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Introduction 

Advisors of student organizations are worth more than their weight in gold. An advisor can help provide continuity 
and support for student organizations, which will take them through the tough times and enhance the good times. 
This supplement is for current advisors at Missouri State University to provide you with the support and information 
you need to find success and satisfaction in your position, as well as potential advisors so you can get a taste of what 
advising entails. 

 

The goal of a student organization advisor is to assist in the development of students involved in the organization. 
The Student Organization Handbook Advisor’s Supplement is intended to help in this endeavor. It is an assortment of 
suggestions, tips, expectations and procedures that have been consolidated into one resource. It is not, however, all- 
encompassing of everything an advisor will need to know or have all the answers to every situation an advisor might 
face.  It is a good place to start in order to assist an advisor to becoming successful. 

 
The following pages provide a framework for advisors to use when working with a student organization. The most 
important thing to remember as an advisor is that every organization, and every student, is different. Therefore, part 
of your role is to assist members as they develop their unique foundation for productivity, goal-setting, and decision- 
making skills that will prepare them for life beyond the University. 

 

Here are a few benefits of advising a student organization: 
- A unique opportunity for getting to know and work with students outside the classroom or office. 
- The reward of watching the group develop and grow to its fullest potential. 
- The reward of watching students mature and develop their individual skill and talents. 
- Satisfaction and sense of accomplishment through making a special contribution to a particular group of 

students. 
- The informal opportunity to share your knowledge and expertise on relevant topics. 
- The chance to demonstrate service to students, an organization and the University 

Adapted from UW-Milwaukee’s Student Organization Advisor Manual, 5/2011 
 

 

Who Can Be an Advisor? 
 

Per requirements set by the Office of Student Engagement according to the Minimum Standards for Recognition, all 
registered student organizations at Missouri State University must have a full-time faculty or staff member advisor. 
While the OSE recognizes the importance and actions of graduate assistants as advisors for some organizations, each 
organization must still have a full-time University employee in an advisor capacity. 

 
 

What is Organization Advising? 
 

An advisor of a student organization is an educator in a “non-traditional classroom.” The advisor uses personal 
expertise and perspective to stimulate individual development of members and the overall development of the 
organization. 
The basic purpose of the advisor is to work with the designated leaders and members of a functioning student 
organization with the intent of: 
- Providing a sense of continuity for the organization especially during officer transition; 
- Being a resource person with a knowledge base for institutional policies, etc.; 
- Assisting the leaders and members to fulfill their responsibilities; 
- Aiding the organization to define and achieve its goals and objectives; and 
- Integrating the organizational activity with the overall purpose of the educational setting. 

Adapted from UW-Milwaukee’s Student Organization Advisor Manual, 5/2011 
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Getting Started 

There are a few key points to help get started advising a Registered Student Organization at Missouri State 
University.  By following these steps, you will have a sold understanding of the task that is before you. 
- Make sure you are listed on the organization’s CampusLINK roster. This roster is updated each year by the 

President of the organization. Changes can be made to the roster at any time during the year. The Office of 
Student Engagement will utilize the CampusLINK rosters for all organizations to send important communications 
to various officers, so it is crucial for the roster for the organization to be as accurate as possible. 

 
- Familiarize yourself with the Student Organization Handbook. This handbook provides a user-friendly guide to 

effective event planning and provides student organization leaders, advisors, members and administrators with 
knowledge of University policies and procedures. 

 

- Become familiar with the Office of Student Engagement. Check out their website at 
http://www.missouristate.edu/studentengagement/default.asp or stop by the office in Plaster Student Union 
101 to meet the staff. 

 
- Meet with the officers of the organization you will be advising and share your expectations with them and allow 

them to share their expectations for you. Make sure they know the best ways to contact you throughout the 
year, whether by phone, email, or in person. A Student Leaders/Advisor Worksheet is available in the 
Appendices of this document. 

 
- Download the Student Organization Handbook for all 

 
 
 

Roles of an Advisor 

Each advisor perceives his/her relation to a registered student organization differently. Some advisors play very 
active roles by attending meetings, working with student officers, and assisting in program planning and 
development. Others maintain a more distant relationship to the organization. No matter your style, keeping some 
regular contact with the organization is needed. An advisor accepts responsibility for keeping informed about 
activities of the organization and for advising officers of the organization on the appropriateness and general merits 
of policies and activities. However, advisors are not responsible for the actions or policies of organizations; students 
are solely responsible. Advisors should be both accessible and interested and should provide whatever counsel an 
organization or its members might seek. 

 
Given the myriad of purposes, activities and objectives of various organizations, the role of the advisor will vary in 
some degree between organizations. As organizations vary in their expectations and needs, it is important that you, 
as an advisor, develop an understanding with the organization as to the nature of your involvement. The advisor and 
organization should agree on a set of expectations of one another from the onset and should write this list down as a 
contract between the organization and the advisor. 

 

The different roles include: Mentor, Team Builder, Conflict Mediator, Reflective Agent, Educator, Motivator, and 
Policy Interpreter. 

 

Mentor 
 

Many students will come to see their advisor as a mentor and the success of these relationships can last many years 
and be rewarding for both the student and the advisor. If the student is seeking an education and a career in your 
field, you may be asked to assist in his/her professional development. To be effective in this capacity, you will need a 
knowledge of their academic program and profession, a genuine interest in the personal and professional 
development of new professionals, and a willingness to connect students to a network of professionals. You may be 

http://www.missouristate.edu/studentengagement/default.asp
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approached to review resumes, to connect students with community resources, or to be a sounding board for their 
ideas of what they want to accomplish in the field. 

 
At time student will seek out someone to assist with their personal development. In this capacity, a mentor will have 
a basic understanding of student needs and perspectives, a desire to challenge students intellectually and 
emotionally while providing support to meet the challenge, and the ability to listen to students’ verbal and nonverbal 
communication. Students may want to talk to you about family or relationship issues, conflicts they are having with 
other students, or to have conversations about their ideas and thoughts on different subjects. 

 

Team Builder 
 

When new officers are elected or new members join the organization, you may need to take the initiative in turning 
the students from individuals with separate goals and expectations into a team. Team building is important because 
it enhances the relationships of the students between one another and the advisor. Positive relationships help the 
organization succeed and to work through conflicts and difficult times. 

 

To accomplish the goal of creating an effective team, it is necessary to conduct a workshop (if you and students have 
the time, a full-scale retreat encompassing team building and goals-setting could be planned) to engage students in 
this process. As the advisor, you may consider working with the student officers to develop a plan and to have the 
students implement it. Training students in effective techniques for team building will keep students invested in the 
organization and give them the opportunity to learn what it takes to build a team. 

 

Conflict Mediator 
 

Inevitably, students are going to join the organization with different agendas, goals and ideas about how things 
should function and the direction they should be taking. When working with students who have come into conflict, if 
needed, meet with them and have them discuss their issues with each other. In many cases, remind them that they 
both want what is in the best interest of the organization.  Ask them how they think they can work together, point 
out the organization’s mission, and ask how their conduct is helping the organization achieve its mission. 

 
Sometimes one student may be causing problems with other students. In many cases, this student may not realize 
that his/her actions are causing a problem. In this case, speaking with the student individually could be helpful. 
Chances are that no one has met with the student previously and discussed how his/her attitudes or actions can be 
changed to make everyone feel better.  In many cases, the student will appreciate honest feedback. 

 

Reflective Agent 
 

One of the most essential components to learning in “out of classroom” activities is providing time for students to 
reflect on how and what they are doing. As an advisor you will want your officers to talk to you about how they think 
they are performing, their strengths, and their weaknesses. Give them the opportunity to discuss their thoughts on 
their performance. Then be honest with them. Let them know when you agree with their self-perceptions and in a 
tactful manner let them know when you disagree. Remember, any criticism you provide students should be 
constructive and you will want to provide concrete examples of actions the student took that seem to contradict 
their self-perceptions.  When students discuss their weaknesses, ask them how they can improve those areas and 
how you can help them.  Students usually have the answer to what they need; they just don’t like to ask for help. 
Remember to have students reflect on their successes and failures. 

 

Educator 
 

As an advisor, your role of educator will often come through the role modeling of behavior, guiding the student in 
reflection of their actions, and being there to answer questions. One of the most difficult actions to take as an 
advisor is to do nothing, but sometimes this can be the most important action of all. Allow the students to make 
their decisions even if they do not agree with your ideas. Sometimes, students will succeed; other times, they may 
fail. The key is to return to the role of the reflective agent and give the students a safe place to reflect on their 
experiences. 
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Motivator 
 

As an advisor, you may have to motivate students to excel and to carry out their plans and achieve their goals. Some 
students are easily discouraged and at the first sign of difficulty they may want to quit. You will need to be their 
“cheerleader” to keep them excited about all of the potential successes they will experience. You can motivate 
students through the recognition of their efforts, appealing to their desire to create change, and to connecting their 
experiences here at the University to the experiences they will have in the community. 

 

Policy Interpreter 
 

Registered student organizations operate under policies, procedures and rules. At times, students may not be aware 
of these policies and they will do things in an inappropriate manner. The more you know about these policies the 
better advising you can give to the students on their plans. 

 

As an advisor you will assume numerous roles and all possible roles are not mentioned here. A key idea to remember 
is that you are an advisor and not the leader. You will provide guidance, insight and perspective to students as they 
work on projects, but you should not be doing the work. Students will learn if they are engaged. Be careful of being 
challenged into doing the work for a student project. The students make the decisions, and they are accountable for 
those decisions, and for the successes and failures of their organizations. 

Adopted from ACPA Advisor Manual, 5/2011 

 

Advisor Expectations 

Faculty/Staff advisors are encouraged to be informed of general university policies, rules and regulations applicable 
to student organizations. The advisor is strongly encouraged to fulfill the following expectations from the Office of 
Student Engagement. The responsibilities should also be mutually negotiated between advisors and students, and 
may include, but are not limited to, the following: 

 
- To assist students in developing strategies and goals that provide for member ownership, feedback and 

involvement. 
 

- To be aware of the student organization’s constitution, bylaws and policies and assist the group in updating these 
documents and setting goals when necessary.  Constitutions are available in the Office of Student Engagement 
and organization’s CampusLINK page. 

 

- To assist the student organization in program development and planning, including assisting organizations in 
managing liability and risk. 

 
- To encourage the organizational leadership to attend leadership development opportunities, including those 

offered to students MSU through the Student Organization Officer Roundtables, President Workshop, and 
required Student Organization Orientation sessions. 

 
- To encourage the officers and individual members to preserve the continuity of the group by keeping records to 

document the group’s history and providing transition activities for new officers. 
 

- To encourage students to understand and apply democratic principles, including recognitions of minority 
opinions and rights. 

 

- To attend as many organization meetings and events as possible. 
 

- To articulate campus policies and procedures. 
 

- To be a facilitator among both officers and between officers and members. 
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- To be familiar with national organizational structure and services, if relevant. 
 

- To be a resource for students especially in regard to understanding University policies, regulations and services. 
 

- Consult with other University departments when problems arise with the student organization. 

Adapted from IUPUI, 5/2011 
 

One of the most beneficial activities you can have with your student organization is to figure out what the common 
expectancies are for each other. We have included an Advisor Expectations Checklist in the Appendices of this 
handbook with a guide on how to successfully utilize the worksheet in the organization. Additionally, it may be 
beneficial for the advisor and organization to write up and sign an Expectation Contract so both parties have 
something to refer back to in difficult situations. 

 
Advisor Styles 

 
Situational advising allows you to change your advising style to match the development needs of the individual or 
organization you advise. Your advising style is the way you advise when you work with someone. It is how you 
conduct yourself, over time, when you are trying to influence the performance of others. Below is a chart displaying 
various advising styles, a description of the style, and an example of when to use the style. You may find the need to 
vary these based on your assessment of the students/groups readiness level. Many times, advisors may struggle with 
students because they believe that they need a higher level of interaction or direction when the student is actually 
able to accept more of a delegating style and vice versa. 

 
 

Adapted from ACPA Advisor Manual, 5/2011 
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Advisor Do’s & Don’ts 

Level of Involvement 
- Each advisor and organization leader should openly discuss what kind of role the advisor should play with the 

organization. 
- Some organizations have a pool of advisors to assist them with different aspects of the organization 

(financial, scholarship, programming). 
- Some advisors have a high level of involvement with every aspect of the organization, others have a very 

limited role. 
- It is up to the organization and the advisor to set the parameters of involvement. 
- With those thoughts in mind, the following list is a guideline to the “do’s” and “don'ts” of student 

organization advising. 
 

Assist Officers with Procedural Matters 
DO 

- Be knowledgeable of the organization’s purpose and constitution and help the general membership adhere 
to them. 

- Read the group’s constitution. 
- Be knowledgeable about, and comply with federal, state and local laws and ordinances, as well as campus 

policies. 
- Inform the group of pertinent policies. 
- Know MSU Student Organization Policies 

DON’T 
- Take ownership for the group, be the “parent,” or the smothering administrator. 

 

Empower Students to Take Action 
DO 

- Allow the group to succeed, and allow the group to fail. 
- Learn when to speak and when not to speak. 
- Remember to let the students make the decisions while you provide guidance and advice. 
- Learn the strengths and challenges of the group. 

DON’T 
- Be afraid to let the group try new ideas. 
- Be afraid to let them fail. 

 

Develop Clear Expectations About Your Relationship to the Organization 
DO 

- Be visible and choose to attend organization meetings and events. At the same time, know your limits. 
- Establish an attendance schedule at organization meetings, which is mutually agreed upon by the advisor and 

the student organization. 
DON’T 

- Miss group meetings or functions to which they are expecting your attendance. 
- Assume the organization’s attitudes, needs and personalities will remain the same year to year. 

 

Help Members Look Toward the Future by Developing Long-Term Goals 
DO 

- Develop a strong working relationship with all the officers. 
- Establish meetings with individual members of the organization who need additional guidance in their officer 

or committee positions. 
- Discuss concerns with officers in private and praise them in public. 
- Orient new officers and members to the history and purpose of the group and help them to build upon it. 

DON’T 
- Manipulate the group, impose, or force your opinions. 
- Assume that a new set of organization officers knows the mission and purpose of the group and how to 

accomplish these. 
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- Be afraid to make a timeline with the officers for the organization to achieve its goals. 
 

Keep Your Sense of Humor and Enthusiasm 
DO 

- Share creative suggestions and provide feedback for activities planned by students. 
DON’T 

- Take everything so seriously. 
- Say “I told you so.” 

 

Serve as a Resource Person 
DO 

- Take an active part in policy formulation through interaction with the members of the organization. 
- Serve as a continuity factor for the organization. 
- Encourage feedback and the evaluation process. 
- Plan and encourage attendance at leadership training. 

DON’T 
- Become such an advocate that you lose an objective viewpoint. 
- Allow the organization to become a one-person organization. 

 

Be Consistent With Your Actions 
DO 

- Model good communication skills and listening skills. 
- Develop good rapport. 
- Follow procedures and procedures as set by the Office of Student Engagement and any local or inter/national 

affiliate. 
- Guide and assist students in becoming responsible leaders. 

DON’T 
- Be laissez-faire or autocratic. 
- Be inconsistent in your actions or answers. 

 

Pay Attention to Situations that Might Cause Poor Public Relations 
DO 

- Give the organization autonomy but offer feedback, even when it is not solicited. 
- Let the organization work out its problems, but be prepared to step in when called upon to assist. 
- Help to resolve organization conflict. 
- Be available in emergency situations. 

DON’T 
- Assume the organization handles everything okay and doesn’t need you. 
- Close communications. 

 

Introduce New Ideas 
DO 

- Introduce new program ideas with educational flavor. 
- Point out new perspectives and directions to the group. 
- Supply the knowledge and the insight of experience. 

DON’T 
- Know it all. 
- Be the leader or “run” the meeting. 
- Impose your own bias. 
- Tell the group what to do. 
- Do the work of the president or other members of the executive board. 

 
Adapted from ACPA Advisor Manual 
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Organization Stages 

Organizations will go through various developmental stages: forming, norming, storming, and performing. These 
stages may begin and end sequentially, or they may overlap. Knowledge of these stages is useful for the advisor, 
because many times an advisor may need to change his/her advising style depending upon the organization’s stage 
of development 

 
Forming:  In this stage, members determine their place in the organization and go through a testing process. 
Harmony and unanimous decisions occur on most decision items, and members get to know each other and develop 
rapport. An advisor can provide opportunities for training and development, including icebreakers and workshops or 
retreats. Also, the advisor may identify expectations and goals of members and executive officers, and provide 
support to the organization. 

 

Norming: During this stage, the organization begins to develop its own personality. An advisor will notice how the 
organization responds to acceptable and unacceptable behavior within the organization. Also during this phase, the 
organization may need assistance learning how to confront unacceptable behavior by organization members. The 
organization may develop rules, or do’s and don’ts lists. 

 
Storming: After norms have been established, individuals develop their own opinions regarding those norms. The 
organization discovers that everyone may not share the same opinion within the organization. Conflicts may arise 
during this stage, and there is a high level of emotion. The organization will need a strong rapport to survive this 
period- and have mutual respect for each other and the organization’s vision, mission, and goals. During this time, 
the best thing the advisor can do is to recognize what is happening and respond with team-building exercises and/or 
conflict resolution strategies. 

 
Performing: By this time the organization has made it through some hard times, learned from mistakes, and is 
prepared to continue meeting the goals of the organization. At this point, complacency may develop among 
members because they are comfortable with each other. An advisor should continue role modeling and assisting the 
organization with setting expectations and goals so things keep moving forward. 

 
Adapted from UW-Milwaukee Student Organization Advisor Manual, 6/2011 
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Eleven Skills for Advisors to Teach 

As an advisor, you are a role model, mentor, and teacher for the group. In your role as a teacher you can help the 
students develop certain skills that will help make the organization more effective and that they can use in the 
future. 

 

Category Skill Explanation Example 
 
 
 
 
 
 

Skills for 
Accomplishing 

Tasks 

 
1 

 

Problem 
Solving 

The ability to solve problems creatively. The process 
includes: identify the real problem, assess all 

components of the problem, weigh what is relevant, 
pursue alternatives, and identify a solution. 

 

Developing a policy 

2 
Planning and 
Organization 

The ability to set goals and coordinate a variety of human 
and material resources to accomplish these goals. 

Producing a specific event 

 

3 
 

Delegating 
The ability to identify and develop a task, and then share 
the responsibility, authority, resources, and information 

needed to accomplish it. 

Committee leader assigning a 
member a task 

 

4 
Decision- 
Making 

The ability to evaluate existing information and to be 
willing and confident enough to make a choice of what 

should be done. 

Choosing a speaker for a 
lecture 

 

5 
Financial 

Management 

The ability to plan, develop, and implement a budget, 
including cost and expense amounts, budget 

implementation, and budget evaluation. 

Implementing a budget for 
each event 

 

 
Skills for 

Improving 
Relationships 

6 Persuasion 
The ability to identify your own opinions and use logic 
and communication to change the opinions of others. 

Choosing between two 
programs 

 

7 
Relationship- 

Building 
The process of creating, developing, and maintaining 

connections between groups or individuals. 

Scheduling frequent casual 
meetings with organization 

members 

 

8 
 

Adaptability 
The ability to cope with a variety of situations and kinds 

of people. 

Working with people with 
different cultural backgrounds 

or values 

 
 
 

Skills for Self 
Improvement 

 

9 
Stress 

Tolerance 
The ability to cope with taxing situations, while getting 

the job done and having a satisfying life. 

Performing leadership 
responsibilities while anxious 
about a personal relationship 

 

10 
 

Initiative 
The ability to take responsibility for originating new 

projects, ability to think and act without being urged, the 
ability to develop new ideas or methods 

Initiating a recruitment 
campaign for new members 

11 Risk-Taking 
The willingness to try something new or make a decision 

without the assurance of success or improvement. 
Planning a program that has 
not been attempted before 

 
Adapted from University of Southern Florida Advisor Handbook, 6/2011 
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Recruitment: the key to organization success 

Recruiting members is the most critical component to organization success. The following suggestions will help make 
your organization’s recruitment efforts more successful. 

 

Know and Understand Your  Organization 
- Leadership and membership should know what the organization goals and objectives are. 
- Have an organizational meeting to discuss goals and objectives. Are your goals still accurate? Is it time to update 

them?  Where do you plan for the organization to be in six months? A year? 
- Decide on a direction to take. During this “organizational housekeeping” process, a certain theme or direction 

should become clear.  What is it? 
- Develop a membership profile. What type of people do you need to help the group succeed? Who would you 

like to have join?  Who would complement your current membership? 
 

Set Recruitment Goals 
After identifying the type of people you want in your organization, set some recruitment goals. How many new 
members can your organization reasonably assimilate into the group? Will you allow people to join at any time or 
only during a pre-designated recruitment period?  Will you hold a mass meeting or is membership by invitation only? 
- Keep your membership profile in mind. When designing your recruitment strategy, ask yourself what places do 

these prospective members most likely frequent? Do they have special interests? What kind of publicity would 
attract their attention? 

- Remember what made you get involved. Probably the most important step in designing a recruitment strategy is 
for you to think back to when you first became involved. What attracted you? How were you recruited? If you 
weren’t, how did you hear about the organization?  Why have you stayed involved? 

 

Get Everyone Involved 
Have your current members identify people they know who might want to get involved. Personally invite them to 
attend a meeting.  Word-of-mouth is the best and least expensive type of publicity you can use. 
- Talk about your organization. Tell people what you have to offer them. Ask them about themselves- and really 

listen. 
- Sell your organization and the benefits of membership. Tell them how the organization can benefit someone like 

them. Personalize the message to each potential member. Let them know how their talents, skills, and interests 
would help the organization. 

 

Designing an Advertising Campaign Using Visual  Elements 
Recruitment campaigns need to have a visual element as well. Have those members with artistic talents work on 
your posters, flyers, banners, bulletin boards, etc. Be creative. Get the publicity up early enough. Your publicity can 
be effective only if it’s noticed. 

 

Plan a  Special Welcome Meeting 
Many organizations find it beneficial to have a meeting or ceremony to welcome new members. Group participation 
in some form during the official membership process is one way to make your members feel wanted, needed and 
appreciated. 

 

Hold an Orientation for New  Members 
Developing and conducting an organizational recruitment campaign is very important. Yet, as we all know, retaining 
these new members I another matter entirely. 
- Train your new members. All too frequently, organizations skip any form of orientation and just place their new 

members directly on committees or organizational projects. 
- Teach them about your organization.  Although involvement is crucial to the longevity of the group, 

understanding the organization and its goals and objectives, structure, norms, and taboos is equally as important. 
By taking the time to orient new members to the privileges and responsibilities of membership, you create a 
more educated membership – people who can and will make significant contributions to the organization. 

- Elements of a successful orientation program include: 
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o The rights and responsibilities of members 
o Organizational governance, operating policies and procedures 
o Organization history, traditions and programs 
o Assimilation of new members into the organization 
o An overview of campus services, activities and programs for Registered Student Organizations 
o Information about any support groups or affiliations an organization may have. 

 

Recruitment Quick Tips 

Remember that a personal contact is always better than 1,000 flyers and newspaper advertisements. People join 
organizations because they like the people they find there. Nothing can replace the simple act of getting to know 
someone and asking them to join the organization. 
- Get scheduled to make a brief introduction of our organization at each meeting. 
- Co-sponsor campus events so that the organization name gets out there more. Be sure to have information 

about your organization at each event. 
- Ask key people to give recommendations of possible members and leaders 
- Don’t expect a person to come to a meeting in a room full of people they don’t know. Offer to meet the student 

somewhere and go to the meeting together. Then make sure you personally introduce that person to others in 
the organization. 

- Attend New Student Festival and Student Organization Recruitment Drive. 
- Feed potential members.  College students are attracted to free food. 
- Recruit people by the issue that interests them. There are people very interested in on issue; you can recruit 

them to head up a program on that issue. 
- When someone has expressed an interest in getting involved to any degree in your organization, immediately get 

them involved and give them a meaningful task to do. 
- Go out of your way to make new members feel like “players” right away. 
- Go door to door in the residence hall and talk to students about the organization and invite them to come to an 

event later in the week. 
- Get exclusive rights to a really cool “members only” job for the organization. 
- Hold meetings and events in comfortable, visible, easy-to-come-to places. 
- Make a list of all of the advantages of being a member. This could include public speaking opportunities, or any 

number of other things.  Use this list of advantages as your major selling points for new members. 
- Always take photos at meetings and events, then put together a scrapbook for prospective members to see. 
- When working to recruit members, always try to think in terms of “what’s in it for them.” 
- Have an informational meeting. 
- Print up business cards for your members to carry. Be sure to have a place for members to write his/her own 

name and number, but the card should also say, “Open meetings!  Please come!” 
 

Information from University of Nebraska Student Organization Advisor Guide, 6/2011 
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Motivation 

It is not money or personal gain that most people want. They want intrinsic satisfaction. People will work harder for 
intrinsic satisfaction than they will for monetary income. The following are some ways that you as a leader can help 
people satisfy those intrinsic needs: 

 

People Need to Feel  Important 
See people as worthwhile human beings loaded with untapped potential; go out of your way to express this attitude. 

 

Give Praise 
Reinforce for continual achievement. All people need praise an appreciation. Get into the habit of being “praise- 
minded.” Give public recognition when it is due. 

 

Give People Status 
The more status and prestige you can build into a committee or an organization, the more motivated the members 
become. There are many status symbols you can use to make others feel important.  For example, develop a 
“Member of the Week/Month” Award or “Committee Chairperson of the Month” Award. In addition, simply treating 
people with courtesy is a way of giving them status. 

 

Communicate 
People like to know what is going on in the organization. They want to be told about problems, objectives, and 
“inside information.” They feel recognized and important when they are kept informed. Two-way communication 
within the organization is necessary in order to achieve a mutual understanding. Mutual understanding leads to 
motivation. 

 

Give Security 
People need more than financial security. People will look to you for intrinsic security. For example, they must know 
that you like them, respect them, understand them and accept them not only for their strong points, but also for 
their weaknesses. 

 

People Need You—People Need  People 
They need you to give them what they want and need: intrinsic satisfaction. When you give them what they want, 
they will give you what you want.  This is what motivation is all about.  It is not something you do to other people, 
but something they do for themselves. You give them the reasons and that makes you the motivator—a person who 
gets things done throughout others. 

 

Develop Purpose 
Always explain why. Instill in the members that their assistance is vital for success. Share ways that participation can 
encourage personal growth. 

 

Encourage Participation in Group Goal  Development 
Include all members when planning goals. Consider and follow through on members’ suggestions. Remember that 
we support that which we help to create. 

 

Develop a  Sense of Belonging 
People like to belong.  Those who feel like they belong will more likely invest themselves. 

 
 

Specific Ways to Increase Motivation 
- Give others credit when it is due them. 
- Use “we” statements, and not “I.” 
- Play up the positive and not the negative. 
- Make meetings and projects appear attractive and interesting. 
- When you are wrong, admit it. 
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- Use members’ names often. 
- Let members in on the early stages of plans. 
- Be fair, honest, and consistent—show no favoritism. 
- Be careful what you say—do not gossip. 
- Listen to others. 
- Expect only the best and be proud when members achieve it. 

 

GRAPE Theory of Motivation 

Growth- Being able to increase one’s skills and competencies, performing new and more complex tasks, participating 
in training programs. 

 
Recognition- Promotion within the organization, praise for achievements, positive and constructive feedback, 
receiving an award, printed references to an individual’s activities, being “listened to.” 

 
Achievement- The opportunity to solve a problem, to see the results of one’s efforts, to reach goals that on has 
established to create a ‘whole’ tangible product. 

 

Participation- Involvement in the organizational decision making, planning and scheduling one’s own work and 
controlling one’s own work activities. 

 
Enjoyment- Having fun in a warm, friendly, supportive atmosphere. 

Information from ACPA Advisor Manual, 6/2011 
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Retreats 

Organization Transition Retreats are a great way to close out one year of the organization and open the new year 
with a new leadership team, new members, and possibly new goals. There are many questions organizations ask 
when planning a retreat. In order to help answer some of those common questions, we have created a simple chart 
below with some quick answers and hopefully some helpful tips. 

 

Question/Issue Quick Tip 
 

Why have one? 

Organization retreats and workshops enable organizations to briefly get away from the distractions of 
school and work and to focus on the needs of the organization and of the individual members. Planning 
for the future will enable an organization to operate more efficiently. By setting goals and planning 
together, members of an organization can operate more effectively as a team. 

Purpose 
Examples: Team-building, skills training, communications, goal-setting, problem solving, planning, 
learning orientation, socializing, transition, revitalization, conflict resolution 

Who? Examples: New officers, executive board, all organization members, etc. 

 

Selecting a 
facility 

On campus v. off campus convenience v. isolation; urban v. rural getaway. When looking for an off 
campus retreat location, consider nearby summer camps; the often charge cheap rates in the off season. 
Be sure to check the availability, accessibility and accommodations. Don’t forget about costs and 
contracts. 

Transportation If your event is off campus, members should be provided with adequate and safe transportation. 

Food and Drink 
Before deciding on a menu, consider cost, cooking facilities, preparation, and clean up. Try cooking 
together; it makes a great team building activity. On a tight budget? Consider a  potluck. 

 

Format 

Three examples: (1) workshops presented by an “expert” such as advertising, program planning, public 
speaking, fundraising, etc. (2) Experiential exercises such as team building, brainstorming, 
communications, skills, ropes course, etc. (3) Recreational exercises such as skiing, hiking, canoeing, 
biking, etc. 

Facilitators and 
Presenters 

Examples: Organization officers, organization members, faculty advisor, other faculty members 

Planning the 
Retreat 

Have members sign up to participate on committees. Remember people support what they help to 
create. Suggested committees: transportation, food/drink, lodging, recreation, programming, and clean- 
up 

Resources 
available 

Structured experiences book, reference books, videotapes; faculty advisor; faculty members; Office of 
Student Engagement staff; etc. 

 
Evaluation 

Create evaluation forms. Ask members what they thought of the experience. What would they change? 
What would they keep the same? Ask the presenters what they thought of the experience. What could 
have made it better? 

 
Adapted from ACPA Advisors Manual, 5/2011 
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Failure:  Organization problem or Teaching opportunity 

One of the hardest things for an advisor to deal with is answering the question, “should I let (fill in the blank with 
activity or program that the organization is planning fail?”  As a general rule, if the event/activity can fail without 
creating a huge financial deficit or negatively affecting outside groups, and can be used as a learning tool afterwards, 
it can be okay to let it fail. Some advisors have been instructed to ensure the organization they advise succeeds or 
they simply do not want the organization to fail and therefore have a hard time allowing failure to happen. It is 
important that you talk with the members of the organization you advise before the point of possible failure to 
determine where the organization is at and at what point should you step in as advisor. 

 
Most generally, students will learn from their mistakes. A prompt and detailed evaluation of each activity/program 
coordinated by the organization will reveal ways to improve future endeavors or reveal simple issues which can be 
adjusted in the future. However, if major mistakes are allowed to happen, the impact on the organization could be 
detrimental or create a poor image of the organization on campus. These types of mistakes may result in loss of 
volunteers, loss of funding, and negative press. The organization stands to lose the most, so assist them in avoiding 
the major mistakes. 

 
As advisor, you can act as mediator for members to minimize the number of events that may fail. A great way to help 
students grow in their planning skills is to prepare training programs which can allow them discussion about the 
prevention and ramifications of failure. It is important for student members to know that the reach of their events 
extends far beyond their own organization. As a result of training, success, rather than the acceptance of failure, will 
be the criterion established for events. 

 

Advisors can help turn failure into a learning opportunity for students by emphasizing the positive and asking 
students to reflect on how the process can be improved. Many times, students will be too hard on themselves in the 
event of a failure and not meeting the expectations of their group. Setting realistic goals and evaluating positive and 
negative factors that affected the event are two great areas an advisor can help students to develop in the planning 
process. Encouraging students to make checklists and timetables can help create a successful program for future 
years. Through students learning how to handle complaints and examining their own personal skills, leadership may 
change with an organization, or students may decide to participate in activities in a way that is more suited to their 
own abilities. Remember to limit your input about the selection of programs and events the organization may 
choose, but ensure that the production and planning of the activity is handled well since mistakes seem to occur 
most often in this phase of event planning. 

 

It is quite common for advisors to be faced with the dilemma of deciding if they should intervene or if an event 
should fail. It is important that you understand the members of the organization, the campus environment and the 
expectations of the University community before the decision can be made about letting an activity fail. Remember 
to assist the students in setting goals early, and seek advice from fellow professionals/advisors that have faced 
similar situations. In the event of a failure, help the students learn by not ignoring the mistake and by rationally 
evaluating what has taken place. Advisors then can make the experience beneficial and the program will not have 
been a total failure. 

Adapted from UW-Milwaukee Student Organization Advisor Manual, 6/2011 
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Types of Problems 

The following lists are provided so that an advisor may have a better idea of the types of problems he/she may face 
with their organization. This list is not all inclusive, but hopefully the suggestions can serve as a guide. Next to each 
listed problem are suggestions for addressing and fixing the problem. 

 

Leadership 
 Problem: Leader does not consult with the organization before making significant decisions. 

o Suggestion: Have a meeting with the leader to discuss the importance of consensus building and 
developing ownership in members by letting them be part of the decision making process. 

 Problem: Leader appears incompetent due to lack of self-confidence, being non-assertive, and lacks interest. 
o Suggestion: Since the leader is looked to for direction and support, try working closely with them to 

develop skills and confidence. Ask the leader why they are in the position and help them see how 
they are affecting the organization. 

 Problem: A rivalry exists between leaders. 
o Suggestion: Meet with the leaders to talk through how things are working within the organization; 

have them reflect on their roles and effectiveness. Ask them how they can each help to resolve 
some current organizational issues; let them take ownership of their actions. Have leaders do a 
team-building activity or a personality assessment to help them see the various roles of leaders and 
preferences of each personality type. 

 Problem: Leader is overloaded with work, and has too many time conflicts. 
o Suggestion: Many leaders take on too much. Talk about your concerns with the leader and see how 

you can help, but don’t take on their responsibilities. Teach them about delegation and time 
management as well as prioritization. 

 

Membership 
 Problem:  Low attendance at meetings. 

o Suggestion: Three basic reasons why attendance at meetings can be low: (1) the organization has 
not recruited many members; (2) the meetings are not well run; or (3) the members do not feel a 
vested interest in the organization because they have not helped to produce or do anything. First, 
identify what the problem really is and determine how the organization can fix the problem. 

 Problem: Members have low satisfaction and morale, are bored, do not communicate well, feel left out, are 
apathetic, or appear to be incompetent. 

o Suggestion: (1) Start with the leaders- they are the people members look to for morale and 
motivation. Discuss with them what is going on and how they can turn things around.  (2) Hold a 
social function in place of a meeting- this will re-energize the members. (3) Work with the officers to 
structure meetings to include a team building activity or mixer for students to be active and involved. 

 Problem:  Members compete for attention. 
o Suggestion: Find a way to recognize each member for the work they do, but focus more on the 

group process and success. 

 Problem:  An individual member’s goals differ from those of the organization. 
o Suggestion: Have a mission and goal-setting meeting. It is important for organization and member 

goals to match for the group to move forward. The group should change or reaffirm its goals, or 
students could lose interest and leave. 

 Problem: There exists a lack of trust among members. 
o Suggestion: Do an exercise for team-building or trust-building. Figure out the root of the problem 

and work on that. 

 Problem: Programs fail. 
o Suggestion: When a group doesn’t work together or know how to do something, failure is right 

around the corner. If a program fails, reflect with the organization on why it happened and what can 
be learned for next time. 
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 Problem: Program succeeds, but only a few members do the work. 
o Suggestion: This is common and is not necessarily a problem.  Some activities/events only require 

the support of a few members. Problems arise when the whole organization needs to pull together 
to produce an event and members do not pull their weight or let the team down. Follow up with 
those who didn’t pull their weight. Highlight the importance of teamwork and being dependable, as 
well as the negative effects of not being a team player. 

 Problem: There is a lack of ideas. 
o Suggestion: This problem comes when members are not interested or they do not feel their ideas 

are valued. Help them feel valued and interested. Brainstorming is a delicate process; there is no 
bad idea in brainstorming, so treat this process as a safe zone for ideas. 

 

Organizational 
 Problem: Meetings are disorganized. 

o Suggestion: Assist the leader in creating an agenda and how to delegate tasks effectively during the 
meeting. 

 Problem: Meetings are too long. 
o Suggestion:  See above suggestion. 

 Problem: The organization suffers from financial problems. 
o Suggestion: The type of the problem will determine how to proceed. If the organization doesn’t 

have enough funding, organize a fundraiser, submit an allocation proposal to SOFAC, or implement 
dues for members. If the problem is embezzlement, the issue is more complicated. Review the 
organization’s constitution and by-laws to check for procedure for removal and financial 
responsibility of members. If you feel the situation is too big, set a meeting with the Office of 
Student Engagement. 

 Problem: There is no continuity from one year to the next. 
o Suggestion:  Changing membership is part of the ebb and flow of student organizations, but it 

doesn’t mean the organization should start over each year. Work with current leaders to recruit and 
cultivate new members and leaders, and ensure that each officer/leader creates a transition 
manual/binder to pass along to their successor. 

 Problem: There is a failure to complete the organization’s administrative tasks. 
o Suggestion: Review duties with each officer so they know what their responsibilities are, and if they 

do not choose to fulfill those responsibilities, find another member who can. 

 Problem: The organization has no “plan of action.” 
o Suggestion: It is a good idea to have a goal setting meeting at the beginning of each semester. This 

gets everyone on the same page. There should also be a few reassessment/evaluation meetings 
during the semester to modify or create new goals. 

 

Intra-Organization 
 Problem: Disagreement between an organization and other student organizations. 

o Suggestion: Talk with the advisor of the other group, or if they don’t have an advisor encourage the 
student leaders of each organization meet to discuss what is happening and act as a moderator. If 
the problem is not resolved, see the Office of Student Engagement. 

 Problem: Disagreement with institutional policies and procedures. 
o Suggestion:  Set a meeting with the Office of Student Engagement. 

 

Advisor 
 Problem: Organization members avoid the advisor. 

o Suggestion: Do not take it personally. Find a student or two whom you can connect with and slowly 
work to integrate yourself into the organization. 

 Problem: Organization members do not pay attention to the advisor’s advice. 
o Suggestion: The members will not always listen to the advisor. As long as the decision the students 

made is not against organizational, institutional, or governmental policies/laws, there is not much 
you can do.  Sometimes, students need to learn from their mistakes.  If your advice is always being 
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ignored, reflect on how you are offering your words. Are you trying to run the organization or are 
you looking into the best interest of the organization and offering your thoughts at appropriate 
times? 

 Problem: The advisor is overwhelmed by the responsibility. 
o Suggestion: The advisor’s job is not to run the organization. Work with the students to balance tasks 

and responsibilities. 

 Problem: The advisor assumes a leadership function. 
o Suggestion: Advisors are a part of a student organization to advise, not to assume leadership 

functions/positions. 

Adapted from UW-Milwaukee Student Organization Advisor Manual, 5/2011 
 

 

Liability and Risk Management 

Organization advisors play an integral role in the risk management process. When making decisions about risk, you 
must consider the exposure of the group, the university, and yourself to legal liability. First and foremost, your first 
consideration should be safety. When a group is planning an activity, you should help them think through any and all 
possible safety concerns. Some situations may be more obvious than others. The advisor’s job is to challenge the 
group to think of all possibilities, assess the likelihood of something happening, and think of ways to minimize the 
risk. In most cases, when appropriate steps are taken to mediate potential risks, those steps are adequate protection 
for legal liability for your group and yourself. 

 

Personal liability may be of concern for you as advisor to a student organization. It is important to know that when 
advising, you are serving in an official role of the university and are therefore covered by the university’s insurance 
policies. Unfortunately, this doesn’t guarantee that you would not be personally named in a lawsuit should some 
unfortunate event occur within a group you are advising or as a result of their activities. To protect yourself and your 
organization, it is important that you not ignore any foreseeable risk, and that you advise the organization to follow 
all policies and procedures of the Office of Student Engagement and Missouri State University, as well as the State of 
Missouri and all Federal laws. 

 
In general, advisors are covered when they follow policies and procedures, and are diligent in exploring and advising 
prudently to avoid or minimize risk. However, no one, regardless of status, can be released from liability due to 
negligence. Failure to act or to alert the Office of Student Engagement or the Division of Student Affairs when you 
have a concern puts you at risk.  Remember, always err on the side of caution! 

 
Below are some questions related to risk and legal liability you should consider when helping an organization plan an 
activity or event.  If you have any concerns about a potential risk associated with a group’s activities, consultation 
with the Office of Student Engagement is always advised. Additionally, we have provided you with an Event Planning 
Matrix and worksheet, to help guide yourself and your organization through the risk management process. A copy of 
the worksheet can be found in the Appendices of this handbook. 

 

Risk Management Considerations 

- What are all foreseeable possibilities for injury or harm? 
- If one of these possibilities occurs, how severe would be the consequences? 

o Possibility of death?  Possibility of severe injury?  Possibility of minor injury? 
- How likely is each of the possibilities? 
- How do level of severity and likelihood of occurrence intersect? 

o High potential severity and high likelihood of occurrence: Event should not take place unless there are 
mediating steps that can decrease severity and/or likelihood significantly. 

o Low severity and high probability of occurrence: Event should be assessed for risk, but may not require 
the cancellation or major modification of an event. 

- What steps can be taken to minimize the chances of injury or harm? 
- What preparatory steps can be taken in case a foreseen risk occurs despite mediating efforts? 
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- Is the event legal, allowable by university policy and guidelines, and ethical? 
 
 

Frequently Asked Questions 

Q:  What do I do if the organization I advise is planning a questionable event? 
A: The concerns you have with the event, should be pointed out and other ideas suggested. The advisor may 
request that the group obtain the opinion of the individuals or groups affected by the action. A meeting may be set 
up with the appropriate members of the Office of Student Engagement (OSE) staff to clarify any questions. 

 
Q:  The members of an organization are traveling.  What should I do? 
A: If the group is travelling more than 10 miles outside of Springfield city limits, the following must be completed: (1) 
Trip Registration Form—one for each organization and (2) Trip Activity Release Forms—one form for each Missouri 
State student participating in the travel activity. These forms must be turned in to the OSE 10 business days prior to 
the departure date.  More information, and travel forms can be found on the Office of Student Engagement website. 

 

Q:  I am no longer comfortable being the advisor of the organization.  What should I do? 
A: Meet with the executive board members and explain that you are no longer comfortable being the advisor of the 
organization. Give them a reasonable amount of time to find a new advisor. When changes are made, the 
organization’s CampusLINK roster must be updated and the Assistant Director for Co-Curricular Involvement in the 
OSE must be notified. 

 
Q:  I sense major problems within the organization.  What should I do? 
A: Meet with the officers and discuss your observations. Brainstorm solutions and get a plan of action. Members of 
the OSE staff are willing to help mediate or seek solutions. 

 

Q: I find out my organization is in violation of University policies and/or federal, state, or local laws. What should  
I do? 
A: Advisors have a responsibility to bring violations to the attention of the proper authorities. Please contact the 
OSE as soon as possible. 

 
Q:  How many students are necessary to start a new student organization? 
A: Per requirements in the “Minimum Standards of Recognition” all organizations are required to have a minimum of 
4 Missouri State students in order to remain active on campus, or to start as a new organization. 

 

Q: What are the annual requirements for organizations? 
A:  Minimum Standards for Recognition 
- Each organization must have a minimum of four currently enrolled Missouri State student members. 
- The Executive office of President must be filled; all other offices are optional and left up to the individual 

organization’s discretion. 
- All officers must have and maintain at least a 2.0 cumulative GPA. 
- Missouri State University students must hold all executive positions. 
- Each executive position must be held by a different individual. 
- A full time faculty/staff member is required to fulfill the position of advisor. 
- The majority of the members must be Missouri State students. 
- Each organization must develop a clearly stated lawful purpose, which must be part of both a constitution and 

bylaws documents. 
- The organization president must attend a student organization orientation meeting and CampusLINK Training at 

the beginning of each fall semester. 
- Each organization must comply with University policies and regulations pertaining to student organizations 
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Q:  How can my organization find an advisor? 
A: An advisor must be a full time faculty or staff member, and should be an individual who is interested in the 
organization’s purpose or activities and is willing to spend time with the students. Ask University faculty/staff that 
you know well, have classes with, have a connection to the organization, etc. Contact Andrea Greer for a list of 
prospective advisors. 

 
Q:  What services are offered to student organizations? 
A:  All registered student organization in good standing may: 
- Apply for and be eligible for SOFAC funding 
- Use bulletin board space around campus for advertising 
- Fundraise on campus 
- Utilize a mailbox located in the OSE (PSU 101) 
- Reserve space at no cost on campus for events and/or meetings 
- Apply for and be eligible for locker and/or office space in the OSE 
- Listed in University publications, web pages, and CampusLINK 
- Able to participate in University-wide events 

 
Q:  How can my organization set up an email account? 
A: Go to the Office of Student Engagement CampusLINK page. Download the form under “Documents” and bring to 
the OSE (PSU 101). Email addresses are typically created within 3-5 business days. 

 
Q:  Can my organization set up a bank account? 
A: Yes! Each organization may file with the IRS for an Employee Identification Number (EIN): 
https://www.irs.gov/businesses/small-businesses-self-employed/apply-for-an-employer-identification-number-ein- 
online?_ga=1.181037863.1003127850.1474554401. Once the EIN is received, you will need that number as well as 
the SGA approved constitution in order for the organization to open a bank account. We suggest using Commerce 
Bank due to its convenience on campus. For more information, please contact the OSE. 

 
Q:  How does my organization receive funding? 
A:  As a Registered Student Organization at MSU, you are eligible for funding through many sources.  A great first 
step is to check out the Student Organization Funding Allocation Council (SOFAC) guidelines for information on what 
is and is not eligible for funding for your organization. These guidelines can be found on the SOFAC website. Other 
sources of funding include: Student Activities Council Co-Programming, and Residence Hall Association Co- 
Sponsorship and the Diversity Grant (contact OSE for more information). 

 

Q:  What leadership opportunities are available for student organizations? 
A: Leadership opportunities for students and organizations are a plenty at Missouri State. Individual students should 
check out the Leadership Programs offered by the OSE which includes: The Emerging Leaders, Centennial Leaders, 
and Distinction in Public Affairs programs. Student Organization Officers are encouraged to participate in the Officer 
Roundtables held each month as well as the Presidents Workshop, which is hosted once a semester for student 
organization presidents only. 

 
Q:  How can my organization be recognized for their activity and leadership? 
A: STAR Awards is an annual event where students, officers, advisors, and organizations are recognized in multiple 
categories. Applications for STAR Awards are typically available at the beginning of the Spring Semester and are due 
in early March.  Watch CampusLINK for more information in the Spring. 

https://www.irs.gov/businesses/small-businesses-self-employed/apply-for-an-employer-identification-number-ein-online?_ga=1.181037863.1003127850.1474554401
https://www.irs.gov/businesses/small-businesses-self-employed/apply-for-an-employer-identification-number-ein-online?_ga=1.181037863.1003127850.1474554401
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Student Development Theory at a Glance 
 

Psychosocial Theories 

Chickering’s Theory of Identity Development (The Seven Vectors): 
1. Developing Competence- Intellectually (The “thinking me”)- development of critical thinking and an intellectual curiosity outside of 
the formal classroom; Physically (The “physical me”)- development of the ability to handle one’s self in physical and manual activities; 
Interpersonally (The “aware me”)- development of the ability to be a part of a cooperative effort, understand the motives and 
concerns of others. 
2. Managing Emotions- recognize and accept emotions and appropriately express and control them 
3. Moving Through Autonomy Toward Interdependence- evidenced in the growth of self-sufficiency, less need for approval of others, 
the recognition of interdependence (role of self in the larger community/society/campus) 
4. Developing Mature Interpersonal Relationships- develop intercultural & interpersonal tolerance, appreciate differences; create 
healthy, intimate relationships 
5. Establishing Identity- acknowledge differences in identity development based on gender, ethnic background & sexual orientation 
6. Developing Purpose- develop career goals, make commitments to personal interests & activities, establish strong interpersonal 
commitments 
7. Developing Integrity- development of a personally valid set of beliefs and values that provide a guide to behavior and emotions 

Josselson’s Theory of Identity Development in Women: 
- Foreclosures: Purveyors of the Heritage- women who graduate from college with identity commitment with no experience in identity 
crisis, little identity change, seek security in relationships 
- Identity Achievements: Pavers of the Way- break psychological ties to childhood & form separate, distinct identities, reorganize sense 
of self and identity, commit to who they are in relation to others & decide how they want to contribute to other’s lives 
- Moratoriums: Daughters of the Crisis- unstable time of experimenting & searching for new identities, internalize the paradox there 
are many ways to be right, sticks with one way and if challenged, crisis will ensue 
- Identity Diffusions: Lost and Sometimes Found- lack of crisis & commitment, low ego development, high anxiety, withdraws from 

situations, fails to internalize varied experiences, little attachment to inner self. 

Schlossberg’s Transition Theory: 
- The three transition types are anticipated (ex. Expecting to graduate from college), unanticipated (ex. Divorce, sudden death, not 
being accepted to graduate school), or a nonevent. 
- Transitions have context and are determined by the individuals relationship to the environmental setting in which the transition is 
occurring. 
- The impact of the transition varies depending on the alterations it causes in an individual’s daily life. 
- The 4 “S’s” that affect one’s ability to cope with transition are: Situation (trigger, timing, control, role change, duration, previous 

experience with a similar transition, concurrent stress, assessment), Self (Two kinds: personal & demographic characteristics- SES, 

gender, age, health, ethnicity, culture, etc.- and psychological resources- ego development, outlook, commitment, resilience, 

spirituality, self-efficacy, values, etc.), Support (types- intimate, family, friends, institution-, functions- affects, affirmation, aid, honest 

feedback- & measurements- stable and changing supports), and Strategies (three categories- modify the situation, control the 

meaning of the problem, or aid in the managing of stress afterwards- and four coping models- information seeking, direct action, 

inhibition of action, intraphsychic behavior). 

Psychosocial Theories:  Racial and Ethnic Identity Development 

Cross’s Model of Psychological Nigrescence: 
1. Preencounter- Race is unimportant, prefer to be accepted as “human beings.” Some people consider race-based physical 
characteristics to play an insignificant role in their daily lives, while others see race only as a problem that is linked to issues of social 
discrimination, and even others have negative attitudes. 
2. Encounter- Undergoes an encounter & powerfully affected by it. The event is often one in which individuals face a blatant racist 
event, however there are other instances in which the experience is more positive. 
3. Immersion-Emersion- Discard remnants of old identity, commits to personal change 
Phase 1: Total immersion into blackness while withdrawing from other groups. Phase 2: Progression out of dualistic reactionary 
mode into more critical analysis of black identity 
4. Internalization- Beginning of resolution involving old identity and new black worldview. 
5. Internalization-Commitment- Translates new identity into meaningful activities that address concerns and problems shared by 

African Americans 
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Helm’s Model of White Identity: 
-  Phase 1: Abandonment of Racism 
- Status 1: Contact- Encounter the idea of black people Status 2: Disintegration- Conflicted acknowledgement of whiteness while 
recognizing moral dilemmas associated with being white Status 3: Reintegration- Acknowledge white identity while attending 
information confirming stereotypes of African Americans 
-  Phase 2: Defining a Nonracist White Identity 
- Status 4: Pseudo-Independence- Acknowledging responsibility for racism while trying to understand which ways white people 
perpetuate racism Status 5: Immersion Emersion- Whites replace stereotypes with more accurate information about being white in 
the U.S.  Status 6: Autonomy- Requires white people to internalize, nurture, and apply new definition of white identity 

Phinney’s Model of Ethnic Identity Development: 
- Stage 1: Diffusion-Foreclosure- Individuals fall into two categories based upon the influence or knowledge of the existence of 
ethnicity (Diffusion- an individual has not encountered ethnicity as an issue or topic, ethnicity is not an issue of contention; 
Foreclosure- an individual has collected information about ethnicity from family and peers, and succumbs to information without 
interacting with individuals of the ethnic group). 
- Stage 2: Moratorium- Becomes increasingly aware of ethnic identity issues, exploration starts 
- Stage 3: Identity Achievement- Individuals are suggested to have a positive, bicultural identity; informed about their own ethnicity 
but are aware and appreciative of all ethnicities 

Psychosocial Theories:  Gay, Lesbian, and Bisexual Identity Development 
Cass’s Model of Homosexual Identity Formation: 
- Stage 1: Identity Confusion- “Who am I?”- First awareness of gay, lesbian, bisexual (GLB) thoughts, feelings, attractions; with 
confusion & anxiety 
- Stage 2: Identity Comparison- “Maybe this is just temporary”- Accept possibility they might be GLB, confronted with issue of how 
to manage social alienation that accompanies a GLB identity 
- Stage 3: Identity Tolerance- “I probably am a homosexual”- Acknowledge they are GLB and seek out others to reduce feeling of 
isolation 
- Stage 4: Identity Acceptance- “Homosexuality is OK”- Positive connotation on GLB, become comfortable with self and others 
- Stage 5:  Identity Pride- “These are my people”- Individuals focus on GLB issues and activities 
- Stage 6: Identity Synthesis- “I am homosexual, and…”- GLB & heterosexual worlds are less dichotomized and individuals are judged 
on basis of their personal qualities and not sexual identity 

D’Augelli’s Model of Lesbian, Gay, and Bisexual Development: 
1. Exiting heterosexual identity- recognition that feelings and attractions are not heterosexual, coming out. 
2. Developing a personal lesbian/gay/bisexual identity status- challenge myths about being GLB 
3. Developing a GLB social identity- create a support network of people who know and accept sexual orientation 
4. Becoming a GLB offspring- disclose identity to parents and redefining relationship 
5. Developing a GLB intimacy status- Establish first meaningful relationship; use of peer groups is sometimes necessary to facilitate 
the meeting process 
6. Entering a GLB community- Make commitment to social and political action 

Cognitive-Structural Theories 
Perry’s Theory of Intellectual and Ethical Development: 
1. Basic Duality- Seeing the world dichotomous: good-bad, right-wrong, black-white, facts, authorities have correct answers 
2. Multiplicity Prelegitimate- Seeing there may be other answers, facts might not always tell the truth & authority isn’t always 
correct 
3. Multiplicity Legitimate but Subordinate- Know there are other answers, not living by that thought  
4a. Multiplicity Coordinate- Know and understand there are multiple answers & ways to view situations 
4b. Relativism Subordinate- Know and understand there are multiple answers and ways to view situations and start to think about 
supporting those opinions 
5. Relativism- Looking at each viewpoint or answer and seeing what makes the most sense or what the right answer is for them 
6. Commitment Foreseen- Making a commitment or trusting in the opinions of others or the viewpoints they feel are correct for 
them 
7-9. Evolving Commitments- Revisiting those commitments and making changes when necessary 

Kohlberg’s Theory of Moral Development- Stages of Moral Reasoning: 
Level 1: Preconventional/Egocentric 
Stage 1: Heteronomous Morality- Obeying rules to not be punished 
Stage 2: Individualistic, Instrumental Morality- Follow rules if it is in their interest to do so 
Level 2: Conventional/Sociocentric 
Stage 3: Interpersonally Normative Morality- Living up to expectations of those to whom one is close 
Stage 4: Social System Morality- Social system is made of a consistent set of rules and procedures equally 
Level 3: Postconventional/Ontocentric 
Stage 5: Human Rights and Social Welfare Morality- Rightness of laws are evaluated to promote fundamental human rights and 
values 
Stage 6: Morality of Universal Ethical Principles- involves equal consideration of the points of view of all individuals in a moral 
situation 
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Gilligan’s Theory of Women’s Moral Development: 
- Level 1: Orientation to Individual Survival- Individual is self-centered and preoccupied with survival, unable to distinguish amid 
necessity & wants 
- First Transition: From Selfishness to Responsibility- Issues of attachment and connection to others, integrates responsibility & care 
into repertoire of moral decision-making patterns 
- Level 2: Goodness as Self-Sacrifice- Survival becomes social acceptance, reflect conventional feminine values, may give up own 
judgment to achieve consensus and connection with others 
- Second Transition: From Goodness to Truth- Questions why she puts others first at her own expense, examines needs to determine 
if they can be included in her responsibility, examines needs as truth, not egoism 
- Level 3: The Morality of Nonviolence- Elevated to care by a transformed understanding of self and redefinition of morality 

Typology Theories 
Kolb’s Theory of Experiential Learning- Description of Learning Styles: 

 
Diverging (feeling and watching)- able to look at things from different perspectives; sensitive; prefer to watch rather than do; best at 
viewing concrete situations from several different viewpoints; perform better in situations that require ideas-generation; have broad 
cultural interests and like to gather information; prefer to work in groups, to listen with an open mind, and to receive personal 
feedback. 

 
Assimilating (watching and thinking)- prefer a concise, logical approach; ideas and concepts are more important than people; require 
good, clear explanation rather than practical opportunity; more attracted to logically sound theories than approaches based on 
practical value; important for effectiveness in information and science careers; prefer readings, lectures, exploring analytical models, 
and having time to think things through. 

 
Converging (doing and thinking)- can solve problems and will use their learning to find solutions to practical issues; prefer technical 
tasks and are less concerned with people and interpersonal aspects; enables specialist and technology abilities; like to experiment 
with new ideas, to simulate, and to work with practical applications. 

 
Accommodating (doing and feeling)- is the “hands-on” person; relies on intuition rather than logic; utilize other people’s analysis and 
prefer to take a practical, experiential approach; tend to rely on others for information than carry out their own analysis; prefer to 
work in teams to complete tasks; set targets and actively work in the field trying different ways to achieve an objective. 

Holland’s Theory of Vocational Personalities and Environments: 

 
Realistic- active and stable and enjoy hands-on or manual activities; prefer to work with things rather than ideas and people; prefer 
to “learn by doing” in a practical, task-oriented setting; tend to communicate in a frank, direct manner and value material things; 
perceive self as skilled in mechanical and physical activities but may be uncomfortable or less adept with human relations. 

 
Investigative- analytical, intellectual and observant; drawn to ambiguous challenges and may be stifled in highly structure 
environments; enjoy using logic and solving highly complex, abstract problems; introspective and focused on creative problem 
solving, prefer working autonomously, and do not seek leadership roles. 

 
Artistic- original, intuitive and imaginative and enjoy creative activities; seek opportunities for self-expression; prefer flexibility and 
ambiguity and have an aversion to convention and conformity; generally impulsive and emotional and tend to communicate in a very 
expressive and open manner; preferred work environment fosters creative competencies and encourages originality and use of the 
imagination in a flexible, unstructured setting. 

 
Social- humanistic, idealistic, responsible and concerned with the welfare of others; enjoy participating in group activities and 
helping, training, healing, counseling or developing others; generally focused on human relationships and enjoy social activities and 
solving interpersonal problems; seek opportunities to work as part of a team, solve problems through discussions and utilize 
interpersonal skills but may avoid activities that involve systematic use of equipment or machines; communicate in a warm and 
tactful manner and can be persuasive; prefer work environment that encourages teamwork and allows for significant interaction 
with others. 

 
Enterprising- energetic, ambitions, adventurous, sociable and self-confident; enjoy activities that require them to persuade others; 
are invigorated by using their interpersonal, leadership and persuasive abilities to obtain organizational goals or economic gain but 
may avoid routine or systematic activities; effective public speakers; view self as assertive, self-confident and skilled in leadership 
and speaking; preferred work environment encourages them to engage in activities, such as leadership, management and selling, 
and rewards them through the attainment of money, power and status. 
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Conventional- efficient, careful, conforming, organized and conscientious; comfortable working within an established chain of 
command and prefer carrying out well-defined instructions over assuming leadership roles; prefer organized, systematic activities 
and have an aversion to ambiguity; rarely seek leadership roles, they are thorough, persistent and reliable in carrying out tasks; view 
self as responsible, orderly and efficient, and possessing clerical, organizational and numerical abilities; preferred work environment 
fosters organizational competencies and places high value on conformity and dependability. 
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Online Resources for Advisors 

Icebreakers and Team-builders Online 
 

http://www.mindtools.com 
http://www.ag.ohio-state.edu/~bdg/ 
http://www.residentassistant.com/games/teambuilders.htm 
http://www.residentassistant.com/games/namegames.htm 
http://www.residentassistant.com/games/icebreakers.htm 
http://adulted.about.com/od/icebreakers/ 

 

Thank You! 

The Office of Student Engagement appreciates your willingness to serve as a student organization advisor.  We 
realize that this is a significant commitment that takes time and energy and hope that you realize that by working 
with students outside of the classroom, you significantly further student learning. Please do not hesitate to contact 
our office with any questions you may have regarding your role as a student organization advisor. The Office of 
Student Engagement is located on the first floor in the Plaster Student Union in room 101, and we can be reached at 
417-836-4386. Our website, http://www.missouristate.edu/studentengagement/ has a lot of great information as 
well which you may find useful throughout your tenure as an advisor to one of our student organizations. 

 
We thank you for your commitment to students and wish you with the greatest success for your student organization 
in the coming year! 

http://www.mindtools.com/
http://www.ag.ohio-state.edu/~bdg/
http://www.residentassistant.com/games/teambuilders.htm
http://www.residentassistant.com/games/namegames.htm
http://www.residentassistant.com/games/icebreakers.htm
http://adulted.about.com/od/icebreakers/
http://www.missouristate.edu/studentengagement/
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Appendices 

 
Advisor and Student Leader Starter Kit 
The success and effectiveness of your organization can be improved a great deal through a good relationship 
between advisor and student leader. In the advisor/student leader pairing, a general understanding and a concerted 
effort to develop the relationship is essential. Too often we take relationships for granted and think things will 
automatically fall in place. As in all relationships, it is important to learn about one another’s expectations, goals, 
wants, needs, strengths, and weaknesses. To help you do just that, we have provided you with the following list of 
questions.  We encourage you to sit down together and discuss your answers to the questions provided. 

 
1. What motivated you to assume your position (advisor or leader)? 

 
2. What are you most excited about as we begin this year? 

 
3. What are you most anxious about as we begin this year? 

 
4. What personal and/or professional goals have you made for this year? 

 

5. When you think about your skills and abilities, what would you list as your strong points in relations to this 
position? 

 

6. What are you hoping to learn from this experience? 
 

7. When you think about your skills and abilities, in what areas would you like to improve? 
 

8. Which of your personal qualities do you admire most? 
 

9. What kind of relationship would you like to have with me? 
 

10. What kind of relationship would you like to have with the other officers? 
 

11. How would you describe your advising/leadership style? 
 

12. What techniques do you use to motivate yourself and others? 
 

13. When you are upset or disappointed about someone’s behavior or performance, how do you typically 
respond? 

 

14. When people meet or exceed your expectations, how do you respond? 
 

15. How do you feel about confronting others? 
 

16. What are some of the things you think we should do in training officers and members? 
 

17. How do you view our roles in the organization as alike and how do you view them as different? 
 

18. When considering your position, in what areas do you feel confident or comfortable? In what areas are you 
least comfortable? 

 
19. How do you typically handle conflict between yourselves and others? 

 
Adapted from IUPUI Advisor Handbook, 6/2011 
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Student Leader/Advisor Worksheet 
This worksheet is to assist in identifying expectations of Advisors and student leaders. The advisor and each officer 
should respond to the following items and then meet to share and compare answers and discuss differences. For 
each statement, respond on a scale of 1-5 how important the function is: 

 

 

AND, designate the expectation to “A” for advisor, “S” for student, or “B” for both. 

The Advisor is expected to: 

1.     

2.     

3.     

4.     

5.     
 

6.     

7.     

8.     

9.     
 

10.    

11.    

12.    

13.    

14.    

15.    

16.    

17.    

18.    

19.    

20.    
 

21.    

22.    

23.    

24.    

25.    

26.    

27.    

28.    

29.    

30.    

Attend all organization activities. 

Be accessible during meetings but allow them to be led by students. 

Attend all executive meetings. 

Call meetings of the executive board when he/she believes necessary 

Be familiar with university facilities and services, and explain university policy to officers prior to meetings and 
when relevant to the meeting discussion. 
Meet with President each week. 

Help executive board prepare the agenda before each meeting. 

When having a discussion, share any relevant information. 

Speak up during discussion when Advisor believes the organization is likely to make a decision that is not in the 
best interest of the organization. 
Be available to officers between meetings. 

Initiate ideas for discussion he/she believes will help the organization. 

Take an active part in formulating the goals of the organization. 

Be one of the members of the organization except for voting and holding office. 

Require the Treasurer to clear all expenditures with Advisor before financial commitments are made. 

Review the Treasurer’s books at the end of each semester. 

Review all official correspondence before it is sent. 

Be given a copy of all official correspondence. 

Keep the official files in Advisor’s office. 

Remind organization of their objectives/goals in planning events. 

Veto decisions when it violates a stated objective, the constitution, bylaws, codes, standing rules, or university 
policy. 
Mediate interpersonal conflicts that arise. 

State what the Advisor responsibilities are, or as she/he sees them, at the first meeting of the year. 

Let the organization work out its own problems, including making mistakes and “doing it the hard way.” 

Insist on the evaluation of each activity by those officers responsible for planning 

Take initiative in creating teamwork and cooperation among officers. 

Let the organization thrive or decline on its merits; do not interfere unless requested to do so. 

Represent the organization in any conflicts with members of the university staff. 

Be familiar with university facilities, services and procedures that affect organization activities. 

Recommend programs, speakers, etc. 

Take an active part in the orderly transition of responsibilities between old and new officers, and maintain 
records, history, and items during transition/summer. 

1 2 3 4 5 
Essential for Advisor to 

do 
Helpful for Advisor to do 

Nice, but not necessary 
for Advisor to do 

Would prefer Advisor not 
to do 

Absolutely not an 
Advisor’s role 
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31.    
 

32.    

33.    

34.    

35.    

36.    

37.    

38.    
 

39.    

40.    

41.    

42.    

43.    

44.    

45.    

46.    

47.    

48.    

49.    

50.    

51.    

Approve all candidates for office in terms of scholastic standing (GPA) and check periodically to ensure that 
officers are maintaining the required GPA. 
Cancel any activities when she/he believes they have been inadequately planned. 

Explain University policies and procedure to the entire group once a year. 

Depend on officers to observe the University policies and procedures throughout their terms. 

Serve as parliamentarian for the group. 

Be quiet during the general meetings unless called upon. 

Exert influence with officers between meetings. 

Assist in the negotiation of financial commitment and/or contractual agreements entered into by the student 
organization. 
Refer the student organization the Office of Student Engagement for assistance in financial matters. 

Assist in the areas of budget development, major expenditures, and financial record keeping. 

Check the secretary’s minutes before they are finalized. 

Sign contracts for programs presented by the student organization. 

Make the group aware of its stated purpose and objectives of the organization. 

Treat individuals as mature individuals who have dignity and worth. 

Be responsible for planning leadership skills workshops. 

Encourage students to take advantage of opportunities to enhance their leadership skills. 

Exercise the right to disagree with student organization decisions. 

Exercise the right to have a private life away from the student organization. 

Exercise the right to be listened to by others. 

Exercise the right to choose their level of involvement in student organizations. 

Exercise the right to voice their disagreements with the decisions of the advisor. 

 
Adapted from University of Nebraska, Advisor Handbook, 6/2011 
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Advisor Self-Evaluation Checklist 
Please answer the following questions as they relate to your role as a student organization Advisor. Fill in the blanks 
in front of each question using the following scale: 

 
5  =  all the time,  4  =  most of the time,  3  =  some of the time,  2  =  almost never,  1  = never 

 

   I actively provide motivation and encouragement to members. 

   I know the goals of the organization. 

   I know the organization’s members. 

   I attend regularly scheduled executive board meetings. 

   I attend regularly schedule organizational meetings. 

   I meet regularly with the officers of the organization. 

   I attend the organization’s special events. 

   I assist with the orientation and training of new officers. 

   I help provide continuity for the organization. 

   I confront the negative behavior of members. 

   I understand the principles of group development. 

   I understand how students grow and learn. 

   I understand the principles that lead to orderly meetings. 

   I have read the organization’s constitution and bylaws. 

   I recommend and encourage without imposing my ideas and preferences. 

   I monitor the organization’s financial records. 

   I understand the principles of good fund raising. 

   I understand how the concerns of diversity affect the organization. 

   I attend conferences with the organization’s members. 

   I know the steps to follow in developing a program. 

   I can identify what members have learned by participating in the organization. 

   I know where to find assistance when I encounter problems I cannot solve. 
 
 

Adapted from ACPA Advisor Manual, 6/2011 
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Advisor Self-Evaluation Checklist 

Please take 15-20 minutes to share your thoughts on the questions and statements listed below. Your feedback is 
valuable to my professional development.  Please use a scale of 5-1 to rate your answers, 5 being the best score. 

 

1. I am satisfied with the amount of time our advisor spends with our group 1 2 3 4 5 

Comments: 

2. I am satisfied with the quality of time our advisor spends with our group 1 2 3 4 5 
Comments: 

3. I am satisfied with the amount of information our advisor shares with our group 1 2 3 4 5 

Comments: 

4. I am satisfied with the quality of information our advisor shares with our group 1 2 3 4 5 
Comments: 

5. Our advisor is familiar with the goals of our group 1 2 3 4 5 

Comments: 

6. Our advisor advises our group in a way consistent with our goals 1 2 3 4 5 

Comments: 

7. Our advisor adjusts his/her advising style to meet our needs 1 2 3 4 5 

Comments: 

8. Our advisor is a good listener 1 2 3 4 5 

Comments: 

9. Our advisor understands the dynamics of our group 1 2 3 4 5 

Comments: 

10. Our advisor role models balance and healthy living 1 2 3 4 5 
Comments: 

11. Our advisor challenges me to think 1 2 3 4 5 
Comments: 

12. Our advisor allows me room to make and execute decisions 1 2 3 4 5 

Comments: 

Adapted from ACPA Advisor Manual, 6/2011 
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Risk Management Matrix 
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