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MOVING BEYOND AN EXCLUSIVE PAST TOWARD
AN INCLUSIVE FUTURE
Georgianna L. Martin, Oracle Editor
In this issue of Oracle, readers will find four articles that challenge us to think about the founding
values of fraternal organizations and the patterns of exclusion that have emerged over time in our
organizations. It is not often that we take the opportunity to engage in critical reflective practice
about the complexities of the fraternity/sorority experience and the diversity inherent across
organizations yet this collection of articles calls us to do just that.
We begin this issue with Chad Ahren, Dan Bureau, Helen Grace Ryan, and Vasti Torres’s article
titled First to Go to College and First to “Go Greek”: Engagement in Academically Oriented Activities
by Senior-Year First-Generation StudentsWho are Fraternity/Sorority Members. Although educators
often struggle with effective strategies to engage first-generation students in meaningful ways
inside and outside of the classroom, in this piece the authors find a positive association between
membership in a fraternity/sorority for first-generation students and engagement on campus
suggesting that membership may have a positive influence on first-generation students’ success.
In Does Gender Matter in Black Greek-Lettered Organizations?, Donald Mitchell’s findings highlight the
important role that gender appears to play for Black women in NPHC organizations suggesting
a nuanced perspective on students’ experiences in BGLOs. Next, Josh Schutts and Kyna Shelley
call professionals to consider the ways in which fraternity/sorority members use the language of
values to justify unethical behavior under the guise of being committed to their organization in their
article titled Modeling aValues-Congruence Framework to Predict Organizational Constructs in Fraternities
and Sororities. Finally, Ryan Barone challenges us to take a critical look at the history of fraternal
organizations and their role in creating exclusive communities in his article titled White Clauses in
Two HistoricallyWhite Fraternities: Documenting the Past and Exploring Future Implications. Barone’s work
reminds us not to forget the past even though we are charged with keeping a watchful eye on the
future.
Taken together, the articles presented in this issue challenge educators who work with fraternity/
sorority members to consider where we’ve been as organizations, where are now, and what
the future might hold if we strive to become who we could and should be. It remains important
to acknowledge the ways in which our organizations have perpetuated and been complicit in
exclusionary practices over time. Moving forward, it is perhaps more important to recognize ways
that our organizations can enhance all students’ opportunities for success in college and beyond
through inclusive practices and high ethical standards.
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FIRST TO GO TO COLLEGE AND FIRST TO “GO GREEK:” ENGAGEMENT IN
ACADEMICALLY ORIENTED ACTIVITIES BY SENIOR YEAR FIRST GENERATION
STUDENTS WHO ARE FRATERNITY/SORORITY MEMBERS
Chad Ahren, Dan Bureau, Helen Grace Ryan, & Vasti torres
Using National Survey of Student Engagement (NSSE) data, this study examined levels of
engagement in academically oriented activities by college seniors who experience college as
both first-generation students and fraternity/sorority members. On four of five NSSE scales,
first-generation college students who are members reported higher levels of engagement than
those who are not members, and members and non-members who are not first-generation.
Because engagement in academically oriented activities positively influences student success,
knowing students’ self-reported participation has implications for practitioners.

Student engagement, explained as
involvement in classroom and out of classroom
activities that are empirically linked to college
success, has been found to be a factor in college
students’ persistence to graduation (Kuh, Cruce,
Shoup, Kinzie, & Gonyea, 2007; Wolf-Wendel,
Ward & Kinzie, 2009). First-generation
students, those whose parents did not graduate
from college, are less likely than other students
to know how to create the conditions that can
help them to persist to graduation (Pascarella,
Pierson, Wolniak & Terenzini, 2004; Pike &
Kuh, 2005; Saenz, Hurtado, Barrera, Wolf,
& Yeung, 2007; Strayhorn, 2006). Lower
levels of engagement may be influenced by
predispositions; however, involvement in
activities has been documented to positively
influence first-generation students’ persistence
(Lundberg, Schreiner, Hovaguimian & Miller,
2007; Pike & Kuh, 2005; Somers, Woodhouse
& Cofer, 2004). If first-generation students
are less likely to be engaged, then connecting
them to experiences that support their success
is critical (Lundberg et al., 2007; Pascarella
et al., 2004; Saenz et al., 2007; Somers et al.,
2004). Specific activities have been linked
to high levels of student engagement and
ultimately student success. One such activity
is fraternity/sorority membership (Bureau,

Ahren, Ryan, Shoup, & Torres, 2011; Hayek,
Carini, O’Day, & Kuh, 2002; Pike, 2003). To
date, there have been no studies that examine
how involvement in fraternity/sorority life can
influence first-generation students and their
levels of engagement in activities that lead to
student success. This study sought to fill that
void and provide insight into a population of
students who experience college as both firstgeneration and as a fraternity/sorority member.
To examine how first-generation students
who are fraternity/sorority members
participate in activities that can lead to success,
this study used The National Survey of Student
Engagement (NSSE). Annually, colleges and
universities across North America participate
in this survey through the use of an instrument
called The College Student Report. The NSSE
collects students’ insights into how they engage
in a number of academic and cocurricular
activities. The research questions were: “Are
there different reported levels of participation
in academically oriented activities for firstgeneration senior-year students who are
members of fraternities and sororities?” and
“How do first-generation senior-year students
who are fraternity and sorority members
compare to non-first-generation members,
non-members, and non-members who are first-
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generation in reported levels of academically
oriented activities?”
Results expand the
literature on first-generation students and
fraternity and sorority members, specifically
how these separate and intersecting populations
perceive the academic world of college.
Review of Literature
Engagement and Student Success
Engagement is explained as student
participation in learning-oriented activities
(Carini, Kuh, & Klein, 2006; Kuh, 2001, 2003;
Wolf-Wendel & Kinzie, 2009) and consists of
two key concepts: the time and effort students
put into activities that foster student success
and how institutions encourage students to
participate in and benefit from these activities
(Wolf-Wendel & Kinzie, 2009). Engagement
extends involvement theory (Astin, 1993) and
emphasizes how institutions enact processes and
outcomes that help students find meaningful
involvement rather than expecting the student
to discover opportunities her or himself (WolfWendel & Kinzie, 2009).
All higher educational experiences should
foster engagement in order to improve students’
learning, connectedness, sense of community,
multicultural competence, and persistence to
degree (AACU, 2007; Schuh, Kuh, Kinzie, &
Manning, 2006; Zhao & Kuh, 2004). Numerous
researchers have used NSSE data to compare
the engagement levels of different populations
of students including first-generation students
(Pike & Kuh, 2005) and fraternity and sorority
members (Bureau et al., 2011; Hayek et al.,
2002; Pike, 2003). Student engagement levels
of first-generation students who are fraternity/
sorority members had yet to be considered.
First-Generation Students
The first-generation population is often
explained as those whose parents did not
complete college, but within the categorization
there exists great diversity of demographic,

academic, and social backgrounds (Lundberg,
et al., 2007; Saenz et al., 2007; Somers,
et al., 2004; Strayhorn, 2006). While the
population is diverse, first-generation students
are commonly perceived to be the most atrisk students on college campuses (Saenz et
al., 2007; Strayhorn, 2006). Characteristics
include being less academically prepared than
others to handle college, having less confidence
in their leadership abilities, and often working
to support their families (Saenz et al., 2007).
This is particularly true for students of color,
students from rural areas, and those from
low-income backgrounds, each of which are
overrepresented within the population of firstgeneration students (Saenz et al., 2007; Somers,
et al., 2004; Strayhorn, 2006).
Much of the research focuses on
characteristics that suppress persistence to
graduation (Filkins & Doyle, 2002; Lundberg,
et al., 2007; Martin, Lohfink & Paulsen,
2005; Saenz et al., 2007; Somers, et al.,
2004; Strayhorn, 2006). Difficulties include
navigating the college environment, managing
academic expectations, determining career
goals, and paying for higher education (Saenz et
al., 2007; Strayhorn, 2006). These challenges
are often cumulative and thus can seriously
inhibit persistence (Martin, Lohfink, & Paulsen,
2005; Pike & Kuh, 2005; Somers, et al., 2004).
One characteristic that has particular
importance to this study is the extent to
which first-generation students demonstrate
levels of engagement. Student predispositions
correspond with involvement patterns in the
college environment (Astin, 1993; Pike & Kuh,
2005; Strange & Banning, 2001), as a result firstgeneration students are less likely than peers to
become engaged in learning experiences that
contribute to persistence (Martin Lohfink &
Paulsen, 2005; Pike & Kuh, 2005; Somers, et
al., 2004; Strayhorn, 2006). This includes the
extent to which students might live on campus
(Pike & Kuh, 2005; Saenz et al., 2007), which
has been linked to student engagement (Astin,
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1993; Pascarella, et al., 2004; Zhao & Kuh,
2004). Pike and Kuh (2005) found, contrary
to prior research in which first-generation
student involvement was often attributed to
predispositions, that institutional leaders often
play a role in positively influencing engagement
levels.
There are additional tactics researchers use
to examine first-generation student potential
for engagement in and out of the classroom.
Strayhorn (2006) identified that predicting the
grade point averages of first-generation students
could be used to develop tactics to increase
engagement in activities that lead to academic
success. Filkins and Doyle (2002) indicated
engagement in activities such as interacting with
faculty members in and out of the classroom
could help low-income, first-generation
students grow cognitively and affectively during
college. Somers, et al. (2004) found firstgeneration students who lived on campus and
became engaged in curricular and co-curricular
pursuits were more likely to graduate.
Fraternity and Sorority Membership
The literature on fraternities and sororities
varies in terms of the benefits of membership
(e.g. Asel, Seifert, & Pascarella, 2009; Bureau
et al., 2011; DeBard, Lake & Binder, 2006;
DeBard & Sacks, 2010; Guardia & Evans, 2008;
Hayek, et al., 2002; Pascarella, Flowers, &
Whitt, 2001; Terenzini, Pascarella, & Blimling,
1999). Participation in these organizations
may negatively influence desired outcomes of
higher education, as evidenced by increased
consumption of alcohol (Danielson, Taylor, &
Hartford, 2001; Wechsler, Kuh, & Davenport,
1996), participation in inappropriate activities
such as hazing (Allan & Madden, 2008;
Ellsworth, 2006), questionable influences
on cognitive development (Terenzini et al.,
1999), and homogeneity and a potential lack of
consideration for diversity (Asel et al., 2009).
It should be noted that Hayek et al. (2002)
found that while members who join during

their first-year in college may experience more
homogeneity, members and non-members were
equally likely to have experiences with diverse
others by the senior year.
Conversely, research shows that fraternity/
sorority members are highly engaged in the
college environment, including high rates of
participation in campus activities, community
service, leadership positions, and to some
extent their academic pursuits (Astin, 1993;
Bureau et al., 2011; DeBard & Sacks, 2010;
Harms, Woods, Roberts, Bureau, & Green,
2006; Hayek et al., 2002; Kelley, 2008;
Kimbrough & Hutchinson, 1998; Pike 2003).
Studies indicate membership can lead to student
retention and persistence to degree (Nelson,
Halperin,Wasserman, Smith, & Graham, 2006).
The same studies that identify concerns also
indicate fraternities/sororities can be forums
for cognitive and affective development (Asel
et al., 2009; Blackburn & Janosik, 2009; Hayek
et al., 2002; Pike, 2003). Research implies the
experience is not explained monolithically;
these organizations can represent the best and
worst of the college experience (Asel et al.,
2009; Jelke & Kuh, 2003).
The literature on student engagement has
considered fraternity/sorority membership
more specifically. Hayek et al. (2002) examined
more than 42,000 students from 192 colleges
and universities in a spring 2000 sample of the
NSSE to examine members and non-members
views on the college environment, reported
differences, and experiences based on academic
year, residence, and different institutional
characteristics. The authors found fraternity/
sorority members were more engaged than
non-members on most measures including
differences in diversity, practical competence,
general education, involvement in classroom
activities, and engagement in the college
environment. This level of engagement was
consistent across gender and class standing.
Residence in a fraternity/sorority facility
did not negatively impact and to some extent
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encouraged member engagement in learning
experiences. Findings from a more recent
study using NSSE results to explain members
compared to non-members (Bureau et al.,
2011) reinforced findings by Hayek et al.
(2002). In spite of these studies, exploring
first-generation students was not specifically
highlighted in either study.
Relative to engagement in academically
oriented activities, studies indicate fraternity/
sorority membership may hinder academic
performance, inclination to participate in
academic pursuits, and cognitive development
(Astin, 1993; DeBard, Lake, & Binder, 2005;
Nelson et al., 2006; Pascarella, Edison, Whitt,
Nora, Hagedorn & Terenzini, 1996; Terenzini et
al., 1999). The negative impact of fraternity/
sorority membership on academic performance
appears most during the first year; however,
such impact often diminished by the senior
year (Pascarella et al., 2001; Hayek et al.,
2002; Pike, 2003). Terenzini et al. (1999)
explained the negative aspects of fraternity/
sorority membership during the first-year
appear to be most pronounced for white males,
with a lesser negative effect on women. For
men of color, fraternity membership had a
small positive influence on overall measures
of academic achievement (Terenzini et al.,
1999). Pike (2003) found the influence of
membership on cognitive variables could be
explained either as a direct, indirect, or random
result of membership depending on diverse
control variables.
Therefore, fraternity/
sorority membership may or may not negatively
contribute to halted cognitive development.
Members may be predisposed to engagement
in classroom and out-of-class activities (Asel et
al., 2009), buttressing literature that explains
entering characteristics are the greatest influence
on the college experience (Astin, 1993; Strange
& Banning, 2001). Hayek et al. (2002) found
first-year students who are members reported

higher levels of engagement than non-members.
Asel et al. (2009) duplicated these findings after
controlling for high school experiences.
Consistent with the engagement construct,
the quality of one’s fraternity/sorority
experience is likely a shared responsibility of
students and institutions. Jelke and Kuh (2003)
explained high-performing fraternity/ sorority
communities typically have expectations
that students and institutions should work
together. Shared expectations are central to
the concept of student engagement (WolfWendel et al., 2009). As this study sought
to describe the engagement of senior-year
first-generation students who are fraternity/
sorority members, it is important to consider
how predispositions, student attributes, and
institutional interventions might coalesce to
influence student engagement. NSSE measures
are critical in illuminating this nexus.
Methods
Overview of Survey Instrument
The data for this study came from the 2006,
2007 and 2008 NSSE administrations. During
these years, NSSE was administered on almost
1000 campuses, many hosting fraternity and
sorority communities (NSSE, 2010). Typically,
the breakdown of institutions at which the
NSSE is administered is consistent with the
characteristics of all baccalaureate-granting
colleges and universities in the United States
(NSSE, 2008; NSSE 2010). NSSE examines
participation in educational activities that prior
research has determined is positively related
to desired educational outcomes (Chickering
& Gamson, 1987; Kuh, 2001, 2003; Pascarella
& Terenzini, 2005). NSSE is designed to assess
the level of engagement in and perceived benefit
from students’ experiences in college (Kuh,
2001). The survey has emerged as a leading
instrument to assess students’ perceptions of
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the college experience (Kuh et al., 2007; NSSE,
2010; Wolf-Wendel et al., 2009).
Institutions typically self-select to participate
and provide contact information for first-year
and senior-year students who have been at the
institution for at least one semester prior to
administration. Because the survey is conducted
in the spring, survey participants have enough
experience with the institution to provide an
informed judgment. In general, equal numbers
of first-year and senior students are sampled for
each institution. The survey is not anonymous
and individualized links are distributed to
students via the Center for Survey Research at
Indiana University (NSSE, 2010b). The survey
is available at the NSSE website, (www.nsse.
iub.edu). Results are supplied to institutions
in formatted reports as well as raw data. For
many of these institutions, NSSE has informed
institutional practice and improvement relative
to students’ curricular and co-curricular
pursuits and the accomplishment of widely held
learning outcomes (AACU, 2007; Kuh et al.,
2007; NSSE, 2010).
While self-reported student data are not
a direct measure of gains from students’
involvement, it nevertheless provides valuable
insight to the college experience and is valid
under five conditions: (a) respondents have the
information necessary to answer questions, (b)
questions are clearly phrased, (c) questions refer
to activities in which the respondent recently
participated, (d) respondents believe questions
merit a serious and thoughtful response, and
(e) answering the questions does not jeopardize
the privacy and safety of the respondent or
encourage the them to respond in what they
believe to be socially desirable answers (Carini,
Hayek, Kuh, Kennedy & Ouimet, 2003). Each
of these conditions is met by NSSE (Carini et
al., 2003).
Among some researchers and institutional
assessment experts the issue of self-reported
perceptions has come under recent scrutiny. We

acknowledge the limitations of self-reported
data that have been linked with other surveys
(Bowman & Seifert, 2011). These limitations
are mitigated by the fact that NSSE was created
for the purpose of institutional assessment and
to represent students’ general – not specifically
quantifiable - perceptions of engagement in
activities that support their learning, not to
measure “gains” per se (Gonyea & Miller, 2011).
NSSE is intended to consider students’ reports
of engagement in effective educational practices
as defined by a large body of existing literature
and not to granularly measure gains or isolate
students’ perceived gains as an outcome of one
aspect of the collective collegiate environment.
The NSSE has high reliability and validity.
Researchers involved with NSSE have conducted
35 focus groups and 163 student interviews to
gather feedback about the clarity of the items
and to understand how the questions are
interpreted. These interviews address basic
elements of validity – do students understand
the item in a consistent and intended manner
(Kuh, Kinzie, Cruce, Shoup, & Gonyea, 2007).
Additionally, NSSE has developed an extensive
library for demonstrating its psychometric
properties. Studies conducted in the early days
of NSSE (Kuh, 2001b) through more recent
reviews of the survey’s scales (Nelson Laird,
Shoup, & Kuh, 2008; Pike, 2006) reveal high
levels of reliability for the survey. For instance,
considering college seniors, reliability of the
five scales used for the study at hand range from
a low of .71 (Integrative Learning Subscale) to a
high of .85 (Deep Learning Subscale) (National
Survey of Student Engagement, 2010d).
Research Questions and Protocol
Research questions were “Are there different
reported levels of participation in academically
oriented activities for first-generation senioryear students who are members of fraternities
and sororities?” and “How do first-generation
senior-year students who are fraternity and
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sorority members compare to non-firstgeneration members, non-members, and
non-members who are first-generation in
reported levels of differences of participation in
academically oriented activities?” Three survey
items were used to identify groups for the study:
1. Are you a member of a social fraternity or
sorority? (Yes/No)
2. What is the highest level of education
that your father completed? (Did not
finish HS; Graduated from HS; Attended,
no degree; Completed Associate’s;
Completed Bachelor’s; Completed
Master’s; Completed Doctorate)
3. What is the highest level of education
that your mother completed? (Did not
finish HS; Graduated from HS; Attended,
no degree; Completed Associate’s;
Completed Bachelor’s; Completed
Master’s; Completed Doctorate)
As the survey is administered each spring,
sometimes as early as January or February,
first-year student respondents who indicate
fraternity/sorority membership may have been
members for six days or six months. Because
time on task (Astin, 1993) influences college
students perceptions of their experience, we
felt it was important that some proxy of time
be considered as contributing to the fraternity/
sorority membership, therefore the decision
was made to only include senior-year students.
To focus our research on engagement in
academically-oriented activities, which have
been sources of concern for those involved in
support programs for both first-generation
students and fraternity and sorority members
(Pike & Kuh, 2005; Pike, 2003), we examined

scales that are specifically connected to
demonstrating learning. Because some measures
combine items with different response sets
and value ranges, we converted each item to a
scale of 0 to 100. Afterward, scale scores were
computed by taking the mean of the component
items as long as the student answered at least
three-fifths of the items. Table 1 explains
academic achievement scales. Table 2 highlights
the three deep learning subscales. Cronbach’s
Alpha is provided to explain the reliability
of each scale. We controlled for 13 discrete
student characteristics (including five other
forms of involvement and eight demographic
indicators) and one institutional characteristic,
which are listed in Table 3.
The total respondent pool included 179,171
seniors who completed the survey and indicated
either fraternity/sorority membership or firstgeneration status. First-generation was defined
as neither parent completing a Bachelor’s
degree. Of all respondents, 14% indicated
they were members of a social fraternity/
sorority and 43% indicated they were firstgeneration students. Using these two variables
the researchers identified four groups:
Fraternity/sorority/first-generation (n =
8149), Fraternity/sorority/not first-generation
(n = 17,954), not fraternity/sorority, firstgeneration (n = 67,213), and not fraternity/
sorority and not first-generation (n = 85,855).
Sixty-eight percent of the sample identified as
Caucasian, 7% as Black or African American, 5%
as Hispanic and 5% as Asian, Asian American or
Pacific Islander. Four percent did not indicate
ethnicity. Other racial identities comprised 2%
or less of the sample each. Sixty-three percent
of the sample identified their gender as female.
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Table 1
Self-Reported Educational Outcomes and Component Items
Gains in General
Education
(4 items; α = .84)
Grades		

Writing clearly and effectively;
Speaking clearly and effectively;
Thinking critically and analytically;
Acquiring a broad general education.
What have most of your grades been up to now at this institution?a

Variables use a 4-point scale: 1=Very Little, 2=Some, 3=Quite a Bit, 4=Very Much
a
Responses for this item were 1=C- or lower, 2=C, 3=C+, 4=B-, 5=B, 6=B+, 7=A-, 8=A

Table 2
Engagement Scales and Component Items: Deep Learning Subscales
Higher-Order Learninga
(4 items; α = .83)

Analyzing the basic elements of an idea, experience, or theory, such
as examining a particular case or situation in depth and considering
its components;
Synthesizing and organizing ideas, information, or experiences into
new, more complex interpretations and relationships;
Making judgments about the value of information, arguments, or
methods, such as examining how others gathered and interpreted
data and assessing the soundness of their conclusions;
Applying theories or concepts to practical problems or in new
situations.

Integrative Learningb
(5 items; α = .70)

Worked on a paper or project that required integrating ideas or
information from various sources;
Included diverse perspectives (different races, religions, genders,
political beliefs, etc.) in class discussions or writing assignments;
Put together ideas or concepts from different courses when
completing assignments or during class discussions;
Discussed ideas from your readings or classes with faculty members
outside of class;
Discussed ideas from your readings or classes with others outside of
class (students, family members, co-workers, etc.).

Reflective Learningb
(3 items; α = .81)

Examined the strengths and weaknesses of your own views on a topic
or issue;
Tried to better understand someone else’s views by imagining how
an issue looks from his or her perspective;
Learned something that changed the way you understand an issue or
concept.

Variables use a 4-point scale:
a
Responses for this item were 1=Very Little, 2=Some, 3=Quite a Bit, 4=Very Much
b
Responses for this item were 1=Never, 2=Sometimes, 3=Often, 4=Very Often
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Table 3
ControlVariables
Gender		
Age		
Ethnicitya
			
			
International
Status		
Transfer Status
Enrollment Status
Live on campus
Student Athlete
			
Majorb		
			
Institutional
control		
Internship
Community
Service		
Study Abroad
Learning
Community
a
b

0 = Male; 1 = Female
0 = 24 or over, 1 = 23 or younger
Select from: African American, American Indian, Asian American, White,
Mexican or Mexican American, Puerto Rican, Other Hispanic or Latino, Other,
Multiple Ethnic Identifications , I prefer not to respond
0 = US National, 1 = International student or foreign national
0 = Did not transfer; 1 = Transferred
0 = Part-time; 1 = Full-time
0 = Live off campus; 1 = Live on or near campus
0 = Non-athlete; 1 = Student athlete on a team sponsored by the institution’s
athletic department
Arts and Humanities, Biology, Business, Education, Engineering, Physical
Science, Professional, Social Science,
0 =Public; 1 = Private
0 = Completed an internship; 1 = Did not complete
0 = Did not volunteer at all; 1 = Did some volunteer work
0 = Did not study abroad; 1 = Completed study abroad
0 = Did not participate in a learning community; 1 = Did participate

Coded dichotomously (0 = not in group, 1 = in group),White was the reference group
Coded dichotomously (0 = not in group, 1 = in group), Arts & Humanities was reference group

Analysis examined differences between
the four groups on self-reported educational
outcomes and student engagement processes.
Means were calculated for each group on
the measures listed in Tables 1 and 2. The
fraternity/sorority, first-generation group was
selected as the comparison group, enabling us
to examine whether the other three groups
scored significantly above or below. Regression
analyses were run first without, and then with,
controls (Table 3) on each item and measure
to estimate if the effects of the covariates
influenced the basic relationships between
group type and the dependent measures. In
the regression models, all non-dichotomous
variables were standardized prior to entry. As

a result, in each model, the unstandardized
coefficient was an estimate of the effect size.
Results
This research examined engagement levels
of first-generation students who are senior
fraternity/sorority members. Table 4 reflects
means for each scale across the four populations.
For four of the five scales, first-generation
students who are members of a fraternity or
sorority scored higher than the other three
populations (non-first-generation members,
first-generation non-members and non-firstgeneration nonmembers).
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Table 4
Means by DependentVariable and Group
Dependent Variable
Group		
Gains in General
Education

Estimated GPA

Higher Order Learning

Integrative Learning

Reflective Thinking

N:		
		
		
		

Mean

SD

SE

Greek First Gen		
Greek NonFirst Gen			
Non-Greek
First Gen			
Non-Greek
Non-First Gen		

75.77

21.62

.24

75.30

21.58

.16

73.26

22.31

.09

71.43

22.70

.08

Greek First Gen		
Greek NonFirst Gen			
Non-Greek
First Gen			
Non-Greek
Non-First Gen		

3.30

.52		

.01

3.37

.48		

.00

3.33

.54		

.00

3.41

.51		

.00

Greek First Gen		
Greek NonFirst Gen			
Non-Greek
First Gen			
Non-Greek
Non-First Gen		

73.18

21.42

.28

73.11

21.26

.16

70.07

22.32

.09

70.70

21.82

.07

Greek First Gen		
Greek NonFirst Gen			
Non-Greek
First Gen			
Non-Greek
Non-First Gen		

62.40

19.26

.07

61.44

19.03

.14

59.68

19.22

.07

59.07

19.08

.07

Greek First Gen		
Greek NonFirst Gen			
Non-Greek
First Gen			
Non-Greek
Non-First Gen		

61.06

23.71

.26

60.72

23.43

.17

58.59

24.15

.09

60.37

23.90

.08

Greek First Gen		
Greek Non-First Gen
Non-Greek First Gen
Non-Greek Non-First Gen

8,149
17,954
67,213
85,855
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Table 5 is a report of regression analysis
of the comparison groups against firstgeneration fraternity and sorority members
on two engagement scales. The target group
demonstrated significantly higher scores than
either non-member population (p < .001)

and a higher score than non-first generation
fraternity/sorority members in General
Education. Interestingly, all other groups
significantly outperformed the first-generation
fraternity/sorority members on GPA.

Table 5
Simultaneous Regression Analyses for Groups based on Fraternity/Sorority Membership and First-generation
Status on Academic Achievement
Dependent Variable
Group		
B
SE B
R2
Gains in General
Education

Estimated GPA

Greek NonFirst Gen			
Non-Greek
First Gen			
Non-Greek
Non-First Gen		
Greek NonFirst Gen			
Non-Greek
First Gen			
Non-Greek
Non-First Gen		

-.019

.011

-.109***

.012		

-.191***

.012

.136***

.013

-.105***

.011		

.204***

.011

.053

.096

***p<.001
Table 6 lists the results of the regression
analysis of the comparison groups against firstgeneration fraternity and sorority members on
NSSE gains scales. First-generation fraternity/
sorority members reported significantly higher
scores than nonmembers in almost every deep

learning scale, though non-first-generation
nonmembers outperformed the target group
in Reflective Learning – a scale that focuses
on changing one’s perspective as a result of
interacting with others. R squared for these
models ranged from .053 to .101.
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Table 6
Simultaneous Regression Analyses for Groups based on Fraternity/Sorority Membership and First-generation
Status on Deep Learning Gains Scales
Dependent Variable
Group		
B
SE B
R2
Higher Order
Thinking

Integrative Learning

Reflective Learning

Greek NonFirst Gen			
Non-Greek
First Gen			
Non-Greek
Non-First Gen		
Greek NonFirst Gen			
Non-Greek
First Gen			
Non-Greek
Non-First Gen		
Greek NonFirst Gen			
Non-Greek
First Gen			
Non-Greek
Non-First Gen		

-.002

.013

-.140***

.012		

-.111***

.012

-.044**

.013

-.137**

.011		

.031**

.011

-.013

.013

-.018

.012		

.041888

.011

.054

.101

.067

***p<.001
**p<.005
*p<.05
In no case did controls (Table 3) shift the
significance of score differences between
members who are first-generation, members
who are not first-generation, and non-members
and non-members who are first-generation.
From these results, we can describe firstgeneration college students who are members
as reporting higher levels of self-reported
engagement in these academically oriented
activities; however, effect sizes are relatively
small across the board.
Discussion
It is clear that fraternity and sorority
membership is an activity in which students

spend significant amounts of time (Astin,
1993; Pascarella et al., 2001; Asel et al., 2009).
Time spent on task in an environment is likely
to result in that atmosphere influencing the
student experience (Astin, 1993; Strange &
Banning, 2001; Terenzini et al., 1999). This is
consistent with the literature on campus culture
(Kuh & Whitt, 1988), involvement (Astin,
1993), and engagement (Wolf-Wendel et al.,
2009). Therefore, results here indicate that
time as a member may contribute to higher selfreported engagement in activities that support
achievement in general education, higher order
thinking, integrative learning, and reflective
learning, but may also distract first-generation
members from securing a high GPA.
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Research results indicate that students
who are first-generation and members of
fraternities and sororities self-report higher
scores than other members and non-members
who are or are not first-generation. Reported
higher scores are an indicator of engagement
in the college experience (Zhao & Kuh, 2004).
Because engagement leads to persistence (Kuh
& Pike, 2005) and first-generation students who
become engaged are more likely to persist than
those who do not (Pike & Kuh, 2005), it may also
be inferred that membership in a fraternity or
sorority may deserve partial credit for these firstgeneration students’ persistence to graduation.
We believe this to be true as long as the negative
attributes of fraternity or sorority membership
did not distract first-generation students from
educational priorities. We also know the first
year of college is critical (Upcraft, Gardner,
& Barefoot, 2005); therefore, fraternities and
sororities should enact programs and services to
support students, particularly first-generation
students, who join during the first year. We do
not know the number of students, members or
non-members, at these institutions that never
persisted to the senior year; therefore we do not
know how status as a first-generation student
and/or as a member contributed to the attrition
of students.
Given the results for the other four scales,
an interesting finding was that first-generation
members reported lower grade point averages
than all other groups. The finding begs many
questions relative to predispositions coming
into college, desired grade performance
while in college, and how the environment
of membership in a fraternity or sorority
contributes to academic goals. From this data,
we cannot infer reasons for lower grade point
averages, though concerns about academic
performance and first-generation students
and about fraternity and sorority members as
distinct populations is evident in the literature
(DeBard, Lake, & Binder, 2006; Strayhorn,
2006). Additionally, research indicates first-

generation students often lack tacit knowledge,
cultural, economic, and social capital when
compared to other students (Barratt, 2006;
Lundberg, 2007; Ryan, 2009). Potentially,
first-generation students may have to put more
time and effort into understanding the social
aspects of membership and may have to work
to pay membership dues, which could detract
from time dedicated to academic pursuits.
While results from this study indicate that
first-generation students who are members
report higher levels of engagement than firstgeneration students who are not members,
the research did not consider what aspects of
the fraternity/sorority might be beneficial
or detrimental. Some chapters of fraternities
and sororities have qualities divergent from
widely held goals of higher education (Asel
et al., 2009; Wechsler, Kuh, & Davenport,
1996). As such, this research cannot indicate
unconditional support of all fraternities and
sororities, or their general value for firstgeneration students who are the most at-risk
students in the college environment (Saenz
et al., 2007). While findings did not change
when gender was applied as a control variable,
past studies that used NSSE data to explain the
experiences of members indicate difference in
perceptions of engagement by gender (Hayek et
al., 2002; Pike, 2003). It should be noted that
fraternities and sororities are often generalized
in the monolith, we believe that consistent with
the literature on high performing fraternal
organizations (Jelke & Kuh, 2003) and the
research on institutional culture’s influence
on student success (Schuh et al., 2006), the
context in which the fraternity/sorority
experience occurs is likely to be a determining
factor in whether or not membership adds or
detracts from first-generation students’ overall
academic goals.
Given our results and the potential for a
fraternity/sorority experience that is positive
and beneficial, student affairs practitioners could
do more to inform first-generation students

Oracle: The Research Journal of the Association of Fraternity/Sorority Advisors
Vol. 9, Issue 1 • Spring 2014
12

about involvement in fraternities/sororities.
Understanding how to make decisions about
joining may influence the first-generation
student’s overall success in college. For instance,
practitioners need to partner with inter/national
headquarters staff to better communicate
with students about what participation in a
fraternity/sorority actually requires in terms
of time and expense. First-generation students
should be provided with realistic expectations.
University and fraternity/sorority local and
international headquarter websites should
include information about organizational
operations, fees, and shared expectations. This
is particularly important given the findings of
lower reported grade point averages and the
potential that first-generation students may not
be able to manage the multiple roles associated
with fraternity/sorority membership.
Campuses should examine how the goals
of first-generation students and any student
who wishes to join the fraternity/sorority
community coalesce with the goals of the
institution. For some campuses, there may
be a need to delay joining until a student has
developed an academic foundation. Deferred
recruitment, which is defined by a process
that occurs after at least the first month of fall
classes (University of Georgia, 2005), may be
needed in some cases to ensure a campus with
a high number of first-generation students
come to understand the benefits of fraternity/
sorority membership and the responsibilities
they have to first and foremost perform the
academic tasks of life as a college student. It
is important to note that the authors believe
that deferred recruitment, whether it be one
month into the first-year or asking students to
wait until the second-year, should be grounded
in the academic interests of the students.
Therefore, evidence that these organizations
provide an environment in which all students,
including first-generation, can perform to their
potential might be an alternative to delaying
the opportunity to join. Recruitment options

might even be made available to chapters that
demonstrate satisfaction of certain engagement
goals, as defined by campus standards and
culture. Ultimately, first-generation students
seeking membership in these organizations need
specific kinds of information and approaches
to navigating the opportunities for fraternity/
sorority membership. Given that it could be
difficult to specifically target first-generation
students in fraternity/sorority community
marketing initiatives, overall efforts to ensure all
potential and current members are academically
successful must be a priority.
Limitations
This data describes self-reported views
of engagement in specific activities by senior
first-generation students who are members of
fraternities and sororities. It does not speak
to the fraternity and sorority as a factor in
encouraging the engagement of its members,
first-generation or not. However, while not
a direct measure of environmental influence,
characteristics of student engagement can
inform how higher education constituents view
environments as contributing to levels of student
engagement in college (Astin, 1993; Kuh, 2003;
Kuh & Whitt, 1988; Strange & Banning, 2001).
Additionally, because time on task influences
outcomes (Astin, 1993) and fraternities and
sororities typically require engagement at
some high level for some extensive period
(Pascarella et al., 1996; 2001), we can infer that
aspects of the experience in the fraternity or
sorority influenced their levels of engagement
in learning-oriented activities. Therefore, it is
likely that the fraternity/sorority environment
influenced these students’ engagement in
activities that led to the higher reported scores.
Additionally, the nature of these organizations
is such that students are often involved in a
range of campus activities (Pascarella et al.,
1996). While this study does not attempt to
examine the fraternity and sorority as the only
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contributor to engagement, it aimed to explain
how first-generation students who are members
report higher scores from engagement and how
that differs from fraternity/sorority members
and non-members of either generational
status. Results indicate that by the senior year,
first-generation students who are fraternity/
sorority members report being more engaged
than non-members, first-generation or not, in
experiences that lead to higher-order thinking,
integrative learning, reflective learning, and
greater scores in general education. Lower
grade-point averages appear to be a concern for
first-generation students engaged in fraternities
and sororities. Future studies may examine why
grades may be lower for students engaged in a
range of activities, among them a fraternity/
sorority.
Also, NSSE data is collected about and
reported on first-year and senior students
from all participating institutions in the spring
semester. Institutions choose to participate in
NSSE and students self-select to respond to
survey. This sample is only a small number of
the overall college and university population
who are first-generation and fraternity and
sorority members and is only based on seniors
who persisted in both membership and
enrollment. Additionally, the students sampled
for this research responded to a question that
asks if they are a member of a social fraternity/
sorority. Therefore, students’ experiences of
those who were once members but no longer
participate were not captured in this research.
Persons interested in expanding this research
might examine how to collect perspectives of
a larger population of first-generation students
who are current or disaffiliated members and do
so at distinct points in their college career (i.e.
after the sophomore year, by which time most
students have joined) and in their experience as
a member (i.e. immediately after becoming a
full member).

Because the literature addresses ethnicity,
social class, and geography (Lundberg et al.,
2007; Somers, et al., 2004; Strayhorn, 2007)
as influential in the experiences of firstgeneration students, there is more to examine
as to how subsets of first-generation students
may experience membership in a fraternity/
sorority. Relative to ethnicity, while we found
that controlling for ethnicity did not produce
different results, White students were a large
majority of our sample (68%). Also, we do
not know if students of color belonged to a
predominantly White fraternity/sorority or one
that has a particular cultural affinity. Because
the fraternity/sorority experience is segmented
to some extent by race (Kimbrough, 2003),
examining differences across membership in
diverse types of fraternities and sororities (e.g.
social versus cultural) is important. Future
research on first-generation students who are
members may want to examine differences in
the experiences of those members who are not
White and compare membership experiences
based on type of organization. Of course,
the question would need to be answered by
instrumentation other than NSSE given the
survey does not elicit this data with sufficient
granularity.
Also, there is evidence that social class and
socioeconomic status influences participation
in fraternity/sorority life (Ryan, 2009). Some
researchers suggest fraternity/sorority members
are wealthier and maintain higher levels of social
and cultural capital than students who are not
members of Greek-letter organizations, making
comparisons between first-generations students
who choose to participate in fraternities/
sororities less straight-forward (Ryan; Walpole
2011). NSSE does not collect data that explain
the social class nor socioeconomic backgrounds
of students. Therefore the sample does not
indicate whether members are from wealthier
families or the urbanity of their upbringing
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and cannot provide insight into how firstgeneration students who come from varying
social classes and socioeconomic backgrounds
and who are or are not members of fraternities
and sororities experience college. Future
studies on first-generation students who join a
fraternity or sorority may explore issues of how
socioeconomics contribute to engagement.

Finally, examining institutional type as
a control variable, no differences emerged.
We know that institutional culture influences
students and students influence institutional
culture (Kuh & Whitt, 1988; Schuh et al.,
2006). To that end, there is potential to
expand this study with research about how
first-generation students who join a fraternity
or sorority compare to other populations at
distinct institutional types.
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DOES GENDER MATTER IN BLACK GREEK-LETTERED ORGANIZATIONS?
Donald Mitchell, Jr.
This article explores the salience of gender for African Americans in Black Greek-lettered
organizations at a predominantly White institution. An emphasis was placed on the social
capital that may be gained through historically Black fraternities and sororities as a result
of their single-gender structures. A constructivist phenomenological approach guided the
study. The study revealed that the women found gender to be important in establishing
relationships in sororities, whereas men de-emphasized the role of gender in their fraternity
experiences. The article closes with a discussion and implications of the findings and recommendations for future research.

Scholars have researched the impact of
Greek-lettered organizations on student
development (e.g., Pascarella et al., 1996; Pike,
2000); academic outcomes (e.g., Long, 2012;
Long & Snowden, 2011); women involved
in sororities (e.g., Brosi, Foubert, Bannon, &
Yandell, 2011; Park 2012); men involved in
fraterntities (e.g., Goldfarb & Eberly, 2011;
Long, 2011); and, in some cases, the negative
effects of fraternities and sororities (e.g.,Wilder,
Hoyt, Doren, Hauck, & Zettle, 1978; Wilder,
Hoyt, Surbeck, Wilder, & Carney, 1986). Still,
many of the aforementioned investigations
overlook the differences in predominantly
White fraternities and sororities in comparison
to cultural fraternity and sororities, particularly
Black Greek-lettered organizations (Harper,
2008b; McClure, 2006).
Subsequently, a literature base exploring the
educational outcomes of Black Greek-lettered
organizations (BGLOs) has emerged, and
scholars have documented the effects of BGLOs
on African American students’ experiences
during college (e.g., Harper, 2000, 2008b;
Kimbrough, 1995; Kimbrough & Hutcheson,
1998; McClure, 2006). Yet, critical analyses
of gender in studies including both historically
Black fraternities and sororities are limited.

The purpose of this study was to examine
students’ social experiences in historically
Black fraternities and sororities to better
understand whether, and in what ways, gender
was important in the relationships established
within the organizations for students at a
predominantly White institution. To explore the
importance of gender, emphasis was placed on
the social capital that may be gained in BGLOs
and the following research question shaped the
study: In what ways, if any, does gender have
an impact on the social capital gained through
African American students’ participation in
fraternities and sororities?
Black Greek-Lettered Organizations
There are nine college BGLOs affiliated with
the National Pan-Hellenic Council and they are
often referred to as “the Divine Nine.” The
organizations are: Alpha Phi Alpha Fraternity,
Inc., Alpha Kappa Alpha Sorority, Inc., Kappa
Alpha Psi Fraternity, Inc., Omega Psi Phi
Fraternity, Inc., Delta Sigma Theta Sorority,
Inc., Phi Beta Sigma Fraternity, Inc., Zeta Phi
Beta Sorority, Inc., Sigma Gamma Rho Sorority,
Inc., and Iota Phi Theta Fraternity, Inc. The
founders of the first eight collegiate BGLOs
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were just a generation removed from slavery.
At four universities—Cornell University,
Howard University, Indiana University at
Bloomington, and Butler University—African
American students founded the culturally-based
organizations amidst the Plessy v. Ferguson
(1896) decision upholding a “separate but equal”
doctrine. The ninth was founded towards the end
of Jim Crow segregation and the Civil Rights era
(Dickinson, 2005). Thus, early BGLO members
found it important to be advocates for African
Americans and realized that the collective
efforts within their organizations were powerful
and important. They also included service to
the African American community as an integral
part of their missions, which distinguished them
from predominantly White fraternities and
sororities (Dickinson, 2005). What follows is a
brief sysnopsis of emperical research examining
the college outcomes for students involved in
BGLOs.
Co-Curricular Outcomes of BGLOs
Some of the earliest published emperical
research on BGLOs was conducted by Walter
Kimbrough. In 1995, Kimbrough examined
students’ college engagement and leadership
skills by comparing the self-assessments of
African American students in BGLOs to those of
non-Greek students. In his analysis, Kimbrough
reported that 74.1% of the students involved
in BGLOs participated in two or more student
organizations and held at least one leadership
position as compared to 44.2% of the nonGreek students. In addition, 54.8% of the
non-Greek students believed membership in
a BGLO would improve their leadership skills
and 82% had considered joining a BGLO.
Later, Kimbrough and Hutcheson (1998)
further explored how BGLO membership
effected African American students’ engagement
and leadership development skills. The authors
found that even after controlling for high school

involvement, a higher percentage of students
involved in BGLOs were in student government,
academic honor societies, residential hall
assistant groups, residential hall governments,
Black student groups, and student ambassador
groups. Furthermore, students involved in
BGLOs were significantly more likely to hold
elected leadership positions than non-Greeks.
Students involved in BGLOs also self-reported
higher leadership potential, as indicated by
the Competing Values Managerial Survey
Instrument used in the study (Kimbrough &
Hutcheson, 1998). Researchers have also began
to examine the academic outcomes associated
with BGLO involvement (e.g., Harper, 2000,
2008b; Mitchell, 2012).
Academic Outcomes of BGLOs
According to Harper (2000), after examining
the academic standings reports for Greeklettered organizations from 24 colleges and
universities, nearly 92% of the BGLO chapters
had lower grade point average (GPA) averages
than the overall GPA averages of all students
involved in fraternities and sororities at each
institution in the study. Later, Harper (2008b)
investigated the effects of BGLO membership on
classroom engagement in predominantly White
classrooms. Harper (2008b) found that the
factors that influenced classroom engagement
positively were underrepresentation; voluntary
race representation; collective responsibility;
and engaging teaching styles. The factors that
negatively affected participation were forced
representation and non-engaging teaching
styles.
In a more recent study, I (Mitchell, 2012)
qualitatively explored the influences of BGLOs
on the persistence of African Americans at
predominantly White institutions (PWIs). I
found that relationships and connections;
increased social lives; organizational work;
academic monitoring; and leadership
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development influenced persistence in positive
ways. Yet, I also noted that other academic
outcomes, such as GPA and completed
assignments, were negatively affected because
of over-involvement.
While the existing empirical research on the
educational outcomes associated with BGLOs
is generally positive, “what most people know
about [B]lack Greek-letter organizations … is
limited to two areas: stepping and pledging”
(Parks & Brown, 2005, p. 437). Pledging and
hazing have been opposed since the early years
of BGLOs, but it was not officially banned until
1990. Yet, since the official ban, pledging and
hazing have actually increased amongst BGLO
chapters (Parks & Brown, 2005).
In sum, the effects of BGLOs on African
American student experiences are mixed.
There are several documented benefits such as
leadership development (Kimbrough, 1995);
student engagement (Kimbrough & Hutcheson,
1998); classroom engagement (Harper, 2008b);
and persistence (Mitchell, 2012); however,
pledging and hazing appear to be negative
aspects of joining some BGLO chapters (Parks
& Brown, 2005). Harper (2008b) noted that
student affairs professionals have used anecdotal
evidence, or existing BGLO research that is
quite limited in its scope, to advise historically
Black fraternities and sororities. Subsequently,
there is a need to increase scholarship on BGLOs
to assist student affairs professionals who work
with BGLOs. Given the documented benefits of
BGLOs on student engagement, future research
should futher examine how BGLOs influence
other educational outcomes and college
experiences. McClure (2006) suggested, “As
it relates specifically to connecting members
to the university, the fraternity can clearly be
considered a mechanism of social integration”
(p. 1039). Similarly, I would add that students
involved in historically Black fraternities and
sororities during their college experience gain
a form of social capital as a result of the social
integration these organizations provide.

Social Capital
Bourdieu’s (1986) analysis of social capital
places emphasis on the benefits accrued by an
individual. Social capital is “the aggregate of the
actual or potential resources which are linked
to possession of a durable network of more or
less institutionalized relationships of mutual
acquaintance or recognition” (Bourdieu, 1986,
p. 248). So while Bourdieu recognized the
importance of groups in acquiring social capital,
he places emphasis on the benefits accrued
by the individual, rather than the community
(Portes, 1998). Consequently, other scholars
have defined social capital using this emphasis on
individual gains. Narayan (1999) asserted that
to obtain social capital, an individual must be
related to others and it is the relationship with
others that is to the advantage of the individual.
I used Bourdieu’s construct of social capital—
benefits acquired by an individual—to guide this
study. Two other studies are pertinent because
they call attention to the relationship between
minority student organizations, BGLOs, and
social capital.
Harper (2008a) investigated how highachieving African American male undergraduate
student leaders acquire and use social capital at
PWIs. Harper defined high-achieving as African
American male students with GPAs above 3.0
on a 4.0 scale who had the admiration of their
peers, were involved in student organizations,
and developed relationships with high-ranking
campus administrators. Harper concluded that
African American males accessed social capital
through leadership in student organizations and
engagement in campus activities, particularly
predominantly Black and minority-centric
organizations.
McClure (2006) focused on historically Black
fraternities and how they offer African American
men a social network at PWIs. McClure used a
social constructionist framework to examine the
effect BGLOs had on African American men’s
college experiences. McClure reported that
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BGLOs increased connections to Black history,
the campus, and society. In addition, McClure
learned that members were able to connect to
the college campus through their fraternity, and
BGLO membership created social network ties
that were valuable to members.
Harper (2008a) and McClure’s (2006)
studies support how social capital may be
gained from BGLO involvement. Yet, their
studies were limited to African American men.
In addition, empirical studies on BGLOs have
not critically analyzed the impact of gender in
BGLOs, even when both men and women are
included in the study (e.g., Harper, 2008b;
Kimbrough, 1995; Kimbrough & Hutcheson,
1998). Thus, this study adds to existing BGLO
research by focusing on the salience of gender
within historically Black fraternities and
sororities.
Theoretical Framework
This study builds on Lin’s (1999) network
theory of social capital. Lin’s framework
highlights the idea that social capital is embedded
in resources gained through relationships and
defined social capital as an “investment in social
relations with expected return” (p. 30). Lin’s
theory is explained using three key elements:
(a) inequalities, (b) capitalization, and (c)
effects. First, individuals do not possess the
same amount of social capital; therefore, there
are inequalities in the social capital possessed.
Second, individuals capitalize by accessing and
mobilizing social capital. Third, the effects are
the returns or the benefits associated with the
social capital gained. Scholars have suggested
African American men at PWIs gain some form
of social capital when they join BGLOs (Harper,
2008a; McClure, 2006). Thus, I suggest that
the social capital gained through involvement
in historically Black fraternities may exist in
historically Black sororities in a similar manner.
Ultimately, I used Lin’s network theory of social
capital as a framework to explore the ways in

which single-gender relationships established in
BGLOs might impact the social capital gained
within the organizations.
Methodology
I used a phenomenological approach to
conduct this study. Phenomenological studies
explore and interpret the lived experiences of the
participants and synthesize the commonalities of
their collective experiences (Merriam, 2009).
Brown, Stevens, Troiano, and Schneider (2002)
stated, “Qualitative methodology is useful in
exploring and describing the experiences of
college students, especially when little is known
about the phenomenon under study” (p. 173). In
many qualitative methodologies, the researcher
is “the primary instrument of data collection and
analysis assumes an inductive stance and strives
to derive meaning from the data” (Merriam,
2009, p. 29). Some scholars suggest that the
researcher brings assumptions and biases into
the study when conducting qualitative research
and help co-construct research findings
(Charmaz, 2006). For instance, I am a member
of a historically Black fraternity and an advocate
of BGLOs. Because of the knowledge, beliefs,
and assumptions I brought to the study—or my
positionality—and because I co-constructed
the research findings through my interactions
with the participants, I consider the study a
constructivist phenomenological study.
Constructivist theorists “do not attempt to
be objective in their data collection or analysis,
but instead seek to clarify and problematize
their assumptions and make those assumptions
clear to others” (Edwards & Jones, 2009, p.
212). I wanted to empirically and holistically
explore the relationships between social capital,
gender, and BGLOs membership, allowing for
thoughts and feelings to be included. I also
wanted the data to be information-rich, as I was
undertaking a study where a phenomenon has
not been fully explored. For these reasons, I
decided that a constructivist phenomenological
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approach and using a social capital framework
was appropriate for exploring the research
question.
Sample
I selected the participants in the study
through purposeful sampling.
Purposeful
sampling is a non-random selection of a small
sample of cases; this sampling technique yields
insight, not generalization, and the cases are
information-rich (Merriam, 2009). More
specifically, I employed criterion sampling.
Criterion sampling is choosing cases that meet
certain criteria (Merriam, 2009). In this
study the participants had to (a) self-identify
as African American, (b) be a member of a
historically Black fraternity or sorority, and (c)
attend a PWI.
The participants were students at a large,
public, predominantly White researchintensive university located in the Northeast
region of the United States. The university
enrolled approximately 35,000 students, with
approximately 11% of the students identifying
as African American and 51% as men. I
recruited participants by introducing the study
during a National Pan-Hellenic Council
meeting. I explained to the group that I wanted
to explore the ways in which the relationships
within their organizations influenced their
college experiences at a PWI. I followed-up
with each BGLO, and a total of seven women
and five men participated in the study. They
were all members of one of four BGLOs—
two fraternities and two sororities. Length of
BGLO membership ranged from one academic
semester to two academic years. Eleven
participants were seniors and one was a junior.
Data Collection and Analysis
I collected data through focus groups
and a series of semi-structured, one-on-one
interviews. Each student participated in one of

four BGLO focus groups; each focus group was
comprised of members from a single BGLO. I
further explored the experiences of eight of the
students—four men and four women—through
a series of one-on-one interview sessions,
eventually, conducting a total of 24 one-on-one
interviews. I collected and analyzed the data
through a process called theoretical sampling
(Corbin & Strauss, 2008). Throughout the
theoretical sampling process, I used themes
that emerge from previous data (i.e., the initial
round of interviews, focus groups) to develop
questions for the next round of data collection;
this was done until no new themes emerged
from the data (Corbin & Strauss, 2008).
I analyzed the data by reviewing the
transcripts, audiotapes, and my research
journal. Transcripts were created from the
audiotapes of the interviews and focus group
sessions and then matched with the audiotapes
for accuracy. My research journal consisted of
my notes throughout the study. The emergence
of concepts was a result of the open coding
process; open coding is an analysis where the
researcher identifies emerging concepts from
the data (Corbin & Strauss, 2008).
To ensure trustworthiness, I used the criteria
credibility, transferability, dependability, and
confirmability (Merriam, 2009). The techniques
I used to ensure trustworthiness were including
an audit trail, which is raw data from the study
(e.g., direct quotes from the participants);
conducting member checks through a
culminating focus group with the eight oneon-one interview participants; triangulating
the data by comparing the findings to existing
literature and conducting both focus groups
and one-one interviews; and, monitoring my
biases by documenting my thoughts throughout
the study and by conducting member checks. I
have also provided detailed information on the
participants, the setting, and the procedures
used in the study to ensure transferability, and
I spent seven months interacting and building
relationships with the participants.
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Results
Each
one-on-one
interview
participant has been assigned a pseudonym using
the first names of African American (s)heros.

Table 1 provides demographic information
for the one-on-one interview participants.
Focus group participants are referred to as
“participants” throughout the findings section
because they were not assigned pseudonyms.

Table 1
Interview participants (N = 8)
Psydonym

Age

Sex		

GPA

Classification

Malcolm		
Amiri		
Oprah		
Madam		
Robin		
Sean		
Debbie		
Huey		

21
21
21
21
21
20
21
22

Male		
Male		
Female
Female
Female
Male		
Female
Male		

3.5
3.7
3.1
3.1
3.4
2.4
3.3
2.9

Senior
Senior
Senior
Senior
Senio r
Junior
Senior
Senior

The findings higlight how the men in the
study de-emphasized the role of gender in their
fraternity experiences, whereas the women
in the study found gender to be important in
establishing relationships in sororities.
“It’s No Big Difference”: Gender Salience in
Black Fraternities
While the men in the study found value in
the relationships established through fraternity
membership, they did not believe gender was
an important component of the relationships
established. The men generally overlooked
any importance of fraternities being singlegender student groups. Sean explained how, as
Black men, he and his fraternity brothers share
experiences. Nevertheless, he then went on to
explain that even though they share experiences,
the fact that they are involved in single-gender
groups is not important, and they could gain just
as much being involved in co-ed organizations:
I don’t think [gender is] so important…I
mean we all relate in the same way
[and] cope with the same issues that
men do. But as opposed to being in a

Legacy Member
No
No
No
No
Yes
No
No
No

[female or in a co-education group], I
don’t think it would be a big difference.
Because regardless, we’re all in the same
[organization], all have the same goals,
[and] the same interests. So, I don’t think
that [being in a co-educational group
versus a fraternity] would really matter
too much.
A focus group participant explained:
I feel like it’s no big difference [in
fraternities and sororities]. Being a man
[rather than a
woman],
and
being affected by relationships [established
in fraternities versus sororities]. If we
were females in a sorority, I’m sure it
would be the same way [as if you were
a male in a fraternity]. [They have]
the sisterly figure [where we have the
brotherly
figures]…So I don’t think
it’s different.
Another focus group participant added that
gender was not important in his college
experience, and everyone’s experience at the
institution, regardless of gender, was equal. He
stated, “Here, everybody’s on the same playing
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field. Nothing is different because you’re a man
or woman. Everything is on the same playing
field, no matter what.”
As illustrated by the quotes above, the
men who participated in the study generally
overlooked gender in the relationships
established in fraternities. Three of four
one-on-one interview participants and both
fraternity focus groups confirmed this finding.
Yet, when reflecting on race, the participants
identified race as important components of
their fraternities and believed racism existed
on the campus; all four one-on-one interview
participants and both fraternity focus groups
confirmed this findings.
While the men generally agreed that
gender was not important in the relationships
established, Amiri viewed things differently;
he was the only negative case in the study
as he found gender important in the social
relationships established in historically Black
fraternities. During our initial meeting, he
shared that he believed that because fraternities
are single-gender groups, they serve as a special
support group for Black men on a White
campus:
The brotherhood, the all-[male] gender
aspect, just having that support group of
Black males, which is kind of rare at on a
PWI [is important]. I just feel like that
[Black male support] helped the most,
cause I guess I was struggling more with
being a Black male on a predominantly
White campus more so than with
academics.
Amiri also shared that the connection with Black
men in fraternities was important because some
members served as role models for Black men
and fellow fraternity members. He believed
that these types of role models were more
important than celebrities:
[J]ust the role modeling thing [is
important]; just having examples, visible
examples; and it’s not people you don’t
know, its people that you know on a

personal level. So you see the good and the
bad of everyone [in your fraternity]…. I
think that’s a better role model than some
political figure or some celebrity you
don’t really know.
Amiri, who articulated the importance of
identity throughout the study, joined his
organization in particular because of the nonconforming identities he prescribed to his
organization. In the end, Amiri found value
in the single-gender nature of his group, while
the other participants overlooked any value
added; the men further confirmed the finding
in the culminating focus group that included
all the one-on-one interview participants.
Nevertheless, the men did find value in the
relationships established within their respective
fraternities, generally, or without regard to
gender.
“It’s Always She, and I Like That”: Gender
Salience in Black Sororities.
In comparison, the women in the study
found the single-gender relationships gained
in their sororities to be extremely important.
The women stated they joined historically
Black sororities intentionally because they
were joining a predominantly Black and allfemale group. They believed that sororities
allowed them to operate in “safe spaces,” which
they considered rare on a predominantly
White campus and within co-ed organizations.
In addition, the women believed that their
shared experiences as Black women amongst
sorority sisters, whom they often referred to
as role models, were important in the spaces
created through sorority involvement. These
findings were confirmed by all four one-onone interview participants and in both sorority
focus groups.
During one focus group, a participant
referred to her sorority’s focus on women as
“powerful.” She further explained how her
sorority references just women in publications:
I like, I really actually love, how it’s an
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all-women group. I think it’s really
empowering that everyone in our
organization is a woman. Everything
is done by us and when we talk about
the national president we say, “She.”
Everything in our books says, “She.”
There’s no he, and I’m so happy because I
hate reading stuff and it’s the generic he,
or a s/he. It’s always she, and I like that.
Oprah explained that she felt that sororities were
empowering because they were independent
organizations, and not extensions of fraternities:
It’s empowering that we have our own
thing. The sorority is not just a little
auxiliary of the fraternity. You’re a part of
a Greek-lettered organization that is for
women and that’s not the same thing as
a Black Greek-lettered organization that’s
for men. It’s almost [like the founders]
respected [sororities enough] in saying
that [they’re] not just part of [fraternities].
The women felt a sense of empowerment
and pride because they were associated with
an organization just for women, founded by
women.
Shared experiences were also important
in the single-gender relationships established
through sorority involvement. Many of the
women mentioned how, as African American
women, they share certain experiences and
being involved in a sorority with other women
who share those experiences is important;
this was confirmed in all four one-on-one
interview sessions and both focus groups.
Robin explained how her sorority is different
from co-ed organizations, particularly the Black
Student’s Union, because of the experiences she
shared with her sorority sisters:
We’ve all gone through the same things.
We can sit down [and] we all have the
same exact stories. If not the same, a
derivative of something similar, but we
have all been through at least one thing
exactly the same; [becoming a member of
our sorority]. And the fact that we made

it through that together, we should be
able to make it through everything else
together. And the [Black Student’s Union]
ain’t got nothing on a line sister because
they weren’t there when the times were
hard. They weren’t there when I was
crying. They weren’t there when one of
my line sister’s grandmother passed away.
[The Black student union] wasn’t there
for that. So it takes a different type of
person; I think it takes a sister to actually
be that drive and motivation for me.
Later in the conversation, she discussed the
differences between being a woman and a man:
I think a female goes through things
differently than a male does whether it’s
a co-ed line [or group]. I still think the
female experience is completely different
than the male experience. I’m going to
continue to say that because a female goes
through things completely different than
males do. So gender is important because
[a sorority sister or woman is] coming
from a similar background as me. We
come from similar hardships. We come
from similar heartaches and similar pains.
Because all the women identified as Black
women, the women stated they shared common
experiences and created deep bonds. The bonds
were helpful as they navigated the campus.
The women also found that being involved
in a historically Black sorority with women who
were educationally and professionally motivated
helped them move towards their educational
and professional goals; this was confirmed in
all four one-on-one interview sessions and both
focus groups. In our final conversation, Madam
explained how seeing her sorority sisters achieve
was a motivation to persist towards graduation:
I guess just having a group of women
around you that is interested in the
same things, they’re on the same path
to graduating, and going on to getting
their master’s degrees, or [attending] law
school, [or attending] medical school. So

Oracle: The Research Journal of the Association of Fraternity/Sorority Advisors
Vol. 9, Issue 1 • Spring 2014
27

I think it’s just good to have that positive
influence around you. It’s helped me just
stay on track with graduating.
Madam added how being in a co-ed group could
change those dynamics, as motivation could
become more of a competition:
I think just being around a lot of likemotivated Black women also helps.
And instead of being in a co-ed group, I
guess just seeing women move towards
graduation and you just want to be a
part of that. You don’t want to be left
behind. And then with [co-ed groups],
it’s more competition because males, I
guess sometimes you might think that
they might get a job before you do, or
they might get accepted into law school
or med school before you.
Being involved in historically Black sororities
served as academic and professional motivation
for the participants. They could see themselves
in professionally established members, and they
did not feel a need to compete with each other,
but rather encourage each other.
As gender was clearly important for the
women in the study, during a focus group
session, a member of one sorority even went on
to talk about the importance of fraternities for
Black men on predominantly White campuses.
She believed that Black men on predominantly
White campuses have it hard because of certain
stereotypes. She also explained that fraternities
are important in assisting Black men in
navigating White campuses:
I think that fraternities are great for Black
men. I think they do a lot. Because if
you’re not an athlete here at this school,
I feel like sometimes the Black men on
this White campus doesn’t always know
[their] place and [they] can really get
lost. I think it’s much worse for them just
because they are really at the bottom of
the totem pole, as far as the way they’re
looked at just because of what other Black
men are doing out in the world. So I think

that fraternities really give some kind of
guiding light to people who don’t really
have a place yet here.
In sum, gender was salient for the women in the
study. One sorority member even articulated
there was value in Black fraternities for African
American men on predominantly White
campuses; her sentiments were confirmed by
all the other women during the culminating
focus group. Furthermore, the importance of
the intersection between race and gender was
evident as the women shared their experiences
as Black women within their sororities. The
single-gender relationships within sororities also
positively influence professional and academic
achievement.
Discussion
Studies exploring social capital for African
American college students tend to focus on
men (e.g., Harper, 2008b; McClure, 2006). In
addition, BGLO studies that have included both
men and women have not explicitly included
a critical gender analysis (e.g., Kimbrough,
1995; Kimbrough & Hutcheson, 1998; Harper,
2008b). In this study, I intentionally brought
focus to gender and any gender differences that
might emerge during the study.
The men in the study generally did not find
gender to be important; however, they did find
race as important in the relationships established
in their respective BGLOs. So while there was
social capital within the fraternities, they did not
attribute it to the single-gender nature of the
groups. Their invisible privilege as men might
have influenced their answers. Furthermore,
social role expectations, gender performance,
or “cool posing,” which are all descriptors
for African American males acting according
to prescribed masculinities may have also
influenced their answers (Dancy, 2011; Harris,
Palmer, & Strove, 2011; Sallee & Harris, 2011).
Furthermore, my positionality—identifying as
Black, male, and Greek-affiliated—might have
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influenced their answers. Or perhaps, gender is
genuinely not important to them in historically
Black fraternities, as they did acknowledge race
was salient as an identity marker. Dancy (2007)
suggested that all-male African American
programs should look for ways to involve
women because the men in his study “received
an informed sense of cultural understanding
within these diverse cultural spaces” (p. 304). As
the men in this study de-emphasized maleness
in fraternities, they might have been confirming
Dancy’s recommendation.
When asked about the importance of gender
in Black sororities, the women in the study
articulated that they found value in being in an
all-female affinity group and articulated that
the single-gender group affected their college
experience and professional and academic goals;
the women found social capital in the sororities
with regard to gender. Perhaps, societal gender
inequalities played a role in the women’s
emphasis on gender?
The intersectionalities of their social
identities, particularly, their experiences
as Black women increased their awareness
of gender salience. Ropers-Huilman and
Winters (2010) define intersectionalities as
“unique perspectives, social institutions and
identities [that] are created by the ways in
which intersecting identities and related social
structures create fluid and complex ‘wholeness’
in and among individuals and groups” (p.
38). Historically Black sororities served
as “intersectionality-based” social support
systems that helped the women navigate a
PWI. The women in the study highlighted that
programming and support specifically for Black
or minority women might be useful on college
campuses.
Limitation of the Study
As a researcher, I was involved in both the
data collection and analysis processes; therefore,
there is a possibility that I could have influenced

results due to researcher subjectivity and biases.
While this was a potential limitation in the study,
I reduced the possibilities of researcher bias or
subjectivity by using an audit trail and through
member checks. Utilizing the aforementioned
research techniques along with the criteria to
establish trustworthiness serves as evidence
that the study was rigorous and well-designed.
Furthermore, through member checks I found
that the findings were consistent with the lived
experiences of the participants. I am confident
that the findings add to BGLO scholarship as
critical analyses of gender within BGLOs have
been largely unexplored.
Future Research
I offer the following recommendations for
future research. First, I recommend replicating
this study with a larger number of participants
to see if the themes and concepts that emerged
in this study are consistent at similar institutions.
Second, studies examining the influence
of institutional context (e.g., Historically
Black Colleges and Universities, different
geographical locations) on gender salience in
BGLOs might be useful. Third, scholars have
examined the effects of African American
faculty and staff members (e.g., Cuyjet, 2006)
and African American peers (e.g., Harper,
2006) on college outcomes. Still, the influences
of the interpersonal relationships established
between African American men in singlegender support groups (e.g., the Minority Male
Community College Collaborative [M2C3] at
San Diego State University, the Huntley House
at the University of Minnesota-Twin Cities),
and how those peer relationships influence
college outcomes need further exploration.
Finally, studies examining the intersectionalities
of identities should be further explored, as race
and gender were important for the women
in the study. Many studies examine students
through one facet of a student’s identity (e.g.,
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race, gender, sexual orientation). Increasing
research on the intersectionalities of identities
and their impact on the experiences of college
students would be beneficial as postsecondary
institutions would be better prepared to serve
all students.
Conclusion
Within this study, I shared the lived
experiences of 12 students through focus
groups and a series of one-on-one interview
sessions. Their stories were presented to

illustrate the role gender has in the relationships
established in BGLOs at a PWI. The findings
in this study indicate that gender is salient
in the social networks established in Black
sororities at predominantly White institutions,
influencing the women’s persistence, while the
men generally de-emphasized the importance of
gender. As higher education institutions become
increasingly more diverse, it is important for
researchers and practitioners to ask these
types of questions as the experiences of college
students differ because of intersecting identities
and by institutional contexts.
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MODELING A VALUES-BASED-CONGRUENCE FRAMEWORK TO PREDICT
ORGANIZATION CONSTRUCTS IN FRATERNTIES AND SORORITIES
Joshua Schutts & Kyna Shelley
Fraternities and sororities are challenged by members who demonstrate unethical behavior with
the intent to benefit the organization.This poses serious challenges for practitioners in the field of
fraternity/sorority advising. This study examines member’s values congruence with their fraternity/
sorority and its relationship to organizational commitment, identification, and unethical proorganizational behavior. Results from a robust path analysis (MLMV) indicate subjective values
congruence can predict identification and commitment directly, while commitment directly predicts
unethical pro-organizational behavior. Findings of the study provide several implications for
fraternity/sorority practitioners.

Fraternities and sororities have an extensive
repertoire of practices such as ceremonies,
rituals, and symbols that encode and illuminate
shared patterns of behavior and expectations
for behavior. These rituals and ceremonies—
either formally prescribed by the inter/
national organization or informally cherished as
“traditions” at the local level—communicate the
collective organizational identity to fraternity
and sorority members (Dutton et al., 1994).
Edwards and Cable (2009) defined “values” as
general beliefs about normatively desirable
behaviors. Fraternity and sorority members
act and make decisions that draw from not only
personal values, but also organizational values.
A chapter’s value system reinforces norms that
specify how members should behave, and how
the organization should allocate its resources.
Moreover, Drucker (1988) noted that an
organization’s culture is a function of its values
system. Therefore, subjective fit between an
individual and their organization’s provides an
important view into measuring organizational
culture and understanding its effects (Posner,
1992). This value system may be espoused at
the local, national, or both levels. Extending
that conceptualization, values congruence,
therefore, reconciles the similarity between
values held by organizations and by its members

(Chatman, 1989; Kristof 1996). Furthermore,
values congruence may exist within three
distinct frameworks:
(1) A degree of congruence between local
initiated members and new members
(2) A degree of congruence between local
chapters and their affiliated national
organizations, and
(3a) A degree of congruence between alumni
and undergraduate members at the local
chapter level across time who identify and
feel attached to the national organization
and/or its Ritual, or
(3b) A degree of congruence between those
alumni and undergraduate members
at the local chapter level who do not
identify and feel attached to the national
organization and/or its Ritual.
The present study is innovative inasmuch
that it bridges the gap between constructs
traditionally explored in the management and
industrial/organizational psychology field and
higher education. In the past 20 years, the
authors found six published studies that tested
these or similar constructs within the sampling
frame of college fraternities and sororities.
These studies and the constructs they examined
are presented in Table 1.
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Table 1
Fraternity/Sorority research using constructs from I/O Psychology
Authors					Constructs
Algoe, Haidt and Gable (2008)		
Positive Reciprocity
Evans (1996)				Social Identity
Kalkowski (2005)				Leader-Member Exchange
						Organizational Citizenship Behavior
Staskon (1991)				Social Comparison
						Social Identity
Simonetta (1995)				Group Commitment
						Group Cohesion
						Group Development
Zarvell (2003)				Student Value Congruency
						Organizational Culture
A critical difference between fraternal
organizations and business units is that fraternal
organizations are voluntary associations.
An employee may persist within their work
role because of felt obligation, affect, or
lack of alternatives. In contrast, members of
fraternities and sororities have alternatives (i.e.
other organizations to spend their time).
Several authors have also made the case
that higher education is, at least in part,
a business because of its usage of mission
statements and efficiency processes to drive
quality (Bandyopadhyah & Lichman, 2007;
Deming, 1986;). As a business, Gilbertson
(2004) observes that institutions do not
manufacture products or provide services—
rather they develop the human potential to
do those things through the dissemination of
ideas and discoveries. Several recent studies
have industrial/organizational variables within
higher education populations. More specifically,
Moore (2012) examined relationships between
organizational commitment and ethical
climate, while Ayers (2010) modeled perceived
organizational support and organizational
commitment. We follow that logic and propose
that variables studied in business and industrial/
organizational psychology may be extended into
the framework of higher education.

This project tested the relationships between
member’s values congruence, commitment to,
and identification with their fraternity/sorority,
and their intention to commit acts of an unethical
nature intended to benefit the organization.
The match or fit between a member’s values
and those of the organization is modeled
in this research to propose prediction of a
member’s identification with and commitment
to their fraternal organization. Moreover, any
potential ramification of commitment to, value
congruence and identification with a fraternity
or sorority on its member’s attitudes relative to
committing unethical actions that may benefit
the organization has merit in this study. Given
the nature of the established value-congruence
scale used in this study, it cannot be precisely
determined which referential lens an individual
participant is considering—that is, we cannot
know if they are rating value congruence to
their local chapter or national organization’s
espoused values. The organization is described
broadly, and to date no instrument exists
that definitively parses out the potential
levels of values congruence that exist within
fraternities and sororities. Figure 1 illustrates
the conceptual relationships proposed as key
indicators of unethical behavior intended to
benefit the organization.
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Values Congruence

Organizational
Commitment

Unethical Behavior
[Intended to Benefit the
Organization]

Organizational
Indentification

Figure 1: Conceptual Model of Values Congruence, Organizational Identification, Organizational
Commitment, and Unethical Pro-orgnaizational Behavior.
Person-Organization Fit (POF)
The construct of values congruence is
defined in this study similarly to Pervin (1968)
and Terborg (1981). Those authors grounded
values congruence in the field of interactional
psychology, which generally postulates that
behavior is a function of the interaction between
a person and their environment (Lewin, 1936).
Beginning with Tom’s (1971) assertion that
individuals who share personalities with the
organization in which they hold membership
will be more successful, research has
proliferated around the notion of subjective “fit”
between a person and organization. Moreland
and Levine (1985) operationalized “consensus”
as the acceptance of the group’s goals, values,
and norms as a sub-component of group
cohesion. Chatman’s (1989; 1991) seminal
theory defined person-organization fit around
values matching, as “the congruence between
the norms and values of organizations and the
values of persons” (p. 339). Judge and Farris
(1992) observed that the myriad approaches,
measures, and conceptualizations make fit an
“elusive” construct. Kristof (1996) refined this
definition as, “the compatibility between people
and organizations that occurs when: (a) at least
one entity provides what the other needs, or (b)
they share similar fundamental characteristics,
or (c) both” (pp. 4-5).

Recruitment is a critical component of
any fraternity or sorority program whereby
organizations and new members evaluate each
other in search of fit. This process likely begins
prior to the individual entering the group
(Simonetta, 1995). Social Comparison Theory
(Festinger, 1954) suggested that members
have intrinsic need for self-evaluation and
comparison to others believed to be similar
to them. These comparisons exist within
the organization (in-group) and outside the
organization (out-groups). Festinger’s work
proposed that homogeneity of the group as
demonstrated by an increasing number of
similar social comparisons yielded a greater
group relevance in the mind of the individual.
Moreland (1985) demonstrated that members
of the same organization are seen as similar
to one another while individuals who belong
to other organizations are seen as relatively
dissimilar. Tajfel (1978) proposed that social
comparisons occur at the group level, especially
when the group is attempting to differentiate
itself from other groups. In this framework,
groups evaluate others for homogeneity and
deem relevant organizations that are most
comparable to their own.
For further consideration of subjective
fit within the fraternity/sorority context,
Schneider’s (1987) attraction-selection-attrition
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(A-S-A) theory may serve as a theoretical
framework for the relevance of considering
subjective fit within the fraternity/sorority
context. Upon entry, members whose values
are incongruent with the norms and value set of
the organization tend to leave, either voluntarily
or involuntarily. As these “different” members
exit, the remaining membership tends to be
similar to one another, thereby increasing the
homogeneity of the organization (Schneider,
2001; Arthur et al., 2006). Therefore,
the
attribution-selection-attrition
model
framework provides a reference point for why
organizations look and act the way they often
do.
Several researchers have also observed that
prospective members are more likely to choose
organizations with values matching their own
(Cable & Judge, 1997). Erdogan et al. (2004)
also observed that Cognitive Dissonance
Theory purports that when members behave in
ways incongruent with their beliefs or values,
they experience dissatisfaction and cognitive
dissonance resulting in feelings of alienation
or resentment. Moreover, members who have
different values are less likely to identify with the
organization (Ashforth & Mael, 1989; Dutton
et al., 1994). When organization members
sense congruence between personal and
organizational stated or demonstrated values, a
connection is more likely to be established to the
broader mission/purpose of the organization.
Saks and Ashforth (1997) suggested that in
some measure, people who consider themselves
a good fit within an organization are likely to
somewhat define themselves in terms of the
organization. However, in that article the
authors cautioned,
“…that we did not find a closer
correspondence between values congruence
and the more organizationally relevant
outcomes that were related to [person-job fit]
perceptions (i.e. organizational commitment
and organizational identification) is inconsistent

with predictions based on past theory and
research” (p. 417).
Prior literature has shown that personorganization fit is positively related to
organizational
attraction,
perceived
organizational support, job satisfaction,
identification, job performance, organizational
commitment, citizenship and extra-role
behaviors and intent to stay (Arthur et al.,
2006; Cable & DeRue, 2002; Edwards & Cable,
2009; Kristof-Brown et al., 2005;Verquer et
al., 2003; Van Vianen, 2000). Therefore, values
congruence is represented theoretically by
person-organization fit.
Unethical Pro-organizational Behavior
(UPB)
As discussed, values are general beliefs about
desirable behaviors. However, there are also a
number of organizational costs associated with
unethical or deviant behavior within teams or
organizations. A significant body of research
has explored counterproductive and deviant
behaviors within organizations (e.g. Bennett &
Robinson, 2000; Fox & Spector, 1999; Giaclone
& Greenberg, 1997; Greenberg 1990, 1993;
Murphy 1993; Robinson & Bennett, 1995,
1997; Spector, 1997). A number of reasons why
organization members might engage in unethical
acts include: to benefit themselves (Greenberg,
2002; Terpstra et al., 1993), to retaliate against
or harm the organization (e.g., Skarlicki &
Folger, 1997), or to harm other members (e.g.,
Thau, Aquino, & Poortvliet, 2007).
The literature also provides insight into
unethical behaviors that are intended to benefit
the organization. Generally, this type of behavior
is called unethical pro-organizational behavior
and would fall under the notion of workplace
deviant behavior that Robinson and Bennett
(1995) described as voluntary actions that violate
organizational norms and threaten the wellbeing
of the organization and/or its members.
Theorists maintain that some unethical acts can
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be enacted for organizational benefit (Brief et
al., 2001; Vardi & Weitz, 2005), yet empirical
evidence is scant (Umphress, Bingham, &
Mitchell, 2010). Research that has investigated
beneficial unethical acts (e.g., Brief et al., 1991)
typically have not considered whether the acts
were conducted to benefit the organization (see
Froelich & Kottke, 1991)
Similarly, unethical pro-organizational
behaviors may or may not violate organizational
norms, but are similarly unethical and
voluntary. By definition, unethical proorganizational behavior includes two main
definitional components: (1) the actions are
unethical (including acts of commission and
omission), and (2) the actions are neither
specified in formal job descriptions, nor
ordered by superiors, yet are ostensibly carried
out to benefit or help the organization (Brief
& Motowidlo, 1986; Umphress & Bingham,
2011; Umphress, Bingham, & Mitchell, 2010).
Unethical pro-organizational behaviors are
different from errors, mistakes, or unconscious
negligence, as [people] may engage in this type
of unethical behavior without any specific
intent to benefit or harm (Umphress, Bingham,
& Mitchell, 2010). To date, a definitive list
of unethical pro-organizational activities
specific to fraternal organizations has not been
developed. Such a discipline-specific was noted
by Umphress and Bingham (2011) as an avenue
for future research. Whereas the development
of an instrument was beyond the scope of this
study, conceptually a range of behaviors may be
postulated that meet the Umphress definition of
UPB. Pragmatically, actions that are undertaken
primarily to benefit the organization may
include, yet not be limited to:
1. Hazing to build unity or solidarity,
2. Violation of campus recruitment rules
relative to time, place or manner of
activity,
3. Intentionally withholding information or
covering up facts to advisors, university

personnel or headquarters staff members
during an investigation or inquiry, or
4. Badmouthing another organization
publically as a means to make one’s own
organization look more favorable.
There is, however, another type of
workplace deviant behavior referred to as
counterproductive work behavior (CWB).
CWB detracts from the organization or
an individual within the organization. This
distinction is a key delineator between CWB
and unethical pro-organizational behaviors.
Conceptually, all unethical pro-organizational
behaviors are CWB—because their action has
the potential to harm the organization in the
short or long term. However, not all CWB are
unethical pro-organizational behaviors because
UPB necessitates that the primary motive
for the action must have been to benefit the
organization. It is possible that some CWB are
committed for the sole benefit of the actor and
without regard to the organization.
Prior literature has shown that unethical
pro-organizational behavior is correlated
with organizational identification and
social desirability and lead to the probable
consequences of guilt, shame, and cognitive
dissonance (Umphress et al., 2010; Umphress
& Bingham, 2011). Ashforth and Anand (2003)
observed that individuals who strongly identify
with their organization may choose to disregard
personal moral standards and engage in acts that
favor the organization -- possibly even at the
expense of those outside it.
Schneider et al. (2001) cautioned that
increased values congruence among group
members may not always be desirable because
of its potential to propagate a culture of
groupthink. Ergo, a homogeneous campus
fraternity or sorority with an unethical valuesset may permit behaviors by its members
that are contrary to societal norms, rules, or
standards, so that the organization may achieve
some anticipated benefit. Brief et al. (1991)
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cautioned ethical dilemmas may be created that
are influenced in the direction of the values a
member believes are held by the person (or
group) with whom they are accountable.
Organizational Identification (OI)
Studying the degree of organizational
identification members take on has potential
importance in informing this study because
of its relationship to individual organizational
behavior. For example, the depth of
organizational identification can predict extrarole behaviors, job involvement, satisfaction,
psychological attachment, organizational
commitment, and turnover intentions of
workers (Mael & Ashforth, 1992, 1995; van
Knippenberg et al., 2000; Romzek, 1989,
Riketta, 2005; Cole & Bruch, 2006; Marique
& Stinglhamber, 2011) Dutton et al. (1994),
drawing on the seminal work of March and
Simon (1958), conceptualized organizational
identification as a form of psychological
attachment that occurs when members adopt
the defining characteristics of the organization
for themselves. Haslem et al. (2003) have
gone to the extent of contending that without
the presence of organizational identification
there can be no communication, inter-relating,
planning or leadership.
Riketta’s (2005) meta-analysis proposed the
difference between organizational identification
and organizational commitment is a matter of
debate within the literature. Several researchers
(see Griffin & Bateman, 1986; Mathieu & Zajac,
1990) treated organizational identification
and organizational commitment as the same
construct. Riketta noted that organizational
identification and commitment shared around
70% of their variance across multiple studies.
Alternatively, others defined organizational
identification within the affective-motivational
framework as an internal drive to maintain
an emotionally satisfying relationship with
the organization (O’Reilly & Chatman,
1986). Patchen (1970) defined organizational

identification as an individual member’s belief
in shared characteristics with other group
members that generate group solidarity and an
overarching support for the organization.
Organizational identification received a
resurgence of scholarship under Ashforth
and Mael (1989) who seminally proposed it
as a “oneness and belonging to” (p. 34) the
organization. This definition was not necessarily
associated with any specific behavioral or
affective states. Ashforth and Mael (1989)
grounded organizational identity in Hogg and
Abrams’ (1988) and Tajfel and Turner’s (1986)
social identity theory, predicating its definition
on
1. The distinctiveness of the organization’s
values in relation to comparable
organizations,
2. Prestige of the organization through interorganization comparison and its effect on
self-esteem, and
3. Salience of the out-groups inasmuch
that awareness of other organizations
reinforces an understanding of one’s own
organization.
By definition, organizational identification
is specific to a particular organization, meaning
that when the tie to that specific group has been
broken, individuals are likely to feel a significant
loss – particularly when organizational
identification comprises a significant component
of an individual’s sense of self (Farber, 1983;
Levinson 1965; Levinson, 1970).
Umphress, Bingham and Mitchell (2010)
found that organizational identification alone
might not drive unethical behavior, but that an
interaction exists whereby high levels of positive
norm reciprocity combined with high levels of
organizational identification predict unethical
pro-organizational activities. Said another way,
“individuals who endorse positive reciprocity
beliefs are motivated to help their organizations
through unethical pro-organizational behavior”
(p. 776).
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Organizational Commitment (OC)
Identification is one piece of the
commitment process that involves the degree
to which members see the organization as
part of themselves (Dutton et al., 1994).
Organizational commitment theory is grounded
in two major arenas: (1) Social Exchange Theory
(Blau, 1964; Emerson, 1976), which proposes
that quality relationships develop through the
exchange of resources between two parties
and, (2) the norm of reciprocity (Gouldner,
1960), which states that individuals generate
obligations to return beneficial behavior to
an organization with which they feel a strong
membership (Cropanzano & Mitchell, 2005).
Norm reciprocity, particularly positive norm
reciprocity, stems from a member’s belief that
fellow organizational members are benevolent
and can be trusted.
Porter et al. (1974) characterized
organizational commitment with an element of
identification across three components in their
seminal works (Porter et al., 1974; Mowday
et al., 1979). The collective definition of
organizational commitment is the strength of an
individual’s identification with, and involvement
in, a particular organization characterized
by an internalization of organizational goals
and values, a willingness to exert effort on
behalf of the organization, and a desire to
maintain membership within the organization.
Alternatively, Morland and Levine (1982)
define commitment based on the rewardingness
of the relationship between the individual and
the group.
Allen and Meyer (1990) reformulated
organizational commitment to include the
Porter and Mowday model of organizational
commitment by adding an “emotional
attachment to, identification with, and
involvement in the organization” (p. 1). As such,
their three-component model is grounded in
a member’s likelihood to persist within the
organization (Meyer & Allen, 1991). The three
components, termed affective commitment (a

desire to remain), continuance commitment
(a perceived cost of leaving) and normative
commitment (a perceived obligation to remain)
are taken together to demonstrate a person’s
commitment profile.
Scholars have interchangeably used
organizational identification and commitment
in prior research, which has created potentially
problematic interpretations—largely due to
overlap caused by the multitude of definitions
for each construct (Riketta, 2005). Mael and
Ashforth (1992) noted that organizational
commitment was often formulated as a
general orientation (to a set of goals or values),
whereas organizational identification involves
a psychological attachment to a specific
organization. Mael and Ashforth’s definition
connects an individual’s psychological selfconcept (i.e. feeling a part of the organization,
internalizing the organization’s values, and
having pride in the organization) and the
organization. This connection can be viewed
in contrast to organizational commitment
whereby commitment is grounded in external
social relationships that reciprocate positive
normative behavior that additionally manifest
an individual’s desire to bind and persist
within the organization. In sum, organizational
identification and organizational commitment
collectively and individually propagate an
overarching attachment between individual and
organization through different mechanisms.
Organizational
identification
is
best
differentiated from commitment as an internal,
self-definitional foundation for attachment
within a group member while organizational
commitment externally attaches an individual
to the organization other members through
mutually beneficial social relationships with
other group members.
O’Reilly et al. (1991) demonstrated the
first direct link between values congruence
and organizational commitment. Finegan
(2000) expanded that scholarship by
observing a curvilinear relationship between
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organizational values and both affective and
normative commitment. The more extreme
an organization’s values, the less normatively
and affectively committed its members were.
Values Congruence

In summation, Figure 1 is re-presented here to
graphically depict the hypothesized theoretical
and conceptual relationships proposed and
tested by this study.

Organizational
Commitment

Unethical Behavior
[Intended to Benefit the
Organization]

Organizational
Indentification

Figure 1: Conceptual Model of Values Congruence, Organizational Identification, Organizational
Commitment, and Unethical Pro-orgnaizational Behavior.
Purpose and Hypotheses of the Study
A “call for values congruence” was proposed
to the fraternity and sorority community and
challenged members to align themselves with
the stated purposes and values of their inter/
national organizations (Franklin Square Group,
2003). In such a challenge, it may be reasonably
inferred that those institutional leaders intended
the alignment of chapter-level behavior to
organizational values congruence was intended
to mitigate some elements of unethical behavior.
Overtly, fraternities and sororities employ
marketing strategies or publically profess
these values to potential recruits at both the
national and local level. A potential problem
arises when those messages become distorted,
particularly as they are distilled to the campus
level. A measure of subjective fit (values
congruence) may provide a useful measure to
address that challenge. Values congruence, as
suggested by Sekiguchi and Huber (2011) may
serve to be a useful tool in the selection of
criteria for prospective members a priori their
invitation to join one of these organizations.
What those authors did not address were the

potential ramifications of values congruence
as a criterion when the campus organization’s
espoused values are deviant in nature. This
study’s use of predictive modeling provides a
useful tool to examine connections between
values congruence and acts of an altruistically
deviant nature.
Organizational commitment is important
in the college setting because it yields positive
behavioral and organizational outcomes such
as trust in organizational values and goals, a
willingness to work hard for the organization,
and a willingness to retain membership in
the organization (Mowday et al., 1982). If
members of organizations are committed to
the organization’s values and goals, they should
also be subsequently willing to exert effort and
resolve toward accomplishing those aims. This
is an extension of the proposition by Kristof
(1996) that people with high congruence
between personal and organizational values
are more likely to exhibit positive proorganizational behaviors, such as helping
other members and extra role behaviors. This
congruence of values and extra-role behavioral
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connection merits study, particularly in the
instances where individuals experience deviant
values congruence between themselves and the
organization and/or the extra-role behaviors
undertaken are unethical in nature. Ashforth
and Anand (2003) observed that individuals who
strongly identify with their organization may
choose to disregard personal moral standards
and engage in acts that favor the organization possibly even at the expense of those outside it.
The ability of a measure of values congruence
to predict individual differences in organizational
commitment, organizational identification, and
unethical pro-organizational behavior within
fraternity and sorority members has not been
previously explored. In this study, relationships
between measures of values congruence,
organizational identification and commitment,
and unethical behaviors intended to benefit the
organization were explored within a sample
of college students using path analysis as a
statistical technique. Broadly, this study posed
the following research questions that would be
modeled within a structural framework
RQ1—To what extent does a subjective
measure of values congruence predict
an individual’s identification with and
commitment to commitment to an
organization;
RQ2—To what extent does an individual’s
identification with the organization
predict their commitment to the
organization;
RQ3—To what extent does an individual’s
identification with the organization fail
to predict their propensity to commit
unethical behaviors intended to benefit
the organization;
RQ4—To what extent does an individual’s
commitment to the organization
predict their propensity to commit
unethical behaviors intended to benefit
the organization.
All research questions have theoretical
demonstration, with the exception of RQ4.

Umphress, Bingham and Mitchell (2010)
reported that organizational identification alone
did not predict unethical pro-organizational
behavior, but that an interaction between
organizational identification and positive
reciprocity norms (see Eisenberger et al.,
2004) did significantly predict unethical
pro-organizational behavior. We draw from
the literature’s foundation of organizational
commitment in the norm of reciprocity and
postulate that the psychosocial-relational
element of organizational commitment may
facilitate its ability to predict unethical proorganizational behavior—a relationship that has
not been empirically demonstrated previously.
Methods
Research Design
Students were identified using a purposeful
sampling frame of fraternity and sorority
members to obtain an institutionally
representative sample. Survey research was
conducted via an online questionnaire that
contained 59 items and took approximately
10 minutes to complete. Survey research as a
design type is limited in its ability to determine
causality. Only through careful experimental
design and conditions, or recent controls using
procedures like propensity score matching
analysis (see Lane & Henson, 2010) may
determinations of causality hold merit.
Sample
Data were collected from 170 undergraduate
students at a southeastern mid-size public
institution in the summer of 2011. Those who
responded to the invitation to participate were
provided a link to the online questionnaire.
The questionnaire contained 59 items and
took approximately 10 minutes to complete.
Students enrolled in a fraternity/sorority
leadership course were awarded extra credit
for their participation. Missing data (4.4% of
total data points) were handled using commonly
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accepted statistical procedures (see Rubin,
2009). Students were 30.2% male (n = 52)
and 69.8% female (n = 118). Racially, students
were 77.0% Caucasian (n = 131), 17.0%
African-American (n = 29), 1.8% Hispanic (n
= 3), 2.4% Asian (n = 4), and 1.8% other or
non-specified (n = 3).
Measures
There were four measures examined within
this study.The wording in some of the constructs
was adapted to fit the context of college student
organizations. Two common modifications
were “employee” changed to “member,” and
“company” changed to “organization.”
Values congruence. The Cable and
DeRue (2002) person-organization fit scale is a
3-item measure designed to capture subjective
fit perceptions between an individual and their
referent organization within the framework of
values congruence. An example item is “My
personal values match my organization’s values
and culture.” Participants were asked to respond
to each item using a 7-point Likert scale (1 =
strongly disagree, 7 = strongly agree). Cable
and DeRue conducted two studies within their
manuscript and reported internal consistency
reliability (α) estimates were reported of .89
and .84, respectively.
Unethical pro-organizational behavior.
The Umphress, Bingham and Mitchell (2010)
unethical pro-organizational behavior scale is a
5-item measure designed to capture intentions
to commit unethical behaviors given perceived
positive benefit to the organization of that
agency. An example item is “If it would help my
organization, I would misrepresent the truth to
make my organization look good.” Participants
were asked to respond to each item using a
7-point Likert scale (1 = strongly disagree, 7 =
strongly agree). Umphress et al. conducted two
studies within their manuscript and reported
internal consistency reliability (α) estimates of
.88 and .91, respectively.

Organizational identification. The Mael and
Ashforth (1992) organizational identification
scale is a 6-item measure designed to capture
an individual’s cognitive identification with
a referent organization. An example item is
“This organization’s successes are my successes.”
Participants were asked to respond to each
item using a 5-point Likert scale (1 = strongly
disagree, 5 = strongly agree). Mael and Ashforth
reported an internal consistency reliability (α)
estimate of .81.
Organizational commitment. The Mowday
et al. (1982) organizational commitment scale
is a 9-item (short form) measure designed to
capture attitudinal commitment to organizations.
An example item is “I really care about the fate
of this organization.” Participants were asked
to respond to each item using a 7-point Likert
scale (1 = strongly disagree, 7 = strongly agree).
Mowday et al. reported an internal consistency
reliability (α) estimate of .87.
Analysis
The statistical procedure chosen for analysis
of these data was path analysis. Path analysis is
one of several statistical techniques developed to
analyze relationships among multiple variables.
Path analysis is a variation of multiple regression
that is most often used to analyze data relative
to a hypothesized model. Path analysis works
by testing the fir of a correlation matrix to a
causal model (Garson, 2004). Stage, Carter,
and Nora (2004) stated that researchers
commonly use path analysis to when they seek
estimates of the magnitude and significance of
hypothesized causal connections among a set
of variables. The uniqueness of path analysis is
that variables are considered as independent or
dependent, depending on their location within
the causal path. Path analysis is an important tool
because it yields the direct and indirect effects
variables in a model have on each other. Benefits
notwithstanding, knowledge of the theoretical
connections among variables is critical because
path analysis cannot distinguish which possible
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causal path direction is more correct. Ergo,
absent sound theoretical and conceptual
reasoning, path analysis is unequipped to
inform if A causes B, or B causes A, or some
combination of the two.
The body of validity and reliability evidence
for the four constructs of interest suggested the
measures were robust and could be aggregated
into a single scale score. Composite scale
scores were recorded for each participant and
included in a path analysis. Data were examined
for univariate and multivariate normality (see
West, Finch & Curran, 1995; Tabachuck &
Fidell, 2001). A commonly reported measure

of univariate normality is the Shapiro-Wilk W
statistic, where values closer to zero represent
normally distributed variables. Organizational
commitment (W = .87), values congruence (W
= .88), and organizational identification (W =
.87) were graphically and statistically observed
to be non-normal. As a measure of caution, a
robust maximum likelihood estimation method
(MLMV) was used to estimate the path analysis
model as suggested by Yang and Wallentin
(2010). Table 2 contains scale score means,
correlations, and internal consistency reliability
estimates in addition to estimates of skewness,
kurtosis, and univariate normality.

Table 2
Variable Means, SDs, Inter-item Correlations and Internal Consistency Reliability Estimates
				

M

SD

POF

Values Congruence (POF)		
6.06
.91
(.89)
OI (Organization identification)
4.45
.57
.454**
OC (Organizational commitment)
6.26
.76
.563**
UPB (Unethical
pro-organizational Behavior)
3.46
1.37
-.171
1							-1.03
2							.87
W						
.88**

ᵞ
ᵞ

OI

OC

(.85)
.490

(.90)

-.025
-.96
.02
.87**

-.235**
-1.34
1.95
.87**

Note: Average results reported from five imputed datasets. n = 170 undergraduate students;

UPB

(.85)
.03
-.60
.98

ᵞ

* = p < .05; ** = p < 0.001; Cronbach alpha coefficient reported on the diagonal. 1 = skewness,
2 = kurtosis, W = Shapiro-Wilk test of normality

ᵞ

These models were then evaluated using the
Satorra-Bentler χ2, Tucker-Lewis index (TLI),
comparative fit index (CFI), standardized root
mean square residual (SRMR), weighted root
mean square residual (WRMR), and the root
mean square error of approximation (RMSEA).
Comparative fit indices (e.g. TLI, CFI) should
be greater than 0.95 (Hu & Bentler, 1999)
although .90 has been considered acceptable.
RMSEA values should generally be less than
0.05 (Schumacker & Lomax, 2004), although

values of 0.05 to 0.08 may also be considered
acceptable (Kline, 2005). SRMR values below
0.05 in conjunction with 0.05 for the RMSEA
usually represent good fitting models. Yu and
Múthen (2002) also indicate well fitting models
will have a WRMR less than 1.0. Because overly
stringent cut-points may result in an overrejection of reasonably fitting models (Hu &
Bentler, 1999) standardized factor loadings
and residuals were also used to inform model
adequacy.
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.514
.449

POF

OC
.367

.455

.928
-.323

UPB

.162ns

OI

..793
Figure 2: Path Model of Person-Organization Fit, Organizational Identification, Organizational
Commitment, and Unethical Pro-organizational Behavior. “ns” = p > .05
*Note: Average results reported from five imputed datasets.
The standardized regression weights of the
four constructs of interest are presented in Figure
2. Values congruence (i.e. person-organization
fit) was found to be a statistically significant
predictor of organizational identification (β
= .455, SE = .068, p < .001) and accounted
for 20.7% of the individual differences within
these scores. Values congruence (β = .449,
SE = .076, p < .001) and organizational
identification (β = .367, SE = .069, p < .001)
taken together was found to be a statistically
significant predictor of organizational
commitment and accounted for 48.6% of the
individual differences within these scores. These
findings addressed Research Questions 1 and 2,
which sought to determine the extent to which
values congruence may predict an individual’s
level of organizational commitment and
identification, and identification as a predictor
of commitment. The findings suggested that as
values congruence increases, identification and
commitment do likewise.

Consistent with prior theory in Umphress et
al., 2010), organizational identification was not a
direct predictor of unethical pro-organizational
behavior, (β = .162, SE = .092, p = .09). This
provides support for Research Question 3,
which sought to determine the extent to which
organizational identification would fail to directly
predict unethical pro-organizational behavior.
It is interesting to note that organizational
identification (β = -.119, SE = .037, p <
.01) and values congruence (β = -.126, SE =
.056, p < .01) were found to have significant
indirect effects on unethical pro-organizational
behavior, suggesting that when organizational
commitment is considered, it fosters an
inverse relationship between those values
congruence and identification and unethical
pro-organizational behavior. Research Question
4 was addressed as organizational commitment
was found to be a statistically significant
predictor of unethical pro-organizational
behavior (β = -.455, SE = .068, p < .001). An
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inverse relationship suggested that as individuals
become more committed, identified, and valuecongruence to their fraternity or sorority, they
decrease their attitudes of intention to perform
organizationally benefitting unethical acts.
Together values congruence, organizational
identification, and organizational commitment
could explain only 7.2% of individual differences
in unethical pro-organizational behavior. From a
predictive modeling perspective, this finding is
not a statistically significant amount of variance

explained to conclude that the variables in total
did a significant job predicting unethical proorganizational behavior. Overall, the model
was found to have good fit (χ2[1] = 0.106, p
= .777; RMSEA = .000 [90CI: .000 - .113];
SRMR = .004; WRMR = .071; CFI = 1.00;
TLI = 1.04). Table 3 presents all standardized
and unstandardized regression weights for the
direct, indirect and total effects of each variable
within the model.

Table 3
Path Analysis Summary of Total, Direct, and Indirect Effects
				

POF

OI

OC

UPB

Total Effects
POF
OI
OC
UPB

(-)
.455**
.615**
-.126**

.289**
(.207**)
.367**
.044**

.518**
.489**
(.486**)
-.323**

-.210**
.106**
-.590**
(.072)

Direct Effects
POF
OI
OC
UPB

.455**
.449**

.289**

.378**
.489**

Indirect Effects
POF
OI
OC
UPB

.367**
.162

-.323**
.140**

.167**
-.126**

.393
-.590**

-.210**
-.287**

-.119**

Note: Average results reported from five imputed datasets. Effect size (R2) presented on the Total Effects
diagonal. Standardized weights (β) listed below the diagonal and shaded. Unstandardized weights
(b) presented above the diagonal. * = p < .05; ** = p < .001 level.
Discussion
Despite the overall small magnitude of
variability in unethical pro-organizational
behaviors explained by the model (7.2%), the
importance of these findings should not be lost.
The statistical significance of the model’s effect
size underscores that the variables of study make

a contribution to the overall understanding of
behaviors intended to benefit the organization.
The lower magnitude of effect suggests that
additional variables exist that may improve the
overall explained variability in organizationally
benefitting deviant behaviors. Attention placed
on personal values may well be a doubleedged sword. On one hand, chapters that place
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a large emphasis on both identification and
commitment to the organization can establish
an ethos where unethical acts are likely to
occur less frequently. Absent the focus on
commitment, the values congruence between
members and organizations may manifest into
strong feelings of identification that could
prove problematic. Attention should, in the
opinion of Brief et al. (1991), be shifted from
personal values toward how higher authorities
(i.e. inter/national officers, headquarters
staff members, chapter leadership, advisors)
may create or disband psychologically strong
situations that suppress positive behavioral
tendencies. Meyer et al. (2006), who discussed
“nested collectives”—essentially a synonym
for cliques—and the organization itself, would
support this view.
Examples of nested collectives might be
groups of members from the same hometown,
those members in the same new member
class, and members with similar interests. The
authors propose that individuals with nested
multiple identities will identify most strongly
with the lower level (more proximal) collective
and develop stronger value-based commitment
to that collective and to its goals than they do
with the higher level collective. When a more
proximal coalescence of members (e.g. the
members who regularly socialize together and
experiment with illegal drugs) has value-based
commitments (i.e. partying and using drugs),
Meyer et al (2006) would contend that their
commitment to that smaller group is stronger
than the organization at large. This is important
from a practical perspective because leadership
at all levels—inter/national headquarters,
institutional, alumni advisory, and chapter
executive leadership—may benefit from
addressing the values-based commitments of its
myriad proximal subgroups.
This study contributes to the relatively
scant body of literature specifically concerning
unethical pro-organizational behaviors inasmuch
that it provides support to the hypothesis that

commitment is related to unethical behavior
intended to benefit organizations. Umphress,
Bingham and Mitchell (2010) provided a
theoretical framework for the marriage of social
identity and social exchange within the context
of these topics. We believe that the mediation
of organizational commitment demonstrates
another effect social exchange processes can
have on unethical pro-organizational behaviors.
Some evidence was gleaned to suggest that
commitment might neutralize (see Umphress
& Bingham, 2011) unethical pro-organizational
behavior within organizations. Pragmatically,
this relationship also provides some insight
into environments and cultures that chapter
leadership could create in order to generate
increased positive extra-role outcomes (i.e.
citizenship behaviors) while at the same time
mitigating the unethical ones. Carroll (2009) and
McCreary (2012) offered some insight into the
role of moral disengagement within a fraternity
context. This moral (and ethical) disengagement
of reasoning may play an important role in
delineating the factors that give rise to unethical
behaviors intended to benefit an organization.
Recommendations and Implications for
Future Research
Results of any study should be considered
within the framework of its limitations. First, the
sample size and single-institutional nature of the
study poses concerns about the power to detect
differences in the population. The demographics
of the sample were also potentially problematic
for generalization given their overwhelming
number of participants who were Caucasian and
female. Future studies should seek a larger and
more representative sample. Another limitation
for generalization was the inability to test for
classification year differences. This information
was not captured as a parameter of the study.
In one study, Simonetta (1995), organizational
tenure was not found to be a significant predictor
of organizational commitment or group cohesion
in college fraternities.We cannot know the effect
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that being an older member in the organization
has on attitudes relative to these constructs, and
future studies should include classification year
as well as organizational tenure in their analyses.
Because the path model demonstrated good
model fit, and the scales used have a good body
of reliability and validity evidence to support
their nature, we believe the limitations for
these interpretations within the captured
demographic are likely minimal. Moreover,
given that the variables did not sufficiently
predict unethical pro-organizational behavior
in total, future studies could explore additional
individual and organization-level variables
that may significantly impact an individual’s
propensity to engage in organizationally
benefitting unethical behavior.
Furthermore, the lack of proliferation
around unethical pro-organizational behavior
research provides limited guidance as to
potential mediating or interacting variables that
could be empirically explored. The relationship
between organizational identification and
unethical behavior is positive, albeit nonsignificant. Furthermore, this study would
also suggest that organizational commitment
has an inverse relationship with unethical
pro-organizational behavior. We suggest that
future research consider if organizational
commitment moderates the relationship
between identification and unethical proorganizational behavior. Also, given the
scant amount of explicitly experimental
design studies in educational research, it is
recommended that future studies consider
propensity score matching analysis as a means
to match participants into quasi-experimental
groups to improve causal inference (Lane &
Henson, 2010)
Conclusion
A contribution of this study is the study of the
organizational dynamics that undergird the daily
lives of college fraternity and sorority members.

Inasmuch, we add to the literature and inform
practice in a manner that treats “problems” or
“challenges” as part of an underlying group
dynamic framework. This study supports the
proposition that the development of a values
congruence framework is an important aspect of
the fraternal experience and the lives of college
students. However, behaviors and interventions
that seek to only develop an individual’s selfdefinitional identification to the organization
may prove to elicit negative outcomes and
consequences. The inclusion of interventions
that encourage commitment to the organization
(i.e. persistence for affective reasons) may
serve to mitigate the proliferation of unethical
behaviors intended to benefit the organization.
Often, individuals are not concerned with the
potential ramifications of their actions to the
organization (Umphress et al. 2010). Knowing
that, fraternity and sorority professionals
should turn their attention toward developing
organizational commitment to the fraternity
or sorority. This might be accomplished by
engaging in activities or modules designed at
instilling pride in the organization and concern
for its fate. Such activities might take the form
of positive teambuilding exercises, visioning,
goal-setting, or ritualistic ceremony.
Seeking opportunities to directly connect
personal values to organizational values is
also advised. We support the propositions of
Chatman (1989) relative to values congruency
and propose further study explore these tenable
hypotheses empirically with fraternities and
sororities. Summarily, Chatman contends that
when an organization has strong values, and
individual will change their personal values if
they are open to influence. She also proposes the
opposite be true: That if the organization has
strong values, an individual with incongruent
personal values is not open to influence, they
will likely leave the organization. Finally, in
the situation where an organization with strong
values admits an individual with incongruent
personal values but who is high on self-efficacy
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or personal control—or where many new
members enter the organization at the same
time with congruent values to each other but
not the organization itself—the organization’s
values and norms are more likely to regress
toward the individual’s personal values over
time.
Lastly, instilling within chapter membership
a desire to evangelize the pride they feel in

the organization both in verbal form, but
also through the zealous efforts of engaged
membership toward the goals of the organization,
is pragmatically a sound demonstration of the
results of this research. These results provide
support for the belief that additional empirical
research is warranted on the interplay between
values, attitudes and behaviors in fraternities and
sororities.
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WHITE CLAUSES IN TWO HISTORICALLY WHITE FRATERNITIES:
DOCUMENTING THE PAST & EXPLORING FUTURE IMPLICATIONS
Ryan P. Barone
This study offers a critical analysis of the appearance and subsequent removal of white
clauses in historically white fraternities (HWFs) using the theoretical framework of Critical Race Theory. Archival records are examined to document the first men of color in two
HWFs. Data are then presented using phenomenological research methods from interviews
with men who were members of these HWFs at the time of racial integration. Themes of
colorblindness and internal and external influence on integration are presented followed by
implications for fraternity/sorority communities, campus based professionals, and inter/
national organization staff.
Fraternities have been a salient part of the
ethos of U.S. higher education since the first
Greek-letter organization, Phi Beta Kappa,
was established at the College of William and
Mary in 1776 (Torbenson, 2005; Wilkie, 2005).
Fraternities have endured times of turmoil and
fluctuating college-going rates since the late
1700s and continue to have a strong presence at
many colleges and universities today (Cohen &
Kisker, 2009). The focus of this research, race
and racism in historically white Greek-letter
organizations, was recently put on the national
radar in the Fall of 2013 at the University of
Alabama when two Black women, who were
very competitive for historically white sorority
membership, failed to receive bids, reportedly
due to pressure for alumnae (Luckerson,
2013; Willingham, 2013). The outcry to this
intentional racial segregation has resulted in a
new continuous open bidding process whereby a
sorority could offer membership to any woman
at anytime throughout the formal recruitment
process (Willingham, 2013). The pattern of
racism is not only relegated to historically
white sororities at the University of Alabama,
for it was not until 2001 that the HWFs on the
same campus initiated a Black member (Chang
& DeAngelo, 2002). Moreover, the situation

at the University of Alabama is not an isolated
incident, rather it is representative of enduring
racism in historically white fraternities and
sororities.
Original research using primary and
secondary historical documents to examine
the history and contemporary role of race in
two U.S. fraternities established prior to 1900,
Sigma Chi and Delta Chi, is presented. These
fraternities are among the 15 members of the
NIC with more than 50 active chapters and
more than 100,000 total initiates established
prior to 1900 (North-American Interfraternity
Conference, n.d.). These criteria were used
because the methodology is inclusive of the
groups which have had the most significant
impact on the U.S. given longevity and breadth
of membership. Additionally, because this
historical research involves archival research,
the two fraternities on which this study focuses
are selected because the author has access to
these organization’s historical documents and
staff historians.
Research questions which guide this
analysis include: When did Sigma Chi and
Delta Chi first establish in written records that
membership was restricted to only white men?
When did Sigma Chi and Delta Chi remove
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these restrictive membership clauses, and who
were the first men of color initiated into each
organization? Finally, how did the fraternities,
nationally and locally, make the decision to
remove these membership restrictions and for
what reasons? Critical Race Theory is used as a
theoretical framework for analyzing the removal
of restrictive membership clauses, using
archival research methods. This research and
analysis then informs the second component of
the research presented, qualitative interviews
with eight members of Delta Chi and Sigma
Chi who were members of their organizations
at the time the first men of color were initiated.
Finally, implications for higher education are
explored using more recent scholarship on
HWFs. Throughout this analysis “historically
white fraternities” is used to identify fraternities
that historically consisted of exclusively white
men (Syrett, 2009). Also, “white clause” is used
to refer to any membership clause, formal (de
jur) or implied (de facto), restricting fraternity
membership to white men.
Historiography
The review of literature framing this
examination is presented in the form of a
historiography, or a succinct overview of a
body of historical work (Cheng, 2012; Pocock,
2005). A historiography is necessarily political
and subjective in that the search for resources
is a reflection of the strategic decisions by the
researcher as to what to include and exclude
(Pocock, 2005). Historiographies are generally
a focused history of a defined subsection of
a larger history or body of historical writing
(Cheng, 2012).This historiography is concerned
primarily with what has been written about
race in historically white fraternities. The
topic of race in historically white fraternities
has been largely ignored by researchers and
scholars, perpetuating a narrative of colorblindness which functions to obfuscate race and

subsequently white privilege in predominantly
or entirely white spaces (Bonilla-Silva, 2009;
Tuitt & Andrews, 2013).
During the mid part of the nineteenth
century the number of HWFs grew, and in
1879 William Raimond Baird published the first
edition of his seminal text, Baird’s Manual of
American College Fraternities. This text, which
is currently in its 20th edition last published
in 1991, is universally regarded as the most
influential and noteworthy literary classification
of college fraternities, and later sororities, in
U.S. history (Syrett, 2009). Baird’s virtually
universal celebration of college fraternities
is notable throughout his text in both the
glorification of their history and the sociological
justifications for their existence. For example,
the acquisition of land by fraternities, and the
associated erection of structures, occurred
during a time of increased rhetorical justification
for U.S. expansion through Manifest Destiny
(Cohen & Kisker, 2009; Stephanson, 1996).
Given the longevity and vast readership of
Baird’s text, it is easy to deduce that no other
book in the history of higher education has
had such a profound impact on the expansion
of U.S. fraternities. It is therefore essential to
note that this text has no mention of clauses
restricting membership of HWFs to white men,
or the later integration of these organizations.
More recently, little has been written
about race in HWFs, and even less about the
actual process of racially diversifying these
organizations. Tangential exceptions include a
recent study, The Fraternity Project funded by
the Kinsey Institute and the Center for the Study
of the College Fraternity (Rashawn, 2013). The
study compared the experiences of historically
Black and white fraternities in the same
university context and focuses on normative
institutional arrangement structures and their
impact on social interactions (Rashawn, 2013).
Additionally, in his comprehensive and critical
account of HWFs, Syrett (2009) documents the
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founding of historically white fraternities, with
a focus on the maintenance and perpetuation of
violent and oppressive hegemonic masculinity,
which he generalizes as “fraternal masculinity.”
The text does a decent job of highlighting the
support, and largely the resistance, to HWFs
racial integration in the mid and latter part of the
twentieth century before returning to examples
of misogyny and homophobia in HWFs (Syrett,
2009). Similarly, Turk (2004) comes close to
discussing race in her overview of historically
white women’s fraternities from 1870-1920.
However this detailed examination, centering
on archival research related to the first women’s
fraternity in the US, Kappa Alpha Theta, focuses
on gender and at times religious exclusion and
not race.
In a creative research project relevant in part
for its examination of an institutional context
important to this study, Wilkie (2010) uses
contemporary archeology methods to present
themes related to fraternity, masculinities, and
gender roles woven as a fantastical narrative
of Peter Pan for organizational structure.
She offers a rich and detailed microhistory
about Zeta Psi Fraternity at the University of
California-Berkeley in 1870, focusing on the
role of fraternity in transitioning homogenous
men to adulthood (Wilkie, 2010). The focus of
this narrative, however, pre-dates the integration
of Delta Chi/Abracadabra at Berkeley, and
it focuses little on race or racial integration.
Additional research touching on race include
Sanua’s (2003) focus on Jewish Fraternities
pre 1945, Whaley’s (2010) engaging research
on Black Greek-letter organizations with a
specific focus on the oldest such sorority, Alpha
Kappa Alpha Sorority Incorporated, and Ross
Jr’s (2002) comprehensive history of African
American fraternities and sororities.
That HWFs tend to attract people of similar
backgrounds, including race and socio-economic
status, has remained largely unproblematized in
scholarly literature until recently (Park, 2008;

Tobenson, & Parks, 2009). Moreover, Syrett
(2009) argues that HWFs have always been
vehicles for prestige, and that prestige has been
linked to hegemonic conceptions of masculinity,
a masculinity which is raced white. That no
studies could be found focusing on white clauses
and the integration of HWFs highlights the
importance of the present study, which helps fill
the identified gap in the literature.
Historical Context
Archival research was assisted by Sigma
Chi archivist, Noah Phelps, and Executive
Director, Mike Dunn. This access to the Sigma
Chi archives is a privilege typically reserved for
members of the fraternity. Delta Chi Executive
Director, Raymond Galbreth, was similarly
accommodating. He scanned and e-mailed
copies of 1954 fraternity meeting minutes
concerning the removal of the white clause
(see Appendix A), and helped guide archival
research. Because Delta Chi does not keep
track of race as a component of membership
demographics, Mr. Galbreth was unaware of
the first Delta Chi initiate who was a man of
color. He subsequently suggested surveying the
fraternity archives of The Delta Chi Quarterly,
a publication dating back to the 1900s which
frequently published pictures and names of
fraternity brothers. This visual scanning to
identify a man of color was methodologically
limited because of the diverse array of skin
tones and poor copy quality. Nonetheless, the
research did reveal a picture and name of a man
of Asian descent believed, and later confirmed,
as being, the first Delta Chi man of color (see
Appendix B).
White Fraternities Established Prior to
1900
HWFs in the U.S. evolved from literary
societies which were prevalent in higher
education from 1760 to 1860. However, in the
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mid 1800s social fraternities quickly supplanted
literary societies, and by the end of the 1850s
fraternities for men were on virtually every
college campus in New England and the midAtlantic, and much of the South and Midwest
(Cohen & Kisker, 2009; Syrett, 2009).
Originally, these social fraternities embraced
a political bend to their socializing, “Though
purportedly nonpolitical, fraternal groups
often aggressively support Americanism, and
membership in them is beneficial to those who
have political aspirations or who hold political
office” (Schmidt & Babchuk, 1973, p. 275).
Interestingly, in 1854 a Chinese student, Yunh
Wing, was a member of Delta Kappa Epsilon
at Yale, and he is believed to be the only man of
color in a HWF during the entire antebellum
period (Syrett, 2009).
The White Clause
Delta Sigma Phi has the first known published
white clause which appeared in Baird’s Manual
first published in 1879 (Brown, 1923). The
clause, which represents common language
seen in white clauses, stated that “Membership
is confined to men of the Caucasian race, whose
‘ideals and beliefs are those of modern Christian
civilization’” (Brown, 1923, p. 144). Syrett
(2009) reveals:
By the early 1910s…fraternities were
adding codes of exclusion to their
constitutions mandating that members
must be white, Christian males. Although
these codes were largely moot, as de facto
exclusion had already been established
by that point, these codes demonstrate
the concern that some renegade chapter
might initiate an unsuitable member if it
was not explicitly forbidden. ( p. 172)
References to Christianity illustrates that
restrictive white clauses extended beyond race
to religious homogeneity.
Sigma Chi, founded in 1855 at Miami
University in Oxford, Ohio, possessed one of

the earliest documented white clauses added to
a public fraternity constitution in 1870 (Sigma
Chi Fraternity, n.d.). The clause was contested
almost from inception by a vocal minority
within the organization, and the Omicron
Omicron Chapter from the University of
Chicago gave up their national charter in protest
of the discriminatory policy shortly after the
appearance of the clause in 1870 (Sigma Chi
Fraternity, n.d.). The clause nonetheless
remained in place for almost a century.
Delta Chi was founded in 1890 at Cornell
University by pre-law students. Though the
organization had a de facto white clause since
inception, it officially added its white clause in
1922 (Delta Chi Fraternity, n.d.a). The white
clause was added as part of a larger fraternity
debate over restricting the organization’s
membership to pre-law students or opening
up the fraternity to all collegians. Due to low
membership in the early 1900s, the decision
was made in 1922 to open membership to all
(white) students regardless of major (Delta Chi
Fraternity, n.d.a).
Removal of White Clauses
There was always opposition to white clauses.
In the 1950s that opposition was given national
attention, and fraternity headquarters staff
could not remain ambivalent once universities
began demanding that fraternities remove their
restrictive clauses or lose campus recognition
(Syrett, 2009). In the 1950s several universities,
supported by the U.S. Supreme Court, took
issue with fraternity racial segregation including
the University of Connecticut in 1954, the
State University of New York in 1958, and
the University of Minnesota in 1961 (Jewish
News Archive, 1961; Lee, 1955; Syrett, 2009).
These university stances and court decisions
helped shift public perception against fraternity
racial discrimination, pushing organizations to
integrate, even before passage of the 1964 Civil
Rights Act (Tobenson & Parks, 2009).
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Sigma Chi Removal
The idea of removing the Sigma Chi white
clause came up at a fraternity business meeting
in 1948 (Hutchens, 1991). More than a decade
later the fraternity removed the white clause
in 1961, “though this single word was deleted
from the legislation, other procedures were put
in place continuing the prevention of initiating
non-white men” (Sigma Chi Fraternity, n.d.,
p. 1). These obstructionist procedures were
tested in 1965 when the Stanford University
Sigma Chi chapter pledged a Black student,
Kenneth M. Washington, resulting in the
chapter’s charter being suspended by national
headquarters (Syrett, 2009; Tobenson & Parks,
2009). Stanford administrators intervened,
and the case became national news with the
U.S. Commission of Education stating that
not pledging the Black student was a violation
of the Civil Rights Act of 1964 (Tobenson &
Parks, 2009). However, Sigma Chi was able to
avoid compliance through a membership clause
which stated that members must be “socially
acceptable” (Tobenson & Parks, 2009, p. 249).
This same pattern played out at Brown and Yale
in 1965, at Stanford in 1966, and at Davidson
and the University of North Carolina in 1967,
each time with Sigma Chi headquarters evoking
the “socially acceptable” clause to avoid initiating
the men of color despite the earlier removal of
the white clause (Tobenson & Parks, 2009).
Sigma Chi further controlled membership
based on race by requiring chapters to submit
pictures of all men who were given bids (Syrett,
2009). “They had made it known to all their
chapters that while discrimination might not
be codified, nonwhites would never meet with
the approval of the committee” (Syrett, 2009,
p. 255). Again, opposition to this misleading
incongruence existed, with some members
pushing for integration, “Rather than trying
to ‘sneak one by’ universities and other critics
by removing one word and replacing it with

less actionable wording” (Marquard, 2003, p.
19). By late 1969, “it seemed that every other
major fraternity had changed restrictive rules…
most allowed their chapters to initiate AfricanAmerican and other minority students. Sigma
Chi was the only holdout” (Hutchens, 1991, p.
8). After much debate within the organization
through the 1960s, in 1970 the fraternity decided
to stop collecting demographic information on
new members, essentially avoiding the race
issue and passively allowing men of color into
the organization (Hutchens, 1991). That next
year, 1971, the first Black member, Michael A.
Sims, was initiated into the Gamma Pi Chapter
at the University of Rochester (Sigma Chi
Fraternity, n.d.).
Delta Chi Removal
The only mention of Delta Chi’s white
clause in publically available documents is a
parenthetical reference stating that the white
clause was removed in 1954 on a webpage
examining the decision to open Delta Chi
membership to non-lawyers (Delta Chi
Fraternity, n.d.a). Through reviewing meeting
minutes from the 1954 Delta Chi convention,
it is clear the removal of the white clause was
contentious and framed in a north vs. south
manner (Ellis, 1954). A fraternity delegate
from Illinois, Bruce Bower, asserted:
There is talk here about integrity, et
cetera, however a lot of us feel that if we
strike out our ‘white clause’ altogether
and…if it so happened that a Negro
was pledged in one of the Fraternities
in the North, it would harm…It would
be very harmful to Southern Chapters in
the South, not that they’d get kicked off
campus, but the Southern boys would be
hesitant to join Delta Chi down South.
(Ellis, 1954, p. 453)
Therefore the debate over the white clause
was substantial, in large part due to Delta
Chi’s intentional efforts in the middle of the
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20th century to establish more chapters in the
southern U.S.
The actual amendment removing the
white clause, appears as a passive and perhaps
unanticipated alteration, as the meeting
minutes show the word “white” merely crossed
out in the meetings transcripts (see Appendix
A) (Ellis, 1954). The Delta Chi committee
contemplating the issue recommended
removing the clause to assist in fraternity
expansion, “…the aforementioned clause
must be eliminated…[because] some of our
Chapters are now threatened with expulsion
from their campuses by this segregation method
(Minnesota, Wisconsin, Michigan State)…This
problem seriously hinders expansion moves of
the fraternity toward major universities and
colleges” (Ellis, 1954, p. 418-419). The clause
was therefore removed after considerable debate
spanning two days at the 1954 convention.
In 1961 at the University of Iowa, Delta Chi
offered fraternity membership to an African
American student, Andrew J. Hankins (New
York Times, 1961). The Delta Chi national
office, despite the fact that a white clause no
longer existed, told the University of Iowa
chapter to withdraw the bid (Tobenson &
Parks, 2009). Despite the removal of the
clause, it was a decade before the first man of
color was initiated. When asked about the first
man of color in Delta Chi, Executive Director
Galbreth stated that the organization does not
keep track of race, that they are unaware of
who their first member of color is, and it was
suggested that looking through the Delta Chi
Quarterly magazine’s pictures provided the best
method of attempting to find this information
(R. Galbreth, personal communication, April 9,
2012). Research subsequently revealed that the
first man of color in Delta Chi to appear in the
Quarterly appears to be Paul Lin (see Appendix
B) from the University of California at Berkeley
(UC-Berkeley)/Abracadabra chapter, a finding
was later confirmed from an interview with Mr.
Lin (Buchanan, 1963). Abracadabra was initially

a local fraternity which later merged with, and
become a member chapter of the national Delta
Chi fraternity; therefore at times both chapter
names are used in this paper to refer to the
organization at UC-Berkeley.
The topic of HWFs, and a specific analysis of
white clauses is important because fraternities
often have a substantial impact on the historical
legacy of institutions, intergroup relations,
and psychological perceptions which all affect
the campus climate related to diversity and
inclusion (Park, 2008; Tobenson & Parks,
2009). For decades the homogeneity of HWFs
has been condemned, and Lee (1955) called
this homogeneity Aryanism, which represents
a basic threat to U.S. democracy. He asserted
that if, “social fraternities will rid themselves of
this disastrous theory and practice [Aryanism],
they can contribute greatly to the development
of democratic leadership” (Lee, 1955, p. ix).
Yet it has been found that HWFs currently
contain members who are less conscious of
social injustice and less culturally aware than
unaffiliated white students (Hughey, 2009).
This racial ignorance often goes unchallenged
by educators in higher education as many avoid
the topic of exclusivity in HWFs altogether
or take more Draconian measures, such as
attempting to or actually banning fraternity
systems entirely (Park, 2008; Tobenson &
Parks, 2009). Such sweeping stances ignore
the virtually unlimited positive potential HWFs
can and do have on individual members, college
campuses, and larger society.
Race and the U.S. fraternity system is
an understudied area in higher education,
surprising given the long history and
prominence of fraternities (Hughey, 2009; Park,
2008). Not much is known about, “the day-today encounters that shape student perceptions
of the role of race in the Greek system” (Park,
2008, p. 104). Therefore this study aims to help
expand the body of knowledge related to race
and HWFs.
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Theoretical Framework-Critical Race
Theory
The removal of white clauses from fraternity
policies was not intrinsically motivated in the
spirit of Civil Rights or racially progressive
politics. Critical Race Theory (CRT) offers
a lens through which to view the removal of
Sigma Chi and Delta Chi’s white clauses, which
reveals a more selfish motivation. CRT was
derived during the mid-1970s by legal scholars
as a response to Critical Legal Studies failing to
adequately address the effects of race and racism
in U.S. jurisprudence (Bell, 1987; DeCuir &
Dixon, 2004). The critical race movement
chiefly began to emerge in response to a failure
to adequately address race, racism, privilege,
and power in legal scholarship as well as other
academic disciplines (Delgado, 1987).
CRT has several tenants, including the
permanence of racism, whiteness as property,
and the tenant most relevant to this discussion,
the critique of liberalism (Crenshaw, 1988).
Within the CRT tenant of critiquing liberalism
is the concept of interest convergence, which
asserts that gains in racial equity are advanced
only when it benefits white people (Bell, 1980,
2004). These gains, such as the integration
of HWFs, are tolerated by white people only
if it does not cause a major disruption to the
status quo which privileges white people as
a group (Castagno & Lee, 2007; DeCuir &
Dixon, 2004). Park (2008) found that most
studies about race and HWFs do not focus on
cross-racial interactions or outcomes, and even
fewer use CRT as a lens of analysis, highlighting
the importance of this study. With this lens of
analysis a deeper exploration of the removal of
Sigma Chi and Delta Chi’s white clauses follows.
Sigma Chi White Clause Removal
As established earlier, pressure by colleges
and universities on HWFs to integrate had a
substantial influence on the removal of white
clauses in Sigma Chi and other fraternities

(Jewish News Archive, 1961). Also, Sigma
Chi alumni sent dozens of letters to fraternity
headquarters in the 1960s pleading with the
fraternity to formally integrate (Hutchens,
1991). Finally, some astute Sigma Chi delegates
realized as early as 1959 that de jour or de
facto white clauses may leave the fraternity in
a vulnerable place legally. A Grand Chapter
Delegate remarked, “We are like a guinea pig
sitting in a fish bowl with the word ‘white’ in the
Constitution. No lawyer, no matter how skillful,
can defend it, and no judge, even a Southern
judge, will sustain it” (Marquard, 2003, p.
20). These forces, the risk of banishment by
universities, the risk of losing alumni support,
and the risk of legal susceptibility converged
to make it in the best interest of Sigma Chi to
remove their explicit white clause for solvency
and survival.
Delta Chi White Clause Removal
Pressure from alumni was also a factor
in Delta Chi’s decision to formally remove
their white clause in 1954. However, at this
time the national hostility toward integration
coupled with few legal victories up to that
point for Civil Rights likely made fear of legal
repercussions associated with the white clause
largely moot. The desire to maintain the
status quo is clearly seen in the 1954 annual
convention meeting transcripts, with several
fraternity delegates pointing out that the NIC
had not taken a stand on the issue (Ellis, 1954).
The conference chairman, Mr. White, shared
that, “Many fraternities in recent years have
considered this question. Many have refused to
take any action whatsoever. A few fraternities
have taken positive action. Some have done the
things we are considering here” (Ellis, 1954, p.
455). After prolonged debate, “The Committee
on Constitution and By-Laws, after careful and
prolonged consideration of all arguments pro
and con has concluded that in the best interests
of the Delta Chi Fraternity that the so-called
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‘white clause’ of the constitution be eliminated”
(Ellis, 1954, p. 416). After a majority vote, the
de jour white clause was removed by Delta Chi
in 1954.
However, careful analysis of the convention
meeting transcripts using CRT, and interest
convergence specifically, reveal a less altruistic
covert solution to the “white clause problem.”
Chairman White explained that:
Informal polls [reveal that] many
fraternities have never had such a
statement in their constitution or their
ritual and yet observe that practice very
religiously, and indeed one of the most
prominent fraternities recently has
severely disciplined a chapter, expelled
it, because of an action specifically of
initiating a Negro, although it was not in
either their constitution or their ritual,
but it was their accepted practice. (Ellis,
1954, p. 454-455)
An idea proposed by delegate Craig Ritchie
from Kentucky became popular:
I would suggest a straw vote if you think
it is necessary or would do any good, if
we could form a gentlemen’s agreement,
not put it in the Ritual and take it out of
the Constitution, but have a gentlemen’s
agreement and a gentlemen’s word
is as good as his bond, and we are all
gentlemen, I am sure of it. A gentlemen’s
agreement to the effect we would not
pledge anybody (laughter), of any other
race. (Ellis, 1954, p. unknown )
It is unclear from the meeting transcripts if
there was an actual vote on this “gentlemen’s
agreement,” however shortly after this
suggestion the committee voted to remove the
white clause from their constitution and the
meeting concluded (Ellis, 1954). Given that
a man of color was not officially initiated into
the fraternity for at least another six years, it
is a strong possibility that the clever fraternity
men found a way for their interests, maintaining
racial homogeneity, to converge with their

other interests, a public image of integration.
Informed by the above literature review and
archival research, data gleaned from qualitative
interviews with Delta Chi and Sigma Chi men
around the time of their organizations initiating
the first men of color are presented below,
guided by the theoretical framework of CRT.
Interview Methods
After identifying the first members of
color in Sigma Chi and Delta Chi, participants
were recruited for involvement in this
phenomenological study using several different
strategies. The primary recruitment strategy
was searching public websites for fraternity
alumni groups, subsequently contacting the
men listed, introducing the study, and soliciting
contact information for fraternity brothers
who were in their chapters at the time chapters
initiated the first men of color. E-mail was
used as the primary method of initial contact,
and approximately 80 e-mails were sent. In
response to the e-mails, seven men responded,
and interviews were set up with these
participants. Utilizing snowball sampling, these
men helped the researcher secure another two
participants. The first Delta Chi man of color,
Paul Lin, quickly responded and enthusiastically
participated in the research project. The first
Sigma Chi man of color, Michael Sims, did
not respond to several e-mails, phone calls,
and voice-mails. Audio-taped semi-structured
phone interviews took place utilizing an eight
question interview protocol (Padgett, 2012),
with interviews lasting from 20-50 minutes in
length. Questions included, What role, if any,
did your race and the racial makeup of the current
fraternity members play in your decision to join the
fraternity? And, How would your summarize the
conversations about race within your fraternity at the
time you joined? Organic follow-up questions
and probes were utilized as needed to facilitate
interview depth and to clarify and contextualize
comments (Rubin & Rubin, 2012).
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Participants
The eight participants ranged in age from
64-78. Except for one participant, Paul Lin, all
participants identified as white/Caucasian. All
of the men graduated from their undergraduate
institution, and while not solicited, most
men shared their religious affiliations which

were predominantly Protestant with one man
identifying as Catholic. Two men requested that
pseudonyms be used in data reporting and the
other seven men consented to use of their real
names. Additional demographic information is
contained in Table 1 below:

Table 1
Participant Demographics
First Name

Fraternity

Chapter				Date Initiated

Robert		
Ed			
Mark		
Pete		
Paul		
Michael*		
Ralph		
Jim		

Sigma Chi
Sigma Chi
Sigma Chi
Sigma Chi
Delta Chi		
Delta Chi		
Delta Chi		
Delta Chi		

University of Rochester		
University of Rochester		
University of Rochester		
University of Rochester		
University of California-Berkeley
University of California-Berkeley
University of California-Berkeley
University of California-Berkeley

1961
1964
1968
1968
1960
1957
1958
1961

*pseudonym
Analysis
Interviews were transcribed and coded using
Atlas.ti software. Each participant was provided
a copy of his transcript for review which served
as a member check of the data (Creswell, 1998).
The data were coded using phenomenological
methods including data-driven first level
inductive open coding procedures (Boyatzis,
1998; Creswell, 1998) with a focus on
horizontalization (Moustaka, 1994) with the
researcher being careful to bracket individual
biases or experience (Creswell, 1998). Codes
were then collapsed into thematic headings
or clusters of meaning, which guide the
presentation of data below (Moustaka, 1994;
Saldaña, 2012). The final analytic write-up
was guided theoretically by CRT (Bell, 1980;
Crenshaw, 1988; DeCuir & Dixon, 2004).
Author Positionality
Prior to the presentation of results and
analysis, my positionality and identities are

important to note to help contextualize the
research. I am interested in this topic because
I am a member of a HWF, Delta Chi, and when
joining the organization I was naively unaware
of our white clause. I believe that HWFs are a
site for incredible opportunity and have great
responsibility to be national leaders for social
justice reform in higher education and society
writ large. In order to be change agents
those of us in HWFs need to document our
historical inventory, including legacies of racial
discrimination. Finally, I must acknowledge
that my whiteness and the decision to use
CRT as the guiding theoretical framework for
this research cause me trepidation. CRT was
developed by scholars of color to critique the
normality of whiteness in law, and eventually in
education. However, over time white scholars
have sometimes appropriated and/or coopted the intellectual efforts of CRT and the
scholars of color who utilize the framework. I
use CRT to provide structure and grounding
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for this research and analysis because it is the
best framework available for understanding the
complexities of racism and achieving the social
justice principles to which I strive.
Results
Data analysis revealed four macro themes
under which salient codes are described below.
First, participants did not enter college intending
to join a historically white, or any, fraternity.
Second, participants indicated that their race,
or the race of other fraternity members,
did not play a role in the selection of their
fraternity. Third, individual campus and chapter
experiences with race were contextualized by
larger organizational, political, and social events
and politics. Fourth, racially integrating Sigma
Chi and Delta Chi was seen by members at the
time as the right thing to do. A final heading
in this section presents data from the interview
with the first man of color in the Delta Chi
fraternity, Paul Lin, separated to assist readers
in identifying similarities and differences in his
data from the other white participants in the
study.
Theme One: Lack of Intentionally in Joining
Fraternity
All of the participants indicated that
they did not specifically enter college with
intentions of joining any fraternity. Their
decisions to join were typically motivated
by friendships they made on campus or more
pragmatic reasons such as the attractiveness of
a fraternity house or filling residential needs.
Participants reflected an awareness of the
negative stereotypes relating to fraternities and
stated that their specific organization differed
from the stereotype. Pete, a Sigma Chi from
the University of Rochester, indicates that his
chapter of Sigma Chi was attractive because it
“was not like most other Sigma Chi fraternities
in the country, we had a 4.0.” Participants were
drawn to the opportunity to develop deeper

friendships in the fraternity, but not necessarily
“brotherhood.” Regardless of the motivations,
all participants made the decision to join their
respective organizations yet each participant
indicates that race was not a factor in their
decision, a theme further explored below.
Theme Two: Race as a Non-factor
All participants, including Paul Lin from
Delta Chi, shared that their race and the racial
homogeneity of the chapter members at the
time did not have an impact on their decision
to join their chapter. This espoused value of
color blindness was salient in every interview,
articulated by Ralph, a Delta Chi from the
University of California (UC)-Berkeley, “I
was not aware that there was any race bias or
preference at the time.” Despite values of color
blindness, Ed, a Sigma Chi from the University
of Rochester, notes some intentionality in terms
of desiring a broadly defined diverse chapter, “I
was looking for a very diverse group of people,
you know, not a jock house or nerd house, and
I found it there.” Several members indicated
that the racial homogeneity of their fraternity
was a reflection of the lack of racial diversity on
campus at the time. Comments also frequently
reflect the perpetuation of a Black-white
binary when discussing race common among
participants. This Black-white binary is seen
in a comment from Pete, a Sigma Chi from the
University of Rochester, who initially speaks of
race, and then narrows to only Black students:
Race did not play any role at all, at least
in my case. There were just not that many
Blacks on campus. In 1970 or 1971
Rochester opened up admissions and
took a lot of students who could not make
grades.
The implication is that when admissions
standards were lowered, campuses, and
subsequently historically white fraternities,
diversified racially.
Despite initial statements of color blindness,
some members did share examples of when
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race was pointed out as an issue, despite their
lack of awareness. “We did have a Black speaker
come into the chapter…who…talked about the
problems that a lot of us did not really realize
were happening. I know some of the people
of the fraternity said, ‘it is really like that?’”
(Michael, Delta Chi, UC-Berkeley). Similar to
the initial lack of awareness about race, most
fraternity members were also unaware at the
time of joining their fraternities of the existence
of white clauses restricting membership to
white men.
Race and White clauses. The topic of
a clause restricting membership to white men
was the primary focus of the interviews, and
participants had strong opinions about these
clauses. Ralph, a Delta Chi from UC-Berkeley
shared what many other participants voiced, “I
was not aware, and I don’t think I believed it. If
they had a clause it would be ignored.” Other
participants shared learning of the white clauses
after they joined their organizations. Despite the
general lack of awareness, Robert, a Sigma Chi
from the University of Rochester shares that he
was very aware of the white clause at the time
he joined the fraternity, “It was well publicized
in the campus newspaper, I believe the house
was even being picketed during pledging.” A
frequently appearing code under the theme of
color blindness for participants was the role
their service in the U.S. military played in their
color blind values. Several participants shared
that the military was more progressive than the
rest of the country related to race issues, and
that when they enrolled in college after serving
in the military they were surprised that society
had not advanced toward a color blind equality
they observed in the military.
Religion and the White clause. An
issue that came up in most interviews was that
religious integration of Delta Chi and Sigma
Chi occurred before racial integration. Most
participants indicated being aware that white
clauses restricted not only race, but also limited

membership to Protestant men. However the
religious component of the clauses was harder
to enforce, and several participants indicated
knowing Jewish and Catholic men in their
fraternity before men of color. Jim, a Delta Chi
from UC-Berkeley shared, “It was part of the
unspoken white clause at the time, not taking
Jewish members, but our particular chapter
did not seem to be too concerned about it.”
Robert, a Sigma Chi from the University of
Rochester, presented an even more malleable
understanding of the clause, “We were aware
that nationals might not be real thrilled with
Jewish members but we were not concerned
about it at all.” The religious integration was
not presented by participants as intentional, but
as a reflection of mere demographics, as Mark,
a Sigma Chi from the University of Rochester
indicates:
U of R had a very heavy Jewish presence,
and of course in the 60s it was hard to
figure out who was disdained more,
particularly down south, Jews or Blacks.
But I never paid much attention, it was
irrelevant…I did learn how to eat lox and
bagels though.
While views of color blindness were apparent in
each interview, participants did identify issues
related to race and racism contextualized by
larger social issues occurring at the time.
Theme Three: Organizational, Political, and
Social Politics
Most participants indicated their frustration
with both fraternity national staff, and also the
local university administrators as they struggled
to integrate their fraternity chapters. While
some participants indicated that alumni were a
barrier to racial integration, others spoke about
the important role alumni played in pushing
an integration agenda. “We had local support
from alumni who knew what was going on and
supported us. One really rich guy in particular,
I don’t remember his name. It is very important
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to have the local alumni support” (Pete, Sigma
Chi, University of Rochester). Mark further
paints a dramatic picture of the conflict with
nationals:
We got into it pretty hard with nationals,
we went head to head. I find this irritating,
40 years later, but we were going head to
head with nationals, and we were thinking
about starting a new chapter, Sigma Nu,
and really coming down to a show-down
(Sigma Chi, University of Rochester)
Perhaps due to these challenges over racial
integration, most participants indicated feeling
disconnected to their fraternities nationally,
“I do not have deep love for Sigma Chi, but I
respect and appreciate the institution and what
it did for me” (Mark, Sigma Chi, University of
Rochester). Additionally, no men spoke of allies
on campus in terms of university administrators
as assisting with integration efforts. Often,
university administrators were seen as putting
undue pressure on fraternities which were
struggling internally. Mark further noted that
the university officials, “made our lives very
difficult. They piled it on and made it harder for
us to negotiate with nationals.”
The most tangible way national fraternities
wielded influence to restrict integration was
through the unspoken process both Delta Chi
and Sigma Chi implemented following official
retraction of white clauses of reviewing each
individual membership bid via photograph.
Mark, a Sigma Chi from the University of
Rochester explained, “I don’t recall the exact
details, but what you call the white clause was
really a socially acceptable clause, they required
photos of our brothers at nationals.” This
process was commonly referred to as the “black
ball” system. “Sigma Chi had a white clause in
its constitution, they got rid of it in 1966 I think,
but they replaced it with an under the table
black ball system” (Pete, Sigma Chi, University
of Rochester).
Ed, a Sigma Chi from the University of
Rochester demonstrates the difference between

de jour and de facto discrimination in his
fraternity, “So the discrimination, or subtle
discrimination, was still going on for some time
even after it was supposedly ended.” In addition
to campus and national struggles related to
integration, a national climate pitting north vs.
south was described by most participants. Men
described Delta Chi and Sigma Chi chapters
pushing for integration being located in the
north as not coincidental. Robert, a Sigma Chi
from the University of Rochester, shared:
I had been elected president of our
fraternity, and I went to a workshop at
the University of Tennessee. I remember
some alumni standing up and saying, using
the term Negro, that was the politically
correct term at the time, that no clause
did not mean they had to be brothers with
any Negroes.
Mark, a Sigma Chi from the University of
Rochester, voiced similar north v. south issues,
referencing the Ku Klux Klan, “Sigma Chi was
an old line, rooted in the deep south, fraternity,
which I did not appreciate until I was there. You
know, guys wearing white hooded robes down
south.” Despite the local, regional, and national
challenges, participants all shared that they saw
integration as the right thing to do, despite
forceful opinions to the contrary.
Theme Four:The Right Thing to Do
None of the participants identified as
activists, nor was there any intentionality present
in their decision making around pushing their
fraternities to racially integrate. All participants
indicated that the men of color, Mike in Sigma
Chi and Paul at Delta Chi, were good guys and
therefore having them as fraternity brothers was
the right thing to do. Pete, a Sigma Chi from
the University of Rochester, modestly declared
that, “It was just simply a matter of justice.” This
concept, that the participants liked the men of
color and had intrinsic values of fairness, drove
their actions to integrate. “We just thought that
ending discrimination was the right thing to do.
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We did not think it was a big deal. We were
not looking to make a statement, Michael was a
good guy, and we just did it” (Pete, Sigma Chi,
University of Rochester). Despite opposition,
even internal to the fraternity, participants
described entrenched feelings that they were on
the right side of history, as reflected by Mark,
a Sigma Chi from the University of Rochester:
They threatened to black ball us over
Mike, we were in a conflict to see if the
other guy would blink. It was really a very
interesting and intense struggle. At the
time, you know, we were like, we gotta
do this. I look back on the bothers of the
house who questioned the decision. But
this was our pledge. We like this guy.
This is our stand… we were ready to
throw down over this issue.
Jim, a Delta Chi from UC-Berkeley concisely
shared his feelings, “They removed the white
clause, but it was an understanding that we
should still adhere to it. Kind of bullshit. We
ignored it.” Despite the overall minimization
of struggles for integration, one participant
shared some awareness of the much larger
implications of their efforts, “We were not
just rushing a Black and fighting Sigma Chi,
we were also fighting the war, all of it” (Pete,
Sigma Chi, University of Rochester). One
salient theme was sincere pride that they were
a part of integrating their fraternity, with one
participant even asking if the researcher would
help him create a documentary encapsulating
the struggle. The presentation of data now
concludes with specific attention paid to the
comments of Paul, the first man of color in the
Delta Chi Fraternity.
Paul’s Experience
Paul Lin grew up in Berkeley,
California and is the son of a professor. He was
born in China and moved to the U.S. when he
was five, and was the valedictorian of his high
school. He initially sought out being a member
of a fraternity, as Paul did not want to live at

home, and living in a fraternity house in close
proximity to classes was attractive. Paul was
not initially aware of the trailblazing nature of
his fraternity involvement. “I went through
the whole rush process…of a number of
fraternities. Delta Chi was actually the only one
that gave me an offer, and I accepted it. I did
not know at the time that it was a big deal.” Paul
did later learn of the historical significance of
his initiation, something he has become proud
to discuss.
At the time of his initiation, Paul indicated
that his race, and the exclusively white fraternity
he was joining, seemed irrelevant. “At that time,
it (race) played almost no part. I had no idea
there was any prejudice or discrimination.” Paul
shared that he slowly became more aware that
his race did have an impact on his experience
in Delta Chi. He recalls a social event in his
first year on campus with women from Mills
College, in which his fraternity brothers
attempted to set him up with a Chinese woman
at the dance. “So I danced with her. But then I
also started dancing with other Caucasian girls.
I found out after that this girl was offended I
did not spend the entire evening with her.” This
subtle recognition of his race, and therefore his
difference from his fraternity brothers, caught
Paul off-guard. Also surprising to Paul was his
retroactive learning of the contentious nature of
his initiation:
I found out after that Abracadabra wanted
to pledge me but it only took one black
ball, and it turned out one member of
Abracadabra black balled me, it turned
out that when Abracadabra and Delta
Chi merged, this guy quit, and then I fit
in with the rest of the fraternity, because
that guy quit…It was at least a semester
until I found out all of this stuff.
Paul acknowledges that within Delta Chi, at
Berkeley, and also nationally, the politics of race
were volatile beyond his awareness at the time,
“These days when I read the history I think geez,
was that all going on? I was not an activist in any

Oracle: The Research Journal of the Association of Fraternity/Sorority Advisors
Vol. 9, Issue 1 • Spring 2014
66

sense. I went to school, and got good grades.”
This strategy of being studious was productive
for Paul, and he recalls his undergraduate
experience fondly, albeit academically
consuming.
Despite his consuming academic focus, Paul
does have a salient memory when his race and
his role in Delta Chi history were acknowledged
by the national organization:
After a year we had a visit from a guy
from nationals, a leader, or president
or something, and he came over and
congratulated me. I did not know why.
He never said you were the first, but I
figured it out. I may have been the first
on the entire campus.
This visit from a national Delta Chi representative
confirmed for Paul that regardless of his
ignorance of the situation, his initiation into
the fraternity represents a historic moment in
the history of a fraternity dating back to 1890.
Paul indicated that recently administrators at
UC-Berkeley contacted him about writing a
biography on him, though it never came to
fruition. Paul shared that he was surprised
when, “About a year ago I went and visited the
Abracadabra chapter and talked about what it
was like being the first, and they had no idea
about the history.” The lack of acknowledgment
of Paul’s role in the fraternity at the local and
national level came as a surprise to Paul and his
fraternity brothers. These findings, and other
important implications, are presented below
utilizing CRT as a frame for analysis.
Limitations
Several methodological limitations influence
the qualitative data presented from participant
interviews. First, while the data were memberchecked, the use of only one coder does
not allow for the presentation of inter-rater
reliability scores which would add to validity.
The sampling and data collection strategies are
also limiting. Participants were cumbersome

to identify given poor membership records.
Finally, phone interviews were necessary given
the geographic spread of participants, however
in-person interviews may have allowed for the
collection of richer data.
Discussion
Analyzed through a lens of CRT, and
specifically the tenant of interest convergence,
the motivations for HWFs to racially integrate
reflect a combination of internal and external
factors. Outside of the specific fraternities,
a national evolution on the topic of race and
integration in the middle of the twentieth
century put great pressure on HWFs to
integrate. This external influence may have
forced otherwise reluctant fraternity alumni
and staff to integrate, for failing to do so may
have resulted in the abolition of chapters on
many college campuses. However, interview
data from this study simultaneously reveals
an internal interest in integration on behalf
of some alumni and chapter members, albeit
from a color-blind perspective. Nonetheless,
the effort of men to integrate their HWFs is
laudable, and documenting this history has
relevance for members of these organizations
today who aspire toward social justice goals.
Interestingly, studies find that white students
are less likely to participate in fraternity life at
more racially diverse campuses, validating the
assertion that racial exclusionism can breed more
exclusionism (Chang & DeAngelo, 2002; Lee,
1955). Therefore predominantly white colleges
and universities should be particularly aware of
the potential negative impact HWFs can have
if they are slow to embrace multiculturalism.
Many fraternities reluctant to initiate people of
color publically support diversity but through,
“the rhetoric of ‘color blindness,’ and even
politically correct buzzwords like ‘diversity’
and ‘multiculturalism,’ need to be recognized
as discursive strategies of obscuration,
hoodwinking the modern racial inequalities”
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(Hughey, 2009, p. 238). This color-blindness,
also readily apparent in interview participant
transcripts,
however
well-intentioned,
represents a regression of racial consciousness
in the U.S. and functions to limit critical
conversations on campus about the systemic
and institutional nature of racism (Bonilla-Silva,
2009). Substantial work needs to be done by
higher education administrators, fraternity
alumni, and headquarters staff to counteract
centuries of white privilege embedded in most
HWFs organizational histories (Syrett, 2009).
Despite historical and structural challenges,
phenomenal opportunity exists for HWFs to
critically examine racist histories in an effort
to learn and grow as organizations and to
educate their members. Sigma Chi presents a
model for this engagement through their direct
confrontation of the history of their white
clause in multiple venues. For example, they
document specific examples of strategies their
members can engage with to strive for racial
justice in their 1991 magazine about diversity
which centers the voices of several members
of color, with specific sections about African
American and Asian American men (Hutchens,
1991). They also include contributions from
current members of their fraternity discussing
diversity, including a white 20 year old member
who shares that, “multiculturalism involves
more than just not being racist; it is the continual
attempt to learn from and develop a real
appreciation for people and practices outside
our own; not just for PR…but because other
cultures honestly have important lessons..”
(Hutchens, 1991, p. 61). In Sigma Chi’s 2003
magazine, which specifically addresses the
history of their white clause, another white
collegian challenges his brothers to avoid making
“diversity a non-issue…but to actually be
embraced by the fraternity” (Marquard, 2003,
p. 27). This same edition highlights experiences
of gay men, Jewish men, and men who explore
their intersecting identities (Marquard, 2003).
Interviews from this study revealed that men in

their HWFs at the time of racial integration did
not see themselves as activists or change agents,
and documenting and celebrating this history
may make similar engagement by college
students today, who similarly may not want to
be activists, more likely.
Conversely, Delta Chi has been slow to
address diversity, multiculturalism, or social
justice directly, instead adopting a color blind
approach to race. Delta Chi has an educational
curriculum called the KEY Program chapters
are encouraged, but not required, to adopt. One
of the “areas for mastery” in the KEY program is
“diverse perspectives,” which encourages men to
complete activities to secure mastery through;
cultural diversity, positive diverse interactions,
evaluation of different points of view, and
Emotional Intelligence (Delta Chi Fraternity,
n.d.b). In the absence of any other educational
intervention, this educational option, lacking
a critical perspective of understanding of
social justice, leaves members open to have a
fraternal experience void of any understanding
of the history of racism in the organization or
any encouragement to work for racial equity
on campus and beyond. Delta Chi and other
HWFs can look to Sigma Chi as an example
of how to document and use racist histories
and demonstrate a commitment to developing
race-conscious collegians devoted to making
chapters, campuses, and society more inclusive
for all people.
Conclusion
Archival
research
informing
a
phenomenological study aimed at understanding
the experiences of fraternity men at the time
of integration is novel in higher education
literature, and therefore offers an important
contribution. The dual purpose of this research,
first to document in the historical record the
integration of two HWFs, and second to explore
the experiences and context of men in the
fraternity at the time of integration using CRT,
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offers much fodder for reflection. The research
presented here may be of unique interest to
members of Delta Chi and Sigma Chi, but
the larger fraternity and sorority community
can use the findings to help motivate critical
conversations about the history of race in
individual organizations and the contemporary
engagement, or lack therefore, of international
organizations and chapters in social justice
efforts. It is important to note that there is great
variance between and within HWFs and from
campus to campus. Some individual chapters
of HWFs are very racially diverse, while others
remain racially homogenous (Tobenson &
Parks, 2009). Moreover, race is complex, and
“casting racial significance in a binary between
color blindness and explicit discrimination does
a disservice to how we understand race” (Park,
2008, p. 128). Therefore, future research on
the topic should examine race from a lens of
intersectionality (Crenshaw, 1991).

Examining historical research presents an
opportunity for educators to develop deeper
understandings of race and racism in the U.S.
and a critical analysis of primary sources helps
illuminate some of the racial underpinnings which
still have an impact on race in today’s fraternity
communities.
While primary document
analysis must be historically contextualized, this
should not excuse racism when it is uncovered.
Similarly, stories of people who spoke out
against racism from places of privilege, such as
white fraternity men, are important to narrate
to help weave together a more complex and
nuanced narrative of race, racism, privilege,
power, and oppression in U.S. white fraternal
organizations. History is contested and subject
to interpretation. It is therefore the aim of this
research to challenge versions of history which
may excuse or pardon racism in HWFs in the
spirit of evolving consciousness and inspiring
racial justice activism among members, like
myself, of Historically White Fraternities.
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Appendix A
1954 Delta Chi Meeting Minutes

Oracle: The Research Journal of the Association of Fraternity/Sorority Advisors
Vol. 9, Issue 1 • Spring 2014
72

Appendix B
1964 Delta Chi Quarterly
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