographics of Study Participants (n = 261)

Demographic Variable

Frequency (n)

Percentage (%)

(Gender
Male
Female
@ther

Number of Organizations
0-1 Student @rganizations
2-3 Student @rganizations
4-5 Student Organizations
6-7 Student @rganizations

Ethnicity

White, non-Hispanic

Black, non-Hispanic

Hispanic

Asian/Pacific Islander

American Indian or Alaska Native
Native Hawaiian or @ther Pacific
Islander

Semesters Currently Enrolled

1-2
3-4
5-6
7-8
9+

Grade Point Average
New Freshman

1% Semester Transfer
Under 2.0

2.0-2.25
2.25-2.50
2.50~-2.75
2.75-3.0

3.0-3.25
3.25-3.50
3.50-3.75
3.75-4.0

72
186
3

74
108
57
21

187
53
10

50
83
74
22
31

25
18

12
23
28
26
33
47
38

27.6
71.3
1.1

28.4
41.4
21.8

8.0

71.6
20.3
3.8
3.4
0.8

19.2
31.8
28.4

8.4
11.9

9.6
6.9
2.7
1.5
4.6
8.8
10.7
10.0
12.6
18.0
14.6
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Table | continued

Demographics of Study Participants (n = 261)

Demographic Variable Frequency (n) Percentage (%)

Number of Community

Agencies

0--1 197 75.5

2-3 47 18.0

4-5 17 6.5

6-7 0 0

General Member or

Officer

General Member 125 47.9

@fficer 136 52.1

Type of RSO

Academic 38 14.6

Governing 43 16.5

Greek 40 15.3

Multicultural 41 15.7

Religious 21 8.0

Service 54 20.7

Social 23 8.8
Table 2

Frequencies, Measures of Tendency, and Dispersion for Student Leadership Sub-Scales

33

Characteristic n M SD Variance  Range Min Max
Peer Influence 256 4.83 0.58 0.34 4.25 1.75 6.00
Selt- Confidence 255 5.04 0.60 0.36 3.60 2.40 6.00
Self- Efficacy 259 5.11 0.75 0.56 5.00 1.00 6.00
Role Model Influence 257 4.62 0.84 0.70 5.00 1.00 6.00
Extraversion 258 4.99 0.68 0.47 4.17 1.83 6.00
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Research Questions

There were five research questions, each with its own sub-questions. The results for each
question and sub-question are summarized in Tables 2-4 at the end of the section. Table 2
displays each student leadership sub-scales by frequency, measures of tendency and dispersion.
Research Hypothesis |
Do differences in role modeling scores exist between selected demographics?

Statistical Hypothesis I Is there a statistically significant difference in the Lloyd Leadership
Instrument role modeling sub-scale scores between male and female Registered Student
Organization members?

The first sub-question examined if statistically significant differences in role modeling
scores, as defined by the Lloyd Leadership Instrument, existed between males and females.
Table 1 shows the mean scores and standard deviation for all participants, males and females. An
independent samples ¢-test was conducted to compare Lloyd Leadership Instrument role
modeling scores in males and females. There was not a statistical significant difference (¢ (252)

= 1.21, p = .569) in the role modeling scores for males (M = 4.74, SD = 0.77) and females (M =

4.60, SD = 0.85).
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Table 3

Group Differences for Leadership Characteristics between Males and Females

35

Male Female
Characteristics M SD M SD df t P
Role Model 4.7394 76612 4.5997 84787 252 1.210 569
Peer Influence 4.9965 .50928 4.7788 59842 251 2.705 814
Self-Confidence 5.1221 .58203 5.0158 61619 250 1.233 889
Self- Efticacy 5.0789 74946 5.1211 76189 254 -.399 531
Extraversion 5.0023 .64670 5.0064 69872 253 -.043 520

*=p <05 **=p<.001

Statistical Hypothesis II: Is there a statistically significant difference in the Lloyd Leadership

Instrument role modeling sub-scale score between general members and officers?

The second sub-question examined if statistically significant differences in role modeling

scores, as defined by the Lloyd Leadership Instrument, existed between general members and

officers. An independent samples ¢-test was conducted to compare Lloyd Leadership Instrument

role modeling scores in general members and officers. There was not a statistical significant

difference (¢ (255) = - 2.185, p = .083) in the role modeling scores for general members (M =

4.51,SD = 0.91) and officers (M = 4.73, SD = 0.76).
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Table 4

Group Differences for Leadership Characteristics between General Members and Officers

Member Officer
Characteristics M SD M SD df t )
Role Model 4.5093 90932 4.7371 76168 255 -2.185 083
Peer Influence 4.7337 66587 4.9239 48433 254 -2.627 .052
Self-Confidence 4.9322 66636 5.1373 .52896 253 -2.734  010*
Sell- Efficacy 4.8640 .85028 5.3403 56357 257 -5.347  .000**
Extraversion 4.9336 73945 5.0064 63350 256 -1.426 107

*p < .05 **p <.001

Research Hypothesis 2

Do differences in peer influence scores exist between selected demographics?

Statistical Hypothesis I: : Is there a statistically significant difference in the Lloyd Leadership

Instrument peer influence sub-scale scores between male and female RSO members?

The second statistical hypothesis examined if there was a statistically significant

differences in peer influence scores, as defined by the Lloyd Leadership Instrument, existed

between males and females. An independent samples ¢-test was conducted to compare Lloyd

[Leadership Instrument peer influence scores in males and females. There was not a statistical

significant difference (7 (251) = - 0.218, p = .814) in the peer influence scores for males (M =

4.99, 8D =0.51) and females (M = 4.78, SD = 0.60).

Table 3

36



LEADERSHIP 37

Group Differences for Leadership Characteristics between Males and Females

Male Female
Characteristics M SD M SD daf ! )2
Role Model 4.7364 16612 4.5997 .84787 252 1.210 .569
Peer Influence 4.9965 .50928 4.7788 .59842 251 2.705 814
Self-Confidence 5.1221 .58203 5.0158 61619 250 1,233 .889
Self- Efficacy 5.0789 74946 51211 76189 254 -.399 531
Extraversion 5.0023 .64670 5.0064 69872 253 -.043 .520

¥—p<.05 ¥ =p<.00l

Statistical Hypothesis II. Is there a statistically significant difference in the Lloyd Leadership
Instrument peer influence sub-scale scores between general members and ofticers?

The second sub-question examined if statistically significant differences in peer influence
scores, as defined by the Lloyd Leadership Instrument, existed between general members and
officers. An independent samples t-test was conducted to compare Lloyd Leadership Instrument
peer influence scores in general members and officers. There was not a statistical significant
difference found (¢ (254) = - 2.627, p = 0.052) in the peer influence scores for general members

(M =4.73,SD = 0.67) and officers (M = 4.92, SD = 0.48).
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Table 4

Group Differences for Leadership Characteristics between General Members and Officers

Member Officer
Characteristics M SD M SD df 4 )
Role Model 4.5093 90932 4.7371 76168 255 -2.185  .083
Peer Influence 4.7337 66587 4.9239 48433 254 -2.627  .052
Self-Confidence 4.9322 .66636 5.1373 .52896 253 -2.734  .010*
Self- Efficacy 4.8640 .85028 5.3403 56357 257 -5.347  .000%**
Extraversion 4.9336 73945 5.0064 .63350 256 -1.426 107

*p < .05 **p <.001

Research Hypothesis 3

Do differences in self-confidence scores occur between selected demographics?

Statistical Hypothesis I: 1s there a statistically significant difference in the Lloyd Leadership
Instrument self-confidence sub-scale scores between male and female RS® members?

The third research question focused on how registered student organization members rate
self-confidence as defined by the Lloyd Leadership Instrument. The first sub-question looks at
whether or not there is a statistical difference between male and female RS® members in the area
of self-confidence. An independent samples r-test was conducted to compare Lloyd Leadership
Instrument self-confidence scores in males and females. There was not a statistical significant
difference (¢ (250) = 1.23, p = .889) in the self-confidence scores for males (M = 5.12, SD =

0.58) and females (M = 5.02, SD = 0.62).
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Table 3

Group Differences for Leadership Characteristics between Males and Females

Male Female
Characteristics M SD M SD dr I3 J2)
Role Model 4.7394 76612 4.5997 .84787 252 1.210 569
Peer Influence 4.9965 .50928 4.7788 .59842 251 2.705 814
Self-Confidence 5.1221 .58203 5.0158 61619 250 1.233 .889
Self- Efficacy 5.0789 74946 5.1211 76189 254 -.399 531
Extraversion 5.0023 .64670 5.0064 .69872 253 -.043 520

#=p<.05 **=p< 001

Statistical Hypothesis II: 1s there a statistically significant difference in the Lloyd Leadership
Instrument self-confidence sub-scale scores between general members and officers?

The second sub-question focused on whether or not there was a difference between
general members and officers in the area of self- confidence. An independent samples t-test was
conducted to compare Lloyd Leadership Instrument self-confidence scores in general members
and officers. A statistical significant difference was found (¢ (253) = -2.73, p = 0.010) in the self-
confidence scores for general members (M = 4.93, SD = 0.67) and officers (M= 5.14, SD =

0.529). Officers scored higher than general members in self-confidence.
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Table 4

Group Differences for Leadership Characteristics between General Members and Officers

Member Officer
Characteristics M SD M SD df ¢ D
Role Model 4.5093 .90932 4.7371 76168 | 255 -2.185  .083
Peer Influence 4.7337 66587 4.9239 48433 254 -2.627 .052
Self-Confidence 4.9322 66636 5.1373 .52896 253 -2.734  .010*
Self- Efficacy 4.8640 .85028 5.3403 56357 257 -5.347  .000**
Extraversion 4.9336 73945 5.0064 .63350 256 -1.426 107

*p < .05 **p <.001

Research Hypothesis 4

Do differences in self-efficacy scores exist between selected demographics?

Statistical Hypothesis I: Is there a statistically significant difference in the Lloyd Leadership
Instrument self-efficacy sub-scale scores between male and female RSO members?

The fourth research question focused on how registered student organization members
rate self-efficacy as defined by the Lloyd Leadership Instrument. An independent samples t-test
was conducted to look at whether or not there is a statistical difference between male and female
RSO members in the area of self-efficacy. There was not statistical difference in the self-

efficacy area, when examining males and females (¢ (254) = - 0.04, p = .531).
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Table 3

Group Differences for Leadership Characteristics between Maies and Females
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Female
Characteristics M SD M SD df t p
Role Model 4.7394 76612 4.5997 .84787 252 1.210 .569
Peer Influence 4.9965 .50928 4.7788 59842 251 2.705 814
Self-Confidence 5.1221 .58203 5.0158 61619 250 1.233 889
Self- Efficacy 5.0789 74946 5.1211 76189 254 -.399 531
Extraversion 5.0023 .64670 5.0064 .69872 253 -.043 .520

¥=p<.05 ¥ =p<.001

Statistical Hypothesis II: Is there a statistically significant difference in the Lloyd Leadership

Instrument self-efficacy sub-scale scores between general members and officers?

The second sub-question examined if statistically significant differences in self-efficacy

scores, as defined by the Lloyd Leadership Instrument, existed between general members and

officers. An independent samples z-test was conducted to compare Lloyd Leadership Instrument

self-efficacy scores in general members and officers. There was a significant difference (¢ (257)

= . 5.35, p=0.00) in the self-efticacy scores for general members (M = 4.86, SD = 0.85) and

officers (M = 5.34, SD = 0.56). Officers scored higher than general members in self-efficacy

SCOres.
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Table 4

Group Differences for Leadership Characteristics berween General Members and Officers
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Member Officer
Characteristics M SD M SD df 4 )
Role Model 4.5093 90932 4.7371 76168 255 -2.185 .083
Peer Influence 4.7337 66587 4.9239 48433 254 -2.627 .052
Self-Confidence 4.9322 66636 5.1373 .52896 253 -2.734 .010*
Self- Efficacy 4.8640 .85028 5.3403 56357 257 -5.347  .000**
Extraversion 49336 73945 5.0064 63350 256 -1.426 107

*p < .05 **p <.001

Research Hypothesis 5

Do differences in extroversion scores exist between selected demographics?

Statistical Hypothesis I: s there a statistically significant difference in the Lloyd Leadership

Instrument extroversion sub-scale scores between male and female RS® members?

The fifth research question focused on how registered student organization members rate

their personality as extroverted as defined by the Lloyd Leadership Instrument. The first sub-

question looks at whether or not there is a statistical difference between male and female RS@

members in the area of extroversion. An independent samples t-test was conducted to compare

Lloyd Leadership Instrument extraversion scores in males and females. There was not a

significant difference (¢ (253) = -0.04, p = 0.520) in the extraversion scores for males (M = 5.00,

SD=0.65) and females (M = 5.00, SD = 0.70).
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Table 3

Group Differences for Leadership Characteristics between Males and Females

Male Female
Characteristics M SD M SD df t D
Role Model 4.7394 76612 4.5997 84787 252 1.210 569
Peer Intluence 4.9965 .50928 4.7788 .59842 251 2.705 .814
Self-Confidence 5.1221 .58203 5.0158 .61619 250 1.233 .889
Self- Efficacy 5.0789 74946 5.1211 76189 254 -.399 531
Extraversion 5.0023 .64670 5.0064 69872 253 -.043 .520

¥ p <001 *p <.0S.

Statistical Hypothesis II: Is there a statistically significant difference in the Lloyd Leadership
Instrument extroversion sub-scale scores between general members and officers?

The second sub-question focused on whether or not there was a difference between
general members and officers in the area of extraversion. An independent samples 7-test was
conducted to compare Lloyd Leadership Instrument extraversion scores in general members and
officers. There was not a statistical significant difference (¢ (256) =- 1.43, p =0.11) in the

extraversion scores for general members (M = 4.93, SD = 0.74) and officers (M = 5.01, SD =

0.63).
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Table 4

Group Differences for Leadership Characteristics between General Members and Officers

Member Officer
Characteristics M SD M SD df t Y
Role Model 4.5093 90932 4.7371 76168 255 -2.185 083
Peer Influence 4.7337 .66587 4.9239 148433 254 -2.627  .052
Self-Confidence 49322 .66636 5.1373 .52896 253 -2.734  .010*
Self- Efficacy 4.8640 .85028 5.3403 .56357 257 -5.347  .000**
Extraversion 4.9336 73945 5.0064 .63350 256 -1.426 107

*p < .05 **p <.001

Summary

Chapter IV contains demographic data, as well as statistical data collected for this study.
After running the data through SPSS and analyzing it, findings showed how each leadership sub
scale impacted students’ leadership development. There were no significant differences within
the leadership sub-scales between genders or leadership role except for peer influence. There was
a significant difference between men and woman in regards to peer influence. Chapter V further
discusses results for this study and provides limitations and recommendations for further

research and leadership program development.
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Chapter V
Discussion

This chapter reviews data that were compiled to address the research questions,
conclusions and recommendations that can be drawn from the data, areas of improvement and
future research are also discussed. The chapter ends with an overall conclusion of the present
study.

The primary purpose of this study was to understand characteristics that are associated
with student leadership. This study measured characteristics in areas of role modeling, peer
influence, self-confidence, self-efficacy, and extroversion. This will contribute to student
leadership literature and the relationship among these characteristics and how it influences male
and female students, as well as general members and officers that are participants in registered
student organizations.

Research question one examined how role model influence impacted males and females.
Additionally, general members and officers were examined. A f-test was used for analysis to
determine if there was a statistical significance in either grouping. The results, however, show
that there was no statistical difference in how students reported role model influence impacted
their perception based on gender or leadership role (general member or officer) within their
registered student organization.

Research question two examined how peer influence impacted males and females.
General member status and ofticer role were also examined. The results of the present study did
not show significant difference between male and females in the area of peer influence (p = .814)

In addition, there is as not a significant difference found in the peer influence scores for general

members and officers.

45
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Research question three examined how self-confidence impacted males and females.
General member status and officer role were also examined. There was not a significant
difference between males and females. There was a difference between officers and general
members. Officers scored higher than general members in self-confidence.

Research question four examined how self-efficacy impacted males and females. General
member status and officer role were also examined. There was not a significant different in the
area of self-efficacy by gender. A difference was found between officers and general members in
the area of self-efficacy. Officers scored higher than general members in self-efficacy.

Research question five examined how extraversion impacted males and females. General
member status and officer role were also examined. The results of the present study did not show
a statistical difference in participants’ perception in the area of extraversion based on gender or
leadership role.

In the present study’s results, there was not a statistically significant difference between
males and females in all areas of leadership characteristics. On the contrary, there were
statistically differences found in self-confidence and self-efficacy scores between officers and
general members. Officers scored higher than general members in both areas. No significant
difference was discovered between general members and officers in the areas of role modeling,
peer influence, and extraversion.

Self-confidence is a factor that is incredibly important to consider when discussing
student leadership and development. With this data, it is important that student affair
professionals actively engage general members in more leadership development programs and

discussions, so they are more likely to get involved and become supportive of one another.
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In reference to the literature for this study, Astin (1990) provides important benefits of
student involvement and the development that goes along with it. In this study, it was evident
that students who held an officer role had greater sense of self and strong perception of their
ability to lead. Peers and role models whether parents, teachers, or mentors play a significant role
in the psychological development and the perception of oneself. Parents and educators need to be
aware and understand the impact of their encouragement to influence students to become
involved in an organization or take on a leadership position to increase their self-confidence and
self-efficacy.

According to Astin (1999) and Salisbury, Pascarella, Padgett, & Blaich, (2012), students
in various student organizations find an increase in their self-confidence and self-efficacy.
Although officers scored higher than general members in this study, it did not provide enough
evidence on whether or not students progressed their development in “leader identified” under
the Leadership Identity Development (LID) theory. Many participants rated the significance of
being an oftficer and expressed the importance of being extroverted in order to be successful in a
leadership position, therefore, they did not see leadership as non-positional and or as a process
(Campbell, Smith, Dugan, & Komives, 2012). This brings the attention of an area where more
focus could be directed to helping students understand that positional leadership is not the only
means of taking on a leadership role. In addition, student affairs professionals should assist
students to understand personality trait theory and how a variety of personality preferences can
be translated into leadership capacity.

Although this data is not deemed innovative or new, it does reveal areas that student
aftairs professionals can be more intentional through programmatic efforts and understanding

students’ perceptions of what leadership means to them. Too often students get stuck thinking
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that having an extroverted personality equates to being a successful leader, but helping students
to look beyond leadership as positional or personal attributes can provide students the motivation
and encouragement to understand the benefits of being involved in a student organization and the
reality of what makes an organization prosper.

Limitations

There were several limitations in the current study that are essential to report. First of
which, participants were asked to recall information of when they were in high school or the first
couple of years of the college experience. This may have impacted results and how they
remembered their leadership experience. In addition, participants were asked to recall how peers
and role models influenced their decision to become involved. This may have explained why
these variables were not found to be statistically significant.

Another limitation involved participants that were involved in registered student
organizations. Although many reported to have held an officer position in a registered student
organization, the researcher did not explicitly inquire what role they played. For instance, if they
served in as a chair for a committee or in an executive position within the registered student
organization, the researcher did not thoroughly investigate the position. It would have been
interesting to collect data from participants who were not involved in a registered student
organization to compare the differences between the two populations.

An additional limitation is that registered student organizations provide an environment
in which students socialize with other students. With this socialization outlet, it makes sense that
it supports extroverted personalities. Many of the participants reported in the present study to be
extroverted and believed in order to be a leader one should be extroverted. This may have

influenced the results of the study when reviewing the area of extroversion.
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Recommendations

The purpose of the present study was to determine the impact of five leadership
characteristics between males and females as well as general members and officers. While
statistically significant data was found in the areas of self-confidence and self-efficacy in the
study regarding officers and general members, overall, there are recommendations for future
research.

While this present study adds to student leadership literature, future research should
review these findings and conduct further research on student leadership development. Since the
participants were chosen based on involvement in a registered student organization, future
studies could collect data of students who are not involved in student organizations. Discovering
reasons why students chose not get involved may provide insight into what their true intentions
are and what they plan to accomplish during their college career. This should be reviewed by
student affairs professionals in order to find a way to bridge the gap of students who are not
engaged or involved in a registered student organization. Reviewing variables that influence
students not to get involved may assist in answering how to increase student satisfaction.

Another consideration is to continue further research studying introverted students and
gain a greater understanding of what environments assist their leadership development. Student
affairs should find various ways to increase students who lean towards more the introverted
spectrum. This may involve various training delivery methods or facilitation pedagogies. It
would be important to train students on all ends of the spectrum to find a happy medium for
collaboration.

With an increase of unrepresented students entering college, it is worth researching how

role modeling influences unrepresented students’ decision to take on a leadership role in high
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school or at the college level. It would be interesting to see the difference between males and
females based on ethnic background as well. These findings could provide student affairs
professionals, families, community organizations, and high school officials the ability to find
ways to encourage underrepresented students to get involved in a student organization and
eventually take on a leadership role.

Although the present study did not inquire if students received any leadership training, it
would beneficial to find what methods of training are most influential for development. Does
experience trump over forimal leadership training? Or would it be beneficial for students to
couple formal training while being currently involved in a leadership role? Ultimately, finding
whether self-confidence increases for those who participate in formal leadership training and if
that influences thern to take on more than one leadership role?

Conclusions

The primary purpose of the present study was to examine characteristics associated with
student leadership. The focus of the study evaluated how females and males contrasted in areas
of role model influence, peer influence, self-confidence, self-efficacy, and extroversion by
utilizing the Lloyd Leadership Instrument (Lloyd, 2006).

In addition, leadership role within a registered student organization was examined. The
focus of these sub-questions looked at how general member and officers differed in the areas of
role model influence, peer influence, self-confidence, self-efficacy, and extroversion by utilizing
the Lloyd Leadership Instrument (Lloyd, 2006).

This study identified the influences and characteristics that impact students who
participate in registered student organizations. In order to determine if there was a difference in

the areas of role model influence, peer influence, self-confidence, self-efficacy, and extroversion,
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the study utilized quantitative design. The present study found that there was a statistically
significant difference in the area of peer influence based on gender. There was not a statistically
significant difference in all other characteristics associated with student leadership. Gender may
not play role in how males or females perceive how role modeling, self-confidence, self-efficacy
and extroversion impacts their ability to develop as student leaders.

The present study did not find a statistical difference in any of the areas associated with
student leadership within a registered student organization based on whether they were a general
member or officer. Based on the present study’s results the role a student takes on in a registered
student organization does not play influence how they perceive role modeling influence, peer
influence, self- confidence, self-efficacy, and extroversion.

@®verall, participants on average reported having a heightened self-confidence and self-
efficacy. Participants reported on average that they believed in order to be a leader, one who has
extroverted personality may be a better fit as a leader. Furthermore, participants revealed that
role modeling play a strong factor in their pursuits to become a student leader. Peer influence did
present itself as an area in which students reported to be a strong component of impacting one’s
desire to participate in a registered student organization and/or lead.

Although this study presented some limitations, it did provided specific research for the
institution and student life sector in areas associated to student leadership. It is essential that
student life directors, leadership facilitators and professionals associated with student leadership
development that they recruit and encourage students to take on involvement opportunities to
increase their self-confidence and self-efficacy. It is incredibly important for student affair

professionals to understand factors that influence students’ decision to get involved, as well.
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Appendix A

Survey

Consent to Participate in Research

An Investigation of Characteristics Associated with Student Leadership

You are being asked to participate in a research study which seeks to examine leadership development
outcomes of registered student organizations members. This is part of a degree requirement for Eastern
Illinois University’s College Student Affairs Program. The survey should take no longer than 5- 10

minutes to complete.

All responses will be collected in aggregate with no tracking of participant identity, and will be kept
confidential. There are no foreseeable risks to your participation. However you may benefit through the
opportunity to reflect on your experiences and confidence as an involved student on-campus.
Additionally your participation provides you with the opportunity to provide feedback to Eastern lllinois
University’s graduate assistants and student affairs professionals, in order to continue to develop future

innovations to student organizations.

We ask you to take some time, reflect on your own experiences, and be as open and honest as possible.
There are no correct or wrong answers. You may withdraw at any time without repercussions.

If you have questions or concerns about this research, please contact:

Aseret Gonzalez
Principle Investigator

Agonzalez4@eiu.edu

Daniel Nadler, Ph.D.
V.P. for Student Affairs
(217) 581-3221

nadler@eiu.edu
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Lloyd Leadership Instrument

An Investigation of Characteristics Associated with Student L.eadership

Purpose of Study: To examine if peer influence, self-confidence, self-efficacy, role model influence and

support, and extraversion influence leadership development.

disagree (SDA); disagree (D); slightly disagree (SD); slightly agree (SA); agree (A); or strongly agree (SAA).

Fill in the letter on the scantron that mostly closely describes how much you agree or disagree with each

item.

Definitions:

Leadership position is defined as a person’s standing in an organization who holds a leadership title and

influences a group towards a common goal.
Role model is defined as an adult individual who supported and encouraged your involvement.

Peer influence is defined as any group of individuals in which you identify, affiliate with, and seek

acceptance and approval from each other.

Extraversion is defined as people who do their thinking out loud, who get energy from being around

people and are sociable.
Self-confidence is defined as the ability to be certain about one’s competencies and skills.

Self-efficacy refers to beliefs in one’s capabilities to organize and execute the courses of action required

to produce given attainment.
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10.

A.

11.

I was involved in co-curricular activities in high school.
strongly agree B.agree C.slightly agree D.slightly disagree E.disagree F.strongly disagree

I attempt to take on leadership positions in college.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

Itis natural for me to take on leadership positions in college since | had been involved in high
school.

strongly agree B. agree C. slightly agree D. slightly disagree E. disagree F. strongly disagree

I have leadership abilities.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

I had successful experiences while serving in leadership positions.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

I am energetic.
strongly agree B. agree C. slightly agree D. slightly disagree E. disagree F. strongly disagree

I am sociable.
strongly agree B. agree C.slightly agree D.slightly disagree E. disagree F. strongly disagree

I get energized from being around people.

.strongly agree B.agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

Leaders are extroverted.
strongly agree B. agree C. slightly agree D. slightly disagree E. disagree F. strongly disagree

I like to talk with people.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

I enjoy group discussions.

A.strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

12.

A

13.

14.

Spending time with friends is an important aspect for me being involved in co-curricular

activities in college.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

I am popular.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

One reason | got involved in co-curricular activities was to meet people.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree
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15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25,

26.

I spend hours socializing with my friends.,
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

I trust other student leaders.
strongly agree B.agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

Paositive recognition by my peers influenced me to take on leadership positions.
strongly agree B. Agree C slightly agree D. slightly disagree E. disagree F. strongly disagree

My friends have held leadership positions.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

| associate with friends who have similar interests.
strongly agree B.agree C. slightly agree D.slightly disagree E. disagree F. strongly disagree

I initially got involved in college because someone took the time to contact me and made me

feel welcomed.
strongly agree B. agree C slightly agree D. slightly disagree E. disagree F. strongly disagree

In high school, | had an adult role model who encouraged me to get involved in leadership

positions.
strongly agree B. agree C. slightly agree D. slightly disagree E. disagree F. strongly disagree

In high school, | received support from an adult role model for my leadership involvement.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

In high school, an adult role model influenced me to get involved in co-curricular activities.
Strongly agree B. agree C. slightly agree D.slightly disagree E. disagree F. strongly disagree

I received a great deal of support throughout my leadership experiences.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

I was encouraged by others telling me | did a great job while in a leadership position.
strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

My parent(s) or guardian are active in the community.

A. strongly agree B. agree C. slightly agree D. slightly disagree E. disagree F. strongly disagree

27.

My parent(s) or guardian are important role models for me.

A. strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

28.

am self-confident.

A. strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree
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29. 1 am confident in being a leader.
A. strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

30. Others perceive me as being self-confident.
A.strongly agree B.agree C.slightly agree D.slightly disagree E. disagree F. strongly disagree

31. Others have confidence in my abilities as a leader.
A. strongly agree B.agree C. slightly agree D. slightly disagree E. disagree F. strongly disagree

32. 1 am comfortable with who | am.
A. strongly agree B.agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

33. | gain self-confidence through taking on more leadership positions.
A. strongly agree B.agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

34. | am capable in making decisions while in a leadership position.
A. strongly agree B.agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree

35. | am capable of gaining others’ trust while in a leadership position.
A. strongly agree B.agree C.slightly agree D.slightly disagree E. disagree F. strongly disagree

36. | am even tempered while in a leadership position.
A. strongly agree B.agree C.slightly agree D.slightly disagree E. disagree F. strongly disagree

37. I know | can rely on my skills while in a leadership position.

A. strongly agree B. agree C.slightly agree D. slightly disagree E. disagree F. strongly disagree
Demographic Information: Please complete each of the following.

38. GENDER: A. Male B. Female  C. Other (please specify):

Leadership position is defined as an individual with a leadership title (i.e. president, chair, etc.) who
influences a group towards a common goal. You must have held this leadership position for at least four
months. Please indicate the number of leadership positions you held in college (even those held at
previous higher education institutions) for each of the areas:

39. ____In student organizations
Student organization is an officially registered organization at Eastern lllinois University.
A. 0-1
B. 2-3
C. 4-5
D. 6-7
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48. Category of Registered Student Organization:
Academic

Governing

Greek

Multicultural

Religious

Service

Social

TmMoO o>

o

41. Role in current organization:

A. General Member

B. Officer (i.e. chair person, elected/appointed officer)

42. ____In community agencies
Community agencies are non-profit organizations not affiliated with any student organization at
Eastern lllinois University (including religious organizations)

A 0-1

B. 2-3

C. 4-5

D. 6-7

43. Number of semesters, including the current one that you have been enrolled full-time? {EIU
and previous higher education institutions)

A. 1-2 semesters

B. 3-4 semesters

C. 5-6semesters

D. 7-8semesters

E. 9+semesters

44, **Current College GPA: (If your answer is K, please mark it below)
New Freshman - No GPA

1st Semester Transfer Student
Under 2.0

2.0-2.25

2.25-2.5

2.5-2.75

2.75-3.0

3.0-3.25

3.25-3.5

3.5-3.75

3.75-4.0

TMmMoO O ® >

A=~ zxTo0

45. Ethnicity:

Please mark all that apply

Black or African American

Asian

White/Caucasian

American Indian or Alaska Native
Hispanic/Latino

Native Hawaiian or Other Pacific Islander

TmoON®»
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Appendix B
Informed Consent

You are being asked to participate in a research study which seeks to examine leadership
development outcomes of registered student organizations members. This is part of a degree
requirement for Hastern Illinois University’s College Student Affairs Program. The survey
should take no longer than 5 to 7 minutes to complete

All responses will be collected in aggregate with no tracking of participant identity, and

will be kept confidential. There are no foreseeable risks to your participation. However you may
benefit through the opportunity to reflect on your experiences and confidence as an involved
student on-campus. Additionally your participation provides you with the opportunity to provide
feedback to Eastern Illinois University’s graduate assistants and student affairs professionals, in
order to continue to develop future innovations to student organizations.

We ask you to take some time, reflect on your own experiences, and be as open and
honest as possible. There are no correct or wrong answers. You may withdraw at any time
without repercussions.

If you have questions or concerns about this research, please contact:

Aseret Gonzalez Daniel Nadler, Ph.D.
Principle Investigator V.P. for Student Affairs
Agonzalez4@eiu.edu (217) 581-3221

nadler@eiu.edu
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