CHAPTER ONE
INTRODUCTION

Since the 1970s assessment has become increasingly important in higher education. More
gtringent demands from stakeholders and the government for ingtitutions of higher education to
demonstrate their “product” caused those constituencies to begin caling for measurements of
quaity and effectiveness (Upcraft & Schuh, 1996).

Higtoricdly, qudity in higher education was determined by accountability to stakeholders
such as faculty, government agencies, and parents for the academic experience offered. Evidence
of accountability was accomplished through accreditation that focused on “inputs’ relating to the
indtitution such as library resources and number of faculty publications (Hyman, Beder, &
Benedict, 1994; Upcraft & Schuh, 1996). Additiond inputs pertaining directly to sudents
included standardized test scores of incoming students, and students' high school academic rank
(Hyman, Beder, & Benedict, 1994; Upcraft & Schuh, 1996). These inputs were used to measure
whether an inditution was meseting standards.

Asthefocus on qudity in higher education began to take root, placing attention on
“inputs’ led to agreat ded of criticism (Woodard, Hyman, Von Degtinon, & Jamison, 1991). As
an dterndive to measures of ingtitutiond quality focused solely on “inputs” critics argued the
usefulness of outcomes assessment as a broader measurement of quality in that it stressed what
the ingtitution produced. For example, measuring outcomes of the collegiate experience such as
career placement rates better illustrate what the collegiate experience has ddivered in terms of
qudlity (Schuh & Upcraft, 2001). The focus on outcomes began to gain importance, which
hel ped to encourage the trangition from accountability to outcomes assessment.

As aresut of thistrangtion, both public and private ingtitutions are relying more on
outcomes assessment as away to measure their success againgt their goas. Some general gods
of higher education include educating students to be critica thinkers, preparing students for life
after college, and hdping students develop cognitively and psychosocidly.

Mogt indtitutions conduct interna assessments of programs such asliving learning
communities and community development programs by surveying sudents in those
environments to assess whether or not goas are being met. They then utilize the data received
from those assessments to examine the quality of experience they provide their students
(Schilling & Schilling, 1998; Woodward, et d., 1991).



Assessment of quality through the use of outcomes measurements has generally focused
on ether sudents’ curricular or co-curricular involvement. Numerous assessments of curricular
outcomes have examined how close students come to achieving desired results. These
assessmernts include graduation and job placement rates, testing scores, and percentages of those
who persist toward post-graduate study. Additiondly, ingditutions measure student satisfaction
with the academic experience, postgraduate achievements of students, and learning outcomes.
These and other data are andyzed to assess outcomes of the curricular experiences of students
(Schilling & Schilling, 1998; Schuh & Upcraft, 2001).

Student satisfaction is used as a method of outcomes assessment because it provides
ingtitutions with evidence asto students perceptions of their academic experiences. While not a
true measure of outcomes, these data enable the indtitution to gain the student perspective on
services and programs. This information can be used, in part, to make informed decisons
regarding the modification of academic programs (Schuh & Upcraft, 2001). Indtitutions utilize
student satisfaction data to identify units that are not performing at acceptable levels versus those
that are operaing effectively in the eyes of students. Student perspective is not the only measure
used in modifying programs. Both indtitutional misson and drategic plans are dso important
factors to condder; but student satisfaction is one form of assessment colleges and universities
employ.

Another form of outcomes assessment involves postgraduate assessment. Thiscan
include avariety of measures including alumni satisfaction, but may aso include measures such
as career placement rates. These measures are used for evauation and change purposes aswell as
for public relations purposes. Ingtitutions use postgraduate assessment data to better understand
how students fare after graduation. They can measure campus services used by former students
and how those services may have helped alumni. They can dso use career placement rates or
percentages of dumni who pursue postgraduate education as evidence of the quaity of the
indtitution (Schuh & Upcraft, 2001).

Learning outcomes are yet another form of assessment currently used by postsecondary
schools. Learning outcomes can measure complex cognitive skills, knowledge acquisition, and
inter- and intra-personal development. Other outcomes measures include competence, academic
achievement, and perggtence. Civic respongihility is yet another outcome measured to
demongtrate an added vaue for education. Such measures help indtitutions identify areas that



need to be improved or changed (Schuh & Upcraft, 2001). For example, an ingdtitution may use
learning outcome data to redesign curricular or core regquirements.

While agreet ded of assessment has measured curricular outcomes, most college and
university campuses offer an extensve array of co-curricular opportunities as well. Student
affairs professonds typicaly manage many of these co-curricular programs and have devel oped
an interest in measuring the outcomes associated with such activities (Woodard, et a., 1991).

Outcomes assessment, as it pertains to sudent affairs divisons, is primarily focused on
student development. Student devel opment can include changes in decison-making, interactions
with others, awvareness of the outside world, and understanding of onesdlf as an individud.
Programming interventions are designed and implemented in an effort to promote the
development of students across the cognitive, psychosocid, mora, and inter-persond reams
(Evans, Forney, & Guido-DiBrito, 1998). Development of students across these areas may
include promating understanding and utilizing complex thought processes, defining onesdf asan
individua, ethical decison-making, and understanding and working with different group
dynamics. Such programs are also created in order to promote skill development among
students. As such, outcomes assessments can be focused on measuring skills students gain
through co-curricular experiences (Agtin, 1993; Kuh, Schuh, Whitt, Andreas, Lyons, Strange,
Krehbiel, MacKay, 1991).

Co-curricular experiences that encourage student skill development can be illustrated
through involvement in campus life. Astin (1993) noted that growth in autonomy, self-esteem,
and communication skillsare dl results of increased persond development. To foster such
growth, student affairs professionds provide a plethora of opportunities for students. These
opportunities include involvement in clubs, organizations, and/or various leadership pogtions.

Clubs and organizations provide students an opportunity to become involved in campus
life. These can include sports, religious, palitical or specid interest clubs, Greek organizations,
student governance bodies, military organizations, or honorary societies (Dunkle & Schuh,
1998). Students actively participating in such co-curricular activities report higher levels of
leadership and communication skills. They are able to develop mature interpersond relationships
and they learn sKkillsthat can be transferred to many areas of life (Kuh, et d., 1991). Clubs and
organizations offer opportunities for persona development skillsto be learned, as do the

leadership roles available to students who are involved in campus life. These roles can include



anything from serving as student orientation leaders, peer advisors, officersin speciaized clubs,
or resdent assgtants, to being officersin student government associations.

In their study on developmenta outcomes of student leaders, Cress, Agtin, Zimmermar:
Ogter, and Burkhardt (2001) found that the more time students spend in volunteer positions, the
more likely they are to show growth in aress of leadership skills. These skillsinclude civic
responsbility, their understanding of persond and socid vaues, and their awareness of culturd
and community issues. This study was conducted on students who were part of aleadership
program offered a 10 ingtitutions. While the study examined developmenta outcomes among
students in a particular leadership program, the data were not analyzed to report results on
leaders of any particular organization (e.g. student government leaders).

A related study was designed to examine the leadership experiences of students of color
(Arminio, Carter, Jones, Kruger, Lucas, Washington, Y oung, & Scott, 2000). Participants
conssted of student leaders from various types of organizations who were students of color. The
study employed an interview protocol for data collection. Results revealed that current leadership
programs are not validating experiences of student leaders of color because they focus on
conventiona leadership literature, which does not address students of color. While the study
examined outcomes of leadership experiences, it focused only on generd leadership experiences
of students of color and did not specify type of leadership position or population served by the
leaders.

Anather group that is often studied is leaders of Greek organizations. In a 1987 study, the
effects of fraternity membership on interpersona vaues were studied (Hughes & Wington.

1987). Pledges, full members, and independent students participated in a two-part sudy in which
they completed the Survey of Interpersona Vaues (SIV) (Gordon, 1976). Findings indicated that
fraternity membership serves to increase the interpersona values of |eadership and independence
(Hughes & Wington, 1987). While the study examined outcomes of this particular type of
leadership pogtion, it focused only on experiences of fraternity members.

Orientation or peer advisors are another group of student leaders. Holland and Huba
(1989) studied the persond development of orientation leaders. The dataiin their study indicated
that orientation leaders develop more mature inter- persond relationships than their non:
orientation leader counterparts. Persond development is also an outcome of this type of
leadership experience. Other outcomes have been studied on other types of student leaders.



Student leaders involved in university and student governance have been examined
(Moore, 1995). Moore (1991) in his research about student government involvement found that
those student leaders gained knowledge of the palitical process and ethical and complex decision
making skills. Kuh, Schuh, Whitt and Associates (1991) supported these findings and added that
as students become more involved in university or departmenta roles such as policy making and
personnd searches, they continue to benefit.

Resdent advisors (RAS) are another group of student leaders who have been studied. In
their study of RA leadership practices, Posner & Brodsky, (1993) sought to examine differences
in leedership practices of effective RAs. The results indicated that effective RAs participatein
behaviors such as encouraging students, devel oping community consensus, and role modeling.
While this study focused soldly on effective RAs, Byrne (1998) studied the outcomes of resident
advisorsin generd.

Findings by Byrne indicated that outcomes of the RA experience differed by sze of
resdence hal. RAsin large residence hdls reported increased opportunities for socia and
community development, and a greater sense of autonomy. Those RAsin medium Szed hdls
reported a greater opportunity to participate in or leed committee medtings. Findly, RAsin smdl
buildings reported a greater level of development of respect for others. This may have occurred
because of better sudent/RA ratiosin smaller buildings (Byrne, 1998).

The outcomes of residence students aso have been studied (Agtin, 1973; Blimling, 1995;
Schroeder & Mable, 1994). Students living in the resdence hals earn higher grade point
averages than their off-campus counterparts. Further, on-campus residents have a higher rate of
persistence towards degree completion. These results lead to the conclusion that on-campus
residency tends to be afactor in student success.

In generd, then, thereis ardatively extensve body of literature on outcomes associated
with leadership positionsin generd. Additionaly there are studies related to leedership in the
resdence hdls. That is, Agtin (1973) examined the outcomes of resdentia living. Byrne (1998)
and Posner & Brodsky (1993) conducted research on resident advisors. However resident
advisors are not the only student leaders in the resdence hdls. Studentsinvolved in their
Residence Hal Association (RHA) are aso leaders who inhabit residence halls.

An RHA isdesigned give students the opportunity to get involved in order to improve the
residence hdl environment for the students living on campus. RHAs fulfill their responsibilities



by providing opportunities for community development through activities and programs.
Additiondly, the RHA serves as aforum for studentsto air issues, concerns, or questions about
their living environments. In addition to direct service to the resdence hdls, the RHA servesasa
leadership-training program through which student leaders are prepared to take on broader
leadership positions around campus (Komives & Tucker, 1993).

Depending on the residence hall system, RHASs are structured in avariety of ways.
Regardiess of the interna structure, however, there istypicaly an executive board that is charged
with overseeing the body as awhole, aswdl as serving as adminigrators of the RHA. The
executive board is generdly comprised of a President, Vice-President, Nationa Communications
Coordinator (NCC), Secretary, Treasurer, and an Advisor (Verry, 1993). Advisors serve an
important role in that they maintain cohesveness and help provide direction to the RHA. They
work with the executive board, individuas, and the organization as awhole (Aveill, 1993).

In summary, many college and universities are now using outcomes assessments as a
measure of quality. Student affairs professionds have focused on promoting skill development
and leadership skills are an important component of persond skill development. Much of the
current literature on the topic of leadership focuses on leaders across dl types of organizaions
(Cress, et d., 2001; Dunkle & Schuh, 1998; Kuh, et d., 1991), leaders with certain
characterigtics (Aminio, et d., 2000), or leaders of select organizations (Byrne, 1998; Holland &
Huba, 1989; Hughes, & Winston, 1987; Kuh, et al., 1991; Moore, 1991; Moore, 1995; Posner &
Brodsky, 1993). While the literature shows that students living in residence halls have grester
opportunities for involvement in leadership experiences, culturd activities, and overal campus
involvement (Shroeder & Mable, 1994), RHA leaders experiences have not been studied as
extensvely. The present study was designed to address this gep in the existing body of literature
on outcomes associated with higher education and |leadership.

Purpose of the Study
The purpose of the present sudy was to examine the outcomes associated with RHA
leadership experiences. Data were analyzed to determine if outcomes differed by type of
position, age, sex, race, status of advisor (professona v. graduate sudent), and size of on
campus population (< 900 v. 1000+). For purposes of this study, residence hal leadership
positions were defined as RHA President and National Communi cations Coordinators. These
two offices were selected in that the respongibilities of their postions are smilar on many



accounts and they most often work together to represent their RHA to different entities.
Additiondly, in defining race the term “mgjority” was used to describe al participants who
reported being Caucasian and the term “minority” was used to describe dl participants who
reported being a member of the following minority groups: Asian, Black, Higpanic, Nétive
American, or Other.

To assess outcomes, the Student L eadership Outcomes Inventory (SLOI) (Crowder,
2000) was administered to participants. This instrument asks participants to respond to a series of
statements about their leadership experiences on a Likert-type scde that ranges from “strongly
disagreg’ to “strongly agreg”. Theitemsin the insrument can be divided into saven scdes:
critical thinking, career preparation, organization and planning, time management, devel opment
of sdf-confidence, diversity, and technology.

Research Questions

Specificaly, the present study was designed to explore the following research questions.

1) Are there Sgnificant differencesin criticd thinking skills among RHA leaders by
type of position, age, sex, race, professond satus of advisor, and size of
resdentia population served?

2) Arethere ggnificant differences in career preparation skillsamong RHA leaders
by type of position, age, sex, race, professond satus of advisor, and size of
resdentia population served?

3) Are there Sgnificant differencesin organization and planning skills among RHA
leaders by type of position, age, sex, race, professiona status of advisor, and size
of resdentid population served?

4) Are there Sgnificant differences in time management skills among RHA leaders
by type of position, age, sex, race, professond status of advisor, and size of
resdentia population served?

5) Arethere Sgnificant differencesin development of salf-confidence skills among
RHA leaders by type of position, age, sex, race, professiona status of advisor, and
gze of resdentid population served?

6) Are there sgnificant differences in diversty awareness skills among RHA leaders
by type of position, age, sex, race, professond satus of advisor, and size of
resdentia population served?



7) Are there sgnificant differencesin technology skills among RHA leaders by type
of position, age, =X, race, professonal status of advisor, and Sze of resdentia
population served?

Sgnificance of the Study

The present sudy had significance for both future practice and future research in student
affairs. Interms of practice, severd congtituencies might benefit from the results of this study.

For example, this sudy may be useful to student affairs professonals who work with RHA
Leaders. The results provided them with information on skills gained through RHA leadership
experiences. If the outcomes professionas hope to develop in RHA leaders are not being
achieved, professionas might want to redesign the leadership and training experiences to achieve
the desired outcomes.

The results of the present study might be useful to the nationa board members of
NACURH, Inc. The results provided information on skills gained through RHA leadership
experiences. If the outcomes the NACURH leaders want RHA leaders to achieve are not
congruent with those reported in the data, NACURH board members might be able to work with
schools to develop training experiences that will help students achieve the desired outcomes.

The results of the study may aso benefit current RHA leaders. The study provided these
leaders with information as to the skills gained as a result of their leadership experience.
Additiondly, it provided the leaders with a vocabulary to connect their leadership experiences
with learning outcomes. RHA leaders might be able to use this information to market themselves
in career endeavors or to encourage others to become involved in RHA leadership positions.

Findly, the present study might aso benefit chief student affairs administrators. The
results provided evidence as to what skills are gained through RHA |eadership experiences. This
information might be ussful in documenting benefits accrued through leadership experiences.

The results may provide evidence to justify expending vauable resources for such programs.

While the present study provided practical information to multiple congtituencies, it dso
provided afoundation for future research. Future scholars may wish to compare the outcomes
achieved by resdence hdl leaders with the outcomes achieved by Greek or student government
leaders. The results from such a study might reved whether outcomes differ for those who serve
in different types of leadership positions.



The present study analyzed differencesin leadership outcomes by type of position, age,
SeX, race, status of advisor, and size of resdential population served. Future researchers may
wish to investigate RHA leaders at various types of ingtitutions and use the type of indtitution as
an andyticd factor. The results from such a study would expand the information available about
the outcomes of RHA |eadership experiences a different types of colleges and universities.

Findly, others may wish to examine the outcomes of other leadership positions within the
RHA.. The present study did not explore outcomes associated with serving as RHA Treasurer or
Secretary for example. The results from such a study may reved whether certain types of
leadership positions within the RHA leed to different outcomes.

Limitations

The present study provided information for future research and professiona practice.
Additionaly, as with dl research, there were severd limitations to the study.

The firgt limitation had to do with the instrument employed to collect the data There are
no conclusive rdiability gatigtics on the SLOI. Without knowing if the SLOI accuratdly
measures leadership outcomes over time or across populations, caution must be used in
generdizing the results of this studly.

The second limitation of the study was thet it rdied upon sdlf-reported data. If participants
were not forthright in their responses to the SLOI, the results may have been skewed.

Another limitation was the criteria used for sdlection of regpondents. The definition of
resdence hall leader used in this study included only Presidents and NCCs of RHAs. Had other
positions of leadership (i.e. Treasurer, Secretary, etc.) been included, the results may have
differed.

One limitation had to do with the sample. A convenient sample was used for the present
study, Respondents were sdlf-selected to participate by attending aregiona conference. By sdif-
selecting to attend the conference and participate in the study, the results may not be
representative of the total population of RHA leaders.

Finaly, the study only controlled for certain characteristics of participants (e.g. not
currently serving as an RA, experience in current position for a least one semester). If there were
additional background variables that influenced the responses of participants (e.g. other
leadership positions held), it is possible that the results may have been skewed.



Although the present study had severd limitations, they did not detract from the overal
contributions of the study. The present study was useful because it examined an area that other
studies have not explored.

Organization of the Study
This study is organized around five chapters. The first contained an introduction to the study,
including the purpose of the research, the research questions, the significance of the study, and
the limitations of the study. Chapter Two provides areview of current literature on the topic of
leadership outcomes. In Chapter Three, the methodology of the study is explained, including the
sampling techniques, instrumentation, and procedures used to collect and analyze data. Chapter
Four reports the results of the study, while Chapter Five contains a discussion of the results and

their implications for future research and practice.
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CHAPTER TWO
LITERATURE REVIEW

There were severa approaches the researcher might have taken to organize the literature
related to the topic of RHA leadership outcomes. For example, the present study explored
differences in outcomes of leadership experiences by the type of position, age, sex, race, Satus of
advisor, and size of population served. The literature could have been organized around studies
that explored these differences. However, the argument for conducting the study was based on
the fact that while various types of student leaders had been examined in prior research, RHA
leaders and the skills they develop had not been explored. Therefore, the researcher eected to
organize the literature review around |leadership on different types of student leaders. Firdt, the
outcomes of genera leadership and involvement were explored. Then the current literature on
specific types of student leaders was reviewed. Findly, since the study examined outcomes
associated with student leaders of RHAS, the goals and purpose of NACURH are presented.

Outcomes of Genera Leadership and Involvement

A review of the literature on student leaders and involvement revealed research that
focused on different areas of student leadership, including cognitive development, mord
development, psychosocid and skill development (Astin, 1993; Cooper, Hedly, & Simpson,
1994; Erwin, 1983; Howard, 1986; Kuh, 1995; Schuh & Laverty, 1983; Williams & Wington,
1985). Additiondly, involvement is associated with many outcomes of leadership experience.
Research supports the idea that students' co-curricular involvement in clubs, organizations and
leadership roles may have lagting impacts and positive outcomes in skill devel opment across
many aress (Kuh, Douglas, Lund, & Ramin-Gyrnek, 1994).

Erwin (1983), in measuring levels of cognitive development among firg year sudents,
found that those who have been leadersin high school demongrate higher levels of cognitive
development when compared to students who were not leadersin high school. This study
focused on cognitive development of leaders versus non-leaders in high school. Further the
definition of “leader” employed in this study was very broad.

Other research has focused on how college leadership experiences affect cognitive
development (Kuh, 1995). One study found that students’ levels of cognitive growth could be
attributed to involvement in leadership positions. Leadership experiences are among thingsto
which students credit their cognitive development during their college years (Kuh, 1995).
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Mord development is another area where research supports the influence of leadership.
Kuh (1995) found that |eadership involvement is associated with development of humanitarian
and civic vaues. Pascardlla, Ethington, and Smart (1988) support this notion in that the results of
their research found that students who serve in leadership positions are more likely to believe in
the value of civic involvement and humanitarian service,

Researchers have dso examined psychosocid and skill development of student leaders.
Psychosocid and skill development is described by increased appreciation of diversity (Crowder,
1999), organization, planning, and management (Cooper, Hedy, & Simpson, 1994; Crowder,
1998; Crowder, 1999; Kuh, 1995; Schuh & Laverty, 1983; Williams & Winston, 1985),
development of competence, interpersona relationships (Kuh, 1991), and increased sdlf-esteem
(Astin, 1993).

Williams and Wington (1985) found that student organization members scored higher on
psychosocial measures than their norrinvolved counterparts. Moreover, student |eaders showed
increased achievement in establishing interdependence, devel oping educationd and career plans,
and etablishing mature interpersona relationships.

Student leaders score higher on elements of Chickering's seven vectors based on their
leadership experiences. Leadership experiences aso seem to provide the opportunity for
continued growth and development of skills (Cooper, Healy, and Smpson, 1994).

While research (Kuh, et d., 1994) suggests that high leves of involvement in leadership
positions prepares students for life after college because of the kills and psychosocid
development such involvement promotes, Kuh, Hu, & Vesper (2000) found that involvement
accounts for only dightly better than average gainsin kill and psychosocid development. While
alarge amount of the current research focuses on developmental outcomes of leadership
experiences, other outcomes have aso been associated with leadership experiences.

Pascardlla& Terenzini (1991) conclude that students who are involved in campus
organizations are more likely to be satisfied with their collegiate experience. Further, they argue
that additiona outcomes associated with involvement are persistence to graduation, enhanced
sdf-confidence, and increased preparation for career development.

Increased confidence, reaffirmed professionalism and a broadening understanding of
different people were noted as outcomes of |leadership experiences of student affairs
professona's surveyed about their leadership involvement (Renick, Terell, & Jones, 1989).
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L eadership experiences were also noted to have marked impacts on increased sdf-awareness,
creativity, and ability to reduce levels of frustration and stress (Renick, et d., 1989).

In addition to outcomes of |eadership experiences reported by current professionals,
students who participate in leadership opportunities have a helghtened awareness of the work
world, what they can bring to awork environment and what their limitations as employees may
be (Williams & Wington, 1985).

Students who participate in clubs and organi zations have increased leadership and
communication skills. Further, membership in such organizations |leads to development of
mature interpersond relationships (Kuh, et d., 1991). Schuh and Laverty (1983) suggest that
leadership experiences have a greater impact on the attainment of specific skills than specific
activities. Teamwork, decision-making, planning and organization and assartiveness killsin
particular are associated with serving as aleader. Additiona skills that leaders reported included
increased budget and finance skills, supervisory skills, and communication skills (Schuh &
Laverty, 1983).

The sKkills asociated with generd leadership and involvement have been examined a
length. Numerous studies ook at experiences of leadersin generd and some examine outcomes
reported by past leaders. The present study, however, examined the outcomes associated with a
particular type of leadership experience. As such, it was important to examine the current
literature on specific types of leaders.

Literature on Types of Leaders

A review of the literature about specific types of leadership experiences rendered
research focusing on Greek leaders, minority leaders, and women leaders. Student government
leaders, orientation/peer advisors, and resident advisors have aso been studied. This section
explores the research around these aress.

Research on Greek leadersis varied and broad in scope. Studies examine academic
outcomes and performance (Maisel, 1990; Pike & Askew, 1990); and generd outcomes such as
inter-persona and intra-persona skill development (Edison, Nora, Hagedorn, & Terenzini, 1996;
Kuh & Lyons, 1990; Maaney, 1990; Pike & Askew, 1990; Posner & Brodsky, 1993).

A recent study on Greek involvement included 15,000 students and showed positive
outcomes of Greek membership. Such outcomesincluded higher levels of satisfaction with the
undergraduate experience and the ability to function in agroup setting. Their experiences dso
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show that Greek leaders tend to get involved in more leadership experiences and service
opportunities and have a higher degree of relationship building than independents. Finaly,
athough grade point averages may be lower for Greeks than independents, Greeks exert more
effort in the academic arena (Pike & Askew, 1990). This study rebuts claims made in other
research that Greek life negatively affects academic outcomes negatively (Maisd, 1990).

Research conducted by Maisdl (1990) argued that fraternd organizations deviate from the
academic missons of colleges and universities. She adds that practices of fraterna organizations
such as parties and recruitment events actually tend to be those that inditutional administrators
abhor. In examining missions versus actions of fraterna organizations, Maisd (1990) concluded
that such organizations tend to reward complacency and ethnocentric views of the world. Kuh
and Lyons (1990) support these findings in that their research found that participation in fraterna
organizations tends to detract from ingtitutional missons and encourages lower levels of
inclusion, respect for difference, and heterogeneity.

Additiona research on mora development of Greek |leaders provides smilar results.
Edison, Nora, Hagedorn, and Terenzini (1996) found that joining a Greek organization had
sgnificant negative effects on areas such as openness to diversity and sense of rightness versus
wrongness. Another study, however, found that Greek membership rendered no significant effect
mord development (Marlowe & Auvenshine, 1982).

While agreat ded of research has focused on the negative outcomes of membership and
leadership in Greek organizations. Mdaney (1990) found that Greek involvement had positive
outcomes. Greek students gain from increased |leadership opportunities and association with
members who share Smilar vaues. Additiondly, Greek membership incresses the likelihood of
participating in community service and activities outsde of the Greek system. Such involvement
hel ps students to develop an understanding of different people, and promotes civic respongbility
and teamwork.

Greek Leadership isonly one type of leadership experience. Other experiences include those
of minority leaders. Minority leaders may lead any type of organization including Greek
organizations.

Leadership in Black fraternities seems to differ from that of other Greek |eaders based on
the differing missons of the organizations (McKenzie, 1990). Kimbrough and Hutcheson (1998)
in their sudy of Africant American Greek leaders found that leadership experiences have
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sgnificant influence on conflict resolution skills, consensus building, ability to run cohesive
mestings, and ability to plan and schedule. The datain this study aso support the notion that
leaders exhibit a higher leve of confidence in their abilities than do non-leaders.

McKenzie (1990) adds that Black fraternal organizations are currently increasing their
involvement in campus and community service. Such organizations were founded on the notion
of leadership development through service. In directing their efforts toward service, the groups
attempt to develop their leaders by providing opportunities for civic involvement.

Minority leaders are dso involved in other organizations and clubs. In arecent study on
minority leaders, Arminio, et a. (2000) suggest that minority leaders experience leedership
differently than non-minorities. Research suggests that minority leaders differ in vauesthey hold
and what they hold important in leadership. Minority leaders tend to vaue service rather than
recognition as leaders. Serving community is of grest importance asis serving as a postive role
mode (Arminio, et a., 2000).

Asaresult of shared goas, minority leaders tend to become involved in clubs or
organi zations with other minority students (Mitchell & Ddl, 1992). One mgor experience shared
by minority leedersis the difficulty in reconciling their racial identity with their involvement
(King, 1994). Leadership experiences help students to develop a sense of racia identity. Asthis
sense of identity develops, so doesthe likdihood that students will participate in other leadership
experiences (Mitchdl & Ddl, 1992). Left unchecked, this can result in sudents over extending
themselves.

Women in leadership positions have aso been studied. A review of the literature on
women leaders rendered research about genera experiences of women leaders. Women tend to
base their leadership style on teamwork and consensus building. They tend to vaue people
equally and to encourage active participation of dl parties. Women leaders also report increased
levels of politicad and socid awareness, improved communication and organization skills, and an
increased sense of sdlf-confidence (Whitt, 1994).

Romano (1996) reported that women leaders are motivated to become involved in
organizations because of their experiences with postive role modes. Additionaly, women learn
to lead through teams. These experiences encourage development of understanding differing
perspectives as well as managing group dynamics. Women leaders aso report that their
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experiences as leaders creete difficulties for them when they try to explain to others the pressures
they fed they are under (Romano, 1996).

Komives (1994) found that women leaders are less likely to participate in risk taking and
confrontation behaviors than male leaders. Women's most noted practices included a desire and
ability to encourage action of others through support and guidance. This suggests a strong
relationd orientation for women leaders.

Studies have dso been conducted on student government leaders. Involvement in student
governance is much less extengve than other types of student involvement (Boyer, 1987).
However, for those who do get involved on thislevel, greater persond autonomy has been found
to be an outcome. Other outcomes associated with student government leadership include
management of organizationd interests and development in the areas of conflict resolution,
group dynamics, and management (Moore, 1995).

Kuh and Lund (1994) examined student government leaders and found that those leaders
demondtrate increased mord awareness based on their leadership experiences. Increased
awareness of and openness to socid justice as well as atention to responsibilitiesas acivic
leader in the community are dso associated with serving as a student government leader.

Another form of involvement is participating in orientation/peer advisor programs.
Holland and Huba (1989) explored the persona development of orientation leaders. The results
suggest that orientation leaders develop more mature interpersonal relationships.

Involvement as a peer advisor has proven to provide students with their first experiences
in understanding group processes and an awareness of the impact of being supported as
individuals (Presser, Miller, & Rapin, 1984). Presser, et al. (1984) concluded that peer advisors
and other paraprofessiona student opportunities help students gain from service to others.

Resdent advisors aso serve as student leaders on campus and in the resdence halls. This
type of leadership experience is more on-going than some other leadership experiencesin that
students generdly serve as RAsfor an entire schoal year (Blimling, 1995). The RA experience
provides student leaders with a variety of different opportunities to develop valuable leadership
skills. These opportunities include: managing large groups of students, adminidrative
management tasks, planning and organizing events, conducting conflict resolutions, decison
meaking opportunities, and developing inclusive communities (Blimling, 1995).
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Posner and Brodsky (1993) studied effective RAs. They found that the RA experience
provides opportunities for student leaders to hone practices such as enabling others to participate
in activities, serving as arole model to residents, and serving as aresourcelreferrd to help
students through their experiencesin the resdence hdls.

RAs dso gain from the variety of their experiences (Twae & Burrell, 1994). They have
the ability to learn from different people and to help others to understand and become aware of
differences within their community. Additiondly, their experience can include dealing with
confrontations, which helpsthe RAsto learn to ded with conflict and develop decision-making
ills.

In conclusion, there is arelatively extensive body of literature on the outcomes associated
with leadership experiences in general. Moreover, certain groups of leaders, like women and
minorities, have been sudied in terms of outcomes. Findly, students with specific types of
leadership experiences (e.g. student government leaders, orientation leaders, and RAS) have been
examined with respect to outcomes of the leadership experiences. In some instances, differences
in outcomes have been explored (e.g. race, sex).

There is one group of leaders, however, that has not been investigated. L eaders of
Resdence Hall Associations are involved in governance and programming issuesin the
resdence hdls. The present study sought to examine the outcomes associated with serving as an
RHA leader and to investigate the differences in those outcomes by sdlect demographic
characterigtics (e.g. type of position, age, sex, race, status of advisor, Sze of population served).
Given the sample employed in the study, it isimportant to understand the goa's and purposes of
NACURH, Inc., the national association of RHAS.

Goals and Purposes of NACURH, Inc.

An understanding of the goals and purposes of NACURH isimportant to providing a
context for the present study. NACURH is an association comprised of individua RHASs from
different colleges and universities across the country. A review of the literature developed by
NACURH, Inc. rendered information about its overall misson. The purpose of NACURH is“to
design and facilitate programs and services to promote educational and leadership devel opment
gods of resdence hdls.” (NACURH, 1998 p.5) Thisis done through discussions, seminars,
gpeskers, and leadership training a annual conferences and through the exchange of information
throughout the academic yesr.
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To help meet the god's of NACURH, national and regional conferences provide great
focus on leadership development programming. In addition to these conferences, continuous
communication via newdetters, dectronic chat rooms, and email listservs provide networking
and idea sharing between conferences.

Finaly, NACURH provides additiond servicesto its member schools. One such service
is redized thorough sharing of the Resource File Index (RFI). The RF isan index of past
programs, training sessions, and academic and socid initiatives that the member schools provide
have sponsored. Other sarvices include NACURH Universty, aleadership training sesson held
annudly, multiple handbooks focused on how to better meet responsibilities of RHA leadership
positions, and Comprehensive Resource Packets (CRPs) that provide a“ one-stop-shop” of
information on any of up to 25 different topics (J. Burton, Persond Communication April 15,
2001).

This overview of NACURH, Inc., coupled with the literature on leadership outcomes provides
the context for the present study. The study sought to address a gap in the exigting literature on
outcomes of certain types of leadership experiences by exploring the outcomes of RHA leaders.

18



CHAPTER THREE
METHODOLOGY

The purpose of this study was to assess the self-reported outcomes experienced by
Resdence Hall Association (RHA) leaders. Data were anadyzed to determine if reported
outcomes associated with RHA leadership roles differed based on type of position held (NCC v.
Presdent), age, sex, race (minority v. mgority), professona status of advisor (graduate student

v. full-time professond), or Sze of resdentid population (<999 v. 1000+).
Daawere collected through a survey ingrument. Thisingrument, the Student Leadership

Outcomes Inventory (SLOI)(Crowder, 2000) was designed to measure outcomes of al types of

student leadership experiences. Specificaly, the present study was designed to explore the

following research questions.

1.

Are there sgnificant differencesin critica thinking skills among RHA leaders by
type of pogition, age, sex, race, professona status of advisor, and size of
resdentia population served?

Arethere ggnificant differencesin career preparation skills among RHA leaders
by type of position, age, sex, race, professond satus of advisor, and size of
residentia population served?

Are there Sgnificant differencesin organization and planning skills among RHA
leaders by type of pogition, age, sex, race, professond status of advisor, and sze
of resdentid population served?

Are there Sgnificant differences in time management skills among RHA leaders
by type of position, age, sex, race, professond status of advisor, and size of
resdentia population served?

Are there Sgnificant differences in development of salf-confidence skills among
RHA leaders by type of position, age, sex, race, professona status of advisor, and
gze of resdentid population served?

Are there sgnificant differencesin diversty avareness skills among RHA leaders
by type of podition, age, sex, race, professional status of advisor, and size of

resdentia population served?
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7. Are there sgnificant differencesin technology skills among RHA leaders by type
of pogition, age, sex, race, professiona status of advisor, and size of resdentia
population served?

Sample Sdlection

A convenient sample was used in collection of data. Data were collected from |leaders of
campus-based RHASs. All of the participants RHAs were affiliated with the Nationd Association
of Universty Resdence Hals (NACURH), an organization comprised of Residence Hall
Associations (RHAS) within the United States and Canada (Wyatt & Stoner, 1984).

The purpose of each RHA isto improve the resdence hdl environment for the students
inhabiting the halls on that campus. In order to do this, RHAS provide activities for resdents.
The RHA dso serves as a system to address concerns about the living environment. In addition
to providing direct service to resdents, the RHA serves as aleadership training ground for other
leadership positions around campus (Komives & Tucker, 1993). “Training ground” in this
context, means the time in which students learn the skills to lead and manage affairs of other
organizations and projects. For example, an RHA Presdent who isin charge of planning a
community wide socid event may gain the rudimentary skills necessary for planning a much
larger campus event as aleader of the student government association.

Depending on the residence hall system, there are a variety of waysthe RHA can be
gructured internaly. Regardless of the specific internd structure, however, thereistypicaly an
executive board that is charged with overseeing the body as awhole as well as serving as
adminigrators of the RHA. The executive board is generdly comprised of a President, Vice-
Presdent, NCC, Secretary, Treasurer, and an Advisor (Verry, 1993).

In the present study the President and the NCC were chosen as the |eaders to be studied
because of the smilaritiesin their functions within the RHA. However, the responsihilities of the
positions differ dightly, which may lead to the development of different skills based on position
type.

The President of the RHA serves as chair of the organization. Sthe is responsible for
presiding over meetings of the association, coordinating the executive board, establishing goas
and serving as the liaison between the RHA and the rest of the college or university system. The
President often works closdy with the NCC to equdize the roles that they play individudly to
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provide a baanced experience for their RHA members (NACURH, 1997). Both the NCC and the
Presdent serve as executive board members.

Therole of the NCC isto serve as the main communication link between the host
ingtitution and other colleges and universities associated with NACURH. Beyond managing
communication, the NCCs serve as the voting representatives of their indtitution a al meetings
of NACURH, Inc. They coordinate and build conference delegations comprised of other student
leaders from their schools residence hdls, train incoming NCCs and ensure that affiliation with
NACURH is maintained (NACURH, 1998). While the NCC serves as the coordinator for
externd functions of the RHA, the President serves asthe internd coordinator of the
organizetion.

The potentia sample for this study included NCCs and Presidents from al schools
affiliated with NACURH, Inc. There were 300 such indtitutions during the 2000- 2001 academic
year and the NCCs and Presidents were full time students living on campus & the time of data
collection.

Participants were required to meet three criteria to participate in the study. First, they
must have been either eected or gppointed to their position as either NCC or President for their
campus RHA. Thiswas a selection criterion because the present study was designed to explore
the leadership outcomes of only NCCs and Presidents.

Second, the NCCs or Presidents must have been in their respective positions for at least
one samedter a the time of data collection. The requirement for time in office was necessary to
ensure that the leaders had an opportunity to experience the various roles that they were
respong ble for and to assess the skills gained from those experiences. The researcher determined
that one semester was a sufficient time period to require of participants.

Third, participants could not be serving in the position of resdent advisor (RA) & the
same time they were serving as NCC or President of their RHA. Many RHA officersdo servein
both RHA and RA capacities. But this study was designed to explore only outcomes associated
with RHA leadership. Hence, it was necessary to assure that the NCCs and Presidents involved
in the study responded to the survey used to collect data from an RHA perspective only.

NACURH is organized around eight geographic regions. Each region has a Regiond
Director and each holds a conference during the spring semester. Potentia participants were
solicited through contact at these conferences held throughout the spring 2001 semester.
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Potential respondents were asked to participate in a study that was designed to assess the
outcomes gained from RHA leadership experiences and to complete an insrument while & a
conference.

In agenera session chaired by the Regiond Director, potentia participants were given a
packet of information that included a cover letter, an incentive registration form, and the SLOI.
After distributing the packets, the Regiond Director asked participants to read through the cover
letter and asked if there were any questions about the nature of the study. After questions were
answered, the Regional Director used a screening protocol (see Appendix A) to interview
potentid participants to ensure that they met the criteriafor participation. This screening
procedure is more fully explained later in this chapter. If they did not meet the selection criteria,
they were thanked for their time and further participation was not pursued. If they did meet the
criteriafor participation, they were asked to complete an incentive registration form and
complete the inventory.

In order to promote interest in participation, an incentive was offered. All those who
agreed to participate were entered into a drawing for registration fees to the 2001 Annual
NACURH Conference (estimated at $242). Thisincentive was selected because dl the
participants would be attending the conference to fulfill their duties as either President or NCC
and because the cogt of attending the conference was relatively high so participants might be
more motivated to participate in the study.

When participants completed the SLOI, they aso completed an entry form to be included
in the drawing for the incentive. The drawing was held shortly after April 1, 2001 after the find
inventories had been administered. The researcher notified the winning participant and awarded
the incentive.

Insrumentation

The data for the present study were collected by administering the Student L eadership
Outcomes Inventory (SLOI)(Crowder, 2000)(See Appendix C). The SLOI was designed to
measure the outcomes associated with dl types of student leadership pogtions. It is quantitative
in nature and the origina inventory condsted of 87 items. Of those items, 19 dicited data about
demographic characterigtics while the remaining 68 items yielded data about |leadership

outcomes.
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Although the SLOI has been administered on anumber of occasions in recent years, no tests
of satistical sgnificance have been run on it other than to establish interna congstency for
specific skills. For example, it was possible that some of the 68 non-demographic items on the
instrument could be grouped into scaes, but no one had ever conducted a factor andysis on the
datayielded by the SLOI at the time the present study was initiated.

For the purposes of this study, therefore, the researcher conducted a series of factor
andyses on dataretrieved in a previous adminigtration of the instrument to determine if scales
could be identified. In conducting the factor analys's, the researcher identified 9 possible scaes
for factor loading. The andys's was conducted using 9 scales and results showed that some items
were not loading into any scale. The researcher then attempted to run the andlysis using 6 scales.
When thiswas done, some items from the instrument were loading into scales but no logica
reasoning for the loading could be identified. Findly, the researcher conducted an andysis using
7 scales. Using 7 scales, items on the instrument seemed to load in alogica fashion. Using this
number of scaes, someitemsfailed to load onto any scale. When this happened, the researcher
removed that item from the instrument. The results of the find factor andys's can befound in
Appendix B.

The factor andyss rendered seven scades that included 50 of the origind 68 non
demographic items on the instrument. The remaining 18 outcome-related items on the instrument
did not load onto any sort of scale. For purposes of the present study, and with permission of the
SLOI’sauthor, the researcher revised the instrument to include only those 50 items that could be
associated with ascde. Additiondly, the researcher revised the demographic items to include
only those items needed for purposes of the present study (N=10).

The version of the SLOI administered in the present study, then, consisted of 60 items
that were divided into two sections: the firgt dicited demographic information and the second
asked questions regarding skills gained from leadership experiences. The second section dlicited
responses that could be andyzed through the seven scales.

The demographic section asked 10 questions to gain background information on the
participants. For example, participants were asked to identify which RHA position they held
(President or NCC), the status of their advisor (graduate student or professiond), their sex and
their race, among other things. The responses in this section were used to sort participants into
appropriate groups when analyzing the results.
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The second section of the instrument was designed to dlicit data about the outcomes
gained through specific experiences in the leadership position. This section included 50 items
that formed the seven scales determined through the factor anadlysis. The scales addressed the
following aress: criticd thinking skills, career planning skills, organization and planning skills
time management skills, sdf-confidence skills, diversity awareness skills, and skills related to
the use of technology.

Thefirst scewasthe critica thinking scae that included 23 items designed to dlicit
responses regarding how particular leadership experiences affected the way leaders made or
negotiated decisons and how they helped in developing individua and group dynamics. The
itemsin this scae asked participants about their decisionmaking processes and interpersona
development. For example, one item asked respondents whether or not their leadership position
had helped them deve op skills for making ethica decisions. Another item asked whether their
leadership experience helped them in offering others condructive criticism

The second scale, the career planning scale contained seven items designed to dlicit
responses about how respondents’ |eadership experiences helped them in planning for a career.
For example, one item asked respondents the degree to which their leadership postion helped
them develop transferable career skills. Another item asked them if their leadership position
helped them develop skills that will advance their career aspirations.

Third, the organization and planning scae contained Six items that dicited responses
about organizing and planning for groups and events. In this scale, one item asked respondents
whether their leadership position had helped them in developing organizationa agendas. Other
items asked respondents whether their leadership positions had helped them in planning and/or
marketing events and activities.

The fourth scale was called the time management scale. This scae contained five items
that were designed to dlicit responses regarding how leadership positions affected time
manegement skills. The items asked about time and stress management and establishing baance.
For example, one item asked respondents whether their leadership position had helped them in
establishing priorities. Another item asked whether respondents’ leadership positions had helped
them to establish balance in personal, academic, and professond areas of their lives.

The fifth scale contained three items that elicited responses about development of self-
confidence. For example, one item asked respondents whether their leedership position helped
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them be assertive in their interactions with others. Another asked whether their leadership
position helped them develop confidence in their abilities.

The sixth scale was cdled the diversity awareness scale. It contained four items that
elicited responses about awareness of diversity issues. The items focused on gppreciation of
differences and understanding cultural perspectives. One item asked respondents whether their
leadership position helped them in gppreciating different perspectives while another asked
respondents whether their position increased their sengitivity to people who were different from
themsdlves.

The seventh scale, the technology skills scale, included two items that dicited responses
about use of technology in leadership positions. One item asked respondents whether their
leadership position helped them in using computer software while the other asked if their
position helped them in locating resources using the Internet.

Throughout this second section of the inventory, participants were asked to rate items on
a Likert-type scale with responses ranging from 1 to 4. A response of 1 indicated the participant
srongly disagreed with the statement while a response of 4 indicated the participant strongly
agreed with the statement. Participants could also select a*“no response’ option on each item. For
each of the items, the participants assessed the degree to which their student leadership role had
influenced their achievement of the competencies addressed in the item. A copy of the
instrument used in the sudy can be found in Appendix C.

Vdidity and Rdiability

When adminigtering an instrument, stlandard research practice requires reporting the
vaidity and rdigbility of that insrument. Vdidity in quantitative research refersto the
gppropriateness and usefulness of the inferences made from test scores. It determines the leve to
which the instrument measures what it was designed to measure (Gall, Borg, & Gal, 1996).
Vdidity is concerned with how well a concept is defined by the measures of the instrument
(Hair, Anderson, Tatham, & Black, 1998).

In the present study, taking two steps enhanced validity. According to the instrument’s
author, the instrument was devel oped and pilot studies were conducted on it. Participantsin the
pilot studies were asked to complete the instrument and to provide comments on the clarity of the
ingrument’ sitems and ingructions. Comments from participants in the pilot studies were used to
reviseitems and indructions. This process enhanced the face vdidity of the SLOI.
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Second, conducting factor anadyses to determine if patterns were present enhanced the
vdidity of the SLOI. Factor analysisis used to examine relationships between large numbers of
variables to determine if information can be condensed into more managesble components (Hair
et d., 1998). This process served to enhance vdidity in that it determined exigting relationships
among items on the instrument and responses of participants. These relationshipsilludtrate a
connection between the questions posed by the SLOI and what the SLOI is designed to measure.

Rdiahility in quantitative research indicates the extent to which an instrument measures
amilar phenomena regardiess of time or population (Gdl et a., 1996). If a high degree of
religbility is present, multiple measures will be very consstent in their vaues (Hair et d., 1998).

While complete reliability statistics for the SLOI have not been reported, some
preliminary results for interna congstency do support that the SLOI isreiableinternaly.

Internal consistency examines whether individual responses to different questions that ask for
gmilar information are consstent (Gal et a., 1996). Cronbach’s apha coefficients for the SLOI
ranged from .84 t0.94 for internal consistency (M. Crowder, persona communication, October 6,
2000). These findings support the contention that the SLOI is ardiable instrument.

Data Collection Procedure

The present study was conducted with the endorsement of NACURH, Inc. Under such
auspices and because the research presented no risk to the participants, it was not necessary for
the researcher to obtain permission from the Ingtitutionad Review Board on Research Using
Human Subjects at the researcher’ sindtitution. The researcher did, however, obtain written
endorsement of the project from NACURH, Inc. (see Appendix D).

Within NACURH, Inc. there are eight regiond affiliates. Each of the regiond affiliates
holds a spring conference between February and April every year. Presidents and NCCs of
NACURH member schools attend their regiona conference so that regional business can be
conducted. Data for the present study were collected using a convenient sample of those present
at these regionda conferences with the Regond Directors serving as facilitators of the data
collection process.

A session was set asde to collect data at each regiona conference. At the Sart of that
session, al potentid participants were given a packet that included a cover letter from the

researcher, a copy of the SLOI, an opscan (response) form, and an incentive registration form.
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The cover letter (Appendix E) included information about the researcher and the purpose
of the study. It described the incentive for participation, digibility requirements, respongbilities
of participants, and other pertinent details about the sudy. Findly, the letter asked the students to
participate in the study.

At each data collection session, the Regiona Director asked al potentid participants to
read the cover letter. Then, the Director asked a series of three questions to ensure that only
eligible participants completed the SLOI. Firg, the Director asked those who were not either an
RHA President or NCC to leave the session. Next, the director asked those who had not served in
their RHA leadership pogtion for at least one semester to leave the sesson. Findly, the Director
asked those who were serving as RAs as well as RHA officersto leave the session. This ensured
that those potentia participants ill remaining in the sesson met dl three criteriafor
participating in the study. The Director then asked the digible participants to complete the SLOI
insrument and incentive regidration form.

The incentive regigtration form served as the entry for the drawing of theincentive. The
form asked the participant for contact information (i.e. name, phone number and email address)
S0 that the winner of the incentive could be naotified.

After the completed inventories had been returned to the Regional Director, the Director
photocopied each inventory to provide aback up and mailed the origind inventories dong with
the incentive regigration forms to the researcher within five days of the conference,

In order to ensure confidentidity, the researcher separated incentive registration forms
from the SLOIs upon receiving them. This ensured that dl participants who completed the SLOI
were entered into the drawing for the incentive while also assuring thet the confidentidity of
information provided by the participants was maintained.

Data Analysis Procedures

Once data were collected, the researcher began to analyze those data. Data were anayzed
using the Statistical Package for Socid Sciences (SPSS) (Kellough, 1985).

Firgt, the mean scores for each scale of the instrument were caculated for al respondents.
This dlowed the researcher to determine the range of mean scores and to look for any outlying
responses in the data.

Next, the researcher sought to answer the research questions posed in the study. For

example, the first question explored whether there were significant differencesin the critica
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thinking scores of participants by type of position, professiona status of advisor, Size of

residential population served, race or sex. To respond to this question, the researcher calculated
the mean score of the 23 items that loaded onto the critical thinking scale for each of 13 groups
(e.g., NCCs, Presdents, males, females). Next, the researcher conducted a series of ANOVASto
examine if there were significant differencesin mean scores among groups (e.g., Presdents v.
NCCs, maev. femdes). The researcher then conducted an ANOVA to determineif there was an
interaction effect between professionad status of advisor and size of population. Tests for
interaction effects were run because it was possible that larger ingtitutions employed full-time
professonals as advisors more often than smaller indtitutions which might have had an impact on
thefindings All ANOVAs were conducted at the p < .05 level of sgnificance.

This process was repested to respond to the remaining six research questions posed in the
study. In each case, the mean score for each group was cdculated for each scale. Those means
scores were subjected to ANOVAs to look for significant differences between and/or among
groups.

In concluson, a 60-item ingrument utilizing a Likert-type scale was employed to
examine the outcomes reported by RHA leaders. The results were analyzed to examine
differences by type of position, age, sex, race, status of advisor, size of population, and
interactions between professond status of advisor and Size of population served. The
methodology described in this chapter was deemed sufficient to enable the researcher to answer
the research questions posed in the study.
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CHAPTER FOUR
RESULTS

The purpose of this chapter is to report the findings of the present study. The chapter
begins by describing changes to the data collection procedures. Thisis followed by a description
of the sample. Findly, the data anadlyses, which are organized around the seven research
questions presented in this study, are reported.

Changes in Data Collection Procedure

There was one change in the collection of data from that which was described in Chapter
Three. The present sudy utilized a convenient sample of participants atending one of
NACURH'’s eight regiona spring conferences. Prior to each conference the researcher mailed
instruments to each of the conference sites. In oneinstance, the North East conference, the
package containing the instruments was not received in time to collect data. Thus, data were
collected at only seven of the eight gpring conferences.

It isdso important to note that the number of participants who identified as “ President”
was less than anticipated and was less than would normally be expected at the spring
conferences. The researcher suspects that the number of Presidents digible to participate in the
study was limited because alarge number of Presidents were dso serving as RAS, afact that
eliminated them from participating in the study. Moreover, the nationd NACURH conference
was being held on the west coast in the soring of 2001. Anecdota evidence suggests that fewer
Presidents attended their spring regiona conferencesin order to have sufficient funding to attend
the nationd conference. Asaresult, fewer Presidents were digible to participate in the study, a
fact that may have had an effect on the results of the study.

Description of the Sample

The demographic characteristics of the participants are summarized in Table 1. A tota of
266 respondents completed the SLOI. The characterigtics of the respondents are reported
according to type of pogtion, tenure in pogition, sex, age, class standing, ethnicity, prior training
received, status of advisor, size of on-campus population, and regiond affiliate.

One hundred ninety-five (73.3%) of the respondents were Nationd Communications
Coordinators (NCCs) and 71 (26.7%) of the participants were Presidents. Among participants,
140 (52.6%) had served in their respective positions for one academic term; 84 (31.6%) had
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Tablel
Demographic Characterigtics of the Sample (N = 266)

Characteristic n %N
Type of Postion
NCC 195 73.3
President 71 26.7
Tenure in Postion
< 1 academic term 0 -
1 academic term 140 52.6
2 academic terms 84 31.6
3 academic terms 21 7.9
> 3 academic terms 21 7.9
Sex
Male 105 395
Femde 161 60.5
Age
Y ounger than 18 0 -
18-19 77 28.9
20-21 145 54.5
22-24 42 15.8
25+ 2 .8
Class Standing
Freshman 27 10.2
Sophomore 76 28.6
Junior 92 34.6
Senior 65 24.4
Graduate Student 6 2.3
Race
Majority 202 75.9
Minority 64 24.1
Prior Training
Yes 186 69.9
No 80 30.1
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Status of Advisor
Full-time
Graduate Student

Size of on-campus population
999 or less
1000 or greater

Regiond Affiliation
CAACURH
GLACURH
IACURH
MACURH
NEACURH
PACURH
SAACURH
SWACURH

228
38

38
228

30
47
49
22

55
37
26

85.7
14.3

14.3
85.7

11.3
17.7
184

8.3

20.7
139
9.8
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served for two terms; 21 (7.9%) had served three terms, and 21 (7.9%) reported serving more
than three academic terms.
The sample consisted of 105 (39.5%) maes and 161 (60.5%) females. Ages ranged from
18 yearsto 25 plus years. Seventy-seven (28.9%) were from 18 to 19 years of age; 145 (54.5%)
were from 20 to 21 years of age; 42 (15.8%) were from 22 to 25 years, and 2 respondents (.8%)
reported being 25 years or older.
In terms of racid make-up, the sample included 202 (75.9%) participants who identified
themselves as members of the racid mgority. The remainder, 64 (24.1%) identified themsdves
as members of aminority racid group. The sample included 186 (69.9%) students who had
participated in training prior to holding their current office and 80 (30.1%) who had not
participated in such training.
Finally, 228 (85.7%) of the respondents reported having a full-time professond astheir
advisor and the remaining 38 (14.3%) reported having a graduate student as their primary
advisor. Size of oncampus population was dso examined. Thirty-eight (14.3%) respondents
reside on campuses where the on-campus population is 999 or less and the remaining 228
(85.7%) reside on campuses with populations exceeding 1,000. Among participants regiona
affiliation was reflected as follows: CAACURH, 30 (11.3%); GLACURH, 47 (17.7%);
IACURH, 49 (18.4%); MACURH, 22 (8.3%); PACURH, 55 (20.7%); SAACURH, 37 (13.9%);
SWACURH, 26 (9.8%).
Results Regarding the Critical Thinking Scale
The firgt research question posed in the study examined whether there were differences by
type of leader, age, sex, race, status of advisor, and Size of residentia population served related
to the 23 items asked in the critical thinking scale. Seven ANOV As were conducted to test Six
main effects and one interactive effect. Significant differences were reveded in one of the seven
tests. The results of the seven ANOV As regarding this scale are reported in Table 2. The one
ggnificant difference was reveded in one main effect: sex. Fema e respondents reported a higher
mean score (3.5) than mae respondents (3.3).
Results Regarding the Career Preparation Scale
In reference to the seven questions that |oaded into the career preparation scale, seven
ANOVAs were run to examine the differences reported by type of leader, age, sex, race, status of
advisor, and size of resdentia population served. One significant difference was reveded related
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Table2

ANOVA Resaults on Criticd Thinking Scde (N = 266)

Characterigtic n % M sd df F Sg
Type of pogtion 1 3.056 .082
NCC 195 733 34 54
President 71 26.7 3.4 5l
Sex 1 9.951 .002*
Mae 105 395 33 54
Femde 161 605 35 .35
Age 3 569 .636
18-19 77 289 35 52
20-21 145 545 34 37
22-24 42 158 34 52
25+ 2 8 31 47
Race 1 129 719
Magjority 202 759 34 .39
Minority 64 241 34 .58
Status of Advisor 1 561 454
Full-time 228 85.7 34 45
Graduate student 38 14.3 3.3 37
On-campus Population 1 003 .954
999 or < 38 143 34 34
1000 or > 228 85.7 34 46
Status of Advisor and On-campus Population 1 047  .829
Full-time 999 or < 34 128 34 34
Full-time 1000 or > 194 72.9 34 A7
Graduate 999 or < 4 1.5 34 .38
Graduate 1000 or > 34 128 33 37

* = dgnificant a the .05 level

33



to sex of participants. The results of the seven ANOV As cdculated for this scale are reported in
Table 3. Females reported a higher mean score (3.7) than did male respondents (3.5).
Results Regarding the Organization and Planning Scale

Thethird research question posed in the study examined whether there were differences
by type of leader, age, sex, race, Satus of advisor, and Size of residentia population served
related to the Sx questions asked in the organization and planning scae. Seven ANOVAswere
conducted to test Sx main effects and one interactive effect. Significant differences were
reveded in one of the seven tests. The results regarding this scale are reported in Table 4. The
one sgnificant difference was reveded in one main effect: sex. Femae respondents reported a
higher mean score (3.5) than the male respondents (3.3).

Results Regarding the Time Management Scale
Research question four examined the differences in the time management scale reported
by type of leader, age, sex, race, status of advisor, and size of residential population served.
Seven ANOV As were conducted to test Sx main effects and one interactive effect.
A dgnificant difference was reveded in one of the seven tests. Table 5 revedls contains the
results of the ANOV As calculated regarding this scale. In terms of sex, female respondents
reported a higher mean score (3.5) than did their mae counterparts (3.4).
Results Regarding the Sdf-Confidence Scae

In reference to the three items that |oaded onto the development of self-confidence scale,
seven ANOV As were run to examine the differences reported by type of leader, age, sex, race,
status of advisor, and size of resdentia population served. Two significant differences were
reveded related to type of position and sex of participants. The results of the seven ANOVAS
caculated for this scale are reported in Table 6. In terms of type of position, RHA Presidents
reported a higher mean score (3.6) than did NCCs (3.5). In regards to sex, the mean score for
femaes (3.6) was higher than that reported by males (3.5).

Results Regarding the Diversty Awareness Scae

Research question sx examined the differences in the diversity awareness scae reported
by type of leader, age, sex, race, status of advisor, and Size of residentid population served.
Seven ANOV As were conducted to test Sx main effects and one interactive effect. A sgnificant

difference was reveaded in one of the seven tests. Table 7 reved s contains the results regarding



Table3

ANOVA Results on Career Preparation Scale (N = 266)

Characterigtic n % M sd df F Sg
Type of pogtion 1 151 445
NCC 195 733 36 53
President 71 26.7 36 43
Sex 1 4161 .042*
Mde 105 395 35 57
Femde 161 605 37 45
Age 3 1.127 .338
18-19 77 289 36 .58
20-21 145 545 36 48
22-24 42 158 37 53
25+ 2 8 30 83
Race 1 947 331
Magjority 202 759 36 45
Minority 64 241 36 .65
Status of Advisor 1 188  .665
Full-time 228 857 36 52
Graduate student 38 143 3.6 43
On-campus Population 1 2.579 110
999 or < 38 143 37 .36
1000 or > 228 857 36 53
Status of Advisor and On-campus Population 1 166 .684
Full-time 999 or < 34 128 37 .36
Full-time 1000 or > 194 729 36 54
Graduate 999 or < 4 15 3.7 46

Graduate 1000 or > 34 12.8 3.6 44

* = dgnificant a the .05 level
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Table4

ANOVA Reaults on Organization and Planning Scae (N = 266)

Characterigtic n % M sd df F Sg
Type of pogtion 1.065 .303
NCC 195 733 34 .64
President 71 267 35 .39
Sex 10.334  .001*
Mde 105 395 33 57
Femde 161 605 35 57
Age 134 940
18-19 77 289 34 81
20-21 145 545 34 44
22-24 42 158 35 .53
25+ 2 8 36 >
Race 272 .602
Magjority 202 759 34 .60
Minority 64 241 35 54
Status of Advisor 841 .360
Full-time 228 857 35 .60
Graduate student 38 143 34 45
On-campus Population 281 596
999 or < 38 143 34 49
1000 or > 228 857 34 .60
Status of Advisor and On-campus Population 2.787 .096
Full-time 999 or < 34 128 35 44
Ful-time1000or> 194 729 35 .63
Graduate 999 or < 4 15 29 .67
Graduate 1000or> 34 128 34 40

* = ggnificant & the .05 level

** 7.071E-02
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Table5

ANOVA Reaults on Time Management Scale (N = 266)

Characterigtic n % M sd df F Sg
Type of pogtion 518  .472
NCC 195 733 35 .56
President 71 267 35 48
Sex 4.201 .041*
Mde 105 395 34 .60
Femde 161 605 35 .50
Age 506 .678
18-19 77 289 35 .59
20-21 145 545 34 .50
22-24 42 158 35 .59
25+ 2 8 34 .28
Race 177 674
Magjority 202 759 35 53
Minority 64 241 34 .56
Status of Advisor 291 .590
Full-time 228 857 35 .55
Graduate student 38 14.3 35 48
On-campus Population 119 730
999 or < 38 143 35 44
1000 or > 228 857 35 .56
Status of Advisor and On-campus Population 991 .320
Full-time 999 or < 34 128 35 43
Ful-time 1000 or > 194 72.9 34 57
Graduate 999 or < 4 15 3.3 .53
Graduate 1000or> 34 128 35 48

* = ggnificant & the .05 level
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Table 6

ANOVA Reaults on Sdlf-Confidence Scae (N = 266)

Characterigtic n % M sd F

Type of pogtion 4.476 .035*
NCC 195 733 35 .56
President 71 267 36 41

Sex 5.520 .020*
Mae 105 395 35 .62
Femde 161 605 3.6 44

Age 506 .678
18-19 77 289 35 .55
20-21 145 545 36 49
22-24 42 158 3.7 .55
25+ 2 8 32 1.18

Race 1.421 234
Magjority 202 759 36 49
Minority 64 241 35 .62

Status of Advisor 271 .603
Full-time 228 8.7 36 .53
Graduate student 38 14.3 35 51

On-campus Population 135 713
999 or < 38 143 36 48
1000 or > 228 857 35 53

Status of Advisor and On-campus Population 262  .609
Full-time 999 or < 34 128 36 49
Ful-time1000or> 194 729 35 54
Graduate 999 or < 4 15 34 42
Graduate 1000or> 34 128 35 53

* = ggnificant & the .05 level
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Table7

ANOVA Reaults on Diversty Awareness Scae (N = 266)

Characterigtic n % M sd df F Sg
Type of pogtion 1 .048 827
NCC 195 733 34 54
President 71 26.7 3.4 51
Sex 1 12.909  .000*
Mde 105 395 33 .62
Femde 161 605 35 44
Age 3 526  .665
18-19 77 289 34 .64
20-21 145 545 34 44
22-24 42 158 35 .59
25+ 2 .8 3.3 .35
Race 1 .654 420
Magjority 202 759 34 49
Minority 64 241 34 .65
Status of Advisor 1 1.147 .285
Full-time 228 8.7 34 54
Graduate student 38 143 3.3 46
On-campus Population 1 059 .808
999 or < 38 143 34 49
1000 or > 228 857 34 54
Status of Advisor and On-campus Population 1 001 975
Full-time 999 or < 34 128 34 48
Ful-time1000or> 194 729 34 .55
Graduate 999 or < 4 15 3.3 .66
Graduate 1000or> 34 128 33 45

* = dgnificant a the .05 level
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this scale. In terms of sex, fermale respondents reported a higher mean score (3.5) than did their
male counterparts (3.3).
Results Regarding the Technology Scde

In reference to the three questions that 1oaded into the technology scale, seven ANOVAS
were run to examine the differences reported by type of leader, age, sex, race, status of advisor,
and sze of resdentia population served. One significant difference was reveded related to the
status of advisor. The results are reported in Table 8. In regards to advisor status respondents
having afull-time advisor reported a higher mean score (3.2) than those who had graduate
students as advisors (2.8).

In summary, the researcher conducted 49 ANOV As (7 on each of 7 scales) of which 8

reveded sgnificant difference. These differences, and their implications for future practice and

research are discussed in the find chapter of this study.
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Table8

ANOVA Reaults on Technology Scae (N = 266)

Characterigtic n % M sd df F Sg
Type of pogtion 1 3.125 .078
NCC 195 733 32 .80
President 71 267 30 .95
Sex 1 635 .426
Mde 105 395 31 .94
Femde 161 605 32 .78
Age 3 655  .581
18-19 77 289 31 .93
20-21 145 545 31 .82
22-24 42 158 33 81
25+ 2 8 35 .00
Race 1 1.671 197
Majority 202 759 3.2 .80
Minority 64 241 30 .96
Status of Advisor 1 6.232 .013*
Full-time 228 857 32 .84
Graduate student 38 143 2.8 .80
On-campus Population 1 018 .892
999 or < 38 143 31 81
1000 or > 228 857 31 .85
Status of Advisor and On-campus Population 1 171 .680
Full-time 999 or < 34 128 32 .83
Ful-time1000or> 194 729 32 .85
Graduate 999 or < 4 15 2.6 A48
Graduate 1000or> 34 128 2.8 .84

* = dgnificant a the .05 level
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CHAPTER FIVE
DISCUSSION OF RESULTS

The focus of this study was to examine the outcomes achieved by RHA officers based on
their leadership experiences. These outcomes were explored on the seven scales of the SLOI:
critical thinking skills, career preparation skills, organization and planning skills, time
management skills, self-confidence kills, diversity awareness skills, and technology skills.

This chapter presents a discussion about the study, its results, and their implications for
future practice and research and is organized around five sections. Firs, the chapter provides a
description of the relationship of the findings to prior research. The next section describes the
results of the study. Thisis followed by the implications for future practice and research. The
fourth section discusses the limitations of the study. Findly, some conclusions about the study
are drawn.

Reationship of Findings of Prior Research

When the results of the present study are compared with prior studies, two patterns
emerge. In most cases, the present findings support prior research. In other ingtances, the results
contradict those of prior sudies.

There have been severd studies conducted that the results of this study support. The
present study reveds that RHA leaders achieve outcomes rdated to critica thinking skills. These
results support research on the effects of leadership experiences. Leadership involvement was
found to have a postive effect on cognitive development and the ability to reason criticaly (Kuh,
1995).

Thefindings related to career preparation skills revealed that outcomes achieved include
positive effects on career preparation. These findings support prior research on leadership
experiences. Students who participate in leadership positions report increased achievement in
career planning and preparation for career development (Pascardla & Terenzini, 1991; Williams
& Wingon, 1985). Further, Kuh, et a. (1994) found in their study of student leaders that
involvement in leedership activities prepares sudents for careers and life in the world outside of
college.

In terms of organization and planning skills, the present findings suggest thet leadership
experiences play arole in outcomes achieved in organization and planning skills. This supports

other research on the effects of |leadership experiences on organization and planning skills.
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Student leaders report increased levels of organization and planning skills as aresult of their
leadership experiencesin astudy conducted by Schuh and Laverty (1983). Student leaders aso
show growth in tasks as planning agendas and managing multiple tasks (Cooper, et ., 1994).

Theresults of the sdlf-confidence skills scale indicate that outcomes achieved in the area
of sdf-confidence can be attributed to leadership activities, especidly in the aress of type of
position held and sex of the leader. In genera, these findings support prior research in that
student leadership experiences have led to increases in self-esteem and confidence levels (Agtin,
1993). Pascarella and Terenzini (1991) discuss the role leadership involvement has demondtrated
in terms of developing a sense of sdf and a sense of sdlf-confidence. Additionaly, student
leadership experiences have been linked to increased levels of confidencein abilities and
strengths (Renick, et a., 1989).

Finally, the results of the present study indicate that RHA |eadership experiences can
have demonstrable outcomesin the area of diversity awareness. This supports prior research
conducted on this topic. Student leadership experiences have been shown to broaden student
leaders understanding of different people and cultures (Renick, et d., 1989). Whitt (1994)
discussed the findings of her research on femae leaders and reported that women leaders tend to
have a better understanding of political and socid awareness that includes diversity issues. The
findings of the present sudy support this contention in that female respondents showed
ggnificantly higher achievement in the diversity avareness arena than their mae counterparts.

The results of one study pertaining to race are not supported by the present study. In their
quditative sudy of minority leaders, Arminio, et d. (2000) found that minority leaders
experience leadership and outcomes associated with |eadership experiences differently than their
mgority counterparts. Although the data for the present study were quantitative versus
qualitative, thisfinding is not supported by the present study in that the present results show no
sgnificant differencesin outcomes achieved on any of the seven scales based on race.

Given thisoverview of the findingsin terms of prior dudies, it isinteresting to examine
the results of this study in their own right. To do so, it was important to examine thefindingsin
light of the research questions posed in the Sudy.

Discusson of the Results

In the present study 49 ANOV Aswere run to test for significant differences. Based on

this number of tests it would be expected that 2-3 significant results would be reveded. The

43



present study found 8 significant differences so it can be suggested that factors other than mere
chance were a play. Perhaps most important to note was that 6 of those 8 significant differences
al related to sex of participants. It is reasonable to suggest that there is a pattern of differencesin
leadership outcomes by sex of the leader and that women report greater outcomes across the
board.

Before discussing the results in regards to the research questions posed in the study, it
should be noted that most mean scores on dl items reported by al groups fell between 3.0 and
3.7. Infact, there were only 3 items for which the mean score reported by any group was less
than 3.0. The scale utilized by the SLOI ranges from 1-srongly disagree to 4-srongly agree.
This suggests that RHA |eaders report some degree of positive outcomes achievement in all
seven scaes examined by the SLOI.

The variables in which mean scores were less than 3.0 were that from respondents with
graduate student advisors on the Technology scale (2.8) and that of the interaction of graduate
student advisor and small ingtitutiond population on two scaes. In the Organization and
Planning scale the mean score was 2.9 and on the Technology scale the mean score was 2.6.
Overdl, it would seem that RHA leaders are achieving positive outcomes from their leedership
experiences.

The first research question posed in this study explored whether there are significant
differencesin critica thinking skill outcomes by type of position, race, sex, age, professond
datus of advisor, and size of resdential population served. The resultsindicate that females (3.5)
report sgnificantly greater effects on critica thinking skills than did maes (3.3).

One possible explanation for the findings related to sex isthat grester numbers of women
are serving in advisory capacitiesto RHAS. Indeed, greater numbers of women are employed in
the student affairs professon in generd. As aresult, femae student leaders may have morerole
models available to them or may be more encouraged to develop critical thinking skills.

Another explanaion may relate to the numbers of femaes actively involved in RHA
leadership experiences (gpproximately 60%). Their greaster numbers may encourage women to
fed better supported in their efforts to make sound decisions, which can lead to devel opment of
critica thinking ills

The next research question explored whether there are significant differencesin career

preparation skill outcomes achieved by type of position, race, sex, age, professond status of



advisor, and size of resdential population served. Results indicate that mean scores for females
(3.7) were higher than those of maes (3.5) in regards to career planning skills,

Thisresult is somewhat interesting in thet often times in the pagt it was mae students
who received more attention with respect to developing career goas and plans. It is possible that
the results that surfaced in this study did so because it is how more common to try to provide
equitable opportunities to maes and femdes dike. Some believe that in order to right past
wrongs, more attention should be given to the group that had not received the support
higoricdly. If thisisthe case, femde students may be receiving more atention than maesin
regard to developing career planning and preparation skills.

Organization and planning skills were the subject of the next research question. The
question examined whether there are significant differences in outcomes achieved by type of
position, race, sex, age, professiona status of advisor, and size of residential population served.
The results reved that femaes (3.5) report greater outcomes in terms of organization and
planning skills than do maes (3.3).

These results may be related to gender socidization. Often, females tend to take on roles
prescribed for them by society based on defined gender roles. These experiences include detall
oriented administrative work that can be associated with organization and planning tasks. It is
possible that past socidization experiences or gender expectations led female participantsin this
study to report higher scoresin the area of planning and organization skills

The fourth question posed in this study explored whether there are Sgnificant differences
in time management skill outcomes achieved by type of position, race, sex, age, professond
datus of advisor, and Size of resdential population served. The results suggest that females (3.5)
report sgnificantly greater effects on time management skills than do males (3.4).

Thisfinding may be explained through reasons smilar to the reasons for the previous
finding. In order to manage the multiple adminidrative and detail-oriented tasks that go along
with organization and planning of events, meetings, and related activities, time management
skills are essentid. If women are socidized to handle planning and organization tasks more
efficiently than men, it is possble that those skills lead to better time management skills on the
part of women.

Sdf-confidence skills were the subject of the next research question. The question
explored whether there are significant differences in outcomes achieved by type of position, race,
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X, age, professiona status of advisor, and size of resdentia population served. The results
reved that Presidents (3.6) report sgnificantly higher levels of sdf-confidence than NCCs (3.5).
Additiondly, femaes (3.6) report sgnificantly greater effects on sdf- confidence skills than
males (3.5).

Presidents are the leaders of their campus RHAs while the leedership opportunities
provided to NCCs are more frequently on aregiona or nationd level. It is possble that this
difference has an effect on the development of salf-confidence skills. Although many of the tasks
that those in the two positions complete are smilar, the Presdent serves as the leader of the
group on campus. The President, therefore, receives the recognition and prestige from others on
campus. The NCC, on the other hand, may receive recognition on aregiona or nationd levd,
but that recognition comes from others who do not see or work with the NCC on adaily basis. It
is possible that daily recognition by people who know one may affect sdlf-confidence to a greater
degree than recognition from others on a more infrequent basis. If so, this might explain the
Presdents sgnificantly higher score on sdf-confidence as measured by the SLOI.

A fina explanation for the differences between Presidents and NCCs might relate to
location of actions. Presidents are more active on alocd level and NCCs are more active
regiondly or nationally. This may have an impact of confidence felt by Presdents and NCCs.
Additiondly, Presidents and NCCs have differing areas of control (local for Presidents,
regiond/nationa for NCCs). If, based on position, the locus of control for Presdentsis greater;
this may lead to a grester sense of sdlf-confidence on the part of Presidents.

In terms of sex in this case, females reported higher degrees of salf-confidence skillsthan
their male counterparts. It is possible that this could be aresult of more attention being given to
femae leaders to encourage their involvement in such activities and roles. Providing higher
levels of attention to one sex over the other may have a direct impact on the sdlf-confidence
scores reported by both sexes.

The sixth research question posed in this study explored whether there are significant
differencesin diversity awareness skill outcomes achieved by type of position, race, sex, age,
professona status of advisor, and Sze of residentiad population served. The results indicate that
females (3.5) report sgnificantly greater effects on diversty awareness skills than maes (3.3).

It is not overly surprising that femaes report more diversity awareness skills than their

male counterparts. For many years, females were aminority group in higher education. Although
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they are no longer in the minority in postsecondary indtitutions, women continue to be
underrepresented in many professions and in nationa leadership roles. College women are well
aware of these discrepancies by sex. Their experiences as minorities may help them to better
understand the challenges and needs of other underrepresented groups.

Findly, the saventh question posed in this study explored whether there are significant
differences in technology skill outcomes achieved by type of position, race, sex, age,
professona status of advisor, and Size of resdentiad population served. The results suggest that
professona status of advisor plays arolein skill development in thisarena. RHA leaders who
work with full-time advisors (3.2) report sgnificantly higher outcomes achieved in the
technology arena than do those who work with graduate student advisors (2.8). Interestingly,
there was no sgnificant difference on the technology scae based on sex of the participants. This
isapoint of interest in that some literature suggests that males tend to perform better than
femaesin the technologicd arena

An interesting point to note is that thisisthe only area where status of advisor had any
ggnificant effect. This could be adirect reflection of the resources afforded to specific
organizations. That is, RHAs with professiona advisors are paying more money to those
advisors and probably fed aneed to provide more support in other aress like technology to those
advisors. If the professiond advisor has technology support, it is more likely that advisor is
exposing hisher RHA leadersto technology. Additiondly, it is possible that having a
professond staff advisor enables student |eaders more opportunity to learn about technology
based on the issue of time. Professiond advisors may have more time to show leaders how to use
technology than do graduate advisors who have classes and other commitmentsto juggle.

Overdl, then, sgnificant differences were reveded on dl seven scales of the SLOI. In
most instances these differences related to sex. In one case, however, the difference was due to
type of type of position and in another case the difference was based on status of advisor. The
results rendered some interesting findings as well as implications for future practice and
research.

Implications for Future Practice and Research

The present sudy hasimplications for both future practice and future research. In terms
of practice, severa congtituencies may benefit from the results of this sudy. For example, the
findings may be useful to resdence education adminigtrators. The results indicate that some
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outcomes achieved by femades differ sgnificantly from those gained by maes. Thisinformetion
may help residence education adminigtrators develop strategies for training of mae leadersto
help further develop outcomes achieved by male leaders. For example, training retrests or
sesson that cater only to male students could be planned. Such sessons may include programs
that aim to develop specific skills such as time-management or diversity awvareness.
Additiondly, regular “brown bag” discussion sessons for male leaders may be planned to
provide those leaders an opportunity to develop skillsin a peer group. Planning and execution of
such programs should be gpproached cautioudy so as not to violate Title IX or other such
regulations.

The results of the study may aso be useful for the national board members of NACURH,
Inc. Theresults of the study indicate that RHA Presidents outcomes in regard to salf-confidence
skills differ dgnificantly from those of NCCs. With the NCC being the primary inditutiona
representative for NACURH, Inc. the Board may use the results to develop new leadership
development programs for NCCSto help develop their self- confidence skills. For example, the
nationa board of NACURH may implement a program of continuous recognition specificaly
aimed a NCCs and their accomplishments. This program would broaden the methods of
recognition currently in place. Press releases for loca newspapers and other media entities may
be submitted to further highlight the NCCs accomplishments.

Another possibility may include the structure of NACURH being utilized differently to
alow NCCS more opportunity to serve as leaders on the regionad and nationd level. Such a
program could include dlowing NCCs to run meetings, make important decisions, or teach
leadership training sessons. Any or dl of these initiatives may provide more attention to NCCs
and help to develop their sdf-confidence.

Findly, RHA leaders may find the results of this sudy ussful. The results indicate
datidicdly sgnificant differences in outcomes achieved by femde leaders. This may be ussful
in recruiting femae students to become involved. RHA leaders could utilize the results from this
study to develop promotiona materias directed toward femaes to encourage their involvement.
RHA leaders can dso utilize the results of the present study to reframe and organize thelr
training for femae leadersto in order to show potentia leaders what skills they can gain and
what skillsthe RHA is continudly trying to develop.
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Further, the results may provide an impetus for sudent organizations to examine
leadership experiences of maes and to explore ways to help strengthen the development of mae
leaders within their organizations. It is possible that RHA leaders can design specific training
sessions or |eadership opportunities for mae leaders to develop skillsin presenting informetion,
planning events, understanding differences, or managing time. Such opportunities may help mae
leaders to gain experiences that will help them to develop skillsin these areas. Again, such
programs should be planned with caution to account for any regulations such as Title IX that
may govern such programs.

While the study presents implications for practice with repect to multiple constituencies,
it ds0 hasimplications for future research. For example, the present study examined outcomes of
RHA leaders who serve in voluntary |leadership capacities. There are other leadership
opportunitiesin which students are paid for their work. These opportunities include such
positions as Resident Advisor and Orientation Leader. Future scholars may wish to examine the
differencesin outcomes achieved by paid and volunteer student leaders. The results of such a
study might provide ingght into whether or not being paid effects the outcomes achieved by
student leaders.

The present sudy examined differences in outcomes achieved by RHA leaders by sex
and differences by professona status of advisor. Future researchers may wish to investigate
differencesin outcomes achieved by RHA leaders based on sex of advisor and sex of student
leader. Results of such astudy might reved whether sex of RHA advisor influences outcomes
achieved by RHA leaders.

Findly, future researchers may desire to examine the outcomes of RHA student leaders
who were organizationd leaders in high school. The present study only examined outcomes
achieved by RHA leaders based on their experience in higher education. Future research may
reved impacts from high school involvement on outcomes achieved by college leaders.

Limitations of the Study

The present study provided implications for both future practice and for future research.
Additiondly, aswith dl research, severd limitations were present in the study.

Thefirg limitation had to do with the data collection procedure. Regiond Directors were
provided with a protocol for administering the SLOI to the participants. If there were
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inconggtenciesin the ways different Regiona Directors administered the survey, the results of
the study may have been affected.

Ancther limitation concerned the instrument. The itemsin the SLOI asked participants to
rate the degree to which a particular skill was enhanced by their leadership experience. If
respondents interpreted the statements differently than intended the results of the study may have
been skewed.

The use of sdif-report data was another limitation of the present study. Through sdif-
report, females may report higher scores because femaes are often more open to sharing their
experiences. If thiswas the case, the results might have been affected.

Findly, there was another limitation concerning the instrument. The possible responses
for the present study included a Likert-type scae with one meaning strongly disagree and four
meaning strongly agree. Additionaly, respondents could have selected a“not gpplicable”’
response. It is possible that these response options did not provide respondents with all the
choices needed to adequately measure leadership outcomes. If this occurred, the results might
have been influenced.

Although the present sudy had severd limitations, these limitations did not detract from
the overdl contributions of the study. The study was useful in that it expanded the body of
literature regarding outcomes achieved by student leedersin general and initiated research on the
outcomes achieved by leaders of RHAS.

Concluson
In conclusion, the findings of the present study reved that femaes reported higher

levels of achieved outcomes than males on six of the saven scales of the SLOI. Additiondly,
Presidents reported significantly higher outcomes achieved in the sdlf- confidence scale than did
NCCs. Findly, students with full-time professond advisors reported higher levels of achieved
outcomes on the technology scale than did those with graduate student advisors. The results
indicate that sex of participants has the most effect on the outcomes achieved by RHA leaders,
whereas type of position or status of advisor has less influence.

These results suggest that women leaders are experiencing sgnificantly greater levels of
development through their RHA leadership experiences than their mae counterparts. Since
women were historically underrepresented in higher education until recently, many may gpplaud
these findings. However, the decline in enrollment among men in higher education has received
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increasing atention in recent months. Findings like those reveded in this study suggest that
resdence hdl staff may want to pay more attention to their mae leaders and what skillsthey are
or are not developing.

Finally, it isimportant to redlize that research on RHA leadersis scant and increased
attention to this type of leadership experience will not only expand the body of literature, but will
aso hdp in understanding the experiences and achievements of leaders not often in the forefront
of campus leadership programs. By looking at this specific group of student leaders, scholars and
administrators may better be able learn how to improve experiences or outcomes associated with
student leadership in genera, but more specificaly with leadership in resdence hall
environments.
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