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ABSTRACT
Onken, Joshua Dean, M.S., Department of Education, College of Human Development and
Education, North Dakota State University, April 2010. Post Collegiate Preparedness of
Graduating College Seniors at North Dakota State University. Major Professor: Dr.
Thomas Hall.

The purpose of this study was to gain new insight on the preparedness for post-
collegiate life of graduating college seniors who are living or have lived on-campus in the
residence halls in comparison to those who have moved off-campus or have never lived on-
campus at North Dakota State University.

An independent survey instrument was developed to assess post-collegiate
preparedness for three key student outcomes: self-awareness and interpersonal sensitivity,
citizenship, and life skills management. A comparison was made between the data
collected from participating graduating seniors who live on-campus to that of the data
collected from participating graduating seniors who live off-campus to determine the level
of preparedness for post-collegiate life of each group. Additionally, a comparison was
made between data collected from participating graduating seniors who have lived on-
campus to that of data collected from participating seniors who have never lived on-
campus.

Reéults comparing students living on-campus vs. off-campus showed differences in
the areas of curiosity, student leadership, and employment while attending college. Results
comparing students who have lived on-campus vs. never lived on-campus showed

differences in the areas of leadership, campus involvement, and post-graduation

employment.



this research possible. To my friends, who have had the patience to stand by me through
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CHAPTER 1. INTRODUCTION

Learning, as defined by Learning Reconsidered: A Campus Wide Focus on the
Student Experience (American College Personnel Association & National Association of
Student Personnel Administrators, 2004) is, “a comprehensive, holistic, transformative
activity that integrates academic learning and student development, processes that have
often been considered separate, and even independents of each other” (p. 4). This definition
integrates the ideas of student learning and student development into a unified process,
showing that one cannot happen without the other.

Learning is a complex, holistic, multi-centric activity that occurs

throughout and across the college experience. Student development, and

the adaptation of learning to students’ lives and needs, are fundamental

parts of engaged learning and liberal education. Learning, development

and identity formation can no longer be considered as separate from each

other; they are interactive and shape each other as they evolve. (American

College Personnel Association & National Association of Student

Personnel Administrators, 2004, p. 8)

Academic curriculum is often structured into categories to fulfill certain
requirements: general education, major, and electives. This structure however, does not
allow for intentional learning needs, styles, or interests of students (American College
Personnel Association & National Association of Student Personnel Administrators,
2004). Too often there is lack of integration of academic general education requirements
and out-of-classroom student affairs curriculum to meaningful life skills. Through

transformative education, this disconnect can be overcome.



Mezirow, Taylor, and Associates (2009) identified ten phases of learning that
become clarified in the transformative process:

1. A disorientating dilemma

2. Self-examination

3. Accritical assessment of assumptions

4. Recognition of a connection between one’s discontent and the process of

transformation

5. Exploration of options for new roles, relationships, and action

6. Planning a course of action

7. Acquiring knowledge and skills for implementing one’s plan

8. Provisional trying of new roles

9. Building competence and self confidence in new roles and relationships

10. A rejntegration into one’s life on the basis of conditions dictated by one’s new

perspective. (p. 19)

Learning Reconsidered: A Campus Wide Focus on the Student Experience
(American College Personnel Association & National Association of Student Personnel
Administrators, 2004) emphasized the need for colleges and universities to utilize
transformative education as a means for student leaming.

To support today’s learning outcomes, the focus of education must shift

from information transfer to identity development (transformation).

Transformative education places the student’s reflective development at

the core of the learning experience. The idea of transformative learning

reinforces the root meaning of liberal education itself — freeing oneself



from the constraints of lack of knowledge and an excess of simplicity. In

the transformative paradigm, the purpose of educational involvement is

the evolution of multidimensional identity, including but not limited to

cognitive, affective, behavioral and spiritual development. Therefore

learning, as it is historically been understood, is included in a much larger

context that requires consideration of what students know, who they are,

what their values and behavior patterns are, and how they see themselves

contributing to and participating in the world in which they live.

(American College Personnel Association & National Association of

Student Personnel Administrators, p. 10)
To achieve transformative education, all aspects of a student’s life must be considered.

Student development, as described by Learning Reconsidered: A Campus Wide
Focus on the Stpdent Experience (American College Personnel Association & National
Association of Student Personnel Administrators, 2004), can be understood as a learning
wave. “Adults, some of whom are students, constantly acquire information, examine its
implications, apply it to areas of understanding and action that are personally significant,
and reframe their perspectives as circumstances evolve through a process of transformative
learning” (p. 12). Traditionally, student development theories have been separated into two
groups: cognitive structural and psychosocial/identity.

Cognitive structural theories describe the evolution of increasingly

complex ways of thinking about, organizing, and using information to

justify arguments and make decisions leading to reasonable actions.

Psychosocial/identity theories emphasize the process by which students



think about who they are and how their own sense of self interfaces with

the issues life places in their path. (American College Personnel

Association & National Association of Student Personnel Administrators,

2004, p. 12)

Transformative education goes beyond these two individual theories and combines them to
form a holistic theory on student learning.

Keeling (2006) summarized what has been learned about learning into four
statements. “Learning has physiological, social and emotional, cognitive, and
developmental dimensions” (p. 5). Students experience transformative learning in active,
experiential, and emotionally safe environments. “Learning is characterized by a flowing
process in which students acquire, analyze, and place information into a pre-existing
pattern of meaning, often expanding or altering that pattern” (p. 5). Students form their
identity by proqessing the world around them and integrating their experiences with their
core perspectives and beliefs. “It is impossible to separate learning, development, and
context” (p. 5). By integrating academic affairs and student affairs curriculum, more
powerful learning opportunities can be created. “Powerful learning transforms how
students view themselves and the world” (p. 5). Students are able to fully interpret the
world around them and become life-long leamers.

Keeling (2006) stated that students are more likely to experience transformative
learning if they are engaged in experiences that:

1. Are challenging, but not threatening, such as computer games or

simulations,

2. Are complex and designed to demonstrate a process or phenomenon clearly,
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3. Provide the opportunity to process the experience verbally, either in writing or

in conversation,
4. Expect the student to describe what the learning means personally, in the
context of his or her life experience, and
5. Allow enough time to reflect on all of those questions. (p. 6)
Statement of the Problem

Information regarding student development from freshman to senior year in college
is readily available; however, this information does not compare the development of
students living on-campus versus off-campus. There is a need to ascertain whether on-
campus living truly benefits students when compared with living off-campus.

Purpose of the Study

The purpose of this study was to gain new insight on the preparedness for post-
collegiate life of graduating college seniors who are or have lived on-campus in the
residence halls in comparison to those who have moved off-campus or have never lived on-
campus at North Dakota State University.

Research Questions

1. What is the level of preparedness for post-collegiate life of graduating college

seniors who are living or have lived on-campus in the residence halls at North

Dakota State University?
2. What is the level of preparedness for post-collegiate life of graduating college

seniors who have moved off-campus or have never lived on-campus at North

Dakota State University?



Importance of the Study

The importance of this study was to determine whether residence hall living better
prepares graduating college seniors for post-collegiate living. Life skill development is
critical to the success of college graduates for life beyond college (Gardner, Van der Veer,
& Associates, 1998). While attending college, students have opportunities to engage in
leadership positions to develop skills in areas such as: decision making, conflict resolution,
civic responsibility, values and beliefs systems, cognitive understanding, and other
developmental areas. These skills are not traditionally part of a classroom curriculum; they
are skills that are more often learned through normal day-to-day interactions and activities.

Hamrick, Evans, and Schuh (2002) discussed five key student outcomes, to be a: (a)
self-aware and interpersonally sensitive individual, (b) democratic citizen, (c) educated
person, (d) skilled worker, and (e) life skills manager. This study looked at 3 of the 5
student outcomes specifically (a) self-awareness and interpersonal sensitivity, (b)
democratic citizenship, and (c) life skills management.

A consistent outcome associated with college attendance is the skill of knowing
oneself and how to work with others. Self awareness and interpersonal sensitivity
encompass these ideas.

The college experience is widely regarded as offering many opportunities

for students to develop, among other things, personal and professional

identity; knowledge of their leaming, working, and interaction styles and

capacities; knowledge of and about other people; and sense of self as an

integral part of such collectives as the work group, family, community, or

network. (Hamrick et al., 2002, p. 135)



The college experience allows students multiple opportunities to exercise
citizenship ranging from reviewing a student government agenda, to attending a residence
hall floor meeting to voice community concerns, to volunteering at a local food shelf.
These are only a few examples of the activities college students can participate in to
develop their citizenship potential.

Citizenship means actively attending to the well-being, continuity, and

improvement of society through individual action or actions or civic and

social collectives; the learning outcomes of citizenship is therefore

development of a personal commitment to identity and advance social

interests. (Hamrick et al., 2002, p. 183)

Typical programs offered by college include those that address academic support
and success issues, such as career planning, study skills, and leadership development
(Hamrick et al., 2002). An increasing trend is for college and universities to offer programs
designed to enhance students’ personal lives.

These programs include money management and wellness programs

designed to help student develop dispositions, habits, and awareness that

enhance their long-term well-being in areas such as health and personal

finance. (p. 289)

By developing student skills in the areas of self-awareness and interpersonally
sensitivity, democratic citizenship, and life skills management, colleges and universities are
better preparing students for post-collegiate life. This study investigated these three desired
student outcomes to determine if there was a significant advantage to on-campus living

versus off-campus living in regards to post-collegiate preparation.



Limitations of the Study

This study focused only on graduating college seniors living on and off-campus at
North Dakota State University. Conclusions from this study are not to be extended beyond
this population sampled.

Organization of the Study

The next chapter will review the literature concerning college student expectations,
leadership models, leadership development programs and college student development, and
the college to career transition. Chapter 3 will detail the research design, methodology, and
procedures. Chapter 4 includes the results of the research and will show the significant
findings. Finally, Chapter 5 offers a discussion of the implications of the findings as well as

recommendations for future research.



CHAPTER 2. REVIEW OF THE LITERATURE

The literature review explored current research on the following four topics: (a)
Expectations of College Students, (b) Leadership Models, (c) Leadership Development
Programs and College Student Development, and (d) College to Career Transition.

The first section, Expectations of College Students, will look at a longitudinal study
performed at a small private liberal arts university in a southeastern state to determine
whether the expectations of incoming freshman college students were met as they left the
university as graduating seniors. The second section, Leadership Models, will offer a
summary of leadership models often used in college and university settings. The leadership
models that will be reviewed are: (a) Relational Leadership Model, (b) Social Change
Model, (c) Servant Leadership Model, (d) Emotionally Intelligent Leadership, and (e)
Leadership Identity Development. The third section, Leadership Development Programs
and College Stqdent Development, will look at the impact of leadership development
programs on college student development. Finally, the fourth section, College to Career
Transition, will focus on four dimensions that influence the transition from college to
career: (a) college vs. corporate cultures, (b) cognitive development, (c) “successful”” and
“emotional” intelligences, and (d) competences.

Expectations of College Students

Griffith and McCoy (2002) performed a longitudinal study involving both
qualitative and quantitative research methods to examine the academic, personal, and social
expectations of college life of first time freshman at a small private liberal arts university in
a southeastern state and to check 4 years later at their graduation to determine how well

they felt those expectations were met. The qualitative data was collected using essay
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analysis. The incoming freshman class of 1997 wrote essays describing their expectations

of themselves and of the southeastern state university. Four years later, in April 2001, a
random sample of these same students were given their freshman essay and were asked to
write a senior essay evaluating their college experiences in terms of whether their
expectations were met. The quantitative data was collected using two surveys developed by
the Higher Education Research Institute (HERI) at UCLA. The incoming freshman class of
1997 took the Cooperative Institutional Research Program (CIRP) Freshman Survey. Four
years later, the same students took the College Student Survey (CSS). The results of the
Griffith and McCoy (2002) study were reported into three topical themes: academic
expectations, personal expectations, and social expectations.

In the area of academic expectations, Griffith and McCoy (2002) identified five
sub-themes: classes, grades, professors, achievement, and technology. Students expected
the university to provide challenging classes. Students also expected they would achieve
high grade point averages. “On the CSS/CIRP Surveys, 61% of freshman expected a grade
point average of B or better, and 93% of the seniors reported a grade point average of B or
better” (p. 7). Griffith and McCoy (2002) stated students expected professors to be helpful,
caring, friendly, and provide individual attention. Students also expected to be prepared for
life beyond college. Finally, students expected technology to play a significant part in their
education.

In the area of personal expectations, Griffith and McCoy (2002) identified five sub-
themes: friends, independence, moral/religious growth, career, and health and safety.
While at the university, students expected to make life-long friendships with other

students. Additionally, students expected to become adults while attending the university.
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Griffith and McCoy (2002) stated students expected to experience moral and religious
growth by maintaining high moral standards when faced with temptations. Students also
expected the university to assist with career development, an issue that was once handled
by family and friends. Finally, the students expected the university to provide a safe and
comfortable living environment.

In the area of social expectations, Griffith and McCoy (2002) identified five sub-
themes: diversity, club activities, volunteer activities, cultural activities, and social
activities. While attending the university, students expected to interact with different
cultural, socio-economic, and religious groups. Students also expected involvement in
organizations and other extra-curricular activities. Griffith and McCoy (2002) go on to
state students expected the opportunity to participate in volunteer work while attending the
university. Additionally, students expected to attend cultural events such as concerts,
lectures, and seminars. Finally, students expected an active social environment on-campus.

The academic, personal, and social expectations of college students are important
factors to consider as colleges and universities design and implement curriculum to
achieve transformative education and allow students to become life-long learners. In
addition to knowing the expectations of college students, it is equally important to
understand how college students develop their leadership. To understand this better, it is
necessary to define leadership and learn about the different leadership models that are
commonly used at colleges and universities.

Leadership Models
The definition of leadership has evolved through the years. Depending on

circumstances, leadership can have different meanings to different individuals. Bass and
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Bass (2008) described leadership through the past century.

Representative of definitions of leadership in the 1920’s was impressing

the will of the leader on those lead and inducing obedience, respect,

loyalty, and cooperation. In the 1930’s, leadership was considered a

process through which the many were organized to move in a specific

direction by the leader. In the 1940’s, leadership was the ability to

persuade and direct beyond the effects of power, position, or

circumstance. In the 1950’s, it was what leaders did in groups and the

authority accorded to the leaders by the group members. In the 1960’s, it

was the influence to move others in a shared direction. In the 1970’s the

leader’s influence was seen as discretionary and as varying from one

member to another. In the 1980’s, leadership was considered inspiring

others to take some purposeful action. In the 1990’s it was the influence of

the leader and the followers who intended to make real changes that

reflected their common purposes. In the first decade of the twenty-first

century, the leader is seen as the person most responsible and accountable

for the organization’s actions. (p. 15)
Komives, Lucas and McMahon (2007) offer a contemporary definition of leadership as “a
relational process, based on mutual goals, toward some action or change” (p. 41). From
different definitions of leadership come different leadership models.
Relational Leadership Model

The Relational Leadership Model uses the definition “leadership is a relational and

ethical process of people together attempting to accomplish positive change” (Komives,
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Lucas, & McMahon, 2007, p. 74). Relational leadership is purposeful, inclusive,
empowering, ethical, and about process. “Being purposeful means having a commitment to
a goal or activity. It is also the ability to collaborate and to find common ground with
others to facilitate positive change” (p. 80). Being purposeful allows for priorities to be set
and decisions to be made that are congruent with the vision of the group. “Being inclusive
means understanding, valuing, and actively engaging diversity in views, approaches,
styles, and aspects of individuality such as sex or culture, that add multiple perspectives to
a group’s activity” (pp. 85 - 86). Inclusiveness embraces all points of view and
incorporates them to achieve change. “Being empowering means mitigating aspects of the
environmental climate that can block meaningful involvement for others” (p. 90).
Empowered environments allow for individuals to expect success, but also learn from
failures and mistakes. Ethical leadership is “leadership that is driven by values and
standards and leadership that is good — moral — in nature” (p. 97). Finally, Relational
Leadership is about process. “Process refers to how the group goes about being a group,
remaining a group, and accomplishing a group’s purpose” (p. 103). Process is intentional;
emphasizing that “how” is just as important as “what.”

Social Change Model

The Social Change Model looks at leadership as a process, not a position. “The
Social Change Model of Leadership Development (SCM) was created specifically for
students in college who want to learn to work effectively with other to create social change
over their lifetimes” (Higher Education Research Institute [HERI], 1996, as cited in
Komives, Wagner, & Associates, 2009, p. 43). Komives, Wagner, and Associates (2009)

stated “an underlying value and assumption of leadership for social change requires
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individuals to dig deeper and embrace the plethora of perspectives that exist in our
changing world” (pp. 43 — 44). The goal of the Social Change Model of Leadership
Development is that through collaboration and common purpose, individuals and
communities can generate positive change to create a better world. The authors of the
Social Change Model wrote:
A leader is not necessarily a person who holds some formal position of
leadership or who is perceived as a leader by others. Rather, we regard a
leader as one who is able to effect positive change for the betterment of
others, the community, and society. All people, in other words, are
potential leaders. Moreover, the process of leadership cannot be described
simply in terms of the behavior of an individual; rather, leadership
involves collaborative relationships that lead to collective action grounded
in the shared values of people who work together to effect positive
change. (HERI, 1996, as cited in Komives et al., 2009, p. 45)
Servant Leadership Model
The Servant Leadership Model sees the roll of servant and leader as one in the
same. “The servant-leader is servant first... It begins with the natural feeling that one
wants to serve, to serve first. Then conscious choice brings one to aspire to lead”
(Greenleaf, 1977, p. 23). Along with the idea of service comes stewardship.
Stewardship begins with the willingness to be accountable for some larger
body than ourselves — an organization, a community. Stewardship springs
from a set of beliefs about reforming organizations that affirms our choice

for service over the pursuit of self-interest. When we choose service over
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self-interest we say we are willing to be deeply accountable without

choosing to control the world around us. It requires a level of trust that we

are not used to holding. (Block, 1996, p. 6)
Servant leadership looks at the needs of the group first and keeps the idea of stewardship
in the forefront. “The end goal of servant-leadership is for those who are served to grow, to
become more knowledgeable and empowered, to gain interdependence or independence,
and to become servant-leaders themselves” (Komives et al., 2007, p. 57).
Emotionally Intelligent [ eadership

Shankman and Allen (2008) studied Emotionally Intelligent Leadership which
combines two areas of research and theory: emotional intelligence and leadership.
“Foremost in this model of emotionally intelligent leadership, the leader must be conscious
of three fundamental facets that contribute to the leadership dynamic: consciousness of
context, self, and others” (p. 5). Consciousness of context refers to environmental
awareness and group savvy. Consciousness of self refers to emotional self-perception,
honest self-understanding, healthy self-esteem, emotional self-control, authenticity,
flexibility, achievement, optimism, and initiative. Consciousness of others refers to
empathy, citizenship, inspiration, influence, coaching, change agent, conflict management,
developing relationships, teamwork, and capitalizing on difference.

Effective or ineffective leadership is therefore a relationship between these

three facets: consciousness of context, consciousness of self, and

consciousness of others. Leaders’ ability to monitor all three intentionally

will aid in their ability to lead effectively. After all, leaders must be aware
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of their capacities, the needs of those who follow them, and the

environmental factors that come into play as well. (p. 6)
Leadership Identity Development

Leadership Identity Development is a process where individuals evaluate and
reflect on their own seif and their own leadership.

Leadership identity is the cumulative confidence in one’s ability to

intentionally engage with others to accomplish group objectives. Further, a

relational leadership identity appears to be a sense of oneself as someone

who believes that groups comprise interdependent members who do

leadership together. (Komives, Owen, Longerbeam, Mainella, & Osteen,

2005, p. 608)
The Leadership Identity Development theory has six stages that students experience over
time: awareness, exploration/engagement, leader identified, leadership differentiated,
generativity, and integration/synthesis. Table 1 defines the six stages of Leadership
Identity Development.

Leadership Development Programs and College Student Development

Cress, Astin, Zimmermann-Oster, and Burkhardt (2001) performed a longitudinal
examination across 10 institutions for which they had quantitative data to identify the
effects of leadership development programs on college students. Two primary research
questions guided the study. First, were the programs at the 10 institutions effective in
enhancing students’ leadership knowledge and skills? Second, what relationship, if any,
appeared to exist between leadership development and other educational outcomes such as

multicultural awareness and civic responsibility?



Table 1. Leadership Identity Development Stages
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LID stages

Stage description

Sample identity statement

(1) Awareness

(2) Exploration/Engagement

(3) Leader Identified

(4) Leadership Differentiated

(5) Generativity

(6) Integration/Synthesis

Becoming aware of how some
people lead and influence others.
Usually an external other person,
like the U.S. president or a
historic figure like Martin Luther
King, Jr. [feels dependent on
others]

Immersion in a breadth of group
experiences (e.g., Scouts, youth
group, swim team) to make
friends and find a fit. [feels
dependent on others]

Fully involved in organizations
and groups. Holds a belief that
the positional leader does
leadership whereas other do
followership. [/may be
independent from others (being
a leader), dependent on others
(follower), or hold both views]

Recognizes that leadership
comes from all around in an
organization; as a positional
leader seeks to be a facilitator
and practices shared leadership;
as a member, knows one is
engaged in doing leadership.
[feels interdependent with
others]

Is concemed about the
sustainability of the group and
seeks to develop others; is
concerned about personal
passion to leave a legacy and
have one’s actions make a
difference. [feels interdependent
with others]

Leadership capacity is an
internalized part of oneself and
part of the perspective one
brings to all situations. [feels
interdependent with others]

A leader is someone out there,
not me.

Maybe I could be a leader.

IfT am a leader, it is my
responsibility to get the job
done. IfI am a follower, I need
to help the leader get the job
done.

I can be a leader even if I am not
the leader and I see that
leadership is also a process. We
do leadership together.

We all need to develop
leadership in the organization
and in others. I am responsible to
serve the organization.

I can work with others to
accomplish shared goals and
work for change.

Source: Komives, Lucas & McMahon (2007, pp. 396 — 397)
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Information initially reported by the institutions indicated that student leadership

participants cited increased confidence in their abilities, leadership skills, and willingness
to serve in a leadership role. Also, compared to nonparticipants, leadership program
participants were noticeably more cooperative and less authoritarian and held more ethical
views of leadership. However, although anecdotal information from each of the institutions
indicated that student leadership knowledge and skills had increased; empirical evidence
was needed to support this assertion. Moreover, the question still remained whether such
intentional leadership development programs had a direct impact on students’ educational
development (Cress et al., 2001).

The findings reported provide clear evidence of student gains from participation in
leadership development programs. Thus, as opposed to older notions of leadership as
“positional” or “an inherent characteristic,” all students who involve themselves in
leadership training and education programs can increase their skills and knowledge.
Therefore, thesé findings are a strong indication that leadership potential exists in every
student and that colleges and universities can develop this potential through leadership
programs and activities (Cress et al., 2001).

Magolda (2005) posited that student leaders can influence the success of other
students within their organizations and therefore expand their own leadership skills.

Student leaders reap many benefits and rewards as a result of their

involvement with campus organizations. In addition to enjoying the

respect of their peers, they have opportunities to meet a variety of faculty,

staff and students, exposing them to a range of different personalities and

cultures. They typically grow in self confidence and practical competence
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as they learn how to manage their time, energy, and their group’s financial

resources. In addition, the challenges they encounter in the course of these

and other activities draw them out of their comfortable patters of thinking

and responding to situations, helping them to become more flexible,

responsive, and reflective. (Kuh, 1995; Kuh & Lund, 1995, as cited in

Magolda, 2005, p. 1)

Magolda (2005) offered six suggestions for student leaders to consider when working with
their organizations: (a) understand and embrace your organization’s mission, history and
culture, (b) collaboration is essential, (¢) improve group performance by being less
ambitious and more focused, (d) focus on creating win-win scenarios for the organizational
membe