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Undergraduate students’ development of leadership skills is often characterized as one of 

’

’

undergraduate students’ college experiences and leadership outcomes. Leadership scholars 

2008; Kilgo et al., 2015; O’Nei

influence students’ leadership 



(2018), wrote “…leadership development [is] not just the responsibility of the campus’s 

t” (p. xix). 

students’ leadership

experience for today’s college students (Marshall & 



“a comprehensive, 

development…throughout and across the college experience” (p. 4). Drawing on the work of 

employment with elements of Kuh’s (2008, 2018) high impact practices will have the 

’



investigate how student employment might serve as a vehicle for students’ leadership 

’



’

’

’

Additional studies have explored students’ workplace experiences and their association 



In total, 19 workplace experiences that might support students’ workplace learning were 



with students’ leadership development, yet there has been no broader effort to 

student employees’ leadership capacity

’ 



employment experiences and students’ development of socially responsible leadership capacity 

situated in Astin’s (1993) model of collegiate impact and 

Astin’s Input

Astin’s student involvement (1984) posits that students’ learning and 

nction of the quality and quantity of students’ involvement in an educational program and 



Astin’s (1993) model for college impact, sometimes referred to as Astin’s input

impact of students’ college experiences with their development, while accounting for previous 

’s model, “inputs refer to the characteristics of the student at the time of initial 

’

characteristics after exposure to the environment” (Astin, 1993, p. 7). While the I

responsible leadership situated in Astin’s (1993) I

account for the impact of college students’ experiences on leadership outcomes (

Astin’s (1993) Inputs – –



model where leadership is “

positive social change” (Komives et al., 20

as a dynamic process rather than as a feature of individual’s position, emphasizing values such as 





Kuh’s (2008) high impact 

an individual’s

improve students’ leadership 

employee’s professional development (Burnside et al., 2019). These factors, coupled with 





individual’s knowledge, skills, and attitudes that play a role in 

–





students’

support the development of student employment experiences that maximize students’ potential 

Chapter 3 details the research methodology, outlining the study’s design, 





Višnjić 





considered part of a student’s financial aid package or through regular hourly wage positions 

employees’ on

–

Lewis’ assessment was based on individual students’ report



student’s 



’

Scholars have explored the impact of work on students’ engagement



’



’

, 1996). Kouzes and Posner’s 

Others to Act, and Encouraging the Heart. Komives et al.’s

“ ”



improve students’ ability to facilitate positive social change

• Consciousness of Self is one’s awareness of attitudes, beliefs, 

emotions that underly one’s actions.

•

one’s beliefs and convictions.

•

•

•

•



•

“

”



’

Komives (2010) underscored the role of this construct in shaping college students’ 

’



’

’

“ ”

students’ leadership development process, where leadership motivation mediates the relationship 



’

O’Neil

(2011) found that participating in a leadership course framed around SCM improved students’ 



opportunity to enhance students’ leadership development (



Additional studies have focused on student employees’ perceptions of their 

in students’ leadership attitudes and beliefs. They found that among thirty variables measured for 

a significant positive relationship with students’ change in thinking about leadership (



on their leadership development. Lewis’ (2017, 2019, 2020) analysis indicated that students who 

’ on

the variability in student employee’s leadership capacity.

’s (2018) study 

student employee’s



’

lace, student employees’ social 



student employees’

’

student employees’ workplace experiences. Eraut

“



”



• ’ ’

• ’



• ’

•

’



students’ leadership development. For example, campus jobs that are transactional or require 



task repetition is a common feature of student employees’ responsibilities. Previous studies have 

tion supports student employees’ workplace 

observation of peers was critical to campus recreation student employees’ workplace 



employees’ growth in leadership capacity. 

formalizing this practice supports student employees’ growth in leadership capacity. 

). Student employees’ engagement with workplace 



. Carlisle (2015) and Dorman (2020) found that student employees’ 

employees’

Eraut (2007) found that one workplace process by which learning occurs is “trying 

things out” when encountering unanticipated challenges (p. 411).



Training is an integral part of most student employees’ experience. Newly hired students 





students’

Reflection, or thinking about one’s own thinking, is critical to college students learning 



Guthrie (2024) found that students’ 

reflection on their job experience was a critical component of students’ integration of 



trouble shoot students’ and faculty technology problems.

enhanced student employees’ leadership capacity



An individual’s interpersonal experiences are theorized to be a key facet of learning and 

skills and student employment experiences can play this role in a student’s development (Kuh, 

students’ leadership skills. ’



may be related to students’ 



relationship between student employees’ workplace experiences and leadership capacity as 

–

Given that there is little previous quantitative research that examines how different 

frequencies of student employee workplace experiences relate to leadership capacity, this study 

employed a sequential statistical approach to analysis, first leadership capacity and subscales 

were regressed on the workplace experience variables to uncover any significant effects in



combination and individually. Then group differences in leadership outcomes were explored as a 

function of the frequency of workplace experiences. Finally, the analysis was extended to 

explore how workplace experiences coupled with work location related to leadership capacity. 

The statistical approach to this analysis is described in the Data Analysis section.

responsible leadership capacity. In terms of Astin’s (1993) I

employees’ workplace experiences and 

college students’ leadership 

–

validated for assessing college students’ self

thus offers a validated and practical option for assessing students’ capacity for socially 



’

’

Posner’s (2012) international study o



University, or SCU). These universities were selected by leveraging the researcher’s 

variety of methods to select their sample of students who work. Astin’s (1993) I





the form of Astin’s

students’

’



Input Variables

Variable Description Measurement 
Scale

Age Student’s age Ratio
Race Student’s race Nominal
Gender Student’s gender identity Nominal
Residential Status Whether a student lives on-campus or 

off-campus
Nominal

Sexual Orientation Student’s sexual orientation Nominal
Class-Level Whether the student is first, second, 

third, or 4th or higher year student
Ordinal

Location On-campus employment office or 
department

Nominal

Student Life/Student Affairs
Recreation Services/Fitness Center
Residential Life
Academic Schools/Departments
Athletics Department
Dining Halls/Food Services
Academic Support Services
Libraries
Other

Semesters Number of Semesters Worked on-
campus

Ordinal

Hours Worked Estimated average hours worked per 
week

Ordinal

Off-Campus Whether the student also works an off-
campus job

Nominal

’ workplace locations



students’ 

’s

tudent employees’ workplace experiences 

These variables were adapted from Lewis’ (2010) single

solving. Lewis’ (2010) list was adapted (with permission; see Append



Environmental Variables

Variable Description Measurement 
Scale

Employee Experiences
Informal Training Participate in formal training for specific tasks Ordinal
Formal Training Receive informal/incidental training for specific tasks Ordinal
Peer Observation Observe coworkers performing job tasks Ordinal
Collaboration Collaborate with coworkers Ordinal
Feedback from Peers Receive feedback from other student employees Ordinal
Feedback from 

Supervisor(s)
Receive feedback from your supervisor(s) Ordinal

Supervisor Interactions Interact informally with your supervisor(s) Ordinal
Task Repetition Repeat the same task multiple times Ordinal
Problem Solving Engage in problem solving on the job Ordinal
Idea Experimentation Try new ways to complete a job task or responsibility Ordinal
Intuitive Decision 

Making
Make decisions without checking with a supervisor Ordinal

Reflection Reflect about your job Ordinal
Congruence Relate job tasks or experiences to what you are 

learning in your classes
Ordinal

Supervisory Experiences
Coordination Coordinate or assign work to other student employees Ordinal
Provide Peer Feedback Provide feedback to other student employees Ordinal
Provide Formal 

Training
Provide formal training to other student employees Ordinal

Provide Informal 
Training

Provide informal/incidental training to other student 
employees

Ordinal

Interactions with Others
Different Identity Interact with others whose identity is different than 

your own
Ordinal

Adaptable Approaches Adapt your approach to interacting with others to 
improve communication 

Ordinal



internal reliability with Cronbach’s alpha values ranging from .72 to .90 and was found to be 

•



•

•

•

•

•

•

•

Output Variables

Variable Description Measurement 
Scale

SRLS-R2 Subscales
Consciousness Mean score on the Consciousness of Self subscale Ratio
Congruence Mean score on the Congruence subscale Ratio
Commitment Mean score on the Commitment subscale Ratio
Collaboration Mean score on the collaboration subscale Ratio
Common Purpose Mean score on the Common Purpose subscale Ratio
Controversy Mean score on the Controversy with Civility subscale Ratio
Citizenship Mean score on the Citizenship subscale Ratio
Change Mean score on the Change subscale Ratio

Leadership Capacity Mean score of all SRLS-R2 items Ratio



with a summary of one’s research proposal

employees’

Lewis’ (2007, 2010)

outcome variable for this study, student’s 



students’

from Lewis’ (2007) 7





permissions settings limited the researchers’ weekly email distributions to



’



α

–

–



(2021) to ensure all subgroups maintained sufficient sample sizes (n ≥ 14) for 



hoc Dunn’s tests with Bonferroni correction

Dunn’s test

squared (ε²), 

computed as ε² = 

–

–







and student employees’ leadership capacity measured 



hoc Dunn’s test to 



were then used to ensure proper calculation of each respondent’s omnibus









’

validation estimates. These included Collaboration (α = .83, original α = .80), Change (α = .83, 

original α = .82), Citizenship (α = .81, original α = .90), Consciousness of Self (α = .79, original 

α = .78), Congruence (α = .79, original α = .79), and Common Purpose (α = .78, original α = .81)



“ ” “

” “

”













’

’

scale resulted in a Cronbach’s alpha of .877, exceeding the .70 threshold for 











–



–

–

medium effect sizes (ε² 









post hoc Dunn’s tests with 

= .054), with a medium effect size (ε² 

ε²

demonstrated medium effect sizes (ε² = .078–



ε²

’







ε² ε²

ε –

’



Dunn’s tests demonstrated varied stability. Specifically, four of the seven previously significant 



–

’

ε – . Post hoc comparisons using Dunn’s test with a 





ε

–

ε²

–



ε²



/√

/√



effect sizes. Post hoc Dunn’s test clarified these differences revealing that 





Lewis’

employees’ leadership capacity. 

to measure student employee’s 





’s 



Lewis’ (2007, 2010) finding that

e’s (2018) study shared 

theoretical framework of SCM leadership, where Lewis’ study was not aligned with 



to affirm the Lewis’ (2007, 2010) finding that feedback from supervisors was 

component of student employees’ leadership 

’





measurement used in this study. For example, Lewis’ (2007, 2010) study used a general 
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explore the categories derived from Lewis’ (201
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Note: The Socially Responsible Leadership Scale had been redacted. To obtain a copy of 
the scale contact the National Clearinghouse for Leadership Programs: nclp@umd.edu 



While working at your job as a 
student employee how frequently 
did you…

Never Rarely Occasionally Sometimes Often

Participate in formal training for 
specific tasks
Receive informal/incidental training 
for specific tasks
Observe coworkers performing job 
tasks
Collaborate with coworkers
Receive feedback from other student 
employees
Receive feedback from your 
supervisor(s)
Interact informally with your 
supervisor(s)
Repeat the same task multiple times
Problem solve
Try new ways to complete a job task 
or responsibility
Make decisions without checking with 
a supervisor
Reflect about your job
Relate job tasks or experiences to what 
you are learning in your classes

While working at your job as a 
student employee how frequently 
did you…

Never Rarely Occasionally Sometimes Often

Coordinate or assign work to other 
student employees
Provide feedback to other student 
employees
Provide formal training to other 
student employees
Provide informal/incidental training to 
other student employees

While working at your job as a 
student employee how frequently 
did you…

Never Rarely Occasionally Sometimes Often



Interact with others whose identity is 
different than your own
Adapt your approach to interacting 
with others to improve communication
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