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Interactions based on stereotypes were prevalent for students in this study. Their 

personal identity being fused with their organizational identity resulted in their 

addressing stereotypes about what Greeks represented. Kari referenced how she had to 

clarify how one actually becomes a Greek president: 

There are some people just think it is a popularity contest. I was named president 

because I was the most popular. I explained it’s an intense process trying to 

become the president of a sorority.  It’s not going to happen just because 

everybody likes you or something.  You know, you have to go through an 

interview and the directors above your advisors have to approve you.  It’s a 

lengthy process so. I have had that conversation many times. 

 

Warber et al. (2011) observed social contact between members and non-members 

could influence overall perceptions of stereotypical fraternity and sorority behaviors.  

Charliene maintained external friendships with non-affiliated women because she felt it 

was important to address stereotypes: 

 I was still going to be friend with these women even after I joined, but I made a 

 point to maintain consistent contact with them. I didn’t want them saying, well 

 Charliene became and she is this and they are that. It was important to me, but 

 also important for the image of my organization. 

 

Denise discussed how she had to deal with the stereotype of what a Greek leader actually 

did within the organization: 

 Greek are so stereotyped and so that made it kind of hard to maybe sometimes be 

 proud of being a leader. You know, there are so many stereotypes as opposed to 

 saying you’re president of like Student Government or something that’s looked 

 highly upon. You spend a lot of time correcting perceptions about behavior and 

 leadership. 

 

Kari revealed how she addressed these leadership stereotypes: 

 

I guess it’s more amongst peers because adults don’t really mock you, but 

students might be like, what does the president of a sorority do and I’ll have to 

explain it and they’re like oh, I didn’t realize you did all that stuff.  And so, but 

there are some people who might not ask and they’ll just keep that perspective 

and think that whoever is named most popular might be president or something, 

but like, it’s an intense process trying to become the president of a sorority.  It’s 

not going to happen just because everybody likes you or something.  You know, 
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you have to go through an interview and the directors above your advisors have to 

approve you.  It’s a lengthy process. I found myself having to explain to peers in 

other groups 

 

Sara described how she was always conscious of her image because she did not want to 

reinforce those stereotypes:  

You’re representing your chapter to the faculty, students and other people you 

want to see what your organization stands for and what the founders wanted your 

organization to look like or what they wanted the values to be.  And so, you try to 

like show that even if someone is not talking to you, they may see you and see 

your letters and associate it because of what they depict in society as leadership.  

First impressions matter.   

 

Renee indicated she had to do the best job possible and prove her value when she was in 

non-Greek organizations:  

I try to show that I’m proud of it because I am, but there is some hesitation just 

because I know that there are some preconceived notions about them like, oh, 

what do you really do? It’s a sorority.  Do you bake cookies?  Do you like draw 

and decorate things?  People are like, well, what do you do?  It just sounds sillier 

than like growing. You spend a fair amount of time defending your choice to 

become Greek.  

 

William, however, thought these challenges presented an opportunity to grow as a leader: 

I agree that you taking on your organization can be a problem but for me that’s 

one of the greatest things about the Greek system.  I think all of us in here (focus 

group) and then other people are reaching out to kind of tear down those 

stereotypes.  I can go down to another chapter house and talk to anybody even 

though I’m this or I can go to the other groups or any of these sororities and really 

talk to anyone.  Any person leading an IFC chapter has a vision that is that we 

should all be friends with each other and should all be a close community because 

we don’t have that many people and you know most of the people and everybody 

make mistakes.  So, I feel like the leaders are pushing really to incorporate 

everyone and kind of go up to everyone because that’s what it’s all about. There’s 

no point otherwise.  

 

Addressing these stereotypes, for these participants, came with an intense focus 

on how they were perceived by others. Impressions were very important to these 

participants as students and leaders. They were concerned of what others thought about 

them or how they presented themselves to students who were both Greek and non-Greek. 
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For many participants, their visual appearance was an important part of their leadership 

identity. 

Visual Identity of Being Greek. Many participants believed personal appearance 

was essential to being an effective Greek leader. In other words,  how you looked and 

what you wore influenced how you lead and how you were regarded as a student leader. 

Jon describes how he committed to a certain kind of visual conformity in order to lead a 

Greek organization: 

I think I’ve conformed.  People don’t make you wear stuff, but if you hear people 

teasing others for wearing certain things, you’re not going to want to wear them 

anymore.  So, now I joke about it in a sad kind of sense.  I tell people I’ve 

conformed a lot because I wear Ray-ban sunglasses, polo shirts, khaki pants, Cole 

Hann shoes, argyle socks and a frat boy haircut. Typical white males just want to 

be successful business leaders, so you dress nicely and have nice haircuts.  You 

don’t want to dress like a bum.  So, I think I’ve conformed in that way.   

 

Kari thought changing her style of dress was important to being an effective Greek 

leader: 

When began to assume leadership roles I started to take a little bit better care of 

myself  and how I looked on campus.  Not that I didn’t care about myself my 

freshmen year, but I probably wouldn’t have dressed up as much as I have this 

year being president because I know impression is definitely important and that’s 

something I know will probably carry out the rest of my life in my job.  I mean, 

even, just like personal actions.  Maybe I said that.  Impression goes with 

appearance and actions, I guess, right? 

 

Dan felt he was a role model for his chapter partially due to the way he dressed: 

I appear well.  I dress well.  I don’t like to look sloppy all the time.  I guess 

appearance is one thing in being a role model as a Greek leader. I believe I have 

reached my level of leadership because of my visual appearance. I know it is not 

the only thing, but it certainly played a role and continues to have influence. 

 

Maurice expressed a similar sentiment:  

 

As a president, what you wear and how you dress is important. It leaves 

impression of you and the chapter represented. I don’t want my organization 

being regarded as a sloppy. So I’m aware everyday of how I looked because I am 

representing the chapter in the way that I dress. 
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Jon discussed how appearance was more than just clothes and a nice haircut: 

 

Jon: Well, you’re the image of your fraternity.  That’s why someone said about 

the guy running against me, do you want so and so to be the face of our fraternity?  

Even though he dresses nicely, but his attitude as far as his treatment of girls, it’s 

kind of like an image, it’s got to be how you look to advisors, how you act to 

girls, how you are in IFC, just everything.  

Interviewer: It sounds complicated  

Jon: Yeah, I would say so because you have to wear a different mask and I don’t 

want to say that I’m a different person for different people, but you want to dress 

a certain way for your brothers and be like a normal guy, but when you come to 

meet with your chapter advisor and your alumni, you’ve got to dress up and put a 

button-down on it.  So, it’s trying to balance being just one of the guys and being 

a CEO of sorts.   

 

Denise described visual identity as almost an expectation with being a Greek leader: 

 

It is that concept of how you carry yourself. It’s an interesting dichotomy because 

it’s almost, I’ mean, not that you would walk into a Spanish Club or ESL club 

meeting dressed all sloppy, but it seems more emphasized in Greek life how you 

dress and what you look like especially for a president.  It is because you’re 

representing your chapter to the faculty, students and other people you want to see 

what your organization stands for and what the founders wanted your 

organization to look like or what they wanted the values to be.  And so, you try to 

like show that even if someone is not talking to you, they may see you and see 

your letters and associate it because of what they depict in society as leadership.   

 

 This focus on visual identity was also an area where students indicated differences 

in leadership exercises and roles between affiliated and non-affiliated groups. For some 

participants, who were also involved in other organizations, leading a Greek organization 

was a lot more challenging. For others, organizational culture was a key distinction 

between Greek and non-Greek groups. Participants still sought these leadership 

opportunities outside of Greek life to gain new experiences and perspectives that in turn 

aided their leadership development as a Greek leader.  

Importance of Joining Other Student Organizations.All of these participants  

 

were involved in other student organizations on campus. Their leadership roles ranged  

 

from executive directors to promotion chairs to fundraising leaders. These external  
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fraternity and sorority experiences were important to them because they provided 

 

balance to their Greek life experience. In other words, they relished their leadership roles 

in their Greek organizations, but they still wanted different leadership experiences. For 

one participant, the motivation to join another organization came from an older chapter 

member who encouraged him to seek opportunities to develop skills and promote the 

fraternity. Jon discussed how he became a member of a fundraising organization because 

older brothers suggested he join: 

An older brother told me I should be an organization captain for this fundraising 

group. It was something the fraternity had supported for some time and they 

wanted their best guys to be part of it. I thought that was compliment and possibly 

an indication I could attain  

 

Charliene joined another group because opportunities to become a member of a Greek  

 

organization came later in her college career: 

 

 I became involved in organizations related to my major when I first started 

 college. I wanted to make the connection that way first. Plus, the organization I 

 wanted to join wasn’t taking new members when I started school so the 

 opportunity just wasn’t there. 

 

For Walter, he simply wanted to be part of something that was different than his 

fraternity’s  

 

organizational environment: 

 

 I simply wanted to be part of something that was a different culture. I love my 

 guys and what we stand for, but I am not going to lie it can be draining 

 sometimes. When  you are recruitment chair, you have to make assignments, you 

 have to communicate and monitor progress, you have to address performance or 

 policy issues and you have to meet goals. I was looking for an outlet that had a 

 purpose, but just wasn’t as intense as my leadership role in the fraternity. 

 

Other participants sought something beyond “a different experience”. Group 

organization and/or causes appealed to them and they wanted to contribute in some way. 

William referenced his interest in making a difference in another area of campus as to 

why he joined that group: 
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I am just passionate about new students becoming involved with and staying at 

our University. The freshmen camp does that and wanted to be part of that. It is 

about having pride in your school and telling new students about it. It is different 

type of experience that I wanted to have as a student leader. I think you need that 

when you lead a fraternity. Otherwise, you easily become consumed and that isn’t 

healthy. 

 

For Renee, it was an opportunity to engage in a multi-gender organization: 

 

 I wouldn’t trade my experience with my sorority, but there are just times where I 

 needed to be in a group that was mixed gender. It is tough leading a group of 

 women all the time especially if you consider how long your membership is in a 

 sorority. It is four years for most of us and for me I needed a balance. By balance, 

 I mean groups that had both men and women as members. 

 

 Study participants discussed in length the value of having external experiences to 

their fraternity and sorority leadership efforts. Whether it was by developing skills with 

outside opportunities that were not readily available to them in a Greek organization or 

exposure to purpose or cause, students in this study sought leadership development 

activities outside of just being a leader in their respective Greek organization.  Despite 

this interest in other student organizations, participants were committed to leading and 

supporting their fraternity or sorority through an extended period. For the most, their 

engagement lasted most of their undergraduate college experiences. Participants 

discussed how this type of commitment created growth for them. 

Commitment to Membership.For many participants, the experience as a Greek  

 

leader was unique because of the extended  time commitment they made to the  

 

organization.  Their engagement with other organizations may have lasted a year or two,  

 

however, Greek life involvement for most of these participants was a significant portion  

 

of their college career. Denise referenced the differences in her experiences: 

 

Some other organizations, you know, you can stay in it for a year, but in fraternity 

and sorority life, particularly if you do stay in it and you don’t basically drop the 

chapter and graduate you’re a member for life. And so, I think that adds a 

dynamic as opposed to another organization where you’re literally only involved 
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in that organization for however many years you want to be while you’re in 

college. You can’t walk away from challenges. You can’t quit because you are 

bored. You made a commitment and have to follow through.  

 

Renee had similar thoughts about her time commitment to Greek life: 

I do think you learn a lot more in depth leadership being in a Greek organization 

because a lot of students in other organizations may only hold that leadership 

position for a year and that may be the only exec position that they hold or they 

are kind of in that organization and out of it and then back in again.  Well, in 

Greek life, even if you start to fade out, you really can’t and so you’re really in it 

for those four years and then some after that.  And so, it really gives you the time 

to rally grow as a leader in the chapter and grow as a leader in yourself because 

you really have the time and the support from the chapter, too.   

 

Dan referenced his time commitment with historical comparisons: 

 

You’re usually compared historically in Greek life, what was done back then, 

what was done earlier. We hear a lot of; you know old guys, come back on 

campus and are like oh, campus isn’t what it used to be. I am worried about 

leading a chapter with what I have, not what it was, but you have to deal with it. 

 

James relayed similar feedback about legacy comparisons: 

 

We used to do this. We used to do that. So, I just learned how to filter the noise. I 

guess you could say it really, you know, it hurts when the guys you’re in the same 

chapter with come in and these old guys say you’re not doing this and you’re not 

doing that but it’s a whole different generation now and we’re reaching people 

differently.   

 

These different types or levels of membership were something participants 

described as a challenge and unique to their experiences as Greek leaders. For many 

participants, it required using various strategies and methods that were dependant on the 

member background combined and was also influenced by what the leader was 

attempting to accomplish.  

Different Types of Members.Many participants in this study had to attempt to 

lead those students who wanted to “be Greek” for the recognition and the social 

opportunities, but from their perspective these individuals did not “want to do the work” 

associated with such affiliation. This experience was challenging for several participants 
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because they valued their relationship with these brothers or sisters, but were frustrated as 

leaders because these members were not contributing to the organizational mission or 

supporting its growth. According to participants, these individuals wanted the accolades 

and image that came with being a Greek member, but were not interested in leading or 

supporting the organization much beyond paying annual dues to the organization. James 

refers to them as the “t-shirt wearers”: 

The t-shirt wearers are only there just to wear the letters and when the work needs 

to be done, they’re nowhere to be found.  So, you have to stretch yourself thin in 

that aspect which results in schoolwork not getting done and it results in you 

know, relationships with family and friends, you know, you’re not really talking 

to them because you have to pick up others’ slack so I’d say your social life really 

isn’t what it usually is. I mean, it’s really detrimental because at the same time 

you value these people as your brothers or sister and they’re not looking at you 

the same way or view leadership in the same way. 

 

 When or why they joined.Many participants discovered, through their  

 

experiences, that when or why people joined the organization impacted how they could  

 

be led and what messages they would respond to.  For these leaders, it created fairly  

 

complicated interactions that were dependant on  membership motivation or when they  

 

joined the group. William realized that members joined the organization for different  

 

reasons and he had to learn how to deal effectively with that: 

 

You can’t expect everybody to be on the same level as you. Take freshmen camp 

for example, everybody has one goal and you know, it’s the retention and to build 

bonds and things of that nature.  But, people join Greek life for many different 

reasons.  For example, in my chapter, some people join my group for networking. 

Some join it for partying. Others join it for brotherhood because they don’t have 

any siblings.  You know, and others just join it because it looks popular on 

campus. It is challenge to deal with these different levels of membership.  

 

Cheryl described how her organization contained two separate groups based on when  

 

members were recruited and initiated in the organization: 

 

To be honest, leading my sisters isn’t the hard part because once you’re going 

through the process and even afterwards and you get to learn them and learn how 
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people do things differently or just learn them as a person, that’s not the hard part.  

The hard part comes in when you’re trying to lead a different line because you 

were taught that whatever group or year you came, you stick with them!  

Whatever that one group decides is what’s going to happen.  The problem comes 

in when you’re trying to lead a different line because, like I said, that whole line is 

going to think the same way.  The line is going to handle that on its own.  When 

it’s time for a decision to be made, the line is going to make a decision on its own.  

The other line is not going to make that decision.  It’s gonna be clashing.  And so, 

when you’re in a sorority and it’s two different lines on campus, that’s when the 

problem comes in. 

 

James had to deal with older brother perspectives and wanting to make changes: 

 
We’ll have the brotherhood sessions and everybody could being their ideas to the 

table and we’ll be like hey, we’re reaching out to the older brothers and you 

know, trying to get your wisdom because we’re doing something that we want to 

try to avoid mistakes you guys have made in the past and they kind of exploit 

their opinion whenever they kind of get around to it and it’s still gonna be 

welcome, but again, you know, if we’re planning something for the campus that 

we’ve been planning now for three weeks and you come in three days before that 

event is supposed to happen with your opinion right now, it doesn’t really matter. 

There is a time and place for that and it doesn’t matter year are you have to honor 

that. 

 

Walter communicated how leading members with various motivations was  

 

different than  his other organizational experiences: 

 

I’d say yes they are different and I think that comes back to diversity. I think 

diversity and goal orientation are the two.  The reasons are different.  Not so 

much goal orientation in our chapter, but like obviously, for one group, you’re 

raising money for a hospital and for freshmen camp, you’re wanting these 900 

kids to have the greatest time ever and for student activities, you want to put on 

good programs for the University and for orientation guide you want to have these 

guys have a smooth transition.  But, for fraternity, we want to get out of it 

brotherly bonding, but those other guys may just want strictly partying out of it.  

You know, girls, sports, that kind of thing.  So, goal orientation can be a big thing 

when you’re in leadership.  But, what’s your focus?  Because if I was a leader that 

just wanted to party all the time I don’t feel like my leadership would’ve 

transformed the chapter and helped the chapter as much as it did.   

 

Jon referenced how members with different problems created a need for unique 

approaches: 

 

Yeah, different focuses when it comes to leading group with all Greeks and those 

organizations with a mix.  Because truthfully, a well-rounded leader should be 

able to do anything, you know, reach out to any group, like everybody.  But, in 
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Greek life you may never encounter, let’s say you have a problem within your 

organization using a lot of drugs.  You probably won’t encounter that situation in 

organization X.  So, there are different focus groups and you’re going to see more 

in one organization than in another.  But, at the same time you have to be well-

rounded and well-equipped to handle both of those.  It’s just like anything else.  

At one job you could, if you have an accounting job you know you could do 

something completely…you could have the same exact job, but there are 

completely different responsibilities at each place 

 

The constant change in membership was something Renee had to deal with: 

 

Greek organizations are unique because of the changing and fluctuating 

membership. You have a large group of returning members and then a new group 

who may be totally different. Most organizations just see snap shots of this. Greek 

leaders have to experience this fairly consistently. 

 

Jon made choices about who to interact with personally based on levels of  

 

 membership: 

 

Some people understand like what you’re going through and your brotherhood 

grows because of it.  There’s a group of people that I spend the most time with 

that are the low-risk guys.  Whereas, the people that are the risk or the idiots I 

don’t want to hang around them because they know and I know that they’re just 

going to be stupid and I’m going to be the one who says, let’s not do this.   

  

 The student leaders in this study not only had to deal with different types of  

 

members, but many participants articulated how organizational practices and processes  

 

were generally more complex than non-affiliated student organizations. For many  

 

participants, this influenced their leadership decisions and growth. 

  
Organizational structure and operations. Previous research has indicated  

 

students can develop useful skills as campus leaders within the fraternity and sorority  

 

community (Hayek et al., 2002).  Dichiara (2009) found that membership in fraternities  

 

and sororities, provided students with a wide variety of opportunities to accumulate skills.  

 

Long and Snowden (2011) discovered students, who served as chapter leaders  

 

experienced gains in diverse interactions with community members, interpersonal  

 

relationship skills and development of self-worth.  Students in this study did provide  
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some evidence of how skill development was different in Greek organization than  

 

participation in unaffiliated organizations. 

 

For many participants, the decision making in unaffiliated groups was less  

 

complex. Sara stated “There was a lot done in freshmen camp, but I  would just work  

 

with my board and  advisors.” Walter recalled the honor society was just “my advisor and  

 

a few select leaders a couple times of year.” For these study participants, leading in a  

 

Greek organization required working with multiple groups and various reporting  

 

structures. Cheryl provided a detailed example: 

 

Well, it’s funny because when I made a decision just for my women’s 

organization, I talk to my exec board about it and then I make the decision.  But, I 

make sure to talk to them about it and see what the best thing is to do and then I 

make the decision.  Now, when I’m making a decision for my sorority that is 

much a different process because I have to talk to my line sisters about it. And 

then, if there are some people left from a previous line, talk to them about it and 

see how they feel.  You have to talk to the grad advisors.  You have to talk to 

somebody who crossed ten years ago.  You know, it is never ending.  Everybody 

has something or an input to say.  It’s never just as big as yourself or your line.  

Your decision affects, well, it only affect the group of people that are still active.  

But, you have to hear the influence of so many people.  So, it’s just having to deal 

with so many other people is the real challenge 

 

Kari went in further details about how many levels were involved and the work it 

required:  

 

You have all these levels you to work with and answer to. There is the executive 

board, and the members. Then depending on the issue or event or paperwork, I 

may have to speak to my advisor and/or the alumni board and possibly the 

housing corp.  If it gets to something nationally, then I would to include the 

province director. I didn’t appreciate all these levels until I actually started the 

position.   

 

 There were a lot more roles for Maurice as well: 

 

In a fraternity, there’s a lot to do because it’s a social organization, as well as a 

community service organization so there are different roles that people have to 

play that just a certain key amount of people can’t play, like four people can’t 

play every role so it allows others the ability to step up and play those leadership 

roles that may be you know communicating with people at a school that’s 

conducting the community service that we’ll be doing or maybe even being the 
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leader in getting paperwork in for our interest week on the campus.  Just so many 

different roles or even just actually leading the vent or being the host of an event 

that we have.  So, leadership really helps someone develop those characteristics 

through fraternities. 

 

Walter indicated how this decision making translated into accountability for him:  

 

In the fraternity I’ve gotten to do more things and it was more applicable and I 

was held more accountable where if you don’t do your job you’re going to have 

somebody, most likely our chapter advisor saying hey you said you were going to 

do XYZ, why didn’t that happen?  So, it really makes you be on you A game, 

where in another organizations, if I don’t really do something I’m supposed to for 

a service project, it’s not really the end of the world.  In the fraternity it’s taken a 

lot more seriously to where you actually have consequences for your actions 

whether it’s good or bad I guess. 

 

Dan referenced how officers would be removed if they did not perform the work: 

 

If you don’t do your job, you’re easily replaceable.  There are other guys that 

would be more than happy to take that position.  There are other guys who want 

to get plugged in but we voted that you were the best fit for that position and you 

need to do your job.  So, if you don’t, you will get replaced.  So, I feel like in 

Greek life, in our chapter particularly, you’re held a whole lot more accountable 

and people are more on top of what they’re doing which I think is what makes us 

a better chapter than most other chapters, you know, we kick people out of 

positions and get better people to do it if you want to get judicial about it, but I 

think that Greek life leadership is a lot more accountable in holding to you to 

what you’re supposed to be doing and also with what you didn’t follow through 

with 

 

Walter discussed the size of the organization and how that impacted leadership 

efforts: 

 

Maybe because you’re having to deal with eighty brothers and you know that’s a 

whole lot closer to what you’re going to have in real life where you’re going to 

have people kind of fighting you back and people not doing what you want and 

then having to mold some younger guys into great leaders and stuff like that.  I 

feel like in the other organizations, I haven’t been I guess as personable.  It’s just 

been more of a title sort of thing and I haven’t really done as much as compared 

to my fraternity. 

 

 Renee translated the differences based simply on the level work: 

In Greek life, you have to deal with everything from budgeting to planning events 

and getting people in attendance there and being able to cooperate in big groups 

also and I think that’s really, really important because we all function in a sorority 

as a team but at the same time we’re 70 some odd girls that have 70 different 
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personalities so it teaches you how to relate to other people and see how they 

work especially when you’re in a leadership position in your chapter and you 

have people underneath you, you have to kind of figure out how they operate and 

how they’re gonna do things and how they like to get things done so they can get 

their job done so you can eventually get your job done, too  
 

Kari described it as being on call: 

 

It’s like a 24/7 job when you’re president. It’s like who you are for that whole 

term.  You don’t check in and check out.  It’s who you are and it’s what you do.  

You’re always in that role.  You have to think about that no matter who you’re 

around.  Someone could call you at any hour of the day to ask something of you 

so I guess maybe not everybody realized that’s so true.  But, you end up taking on 

this whole new persona and you may not have to change who you are, but just 

tweak a few things or pay more attention & be more responsible just depending 

on your personality. 

 

Cheryl had a similar experience: 

 

You never disconnect.  It can create struggles if you don’t know how to handle it 

appropriately like the stress and stuff.  I guess that might be another difference 

between Greek life and another organization.  In any organization, you have your 

events and your little meetings, but then it’s done.  It just seems like less 

responsibility at least in some aspects. 

 

 This sense of always having to “be on” as a student leader meant for many 

participants leadership was a never ending exercise. In other words, leadership choices 

occurred at meetings, events, social setting, intramurals, etc. It was constant. This on-

going decision making process also required participants to separate the needs or 

consideration of a personal relationship from leading the organization. The rituals and 

standards did provide guidance with those decisions. 

Rituals and Standards.  For many participants, rituals and standards served as a 

valuable resource for leadership growth and decision making. Harms et al. (2006) found 

in a review of fraternity and sorority mission statements that values, often associated with 

leadership, are integrated into the operations of Greek organizations. Callais (2005) stated 

in order for fraternities and sororities as groups to enhance the educational environment 
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of colleges and universities, fraternities and sororities must have congruence between 

their actions and their stated purpose and mission. Callais (2005) added this could be 

accomplished through interaction of these standards into all aspects of fraternity and 

sorority life.  

For participants in this study, rituals and standards contributed to decisions about  

membership behavior, provided important clarification on what they valued as a leader, 

and helped them address challenging fraternity and sorority circumstances. Jon described 

how he used standards to make a decision about a new member: 

Well, when I was recruitment chair, we had this standard which is what our 

founders said we should look for in a candidate.  And when you’re having an 

argument about something, you go back and look at who you want to give a bid, 

there’s seven standards.  So, if you can say he doesn’t meet those standards, then 

how can you give him a good bid?  So, using that ritual as your standard for 

giving a bid and as a leader for recruitment chair, you can’t, you know, if you are 

a member of your fraternity, you cannot argue against your ritual.   

 

 Callais (2005) describes how ritual was intentionally developed to be a part of 

these organizations.  At different stages in their growth process, young men and women 

knew that there would be various expectations of them (Callais, 2005). Denise’s 

referenced how it influenced interactions with her sorority: 

I guess, I mean, I guess the main thing is just trying to make sure that I am 

constantly available or there for my sisters like even though I may have to make a 

decision that’s not popular or make a decision that’s just for the betterment of the 

chapter or something like that, still making sure that like my sisters know and my 

friends know that that doesn’t change like how I view them.  You know, it’s 

basically like you always have to be accepting of your sisters and you know, not 

looking upon them like judgmentally no matter what, just always being that sister.     

  

William used it to deal with mistakes made by members: 

 

Ritual is very important and what I have learn from ritual it is the idea of giving 

and just kind of really realizing people screw up and that’s just something that we 

really hold dear and learn throughout that whole week.  And that’s kind of for 

anything, you know, for guys we want to cut, we’re like, you know, give them a 

second chance, because we know about that.  That how it works for me ritual 
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works is its lessons, but don’t know how everyone else’s is.  There are lessons 

and learning in second chances in learning. I have witnessed it is a president, but 

ritually taught me that first. 

 

For Maurice, it provided direction on what he focused on: 

Service, because I’ve had several…I know and feel what my purpose is here and 

that’s to help people in whatever ways possible and I’ve had several conversations 

with God to allow me to touch someone’s life each day whether I know it 

(indirectly or directly) and being involved in a social organization with service 

being one of our top priorities is something that has really given me the ability 

and even enhanced my spiritual growth because I know that’s aligning with my 

spiritual, as well as my organization.  And I love that. 

 

Kari indicated how it strengthened her relationship with the organization: 

  

I want to say that I feel like there may be more of a sense of pride and 

appreciation for what you’re doing because there’s just so much ritual and 

tradition going into this organization that you’re a part of.  And so, you would 

have to understand that and you would have to uphold that for it to keep on going.  

Again, it’s something that’s long-going.  It’s not just a club that popped up on 

campus.  And so, it’s deeper, I guess.   

 

Charliene referenced how ritual was a motivator for her: 

 

A part of our ritual is we have this phrase we use, “no excuses” so any time 

something happens, I don’t know, it kind of motivates you to do more, you know?  

If you’re late for class it’s like you know, why were you late for class?  It’s 

because I had to…you know…it’s an excuse, you know what I mean?  So, it’s 

eliminating excuses and I find myself trying not to always have excuses for things  

 

Sara valued the history and legacy:  

 

I think because ritual is so secretive there’s things in the ritual that are so old and 

so…when I meet another sister it’s weird to think that we went through the same 

ritual and we will have those things forever.  A lot of people say you want to live 

out ritual and I think that means that our founders set up ritual as a very sacred 

thing and thankfully it’s been carried on and we’re up to I think 102 years.  And 

so I don’t want to disappoint another sister. You don’t want to ruin that legacy in 

a sense because a lot of people worked hard to get it to where you are today.  For 

us it mean to live the way our fore founders would want us to live in the chapter. 

 

Renee used it to guide her leadership growth: 

  
If you’re committed to your chapter then you’re always living your ritual.  And 

that’s the way it’s supposed to be and not everyone realizes that and some people 

don’t realize it until their sophomore or junior year when they actually get to see, 



 

137 

 

you know, how ritual is more and see initiation and everything from the other side 

and learn more about what it means and everything.  But, it definitely has 

influenced every part of my leadership because my ritual’s not just something that 

I heard once or that I you know do once a week on Sunday, you know, it’s 

something I live all the time.  And if I am going to be the best sorority woman I 

can be then it’s my responsibility to live in that ritual all the time.  And so, it 

really influences everything I do because it’s, everyone’s ritual’s not hard to live 

by, to be honest, most people’s values and stuff are the values that any person, 

who values integrity, should have anyway.  

 

Denise further explained how it influenced her growth 

 

I want to do this because not only is it good for me but it influences, you know, 

how people see my chapter and everything else as well.  So, I definitely live my 

ritual all through my leadership and stuff and just our values are open values, you 

know, they’re integrity and honesty and philanthropic success that that every 

leader should have anyways.  And so, it almost kind of pinpoints different aspects 

and different values that you should have as a leader and it kind of helps you 

narrow who you are as a leader just because of those values or that ritual that you 

know you understand and that you want to follow.  

 

Callais  (2005) stated that founders of fraternities and sororities recognized the  

 

need for ritual ceremonies that would mark transitions through one's growth in the  

 

organization. The rituals for this study participants served as a guide, resource and  

 

motivation for these members. It served as a bridge to something larger than just their  

 

individual chapters. Participants referenced the importance of  and a commitment to a  

 

national organization that had long standing rituals. Students indicated their affiliation  

 

with a national organization was something that also influenced their leadership  

 

development. 

 

National Organization Affiliation  

 

For many participants, the organization and its legacy served as a guide on to how 

lead, interact with members, and make choices. Student leaders felt a sense of 

responsibility to follow and uphold organizational values. For Walter, this created a sense 

of accountability:  
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James indicated that even though relationships become personal, the decisions do not 

have to be: 

You can’t take it personal.  That’s really been the most significant thing that I’ve 

learned is that you can’t you won’t be able to please everyone with your decision.  

The only thing you can do is analyze the situation and make the best decision with 

the circumstances that you’re given and you have to label them stand your ground 

on those decisions if there’s something that’s very important, you can’t allow 

someone to come in a day or so before an event and try to change your decision 

on the way that you’ve planned for the past two weeks. So, I just really learned 

that you can’t take leadership personal.  You’ll have people that’ll come at you 

and support your decisions and some people won’t.  But, life has to go on and 

they’ll live to see another day. 

 

The personal relationships resulting from being in a fraternity and a sorority 

meant leadership happen almost everywhere. In other words, for many students, they 

could not separate their personal activity choices with being a Greek leader. Renee 

described how this occurred for her: 

I think because I was president of my residence hall group that my expectations 

there were just to do what I needed to do, but when it came to my personal life, no 

one cared.   And in Greek life, as a leader, your personal life is your leadership 

life, too.  And everyone sees your personal life, too and that’s because a lot more 

social aspects are in Greek life, too and we do things socially, not only 

community service or leadership-wise, too, but you definitely see how much you 

have to be a leader all of the time versus just when you’re in a meeting or 

whatever.   

 

James indicated it created almost a sense of loneliness for him: 

 

No matter where you go everybody’s holding you up and they’re looking at you 

in a different way, a different example.  When you're at the top usually there’s 

less room for error in anything you do. You don’t have to be perfect, but you at 

least have to, you know, strive to say this is what I want and this is what I want 

you to do.  So, you know, you have to lead by example the same way.  So, when 

you’re seeing that you’re doing it by yourself, I mean, it’s pretty intense 

sometimes. I knew it came with expectations, but honestly didn’t realize how far 

those extended until I started my work as a president. 
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Jon went into a great detail about how simply planning for a spring break trip 

changed relationships with his brother because he was president:  

Jon: You feel a lot more isolated as president.  Like if you’re splitting teams up 

for spring break and there’s an A team and so on and I end up on the D team and 

am like, why did I end up on the D team? 

Interviewer: Teams? What is D team? 

Jon: Teams are group of guys you want to hang out with and they are rated based 

how much fun you can have and I guess to some extent how much trouble you 

can get into. 

Interviewer: So you ended up on the D team because you were president? 

Jon: Yeah the guys like, well, we didn’t want the responsible one to be on our 

 team!   

Interviewer: What was your reaction to that decision? 

Jon: I couldn’t go anyway so I wasn’t that upset, but at the same time, it makes 

you realize that people don’t want to invite the buzz kill.  It’s not that they don’t 

like you, but they know you have to be like that and so, if they don’t want to be 

“responsible” they’re not going to want you to be around.  

 

Sara described a scenario where her decision to address an inappropriate social behavior 

would be based on whether that individual was a member of her sorority: 

Well, for example, if you go out to a party or whatever with a whole bunch of 

people who are not Greek and they were doing something outrageous, I wouldn’t 

care.  But, if I was going out with one my sisters, it would be my responsibility to 

hold her accountable and be like you’re getting out of control.  Let’s go home or 

let’s find something else to do or just calm down.  It kind of shows that you, you 

know, you’re being a leader with them, too especially as an older member. 

 

Kari made personal social decisions based on roles in the chapter:  

 

 I’ve seen a lot because I personally quit going out to fraternity houses and so did 

the people in my pledge class because we were like, we’re really old and like, it’s 

really awkward to go out and stuff now and plus you just see it and you’re like, do 

you guys know what you’re doing?  It’s definitely like that a lot in the social 

scene more and how it’s more than just your organization and it’s more than just 

when you’re a meetings.  It’s all the time.   And that’s just because it’s your life.  

You really are your organization and your organization is you so you’re living 

through the organization definitely while you’re here and if you continue to be 

alum, afterwards, too. 

 

Study participants articulated that the personal relationships developed in a Greek  
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organization provided unique contributions (based on their experiences) to their 

leadership development. Participants formed strong personal bonds that proved to be 

invaluable when directing members and coordinating activities, but also required them to 

find the appropriate balance of being a friend and brother or sister and leading and 

challenging members to perform. Participants were also exposed to various member 

behaviors and skills and used this information to make decisions about chapter 

operations. Finally, it appears for these participants, being a Greek organization mandated 

thinking like a leader in almost every situation whether it was in group activities, campus 

events or social situations. Participants felt they were “always on” as a Greek leader 

which for some led to fatigue, burnout and a sense of loneliness. For many participants, 

this meant constant reflection on their actions, growth and member relationships. 

 Reflective Learning. In describing this dimension of the developmental 

influences affecting leadership identity, Komives et al. (2005) references opportunities 

for critical reflection, such as meaningful conversations with others about “their passions, 

integrity and commitment to continual self-assessment and learning.”  Kari referenced 

how much she learned being president when discussing the difference of Greek life 

involvement compared to other groups: 

Yeah, it is more complicated. And so, I mean, I’ve learned a lot through that.  But, 

I mean, again, you learn so many things about how to deal with people, how just 

every day, how to carry yourself, you know whether it’s your dress or how you 

act, how you write an email, how you know, just things like that, you can learn in 

any type of organization that’s just leadership style. 

 

 According to Komives et al. (2005), a key element of the reflective learning 

aspect of development influences is self-reflection. Participants in this study had reflected 

on their experiences and were able to articulate a personal value. Jon described how he 

has developed through his fraternity experience: 
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I’d say in my fraternity, I’ve learned a lot about myself & others because you’re 

not going to like everyone. It’s impossible. Dealing with others, how to have one 

on one conversations.  I thrive in a crowd, but I think I struggle more one on one 

so I think I’ve learned a lot about that.  And just learning about what it takes to be 

a leaders and group management.  I think I’ve learned a lot about that. Now it’s 

my major. I’m majoring in Management in the Business School and it’s just 

something I want to do. 

 

Maurice reflected on how to work with members and their potential reactions to his 

decisions: 

You can’t take it personal.  That’s really been the most significant thing that I’ve 

learned is that you won’t be able to please everyone with your decision.  The only 

thing you can do is analyze the situation and make the best decision with the 

circumstances that you’re given. You can’t allow someone to come in a day or so 

before an event and try to change your decision on the way that you’ve planned 

for the past two weeks.  So, I just really learned that you can’t take leadership 

personal. You’ll have people that’ll come at you and support your decisions and 

some people won’t.  But, life has to go on and they’ll live to see another day. 

 

William also commented on how what he believed was the value of his fraternity  

 

leadership experience and its relationship to his future: 

 

These are the things you need to know in everyday life. You really do learn when 

you’re managing other people.  That has been the biggest thing I’ve learned 

because you have to work with other people in everyday situations and you’re not 

going to agree. I am very different than are incoming president but we have find 

some ground in order to transition smoothly. In other words, all the work would 

be useless because my knowledge and experience wouldn’t transfer to him. 

Fraternity leaders need those perspectives when coming into a position. I think the 

same is going to happening when I start a job and transition through those 

experiences. I want this experience to be positive in my organization and within 

my first job. 

 

 For these participants, reflective learning occurred within the act of leadership. 

Their co-curricular experiences provided opportunities for a new understanding of their 

leader identity as well as what actions contributed to change in that identity.  In other 

words, they were learning on the job. For other study participants, structured experiences 

contributed the most to reflective learning. 
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Komives et al. (2005) referenced opportunities in which students intentionally 

learn about leadership, such as trainings, retreats, or classes, which in turn provided them 

with new language and ideas that aided their development. Renee described how she 

gained new perspectives about how her actions impacted people from completing 

structured reflections during a leadership development program: 

When writing those reflections it really made me put into perspective how much 

your actions affect people and the people around you as well because you’re not 

just doing things for you anymore.  You’re doing things for your entire chapter 

and then eventually for the entire Greek system, too.  So, I think that really helps 

you realize where you need to be and what you need for yourself and the 

organization. 

 

Jon discussed how a national organization leadership training program enhanced his  

 

ability to develop effective relationships with his members: 

 

I’ve gotten better at developing relationships. This especially improved after 

going to a national leadership thing coordinated by my fraternity. My facilitator 

emphasized a lot on how I didn’t get along with all of brothers and executive 

board members and how I needed to just open up and have a conversation with 

them and that would solve all of my problems.  I have gradually done that and 

those relationships have become much productive.  And so, it’s definitely taught 

me how just having a conversation with someone can change a lot. 

 

Denise referenced how attending a leadership convention changed her entire perception  

 

of Greek and what type of leaders these communities need: 

 

I was already starting to realize what, at least to me what Greek Life was about, 

like I knew it wasn’t about the social aspect and the partying and stuff like that, 

but I didn’t know about all of the living your ritual and living through values.  

UFI is about like living out your values and how you can actually use Greek Life 

to become a better person or to develop.  It made me realize a lot about me as far 

as just you know what my strength are and how I am a leader.  

 

For these study participants, reflective learning was a key contributor to their 

leadership development. Their review and analysis of experiences provided learning 

which contributed to enhanced understanding of situations and for some, revised 

approaches to leading their members. Other participants commented that being part of 
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this study was the first time they had reflected on some of their practices and as a result 

they had plan to use that information for future leadership efforts. 

Summary 

The researcher discovered many positive influences, developmental opportunities, 

and challenges available for leaders in fraternal organizations that provided new 

understanding related to the development influences in the Leadership Identity Model. 

Participants pointed to both the contributions and challenged working with adult advisors. 

Participants also referenced the immersion of their personal identity with the 

organizational identity and what difficulties and learning opportunities this combination 

provided for their personal development. They appreciated how Greek life provided 

memberships in an organization that afforded opportunities to develop meaningful 

relationships with others, but these deep personal relationships also meant for some 

students that their work as a Greek leader never stopped.  Participants were making 

leadership choices in social settings and having to balance friendships with organizational 

responsibilities. However, these difficult circumstances also challenged their values and 

resolve, provided leadership roles that prompted growth and development.  Within these 

situations, they relied on ritual and standards to make decisions and also referenced an 

obligation to national organization as motivation to lead.  

In the final chapter, I will focus on the overall conclusions and recommendations 

based on the examination and analysis of the findings. While this study provides useful 

insight into how Greek life participation can influence leadership identity development, 

there are still questions about the role of fraternity and sorority membership in the 

development of college students. Therefore, I call for areas of further study and indicate 

implications for practice in the next chapter. 
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Chapter 6 

Conclusions and Recommendations for Research and Practice  
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 Developing an identity as a leader is a complicated process that involves multiple 

experiences, interactions, reflections and influences. It required the participants in this 

study to first make meaning of what they did and learned in the process, and then reflect 

how that acquired knowledge would impact actions and behaviors. Identity development 

included interaction with environmental factors such as family origin, organizational 

structure and values, adult guidance, perceived stereotypes and rationale for joining and 

leading organizations. Additionally, the most significant discourse in research literature 

deals with how Greek life may have inhibited student development. The author sought to 

add to the body of research as to how Greek life plays a role in student development. The 

intent of this study was to understand how fraternity and sorority life can contribute to 

student growth by examining the influences on student leadership identity development.  

 The purpose of this chapter is to outline key findings related to the original 

research questions and theoretical framework. Through data collection and analysis, the 

findings suggest what the participants study valued, how they developed and how they 

practiced leadership in Greek life organizations. The key findings of this study are: 

1. Different types of advising have varying influences on identity development. 

2. Fraternities and sororities provide experiences for formation of  leadership 

 identity development. 

3. The relationships developed within fraternities play a role in identity 

 development. 

4. The structure and processes of these organizations influence identity 

 development. 

The following is a brief discussion of the findings and how they connect to the 

theoretical framework. I have listed findings under the appropriate research question. In 



 

150 

 

addition, I will offer implications for further study as well as how data could be utilized by 

student affairs practitioners working with fraternities and sororities.     

Research Question 1  

 Fraternities and sororities have a long history of providing a place for fellowship 

and the forming of genuine relationships and within each group, student development and 

identity are shaped. The first question deals with how these relationships may impact 

identity development. Specifically,  How do the relationships formed through fraternity 

and sorority involvement   contribute to identity development? 

Komives et al. (2005) stated student leadership identity development transitions 

as engagement with organization members gained more depth and meaning making. With 

more group experience, peers served as followers, teammates, and ultimately as 

collaborators and peer meaning-makers. Fraternal organizations are imbued with values 

and opportunities that attract students who will participate in a culture that emphasizes 

relationships and leadership (Cory, 2011). For students in this study, relationships did 

shape leadership identity development and choices. 

 Many participants commented that the relationships formed and developed 

impacted how they lead and influenced and/or changed perspectives regarding leadership. 

Komives (2005) indicated that as students transition in the identity model student 

perspectives shift from getting members to get the job done to including new perspectives 

from others and learning how to trust and value others. Jon in particular mentioned that 

prior to assuming his role as a fraternity leader he chose to discount those who did not 

have the same view as his. He quickly realized in order to lead effectively he would  have 

to become more open to diverse views and find suitable common ground. For Jon to lead 

brothers, it required him to compromise and change tactics. 
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 Komives et al. (2005) refers to the exposure and accepting of a broad range of 

viewpoints as a significant contributor to identity development. For students in this study, 

this exposure came beyond just formal organizational settings. Based on the nature of 

these relationships, student leaders witnessed member behavior, choices and perspectives 

in social and organization settings which in turn required them to continully process this 

information while leading the chapter. In other words, what students found out about 

their brother or sisters in a variety of settings contributed to the relationships they 

developed with them. Cheryl referenced “the whoa factor” when she discovered 

information about her sisters and decisions they made. These intense relationships 

molded how students interacted with members and how they led their organization. 

 Participants also revealed that the personal relationships created in these 

organizations influenced how they led. The intense relationships developed through 

fraternity and sorority experiences required leaders to constantly evaluate how to 

maintain friendships while leading members through challenges and group activities. 

Most particapants struggled with this effort and some referenced a sense of  loneliness 

because their role required accountability and confidentiality which impacted the close 

friendships they had in the chapter. For many of the participants, there was a continuous 

effort to balance those close personal relationships with leading a chapter.  

Research Question  2   

 Study participants often referred to the complex operational nature of Greek 

organizations as different from other student groups and an opportunity for growth. It 

required more work, time and commitment for these participants. For a student involved 

in Greek life organizations, the second question deals with what are the key influences on 

this development? 
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 Komives (2005) describes meaning involvement as the training ground where 

leadership identity evolves. These experiences aided value clarification and interests and 

provided opportunities to interact with diverse peers, learn about self and develop new 

skills. Fraternity and sorority life has historically provided these type of interactions for 

leadership growth and there has been somehow limited research demonstrating outcomes.  

 Hayek et al. (2002) found that affiliated men had higher gains in personal growth 

measures than non-affiliated men. Pike (2000) indicated that Greek life participants had 

stronger relationships with faculty, staff, and peers than their non-Greek counterparts. 

Martin, Hevel, and Asel (2008) discovered positive gains in collaborative work measures. 

Dugan (2008) found affiliated men scored higher on commitment scales than non-

members across all years of college. As for ability to influence others, Kezar and 

Moriarty (2000) reported significant gains among fraternity members four years after 

beginning college. Both Asel et al. (2009), as well as Pike (2003) found this to be true 

among fraternity/sorority seniors. 

 Astin (1977, 1984, 1993), as well as Kuh (1995) and, more comprehensively, 

Pascarella and Terenzini (1991, 2005) cited positive gains in leadership skills among 

fraternity and sororitymembers. Being an officer in a campus organization significantly 

contributed to leadershipdevelopment, decision-making skills, and feelings of personal 

competence (Astin, 1993; Kezar & Moriarty, 2000; Kuh, 1995). Fraternity presidents 

retained high confidence in their leadership ability up to10 years after college (Kelley, 

2008). With regard to peer perception, however, Harms et al. (2006) found fraternity and 

sorority members holding formal offices were less oftenrecognized as effective leaders 

than the members with the strongest commitment to the organization. Participants in this 

study did indicate  how Greek life impacted their leadership identity development in 
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ways that were different from other student organizations. In this chapter, research will 

present two distinct findings: Organizational Identity and Time Commitment.  

 For the participants in this study, serving as a Greek life leader provided some 

unique opportunities and challenges to develop their leadership identity.  Almost all the 

student leaders referenced their personal identity being merged with their organization’s 

identity. Participants commented this was significant difference or shift (depending on 

when students joined) from other student organization activities. Sara stated, “I became 

Sara, the such organization member.” James referenced how he was known for his work 

in orientation, but he became James, “the organization member.” This combination had 

various influences on identity development and personal growth. 

 Participants commented that every effort they made as a student leader was 

combined with consideration of organization impression to members inside and outside 

the Greek community. They could not simply disregard what others thought but had to 

incorporate that information into the decisions they made and the relationships they 

developed. Participants were adamant these experiences were unique to Greek life and 

played a large in how they lead and what they did.  

 Piaget (1985) described identity development in processes of assimilation and 

accommodation. Individuals who assimilate their experiences do not change self schemas 

with the experience; rather they integrate external elements like experience into evolving 

identity structures (Block, 1982). In others, individuals conducting identity assimilation 

change aspects of the situation to maintain the current self view (Day, 2009).  Identity 

accommodation on the other is a process in which individuals incorporate experiences 

and changes to their existing self schemas (Day, 2009).  Piaget stated that an ideal state of 

adaptation involves a dynamic equilibrium between assimilation and accommodation 
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which entitled equilibration.  Day (2009) referenced individuals who manage 

equilibration hold a stable sense of self, but are able to make changes to their identity 

when experiences call for such changes. For the participants  in this study,  considerable 

time was spent managing identity changes related to their identity being associated with 

their organizational identity. 

 Jon discussed how he conformed to what it meant to be Greek  in order to be 

considered an effective leader. He recognized it as a change or accommodation, but felt it 

was necessary to direct and learn from his experience. Cheryl revealed having significant 

struggles throughout her experience and seemed to be focusing primarily on assimilation  

as a strategy to deal with new impressions on her identity. She stated emphatically that 

she did not like it and did not feel it was right. Cheryl also personally internalized  those 

experiences as choices by the  individual she interacted with and not something she had 

to consider when leading. Dan stated he knew what the identity of his organization was 

and he was attached to that, but also got involved in their organization to change those 

views of the group and subsequently himself.  Komives (2005) does not reference 

assimilation and accommodation as part of identity development, but the researcher 

found, in this study, students were participating in those exercises and it was influencing 

how they interacted and developed as a leader. 

 

 

 

 

 

 

 

Research Question 3  
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 The third question dealt with what procedure or systems may have influenced 

leadership identity development.  Specifically, the researcher explored what are the 

processes that contribute to this development? 

While there were many opportunities for undergraduate students to serve in co-

curricular leadership roles, being a chapter officer can provide unique leadership benefits 

that are not available to other student leaders. Kelley (2008) found that it was common 

for a fraternity president to be responsible for the oversight and management of hundreds 

of thousands of dollars. Kelley discovered in some instances fraternity presidents had 

more interaction with members and officers of the organization and opportunities to 

impact the development of members, which is uncommon in other student organizations. 

William, as one example, referred to these process in his first role as chapter treasurer: 

“I had to collect dues from members, it wasn’t easy but I followed chapter 

guidelines that made manageable. It wasn’t easy, but these processes really 

helped. People had to come to me and they removed. I did get to hear their stories 

and developed processes to work with them, but needed procedures to that.” 

 

For William, the procedures helped him create interactions with members to perform his 

duty, learn new information about members and build memberships.  

 Cheryl referenced how decision making procedures in her Greek organization 

were much more complex than other student organizations. She had to relay decisions to 

a variety of groups that included her executive board, advisors and members. Each 

audience would have a different interpretation of  her decision, which required her to 

develop a rationale for each community. Organizational process and procedures 

mandated this communication and Cheryl spent considerable effort developing skills and 

knowledge to conduct it effectively. 
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 All study participants discussed how the structure of a Greek organization 

necessitated an evolving development of competencies and adjustment in leadership 

efforts. Students conveyed both frustration and appreciation of this experience. Fatigue 

was something mentioned by all members because of the work required and a feeling of 

constant connection to fraternity /sorority obligation, even within social setting. 

However, many students recognized that this diversity of responsibilities was a valuable 

leadership experience in which they grew and learned more about themselves and their 

members. For many participants, ritual and standards helped them to manage this 

experience effectively. 

Callais (2005) stated in order for fraternities and sororities as groups to enhance 

the educational environment of colleges and universities, fraternities and sororities must 

have congruence between their actions and their stated purpose and mission. Callais 

(2005) added that this could be accomplished through interaction of these standards into 

all aspects of fraternity and sorority life. Students in this study referenced how they used 

these standards to guide choices and grow in the chapter. 

 William referenced how he referenced how he used ritual to deal with member 

performance and mistakes. Kari discussed  how she wanted to be the standards chair 

because she viewed it as an opportunity to develop and influence young women. Jon used 

standards when discussing and making decisions about members. Denise and Maurice 

discussed how it impacted why they joined and how they lead. Komives (2007) stated 

that the Relational Leadership Model’s emphasis on purpose involves clearly defining a 

socialized vision, working towards a common goal, and bringing about positive change. 

For the participants, process was based on rituals and standards which, in return, 

influenced their identity development and leadership choices. 
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Research Question 4 

 Hogan, Koepsell and Eberly (2011) stated that volunteer chapter advisors, 

whether off-campus alumni or on-campus staff or faculty, take approaches ranging from 

administrative form signers to active participants in chapter life who meet regularly with 

an executive team and attend chapter meetings. The final research question deals with 

what roles do advisor play in identity development? 

 It is often a single individual such as a volunteer or faculty advisor who juggle a 

myriad of administrative, advising, management, and counseling tasks as she works to 

meet the needs of national offices, campus administrators, chapter leaders, chapter 

members, and other volunteers in state or regional roles (Hogan et al., 2011). For the 

participants in this study, what roles their adult advisors chose influenced their identity 

development as a fraternity or sorority leader.  

Several students articulated their chapter advisors contributed to their growth as a 

student leader. They valued these interactions as a way to interpret member behavior and 

commitment and how to address organizational challenges and planning. Komives (2005) 

stated that as students progressed through identity development, adults served as meaning 

makers of leadership experiences and as mentors. This leadership partnership, for 

students in this study, was influenced by how adults advised students and the strategies 

used to guide the organization and the student.  

 Many participants referenced how adult advisors assumed the role of a sounding 

board regarding frustration and challenges related to organizational leadership. This was 

particularly important to them because they wanted to maintain a positive impression for 

their members as well as not sacrifice organizational relationships in order to express 

concern and dissatisfaction about member performance. Many students referred to the 
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term of “venting up” versus “venting down” as a valuable interaction that maintained 

group continuity and provided suitable processing of experiences. Van Velsor and 

McCauley (2004) found that leaders needed support to maintain a sense of efficacy, 

openly examine their mistakes, increase confidence in their ability and relieve some 

personal stress. Komives (2005) stated students in the latter stages of the identity model 

sought adults for feedback and conducted serious reflection on how they might 

incorporate that into their leadership efforts. It was evident in this study that some 

students had this relationship with their advisor. Participants discussed how decisions and 

actions were influenced by the relationship and healthy dialogue they had with advisors. 

They relied on them to process experiences as well as simply guide through the 

complexities of a Greek affiliated organization.  However, for other participants, identity 

development was not influenced by their advisor. 

 For some, the advisors were simply managers of processes. Participants viewed 

their purpose, as defined by some advisors, to keep them out of the trouble, “make sure 

they were doing the right thing”, or “do it the way they did it” and ensure the 

organizational identity was not negatively impacted. One participant called his advisor “a 

brand protector”. In other words, the organization “X” was to accomplish certain 

initiatives and if not that was a problem. They did not discuss the how’s and why’s of 

how to lead, instead dialogue between student and advisor focused more on “this is what 

it was supposed to be” and “your leadership should meet those objectives”. These 

students were still able to grow and learn, but adult advisors simply did not play a role in 

the process. 
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Conclusion  

The researcher found that adults can contribute to identity development as 

described by Komives (2005). However, related to Greek life, what impact, if any, adults 

can have on student identity development is shaped by the approach the adult chooses to 

use when advising a group. In this study, how an adult advisor viewed their role 

influenced whether the relationship between student and adult contributed to identity 

development.  

Through this study, I realize the number of questions about fraternity and sorority 

membership outweighs the answers found in research. Although fraternity and sorority 

students comprise significant percentages of the undergraduate population on many 

college campuses, limited scholarship regarding the fraternity and sorority leadership 

experience exists. Researcher could spend considerable time within his professional 

career conducting research on this population of students using different framework and 

perspectives. I have identified several areas where that research could be conducted. 

Recommendations for Future Research 

Overall, the research associated with fraternities and sororities is limited in its 

scope and depth. As a result, there was a need to call upon those involved in higher 

education in general to conduct further research in certain ways. Without a significant 

expansion of research, student affairs professionals working with fraternities and 

sororities possess inadequate information to direct their work and their ability to guide 

fraternal organizations in a positive direction is limited. Much of the literature primarily 

paints the broad picture of the existence, role and function of fraternities and sororities as 

a problem in higher education, but there existed a positive message about student 

engagement, identity development and increased alumni engagement. The reality is that 
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the journal published research on fraternities and sororities and leadership development is 

still very limited (Bureau, 2007). The following are my recommendations for further 

research. 

Identity Issues.  There were a few studies using the Komives’s model as part of 

theoretical framework. Consider gender as a defining characteristic, Onorato suggested 

gender plays a pivotal role in the leadership identity development of Hispanic female 

students. Renn and Bilodeau (2004) utilized the LID in their examination of the 

leadership identity development process for gay, lesbian and transgender students. 

Armino et al. (2000) suggested in training and development programs, intersection of 

race and gender must be addressed. Research exploring the ways these and other 

components of identity such as family structure, race and socioeconomic status influence 

leadership identity development would generate data to the area of understanding 

leadership identity among college students.  

 Students also discussed in detail how the organizational identity impacted their 

own personal leadership development. Students assumed organizational identity as part 

of their own leadership identity. This social identity is reflected of membership in their 

particular group (Hogg, 2001). Social constructs to identify approaches requires research 

and practitioners to consider the historical, socially and politically, and cultural  factors 

contributing to the leadership identity development (Weber, 2001).  If this is the case, 

further research on how that organization identity impacted the leadership development 

would  be helpful. Research might focus on what Day (2009) refers as to the climate of 

leadership development as the shared perceptions regarding the extent to which leader 

development is rewarded, supported, and expected in a particular organization based on 

the practices, policies, and events regarding leader development.  
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Leadership Development. The dominant existing research on student leadership 

relies heavily on the development of skills and attributes and not on personal 

development. Fraternities and sororities claim a primary focus of membership as the 

development of leaders (Beta Theta Pi, 2010;  Pi Beta Phi, 2010).  Some research 

supports this claim (Center for Learning Outcomes Assessment, 2009; Harms et al., 

(2006) but an understanding of the impact of fraternal organizations is largely anecdotal 

(Cory, 2011). 

Komives et al.’s (2005, 2006) research provides a suitable starting point to the 

examine the impact of membership on leadership identity development for fraternity and 

sorority students. There is limited research on the process of developing a leadership 

identity. As a result, further research with fraternity and sorority students is necessary. I 

will now suggest some areas that could contribute to further understanding of identity 

development.  

Dealing with challenge.  All of the participants referred to some level of 

challenge they experienced as a Greek leader. They referenced difficultly with member 

performance, communication and advisor expectations. Vanselor and McCauley (2004) 

describe challenges as situations that demand knowledge beyond what the individual 

currently posses, are confusing, ambiguous or are uncomfortable in that situation is not 

desired.  They also provide motivation and opportunity to learn (McCauley, 2004). 

Komives (2005) does not specifically reference the role of challenge in identity 

development and further research may contribute to better understanding as to its 

influences. 
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Support.  Komives (2005) refers to both adult influences and peer influences as 

areas for support for leadership identity development.  In the LID model, adults initially 

recognized leader’s potential and then further in identity transition became meaning 

makers and mentors (Komives, 2005).  Older peers served as role models, sponsors and 

provided rationale for joining organizations (Komives, 2005). Van Velsor and McCauley 

(2004) indicate that leaders need support to maintain a sense of efficacy and openly 

examine their mistakes. Further research is needed on whether and what type of support 

exists for fraternity and sorority leaders, what is still needed and how it does and can 

further influence development.  

Student Engagement.  It has become widely important in higher education as to 

how college student engagement contributes effectively to educational practices.  Hayek 

et al. (2002) did conclude that fraternity and sorority members appear to be equally or 

more engaged in academically challenging tasks, active learning, student faculty 

interaction, community services, diversity, satisfaction, and on learning and personal 

development gains. Further research on how Greek life contributies to leadership identity 

development could guide institutional efforts on how to best advise these organizations in 

an effort to maximize student engagement and support effective educationally practices. 

 Recommendations for Practice.  The findings and conclusions of the present 

study suggest several implications for practice. Fraternity and sorority life programs 

designed to contribute to student development serve students best when viewing the 

development of identity as a leader as part of an emerging overall identity. Evaluating 

and enhancing student affairs in the area of leadership development, reflective learning, 

advisor training and institutional support for Greek life are extremely important. The 
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recommendations presented in this section are provided for student affairs practitioners 

working within leadership development and/or fraternity and sorority life programs. 

Leadership Development. Fraternities and sororities are steeped in culture, 

tradition, hierarchy and structure. Student affairs programs would best serve these 

students by focusing on training that deals with values, purpose, and meaning making 

into the everyday notions of leadership. All participants in this study practiced various 

forms of relational leadership. Yet, the discussion of its value was first revealed in 

dialogue with this researcher. Student affairs practitioners bear responsibility to continue 

this dialogue and demonstrate value for individual development. 

 Reflective learning.  Implementing more reflective learning practices also seem 

crucial for student affairs practitioners. For most participants, this study was the first time 

they had the opportunity to reflect on what they had done and learned and its impact on 

their individual and organizational development. Coached reflection refers to a situation 

in which an individual with formal tools to help them work through a situation and learn 

from it (Day, 2009).  Student leaders engaging in action learning refers to a continuous 

process of learning and reflection (Day, 2009). Student affairs practitioners and chapter 

advisors could greatly enhance student meaning making of experiences by implementing 

more opportunities for reflection in advising interactions and program delivery. 

Advising.  Institutions should engage alumni chapter advisors and appropriate 

organizational officials in order to increase their awareness of the role they play in 

guiding students. As members of other generations, alumni are often unaware of a 

student’s need for building relationships with key adults. This was evident in this study. 

In addition, programs for alumni advisors that focus on building advising skills would 

benefit college students and the growth and sustainability of organizations. Institutional 
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research on student perception of the role and need for advisors would enhance advisor 

comprehension as to why this approach is necessary.  

 Concluding Remarks.  Bureau (2007) stated that research on fraternities and 

sororities and leadership development is limited. Also, much of the literature indicates 

that while fraternities and sororities may be forums in which one can practice leadership, 

some of the most important skills necessary to lead in today’s global society such as the 

ability to initiate change, are not necessarily developed in the fraternity/sorority context 

(Dugan, 2008; Gerhardt, 2008). However, student affairs and international headquarters 

continue to communicate, without sufficient evidence, that these organizations support 

leadership development (Bureau, 2010). This research attempted to help better 

understand how leadership development occurs in fraternal organizations and what can 

be done to further advance this development. 

The data collected from 12 semi-structured interviews, one focus group and an e-

mail questionnaire provided additional information on how serving as a leader in a Greek 

life organization affects leadership identity development. First and foremost, despite the 

relative consistent hierarchical nature of Greek organizations, it was evident that 

fraternity and sorority leaders in this study valued and practiced relational leadership. 

Connecting coded data back to the Relational Leadership Model, the researcher found 

strong evidence of participants demonstrating  leadership behaviors of 1.) empowering , 

2) purposeful, 3) process oriented,  4) inclusive, and  5) ethical. Students were not 

presented with the model but merely demonstrated through dialogue  how they were 

working to understand emotion, involving others in decision-making and motivating  

through recognition and support. Students referenced in detail how they wanted  to 
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empower others and needed for support from advisors in order to achieve these 

objectives. 

 What students sought from and received from adults advisors was particularly  

 

compellingto this researcher because of his work as a student affairs practitioner. Guiding  

 

Greek organization leaders is mainly limited to organizational meetings and governance  

 

group officer meetings, time limited leadership training and event and program planning.  

 

We strive to advisestudents through a meaning making process, but capacity, resources 

and time limit this interaction to a small group of students. Additionally, students may 

withhold information from, for fear of getting trouble/violating institutional policy, but 

effective advising could enhance learning and decision making. The research indicated 

students valued the role of adult advisor for communicating challenges, processing 

experiences and guidance through complex organizational procedures. However, the 

impact of their development was influenced by the role the advisor chose to guide the 

organization. Komives  (2009) stated an effective educational response  to a student’s 

crisis of  positional leadership has the ability to facilitate that student’s grasp of  the more 

complex leadership identity need to solve his or her current organizational challenge. The 

students in this study were seeking that type of input. Student affairs practitioners might 

use this research to demonstrate how advisors could more effectively influence leadership 

development for the students and subsequently more intentionally collaborate with them 

on supporting student leadership growth.   

 Komives (2009) stated that one of the challenges to applying LID was 

encouraging students to commit to one group. This increasing depth and complexity of a 

student’s organizational relationships assist in transitions within the stage of the 

Leadership Identity Development Model (Komives et al., 2005). Students in this study 
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referenced the multiple opportunities to develop as a leader because of the commitment 

that they made to a fraternity and sorority. The LID model could serve as a theoretical 

framework to facilitate student learning and reflection. Students need something to guide 

experiences beyond just performing required duties. If we are going to espouse that 

students are developing leadership skills and experience through fraternity and sorority 

life, a theory to measure progress and frame knowledge is essential. 

 My focus with this research was to provide new perspectives on the experiences 

of fraternity and sorority leaders. What I found was that membership in a fraternal 

organization does influence leadership identity development and contributes positively to 

their development as students. My hope is this research will assist other student affairs 

professionals in developing programs and interactions with these student leaders focusing 

on personal identity development.  My hope also is that we work within both academic 

and administration to better understand how the culture of fraternity and sorority life can 

contribute to leadership identity development and how might we find more ways to 

advise and encourage that development.   
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APPENDIX A 

University of Memphis 

Department of Leadership 

Project Participation Informed Consent Form 

 

Title of Study:   

Principal Investigator:   Justin Lawhead, Doctoral Student, Higher Education – The 

University of Memphis 

Contact Phone Number:    

Fax:   

Email:   

Dear Participant, 

Purpose of the Study 

You are invited to participate in a research study conducted by Justin Lawhead, from the  

University of Memphis [Department of Leadership]. I hope to learn more about how co- 

curricular experience (student organizations) contribute to student leader identity 

development.  

The results of this study will be used for completion of the dissertation for my doctoral 

program.  

Participants 

You were selected as a possible participant because you were nominated as a student who 

is active in student leadership activities on campus and demonstrat relational leadership. 

Relational leadership is the process of people working together to accomplish change or 

to make a difference that will benefit the common good. 

Procedures  
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If you volunteer to participate in this study, you will be asked to participate in two one-

on-one interviews. The interviews will focus on your experiences as a student leader.  If 

at any point during the interview you feel uncomfortable and want to withdraw from the 

study that request will be granted. These questions will be asked and the answers 

recorded by the researcher in face-to-face interviews. Depending on your availability and 

desires, you may be asked to respond to follow-up questions via e-mail or telephone.  

Benefits of Participation  

There may/may not be direct benefits to you as a participant in this study.  However, it is 

intended that the results of this study will be significant. Theoretically, this research will 

contribute to the existing body of knowledge on college student leadership, specifically, 

as it relates to co-curricular involvement. 

Risks of Participation  

There are no known risks associated with this study. The investigator can provide 

additional detail about the reasoning behind the questions as well as address any of your 

concerns. As well the principal investigator, Justin Lawhead, Doctoral Student of Higher 

Education at the University of Memphis, may be contacted for additional information at 

(901) 678-2094   

Cost /Compensation   

There will not be financial cost to you to participate in this study.  The study will take 

approximately one and a half hours of your time, scheduled in time increments and 

locations that are convenient for you.  You will not be compensated for your time. The 

University of Memphis may not provide compensation or free medical care for an 

unanticipated injury sustained as a result of participating in this research study.   

Contact Information  
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If you have any questions or concerns about the study, you may contact the principal 

investigator at (901) 678-2094 .  For questions regarding the rights of research subjects, 

any complaints, or comments regarding the manner in which the study is being conducted 

you may contact the University of Memphis Office of Research Support Services at (901) 

678-5071.   

Voluntary Participation  

Your participation in this study is voluntary. You may refuse to participate in this study 

or in any part of this study.  You may withdraw at any time without prejudice to your 

relations with the university. You are encouraged to ask questions about this study at the 

beginning or any time during the research study.  

Confidentiality  

Several steps will be taken to protect the privacy of the participants and the 

confidentiality of the information gathered throughout the study. First, participants will 

be afforded the option of using pseudonyms in place of their real identities. Second, 

participants will be allowed to require the use of disguised organizational identifications 

in place of the actual entity names. Third, private information directly attributable to the 

organizational purposes and/or entities of the participants will not be published without 

the expressed written consent of the participants. Finally, all data gathered throughout 

this research study will be kept at a secured location for at least 3 years after completion 

of the study.  After the storage time the information gathered will be shredded and 

destroyed. Although the investigator and the principal investigator will take every 

precaution, allowed by law, to ensure the privacy and confidentiality of the participants, 

the identities of the participants may be identifiable due to the small sample size of the 

study. 
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Consent to Audiotape 

Audio recordings will be used during interviews with participants to record responses.  

You may request that the use of recorder be stopped at any point during the interview 

process.  The tapes and their transcriptions will be strictly confidential.  Any records 

related to this research will be kept in a secure location with access available only to the 

researcher and his faculty advisor.  After the storage time, three years, the tapes and 

transcriptions will be shredded and destroy. 
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APPENDIX B 

Fraternity and sorority Student Leader Invitation to Participate Letter 
 

Dear (insert participant’s name),  

 

This letter is an invitation to participate in a study I am conducting for my 

dissertation in the Higher EducationLeadership doctoral program at the University of 

Memphis. You were nominated by (insert F/S professional’s name here). Below is more 

information about this project and what your involvement would entail if you decide to 

take part.  

The project will help me learn more about the influence of fraternity and sorority 

affiliation on leadership identity development for college student leaders. As a career 

student affairs professional,  I look forward to learning more about the fraternity and 

sorority experience of college students. 

Your involvement in this study is voluntary. It will involve participating in two 

interviews of approximately 60-90 minutes in length to take place and a focus of group of 

similar length at a mutually agreed upon location and time. You may decline to answer 

any of the interview questions if you so choose. Further, you may decide to withdraw 

from this study at any time by informing me. With your permission, the interview will be 

audio-recorded to facilitate collection of information, and later transcribed for analysis. 

All information you provide is considered completely confidential. Your name or any 

other personal identifying information will not appear in the final dissertation resulting 

from this study; however, with your permission anonymous quotations may be used. 

Notes and/or recordings collected during this study will be retained for ten years in a 

secure location and then destroyed. Even though I may present the study findings to 

colleagues for their feedback, only my committee chair and I will have access to the data. 

There are no known or anticipated risks to you as a participant in this study.  

If you have any questions regarding this study, or would like additional 

information to assist you in reaching a decision about participation, please contact me by 

email at jtlawhed@memphis.edu You can also contact my dissertation chair, Dr. Jeff 

Wilson at jlwlson4@memphis.edu. I would like to assure you that this study has been 

reviewed and received ethics clearance through the Institutional Review Board at the 

University of Memphis. However, the final decision about participation is yours. If you 

have any comments or concerns resulting from your participation in this study, please 

contact me at 901-258-5124 or jtlawhed@memphis.edu  

I very much look forward to speaking with you and thank you in advance for your 

assistance in this project.  

 

Respectfully, 

Justin Lawhead 

Doctoral Candidate  

University of Memphis 

 

 

 

 



 

188 

 

 

APPENDIX C 

Fraternity and sorority Professional Request for Nominations Letter 

 

Date 

Dear (student affairs professionals name) 

I am seeking nominations for fraternity and sorority leader for a study I am conducting 

for my dissertation in Higher Education and Adult Education doctoral program at the 

University of Memphis. The project will help me learn more about the influence of 

fraternity and sorority affiliation on leadership identity development for college student 

leaders.  

Participants will be asked to participate in two interviews of approximately 60-90 

minutes in length as well as a focus group with a similar time frame. Students may 

decline to answer any of the interview questions or withdraw from the study at any time 

by informing me. With their permission, the interview will be audio-recorded to facilitate 

collection of information and later transcribed for analysis. All information provided by 

participants will be considered completely confidential. Any personal identifying 

information will not appear in the final dissertation resulting from this study; however, 

with their permission anonymous quotations may be used. Notes and/or recordings 

collected during this study will be retained for ten years in a secure location and then 

destroyed. Even though I may present the study findings to colleagues for their feedback, 

only my committee chair and I will have access to the data. There are no  

Specifically, I am most interested in conversing with fraternity and sorority affiliated 

student leaders that practice their leadership in a relational orientation. By this, I mean the 

student exhibits participatory (vs. hierarchical) leadership, recognizes leading is a process 

of involving others in decision making, and is confident and comfortable in their role as a 

leader. While the participants must be fraternity and sorority affiliated, they can be 

leading in any variety of roles at (institution). I need only their name, email address, and 

phone number to invite them to be part of the study.  

If you have any questions regarding this study, please contact me by email at 

jtlawhed@memphis.edu . You can also contact my dissertation chair, Dr. Jeff Wilson at 

jlwilson4@memphis.edu. This study has been reviewed and received ethics clearance 

through the Institutional Review Board at the University of Memphis. If you have any 

comments or concerns regarding this study, please contact me at 9012585124 or 

jtlawhed@memphis.edu.  

I will follow up with you this week and thank you in advance for your assistance in this 

project.  

 

Respectfully 

 

Justin Lawhead 

Doctoral Candidate  

University of  Memphis 
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APPENDIX D 

Semi-structured Interview Guide: Greek-affiliated student leadership development 

 

Interview # 1 

 

Background:  

1. Tell me a little about yourself —about your background and what brought you to 

[institution] as well as about your involvement here at [institution]?  

a. Activities during High School:  

 

b. Leadership Roles in High School:  

 

2. Tell me about your family of origin - parents, siblings, living situation, etc.  

a. What effect do you believe this has had on your development?  

 

3. Who served as significant role models for you before coming to college and why?  

 

4. What role did adults play in guiding your leadership efforts? 

 

Greek life 

 

5. When and why did you decide to join a fraternity/sorority?  

 

6. Tell me about your leadership roles on campus/in the community.  

a. chapter  

 

b.  in the Greek Community?  

 

c. in non-affiliated communities? 

 

d. What was your motivation to become a leader? 

 

7. Describe what you believe you have accomplished thus far? What has been the 

value? 

 

8. Have you experienced challenges? If so what? How did you handle and/or 

overcome them? 

 

9. What have you learned about relating to other people from your sorority/fraternity 

experience?  

 

10. How have you changed since joining your chapter?  

 

 



 

190 

 

 

E-mail questionnaire 

 

1.  What is your age? ____ 

2.  How many semester hours have you earned to date? _____ 

3.  Major? _____ 

4.  Hometown?_________ 

In reflecting on your experiences as a student leader at this university, think about a 

specific time when you experienced an obstacle/ or how do you feel about your 

leadership development....  

In 1-2 short paragraphs, please describe that experience:  

•         What was the obstacle? 

•         What were you thinking you should/could do to move past this obstacle? 

•         How (if at all) did you overcome this obstacle? 

 

Interview # 2  

 

1. What have you learned about leaders as a result of your involvement in a fraternity or 

sorority? 

2. What have  been your most significant roles or experiences for learning about leaders 

through your involvement in Greek life? 

3. Are leadership experiences (roles, opportunities, definitions?) in Greek life different 

than other student organization experiences ? If so, how? 

4. How are the expectations of a leader in Greek organizations different from the 

expectations of a leader in different types of student organizations? 

5. Is the term “leadership” defined differently in the context of Greek life than other 

types of involvement? 
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6. How have adult advisors influenced your leadership development as a Greek leader?  

7. What actions have you taken as a leader that have been directly influence by your 

ritual? 

8. How has your leadership development been influenced by being part of a national 

organization?  

Focus group guide 

1.   Do the relationships developed in fraternity or sororities affect leadership 

development? 

2.  What role has conflict played in your leadership development? 

3.  When you were identified as a Greek member, did that change how you thought about  

     personal interactions or leadership? 

4. What do you believe is the role of fraternity and sororities in developing leaders? 
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