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CHAPTER |
INTRODUCT ION

The genesis of student personnel services in American colleges and
universities stems from three major traﬁsitions in higher education.
These transitions were the secularization of higher education, the influ-
- ence of Germanic scholarship, and the introduction of coeducation.

The earliest higher education in the United States was sectarian in
nature. Many of the early colleges were affiliated with specific reli-
gious denominations, and throughoﬁt the first half of the nineteenth cen-
tury this affiliation was still more the rule than the exception.] The
faculty and often the college president were involved in such student
personnel functions as ''housing, discipline, activities, and certain sim-
ple forms of counseling.“2 Leonard indicated that these services had
originated in the colonial cdllége and had persisted for the first cen-
tury and a half of American History.3

The passage of the Morrill Act of 1862 marked a major change in sec-
ularization of higher education.u The rapid changes in curriculum from
""'elassical'' education to the practical art;, coupled with the broadening
of the student base, lessened the ability of the faculty and college pres-
ident to continue their student personnel responsibilities.

The student extracurriculum had also broadened to include Greek-
letter fraternities in the 1820s and 183055 and'intercollegiate athletic

6 . . . . .
events. Thus, secularization of higher education, curricular changes,
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as well as increased student enrollment and the nature of student activi-
ties led to a situation in which the faculty and the college president
were no longer able to carry out all the supervision they felt necessary
for the student extracurriculum.

A second factor in the evolution of student personnel functions was
the influence of Germanic scholarship upon the faculty. Faculty, who
had taken graduate trainjng in Germany, became ''imbued with a thorough
going intellectual impersonalism, which led them to a complete disregard
for the students oufside of class hours.”7 As faculty became more in-
volved in the demands of their discipline and research, there was less
time and interest in becoming involved in student life and activities.

The third significant factor leadfng to the development of student
personnel services was the adventlof coeducation. In 1837, Oberlin Col-
lege in Ohio matriculated the first women students and began the coedu-
cation movement.8 while the inauguration of coeducation did not produce
significant numbers of women in célfeges immediately, the growth of coed-
ucation was slow but s;eady. The arrival of women on campuses did lead
""to the appointment of lady principals or preceptoresses to give special
attention to the problems of women students.”9 Holmes indicated that
these positions were the precursors for the development of the position
of dean of women.

The first college dean was appointed at Harvard College in 1870.
His tasks, in addition to teaching, included the administration of dis-
cipline and enrollment.]] The growth of thé office of dean was rapid
and part of "an effort to maintain collegiate and human values in an at-
mosphere of increading scholarship and specialization.“]2 By 1890, Har-

vard College expanded the duties of the dean and listed this position as
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'"dean of student relations. The University of I1linois appointed the
first dean of men in 1901."
Peterson, Eddy, and Pitts have listed six significant elements in
the early development of the student personnel field. These were:
1. The deans of women first began to meet annually in 1903
and affiliated themselves in 1916 as the National Associa-

tion of Deans of Women.

2. Seven directors of student unions met together for the
first time at Ohio State University in 191k,

3. The first book about the field appeared in 1915. This was
a handbook, 'The Dean of Women,' by Lois Matthews Rosen-
berry.

L. The first formal course in the field appears to have been
a course for deans of women offered by Dr. Paul Monroe at
the Columbia University Summer School in 1916.

5. Several deans of men conferred together and formed the Na-
tional Association of Deans of Men in 1917.

6. College physicians, whose roots go back to the mid-1800's,
organized the American College Health Association in1920.15

The growth of student personnel work in colleges and universities
roughly parallels the development of the public school guidance move-
ment.]6 In addition, the vocational guidance movement, the use of psy-
chological testing for classification and assignment of men in the armed
services, and the scientific management movement were also arising as na-
tiénal movements at this time.]7

In 1938 and 1949, the American Council on Education published formal
statements articulating the ''student personnel point of view,' which
stressed the uniqueness of each individual student and the need for devel-
opment of the total student. These statements Fecognized that teaching,
counseling, student activities, and other organized educational efforts

start in relation to the students' developmental level within their edu-

cational experience.



The early legal basis for student personnel was based on the concept

of in loco parentis. This concept was first articulated in Gott v. Berea
College, a 1913 Kentucky case, which stated that '"College authorities

stand in loco parentis concerning the physical and moral welfare and men-

tal training of students, and .. .may make any regulation for .. . better-

nl9

ment of their pupils that a parent could for the same purpose. The

concept of the in loco parentis doctrine was the base for student person-

nel work for épproximately fifty Years. ""Student personnel workers work-
ed diligently t& provide for students [those things] good parents provid-
ed": food, shelter, finances, social interaction, advice, discipline and
health care.20

The idea that colleges and universities stood in the place of the
parents for students was’overturnéd by a series of court decisions which
rejected the concept thaf schools held the same powers over students that

parents had over minor chi]dreh.ZI Beginning with Dixon v. Alabama Board

of Education (1961), the courts have taken the position that students did
not relinquish their constitgtional rights upon matriculating in institu-
tions of higherveducation.22 In addition to court action, state laws and
the ratification of the Twenty-Sixth Amendment in 1971 have lowered the
23

age of majority from twenty-one to eighteen.

The outgrowth of this decline of in loco parentis was the need for a

new theoretical constrﬁct for student personnel services. The develop-
ment of the theoretical construct upon which student personnel work could
build was heavily influenced by the human development theorists such as
Piaget, Peck and Havighurst, Erikson, Chickering, and Loevinger.zLE Del-
worth and Hansen listed five human development theories which serve as

the foundations for the emergence of student development as a major
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construct for student personnel work. These are: psychological theo-
ries, cognitive developmental theories, maturity models, typology models,
and person-environment interaction models.

Student development did not simply replace those student personnel

functions which had been initiated under an in loco parentis structure;

rather, it provided a new rationale for the continuation and expansion of
student services, according to Morrill et al. (1980):

Health education and recreation programs grew up to complement

the health care of health centers. Resident education programs

grew to complement the management operations in housing. Stu-

dent Unions placed increased emphasis on cultural and social

development, and financial aids offices considered the neces-

sity of teaching studengs how to better manage the money that

was being distributed.?

The theory-based student development model led professional associa-
tions in student personnel to examine training for individuals within the
field. In 1974, the American ColTege Personnel Association undertook a
project to identify the skills and competencies needed for student per-
sonnel work, and from this beginning a compilation of skills and compe-

27

tencies was developed. The project was undertaken in order to move the
training of student personnel professionals to a competency-based educa-
tional program.

This initial effort to provide competency-based education for stu-
dent personnel professionals led to the compilations of a large number of
skills and competencies. The implementation of this material in a compe-
tency-based training program was faced with difficulties on two levels.
The preparation of professionals in student personnel must, by necessity,
be general since specific vocation within student personnel demands par-

ticular skills. A financial aid officer would need a different orienta-

tion than an individual working in residence halls; counselors would



require different skills than individuals involved in student activities.
While some overlapping does occur among the units of student personnel, a
significant degree of this learning must be oriented toward the particu-
lar unit.

The second difficulty encountered in the establishment of competen-
cy-based training centers centered around the diversity of academic areas
from which professioaals in student personnel may be drawn. While most
individuals entering the student personnel area have received training in
either student personnel or counseling and guidance, a significant number
of individuals are selected whose academic backgrounds are not in either
of the aforementioned areas.

While these problems in the implementation of competency-based stan-
dards for student personnel loomed large, another group was formed in an
effort to establish standards for the units within the student personnel
area. The Council for the Advancement of Standards for Student Services/
Development Programs began meeting in Washington, D.C. during 1980 in an
effort to develop separate standards for its constituent units. Using a
structufal format, which included a component on professional prepara-
tion, the Council sought input from persons in eighteen student personnel
areas in the development of these standards28 (see Appendix A).

The range of administrative units and responsibilities may be seen
in the functions which fall within the scope of the chief student person-
nel officer. Table 1.1 illustrates the diversity of functions which fall
under the responsibility of the chief student personnel officer in col-
leges and universities.29

From the list presented in Table 1.1, it is evident that as student

personnel work has evolved it has come to encompass a wide variety of



TABLE 1.1

PERCENTAGES OF FUNCTIONS UNDER THE RESPONSILILITY OF
CHIEF STUDENT PERSONNEL OFFICERS COMPARED
WITH '1962-63 STUDY BY AYERS

1962-63 Study 1976-77 Study

Function , (Percent) (Percent)
Admissions 29.5 Ly 3
Career Planning & Placement 45.8 78.9
Personal Counseling 55.2 78.9
Campus Police/Security --- 20.3
Financial Aid 33.9 65.8
Food Service 12.5 16.7
International Students'

Advising Programs 52.9 61.7
Health Service | 59.2 78.7
Intramurals ‘ 21.0 47.8
Intercollegiate Activities 16.3 36.1
Minority Student Programs --- 39.2
Registration & Records , 27.0 38.0
Residence Hall--Programs . 64.3 62.4
Residence Hall--Management --- 48.1
Student Activities 53.7 93.1
Student Employment -— 56.0
Student Publications --- 52.9
Student Union--Programs 4L .9 73.0
Student Union--Management . -—— 59.3
Veterans' Programs --- 50.7

Source: Frederick R. Brodzinski, '"The Changing Role of the Chief
Student Personnel Administrator,' College Student Per-
sonnel Administration: An Anthology (Springfield, I11.,
1982), p. 56.




services. These services require a variety of skills and knowledge by
the individual performing the work. It would seem that, to a large de-
gree, student personnel has evolved from an area of the generalist into
several distinct specializations. Even while this has been taking place,
a theoretical foundation--student developmenf--has been formulated for
student personnel work. Within this theoretical construct, four general
categories of student personnel work have been identified. These are:

1. Caring functions--counseling, health services, placement,
and financial aids.

2. Control functions--recruitment, admissions, discipline, and
housing.

3. Co-curricular functions--cultural programs, student govern-
ment and organizations, and social programs.

L. Educational and developmental functions--orientation, reme-
dial programs, culturally disadvantaged student programs,
and educational programs in residence halls.30
A study by Jones also indicated that the movement of student person-
nel work needs to move away from a control function. He stated that in
recent years greater emphasis has been placed upon caring, co-curricular
31

and educational, and developmental functions.

The movement of student personnel from in loco parentis to student

development has many implications. Coupled with a higher degree of spe-

cialization in the various units of student personnel, student personnel

work may be evolving into several discrete units based upon a single the-
oretical base. This direction then has implications for the training of

student personnel workers and for institutions hiring persons to fill

student personnel positions.

Statement of the Problem

This research was designed to determine if there were similarities



in the skills and knowledge listed in position advertisements for seven
student personnel units and the skills and knowledge taught in academic
preparation programs in student personnel. The problem was to determine
the extent to which training programs prepared to enter the field and to

move into positions of greater responsibility once hired.
Importance of the Study

The rapid growth of student personnel work in colleges and universi-
ties, coupled w{th the evolution of studeﬁt development theory, have im-
plications for the training of persons seeking employment within the
field. The number of vocational specialties within student personnel has
implications as to the type of skills that are required for entry in the
field. Student development, on the other hand, represents a discrete
training approach.

This research also examined the requirements for positions in stu-
dent personnel which are not considered to be entry level. In this man-
ner, requirements for different levels of responsibility within student
personnel were compared to determine what different emphases exist. This
aspect of the research was important to ascertain what skills and knowl-
edge wereyneeded for individuals within a student personnel area to move
from entry—levél positions into more responsible positions within the
student personnel units and field. This aspect of the research has im-
plications for the type of in-service training that can be provided to

address promotional needs for job incumbents.
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CHAPTER 11
REVIEW OF THE LITERATURE
Introduction

The purpéée of this chapter is to provide a review of the literature
in the areas of student development, student personnel work, and gradu-
ate degree programs in student personnel. Since the purpose of this
study is to examine the training of persons within student personnel
graduate programs and the requirements sought by prospective employers
in several student personnel areas, the literature on formal training
and student personnel work has been reviewed. The rationale for review-
ing literature on sfudent development lies in its development as a con-

ceptual base for student personnel work.
Student Development

The emergence of student development as a theoretical foundation for
student personnel work came out of academic areas rather than from the
student personnel field itself. Morrill and Hurst indicated that in

loco parentis was a legal base for student personnel work, but it was

not theoretical. With its demise in the 1960s, the academicians--using
human growth models--developed the student developmental model as a base
for student personnel.

Miller and Prince have defined student development as being ''the

application of human development concepts in postsecondary settings so

13



that everyone involved can master increasingly complex developmental

3

tasks, achieve self-direction, and become interdependent. This defini-

tion rests heavily upon the work of Chickering, who identified the vec-
tors of development as being:

Managing Emotions

Becoming Autonomous

Establishing ldentity

Freeing Interpersonal Relationships
Clarifying Purposes

Developing Integrity.l+

NI FWN —

Delworth and Hansen pointed to five theory clusters upon which stu-

5

dent development theory is based. These were: psychosocial theories,
cognitive development theories, maturity models, typology models, and
person-environmental interaction models. The authors identified the psy-
chosocial theories as those which ére based on sequential stages which
define the life cycle.6 The early work in psychosocial theory and stages
of development was done by Erickson, who suggested that the growth of

the ego is the focal point of the developmental sequence.7 This ego de-
velopment reached points of cfisis at various times in an individual's
life cycle as the result of such things as sexual maturity and the acqui-
sition of a greater capacity to think in abstract ways.

Other psychosocial theorists have placed a greater emphasis upon the
social milieu to develop life cycle stages. At the age range of the typi-
cal college student, Levinson,9 Gould,]0 and Sheehy]] all saw the social
action of leaving home as the significant stage of development. In 1968,
Neugarten also illustrated the life changes for a typical young adult,
but he differentiated between the social tasks of men and women.]2 Neu-
garten saw the late teenage years for women as the time in which they

are seeking a mate and beginning families. For males, Neugarten ascrib-

ed this time frame as one in which careers are launched and a self-
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reliant lifestyle is beginning. Bernard, in her chapter in Chickering's

The Modern American College, raised doubts about the life stages defined

by Neugarten due to the increasing career demands made upon women in the
modern 's.ociety.]3
McCoy has identified a series of tasks for the young adult and the

institutional program responses and outcomes for the college-aged indi-

vidual. These are listed below:

Tasks

1. Break psychological ties

2. Choose careers

3. Enter work

4. Handle peer relationships

5. Manage home

6. Manage time

7. Adjust to life on own

8. Problem-solve

9. Manage stress accompanying change

Program Responses

1. Personal development, assertive training workshops
Career workshops, values clarification, occupational
information

Education/career preparation

Human relations groups

Consumer education/homemaking skills

Time/leisure use workshop

Living alone, successful singles workshops

. Creative problem solving workshops

Stress management, biofeedback, relaxation, transac-
tional analysis workshops

O O VU1 W

Qutcomes Sought

Strengthened autonomy

Appropriate career decisions

Successful education/career entry

Effective social interaction

Informed consumer, healthy homelife

Wise use of time

Fulfilled single state, autonomy

Successful problem solving

Successful stress management, personal growth.

W oSNNI Wi —
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Chickering and Havighurst have also identified developmental tasks
for the young adult. These were achieving emotional independence, pre-
paring for marriage and family life, choosing and preparing for a career,
and developfng an ethical system.]5

While the developmental tasks of the young adult have been the fo-
cus of this review of psychosocial theories, each of these constructs
has application to an older adult population also. Chickering and Havig-
hurst pointed to the concepts that human growth is a lifelong process and
that '"'participation in college programs by adults beyond the traditional
college age is expected to increase signh"’icantly.”]6

The second major theoretical foundation for student development rest-
ed upon cognitive developmental theories. One of the leading theorists
in cognitive development was Jean Piaget, whose three major concepts are:

1. A person actively interprets the world outside of him- or

herself; . .. he or she selectively attends to stimuli, im-
poses a 'meaningful' order onto the stimuli comprehended,
and develops and uses principles and rules to guide behav-
ior and solve problems.

2. Development is a progression through an invariant sequence

of hierarchical stages, with each stage representingaqual-

itatively different way of thinking.

3. Development is a product of the interaction between the
person and the environment.!7

Kohlberg utilized Piaget's cognitive development theory in develop-
ing a construct in the domain of moral reasoning. Kohlberg developed a
model of moral reasoning based upon three levels--preconventional, con-
ventional, and post-—conventional.]8 These levels can be viewed as an
ordered expansion of an individual's sense of self in relationship to

other individuals.]9 Figure 1 illustrates this relationship.
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In Figure 1, the Kohlberg model was illustrated as the sequential
growth of an individual from the egocentric level of development to an
eventual level of viewing oneself as a member of humanity. Of interest
in this illustration was the transitional stage of the self as being op-
posed to, or alienated from, society. This méy be seen as the moral de-
velopment of Reisman's autonomous individual.ZI

The cognitive development models were approached from the perspec-
tive that each level involves a sequential learning pattern and that pro-
gress from one level to another is the test of human development. This
contrasts with the psychosocial theories in their emphasis upon learning
responses rather than a life cycle through which most people pass.

The third major model utilized in the foundation of the student de-
velopment theory was the maturity model. This construct was based upon
the work of Heath, who attempted to incorporate four self systems with
movement along five growth dimensions. This concept of maturity was
based upon Heath's investigation of Haverford college students.22 This
configuration can be seen in Figure 2.23

Heath found that as college students became more mature, they moved
into a more autonomous position with respect to their intellectual abili-
ties, values, self-concepts, and interpersonal relationships.ZA He argu-
ed that while a major portioh of this maturity could occur during the
college years, the striving toward autonomous behavior was not limited
to that period of time.25

Whereas Heath's model attempted to develop a holistic approach to

development, it was limited by its concentration on the college age popu-

lation. As older, more mature students attended colleges, there was a
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greater need to advance models which incorporated their levels of growth

into developmental models.

Self Systems Task
1. Intellect 1. Becoming more able to repre-
sent experience symbolically
2. Values 2. Becoming allocentric or other-
centered
Self-concepts " 3. Becoming integrated
4. Interperson relation- L, Becoming stable
ships

5. Becoming autonomous

Source: Carole Wildick, Lee Knefelkamp, and Clyde A. Parker,
""Student Development,'' Student Services: A Handbook
for the Profession (San Francisco, 1980), p. 100.

Figure 2. Heath's Maturity Model

The fourth set of models used in the formulation of student devel-
‘opment theory was the typology model. Cross had suggested a sociological
approach to student differeﬁces because there were new students being
attracted to higher education.26 Many of these students were from minor-
ity groups, although most were Caucasian from ''"blue collar!'' families who
had not had access to higher education previously. These students may
have been less successful écademically and tended to view colleges as an
instrumentality to a befter economic life.27

The challenge of these ''new' students was that they did not repre-
sent the traditional values and aspirations of the previous generations

of college students. Cross' work was important in student development

theory because it identified a changing clientele in higher education
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for whom the work of student personnel may be invaluable, in that the
college or university may not be able to accept readily the values and
aspirations of these '"mew'' students.

Another typology waé Heath's personality model.28 This model was
based upon two‘dimensions: the ''ego functioning'' or maturity level of
the individual, and '"the manner in which the self interacts with the
world, achieves its satisfactions, and defends itself from threats to
its survival.“29

This model identified three levels (low, medium, high) along a con-
tinuum. The Heath model's highest level of maturity was characterized
as having six major attributes:

1. Intellectuality

2. Close friendships

3. Independence in value judgments

L. Tolerance of ambiguity

5. Breadth of interest

6.‘ Sense of humor.

The importance of Heath's work in the develobment of a personality typo-
logy was his emphasis on students as individuals and their individual
needs.

‘The last series of models used as a basic construct in student de-
velopment were the person-environment interaction models. The sources
of environmental impact, according to Moos, were the physical environ-
ment and the social and psychological environment.30 Moos defined the
physical environment as including those factors which are man-made as
well as those which are part of the natural environment. For colleges,

this encompassed not only the geographical and climatological features
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but also the architectural environment. The social and psychological en-
vironment included the organization structure and functions, the norma-
tive behaviors, social climate, and characteristics of others within the
environment.

Other theorists have speculated about the interaction between the
individual and the environment. Baker has stated that environments se-

31

lect and shape the behavior of the people who live within them. Wicker
developed the term ''behavior-environment congruence' as a way of describ-
ing those individuals living within a setting and the environmental fac-
tors in the setting which are interactiQe in an effort to produce stabil-
ity.32

Stern attempted to identify the interaction between the student's

33 Using Murray's typo-

personality needs and the environmental press.
logy, Stern identified personality characteristics which attempt to pro-
vide unity and direction for an individual. The Stern Characteristics
are listed in Table 2.].3h Stern utilized these identifiers to formulate
an Activities Index and College Characteristics Index to ascertain the
"fit" between the student characteristics and the institutional milieu.
The environmental ''‘press'' has been described by Stern as those fac-

35

tors outside the individual which interact with him/her. This percep-
tion of the external world was individual, but it was also merged with
the perceptions of persons within the shared environment.

Pervin has examined the interaction of individuals and environment
and developed the Person-Environment Transaction Model.36 Pervin theo-

rized that for every individual there are environments, both interper-

sonal and non-interpersonal, that fit with the personality of the



TABLE 2.1

STERN'S COLLEGE STUDENT CHARACTERISTICS INDEX

Abasement

Achievement

Adaptiveness
Affiliation-Rejection
Aggression-Blameavoidance
Change-Sameness
Conjunctivity-Disjunctivity
Counteraction-Infavoidance
Deference ‘
Dominance

Ego Achievement
Emotionality-Placidity
Energy-Passivity
Exhibitionism-Infavoidance
Fantasied Achievement
Harmavoidance

Humanism

Impulsion-Del iberation
Narcissism
Nurturance-Rejection
Objectivity

Order

Play

Pragmatism

Reflectiveness

Scientism

Sentience

Sex-Prudery
Succorance-Autonomy
Understanding

Source: G. G. Stern, "Environments of Learning,"
The American College (New York, 1962),
p. 706.
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individual. A good match between the environment and the personality
contributed to personal satisfaction, whereas a poor match produces
stress for an individual.

Moos contributed to the person-environmental models by having stress-

37

ed the impact of how a person perceived his/her environment. Moos was,
therefore, concerned with the individual's perception of the social cli-
mate as well as the physical‘environment.

The impact of student personality factors with environmental fac-
tors has led to the campus ecology movement as an integral part of stu-
dent development theory. Banning and Kaiser have pointed to three assump-
tions related to students in the college environment. The assumptions
were that some students should not be in college, some students need to
deal with personal issues before they are able to benefit from an educa-
tional experience, and some students need to develop new skills in order
to maximize the college experience.38 Banning and Kaiser further viewed
the university environment as being primarily one devoted to educational,
cultural, recreational, and social opportunities.

From the theories and models cited above have emerged a student de-
velopment model for student personnel work. Some of the dimensions for

39

student develooment cited by Drum are presented in Table 2.2. The di-

mensions for student development were based upon five assumptions. They
are as follows:
1. Human development is characterized by growth toward more
complexity, internal integration, and finer discrimina-
tion.
2. As development proceeds there is less tendency to anchor
beliefs, values, and judgments external to the self and
more to utilize internalized personal beliefs in negotiat-

ing life.

3. Developmental change is a continuous process.



L. Even though developmental change is a continuous process,
it is not uniformly one-dimensional.

5. Quantitative changes, such as (1) shifts in the valence of
an existing value or quality, (2) addition of a new re-
sponse mode, (3) utilization of more data in decision mak-
ing, (4) development of slightly different tastes and pre-
ferences, are the important building blﬁcks upon which the
more qualitative . . . changes are built. 0

TABLE 2.2

DIMENSIONS OF STUDENT DEVELOPMENT

Levels of Development

Areas of Development Basic Expansive Refined

Cognitive Structures Simplistic Relativistic Reflective

Aesthetic Development Instilled Broadened Enhanced
Preferences Appreciation Sensitivity

Identity Formation Conforming Experimental Intentional

Physical Self Unintentional Selective Personal
Practices Management Responsibility

Moral Reasoning Externalized Internalized Integrated
Locus Locus

Interpersonal Self- Role- Intimate

Relatedness Centered Dominated

Social Perspective Ethnocentric Culturally Anthropocentric

Relativistic Systems

Source: Weston H. Morrill et al., Dimensions of Intervention for Stu-
dent Development (New York, 1980), p. 25.

Morrill, Oetting, and Hurst have provided a conceptual model for
student development. This model is shown in Figure B.Q] The utiliza-

tion of this model in the development of intervention strategies for
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1. Target of Intervention /

(a) Individual

(b) Environments

(1) Primary group

(c) Media
(1i) Associational

group / (b) Training and consultation
(

(1) Institution or a) Direct interventions
community

3. Method of Intervention

Source: W. H. Morrill, J. C. Hurst, and E. R. Qetting,
Dimensions of Intervention for Student Devel-
opment (New York, 1980), p. 36.

Figure 3. Dimensions of Intervention
for Student Development



26

student development were outlined by Morrill and Hurst in the following

manner:

1. The Target of the Intervention: The target of the inter-
vention stated most simply may be either (a) the individu-
al or (b) the environments that affect or influence the
individual. The environments that affect the individual
include (i) primary groups, (ii) associational groups, and
(iii) institutions or communities.

2. The Purpose of the Intervention: The purpose may be (a)
remedial, (b) preventive, or (c) developmental.

3. The Method of the Intervention: The method of reaching
the target population may be (a) direct intervention by
professionals or administrators with the target, (b) con-
sultation and training of other helping professionals or
paraprofessionals, or (c) the use of media in carrying
out the intervention.
In addition, this basic model has been adapted to meet the student devel-
opmental programs for instruction, consultation, and milieu management.hB
Crookston, in his attempt to define student development, believed
that it was the application of human development principles and philoso-
phies within the context of higher education.hh He later stated that
"human development refers to the knowledge, conditions, and processes
that contribute . .. to the growth, development, and fulfillment of the
individual throughout life as a realized person and an effective produc-
. - L5
tive citizen."
With the acceptance of student development as a model for student
personnel work, the American College Personnel Association began a pro-
ject in 1974 to identify the skills and competencies needed for practi-
tioners in the student personnel area.u6 The resulting taxonomy was
very extensive (see Appendix B). More recently, the Council for the Ad-

vancement of Standards for Student Services/Development Program develop-

ed standards for the separate areas of student services.
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Student development theory was the outgrowth of the emerging need

for a construct to replace the in loco parentis base for student person-

nel work. This theoretical construct was to be founded upon the earlier
work of a number of psychosocial and human development theorists. The

models upén which student development theory was based were: psychoso-
cial theories, cognitive development theories, maturity models, typology

models, and person-environmental interaction models.
Student Personnel in Higher Education

The change of student personnel services from the control features

of in loco parentis into the student development model has led to some

concerns about the model of administration appropriate for student devel-
opment in higher education. Several different people and groups have
examined various configurations for student personnel organizations. The
first of these is the traditional construct of personnel services. This
model is illustrated in Figure 4, ""A Hierarchical Organization for Stu-
dent Services.“l’7
Figure 5 displays the model of ''Characteristic Patterns of Leader-
ship in a Mechanistic System,' as developed by French and Bel].h8 Accord-
ing to this model, there were several characteristics of hierarchical
pattern in a mechanistic Ieadérship system. There was insistence on
loyalty to the organization and the leader, the leadership pattern plac-
ed emphasis upon one-to-one communication, goals were more likely to be
set at the top and mandated to the bottom, and it tended to support the
status quo and to encourage authoritarian leadership.49
Figure 6 depicts an organizational structure based upon similarity

50

of functions. By bringing similar functions into working clusters,
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the organization established a structure which facilitated a developmen-
tal system which French and Bell term an 'organic" system.sl

In an organic system, more interaction can take place between units,
and leadership and decision making were more likely to be shared by all
members of the units. It was further assumed that by presenting a sys-
tem in which the functional units worked in collaboration, a more open
communication would occur (Figure 7).52 This structure was also intend-
ed to facilitate units within the organization working’together on com-
mon problems so that there would be less insularity. In this structure,
there was open communication among superiors, subordinates, and peers
with the intent of committing organizational members to collaborative
goals.

According to Knott and Drum, the operational modes of an organic
approach utilized high degrees of interdependence, collaboration, and

53

mutuality. This combines with the development of a network of ‘author-

ity, control, and communication derived from expertise and commitment

rather than from directives of a chief administrator. Responsibility

54

for outcomes is shared.

Conceptually, a third level of organizational change could extend

55

beyond the area traditionally seen as student personnel functions.

Figure 8 displays a model which blends the expertise of both student per-
56

sonnel and instructional staffs. In this pattern, both management and

communication patterns were altered. Rather than a series of hierarchies,
a combined pattern is developed. Elliot and Ford have referred to a

57

joint leadership pattern as a ''Y" configuration. The advantage to this

system was the ability to blend budgets, expertise, and staff resources.
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For this pattern to be successful, both chief executive officers must be
committed to the goals of student development.

Figure 9 is used to portray an opportunity to conceptualize student
development theory in a manner which was not dependent upon organization-

58

al structure. This model used the fdur quadrants of student develop-
‘ ment-physical development, career development, educational development,
and social development. Thése four quadrants were then related to the
structural units involved within their areas of influence.

Hurst has also presented a model for student affairs which bases
student development theory upon foundations of knowledge and ski]ls.59
The Hurst model is shown in Figure 10.

The evolution of student personnel services from faculty involved
with students not only in the classroom but also in the students' extra-
curricular lives, to a separate and distinct student personnel division
was the result of a greater diversity and number of students and a facul-
ty with greater interest in scholarship. This idea of student personnel
tended to be control-oriented and separated from the institution's aca-

demic mission. As Morrill and Hurst pointed out, student personnel oper-

ating under in loco parentis was ''on a track of obsolescence not because

of what it provided, but rather because of what it did not provide.“60
Student personnel did not provide an opportunity fo ""understand students
in an academic environment, ... to accomplish the task of helping stu-
dents succeed, or ... to predict and plan for the future.”6]

Student development was then the outgrowth of concerns related to
responding to the student and his/her environment in a total manner. As

was demonstrated in both Figures 9 and 10, there were management and con-

trol functions within the student development models. These functions
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were not central but rather a part of the total function. In a sense,
student development enabled student personnel to come full circle and

back to the academic enterprise.
Graduate Degree Programs in Student Personnel

Morrill cited the training of people for student personnel work as
being ''the most important challenge to the proFession.“62 He went on to
say that ''training programs must provide a foundation of theory in human
and environmental development, management, and the learning process.“63
In addition, he believed that intervention techniques, research design,
statistical analysis, evaluative research, and basic research were very
important.

Delworth and Hanson moved beyond Morrill's concerns to suggest a
core curriculum for student personnel work consisting of the following:

1. History and philosophy. A minimum of one course in his-

tory, organization, and philosophy of higher education and
student services is recommended.

2. Theory. A minimum of two courses in this area is advised.
The most relevant current theories are (1) theories of hu-
man development, and (2) theories of person-environment
interaction.

3. Models of practice and role orientations. One course is
recommended. |t should examine relevant role orientations
and discuss patterns of organization and specific agencies
in student services in light of these models and roles.
Professional ethics can also be introduced in this course.

L. Core competencies. A minimum of four courses, each deal-
ing with one specific competency, is advised. At the pre-
sent time, those should include assessment and evaluation,
consultation, instruction, and counseling. Each course
should include relevant theory and models and both a didac-
tic and experiential skills component. The counseling
course should include basic group skills unless a separate
core course is offered in group work.
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5. Specialized competencies. At least one course inthis area
should be offered. Ideally, two to three should be avail-
able, and students should have choices. We see program
development, environmental assessment and redesign, and
paraprofessional training as the key current specialized
competencies, probably with program development as the pri-
ority course for most preparation programs.

6. Administration and management. At least one basic course
should be offered. This should include some theory, but
should focus on specific management tools needed by the
professional in entry-level or intermediate positions.

7. Practicum or field work. A minimum of one year practicum
is recommended, in at least two selected student services
agencies. Students, faculty, and on-site supervisors
should determine a training plan that ensures experience
and supervision in at least two core competencies in each
placement. |In addition, at least one practicum should in-
clude experience in a specialized competency area, and at
least one should involve some basic management tasks. A
weekly seminar with a faculty member, required of all stu-
dents enrolled in practicum, should focus on integrating
practical experience with previous and concurrent course-
work.

8. Additional theory and tool courses. Each student should
select a minimum of one additional theory course and one
course that will provide additional tools or skills. A re-
quirement of two courses in each of these areas would be
highly desirable. These courses may be offered through
the student services program but are more likely to be
offered in behavioral science or business departments. The-
ory courses might include organizational or social learn-
ing theory or be focused on a specific population such as
adult learners or women. Skill courses include elementar
statistics, testing, business law, and computer technology.

Others have viewed the training in student personnel from different
perspectives. Beeler has stressed the need for training in student per-
sonnel which would include '"'new skills [which were] required to meet the
needs of increasingly diverse student bodies.“66 Hershenson has attempt-
ed to categorize student personnel functions and suggested that the edu-
67

cational level and degree required be based upon specific functions.

The Council of Student Personnel Associations in Higher Education (COSPA)
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has recommended a program of preparation for college student personnel

workers.

Meabon, Bailey, and Witten have provided an outline of these recom-

mendations as follows:

1. The study of the college student characteristics, develop-
mental needs, and differing life patterns of men and women.

2. The history, philosophy, setting, and objectives of col-
leges and universities as social institutions.

3. Counseling theories and procedures.

L. The principles of administration and decision-making, in-
cluding theory and practice of organization and fiscal man-
agement, selection and inservice training of staff members,
and communication and relationships with college depart-
ments and constituents.

5. Group dynamics.
6. Human relations skills.

7. An overview of student personnel work in higher education,
including history, philosophy, purposes, organization and
administration, ethics and standards, student roles and
rights, current legal and social issues, and discipline;
and in addition, an overview of its specialty areas such
as admissions, registration, data processing and records,
orientation, counseling services, health services, housing
and food services, career counseling and placement, col-
lege union programs, financial aids, foreign student pro-
grams, fraternities and sororities, intramural programs,
student organizations and activities--including student
government and student publications, student-community re-
lationships, testing services, campus security and safety,
and alumni relations.

8. Practicum, field work, or internship with college students
(required in the core, but may be taken in a field of spe-
cialization).

In addition, these authors have developed a ''Competency-Based Education-
al Model of Student Personnel' shown in Figure 11.70

The model utilized in the preparation of student activities of grad-

uate students at the University of South Carolina represented an effort
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to combine the developmental aspects of student development with the
needs of the student.

In spite of the impact of student development upon the student per-
sonnel field, Sandeen found that chief student personnel officers felt
the '"degree programs were too oriented to codnseling;” there needed to
be more internship experiences, and graduate students were not well vers-
ed in the areas of ''management, legal issues, and budgeting.”7]

Sandeen's study also found that 27 percent of the chief student per-
sonnel officers indicated that in hiring entry-level staff, a degree in
student personnel was ''very important.'" It was considered to be ''some-
what important'' for entry-level staff to have a degree in student person-
nel by 56 percent of these administrators. In hiring department heads,
36 percent of the administrators considered a degree in student person-
nel to be ''very important'' while another 47 percent considered it to be
1 H ll72

somewhat important.

Trueblood, in an early work on the training of student personnel
workers, cited a specific curriculum which possibly focuses on the dilem-
-ma of training in student personnel. This curriculum would include:

1. The basic college student personnel graduate studies pro-
gram should include one major core in psychology, specific-
ally developmental psychology, personality growth and dyna-
mics, learning theory, and group psychology.

2. A second major core should be devoted to the study of cul-
ture change and societal forces in the areas of sociology,
anthropology, and other of the behavioral sciences.

3. The program should include considerable study aimed toward
a comprehensive understanding of the context, philosophy,

finance, planning, and curriculum of higher education.

4. The program should include 'skill' courses in counseling,
measurement, etc.
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5. Supervised experience in work with individual students and
groups of students in a higher education setting is essen-
tial. This supervision must be carried on by competent
professional persons and must be meaningfully related to
the content of course work and its significance in profes-
sional practice. Early work experiences in personnel re-
lated tasks are important in helping solidify the neo-
phyte's career decision.

6. An understanding of research goals, methods, and skills is
essential for the college student personnel leader, who in
the future may be expected to become the 'expert' on col-
lege students. In this connection, a knowledge of automat-
ed data processing and computation equipment available for
research is essential.

7. A thorough understanding of the ethical responsibilities
and legal relationships involved in college student person-
nel work is important for the competent professional per-

son, as is the development of a personal code of profes-
sional ethics./3

Summary

The problem was to define the appropriate role for a worker in stu-
dent personnel and to provide a training program which enabled an indi-
vidual to best serve in a particular position in student personnel work.
The review of the literature raises the question of whether the student
personnel worker should be a counselof, manager, -or an educator. Per-
haps all three roles are appropriate for different aspects and levels of
student personnel work, yet the question remains of the best way to de-
velop training programs which can meet these seemingly disparate roles.

In addition, student personnel theory has led to an examination of

“the functional relationships within student personnel and has spawned
ideas concerning the most appropriate structures for administration.
These constructs are exciting matters upon which to speculate, yet with-
out support of all elements of the institution they will probably not

move beyond the theoretical stage.
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The other very important element missing in these considerations in-
volves the specific skills that potential employers are seeking and how
well these mesh with the training being received in graduate programs in
student personnel. The purpose of this study is to examine graduate pro-
grams in student personnel and the requiremenfs sought by potential em-
ployers.

The review of the literature showed the growth of student personnel

work in colleges and universities. With the decline of in loco parentis

during the late 1960s, a theoretical construct of student development

was formulated to provide a basis for work in student personnel areas.
The theoretical base gave impetus to the establishment of curricular
offerings which were believed to provide the basic knowledge for all stu-
dent personnel positions.

The literature review did not demonstrate the availability of infor-
mation regrading the actual implementation of student development theory
within the work setting. Also missing in the literature were articles
related to the area of academic preparation and the degree to which this

preparation corresponded to the needs of prospective employers.



ENDNOTES

IWeston C. Morrill and James C. Hurst, Eds., Dimensions of Interven-
tion for Student Development (New York, 1980), p. 7.

2lbid., pp. 6-7.

3Theodore K. Miller and Judith S. Prince, The Future of Student
Affairs (San Francisco, 1976), p. 3.

hArthur W. Chickering, Education and ldentity (San Francisco, 1981),
pp. 10-17.

5Carole Wildick, Lee .Knefelkamp, and Clyde A. Parker, '"Student De-
velopment,' Student Services: A Handbook for the Profession (Ursula
Delworth and Gary R. Hanson, eds.) (San Francisco, 1980), p. 78.

®ibid., p. 78.

7Eric Erickson, ldentity and the Life Cycle: Psychological Issues
(New York, 1959), p. 71. ‘

8Eric Erickson, ldentity: VYouth and Crisis (New York, 1968), pp.
28-35.

9D. J. Levinson et al., The Seasons of Man's Life (New York, 1978),
pp. 195-207.

IOR. L. Gould, '"The Phases of Adult Life: A Study in Developmental
Psychology,' American Journal of Psychiatry, 129 (1972), pp. 521-531.

']G. Sheehy, Passages: Predictable Crises in Adult Life (New York,
]976)’ PP- 76'82.

]ZB. L. Neugarten, 'Adult Personality: Toward a Psychology of the
Life Cycle," Middle Age and Aging (B. L. Neugarten, ed.) (Chicago, 1968),
pp. 178-197.

]3Jessie Bernard, ''Women's Educational Needs,' The Modern American
College (Arthur W. Chickering, ed.) (San Francisco, 1981), pp. 258-261.

i



45

]AV. R. McCoy, Lifelong Learning: The Adult Years (Washington, D.C.,
1977), pp. 59-65.

ISArthur W. Chickering and Robert J. Havighurst, ''The Life Cycle,"
The Modern American College (San Francisco, Calif., 1981), pp. 30-34,

16

Ibid., p. 16.

"Wildick, Knefelkamp, and Parker, pp. 90-91.

]8Lawrence Kohlberg, ''Stages of Moral Development,' Moral Education
(C. M. Beck, B. S. Crittenden, and E. V. Sullivan, Eds.) (Toronto, 1971),

pp. 53-65.

Syildick, Knefelkamp, and Parker, p. 96.
201p14., p. 97.
21

David Riesman, The Lonely Crowd (New Haven, 1950), pp. 238-242.

22Douglas Heath, Growing Up in College: Liberal Education and Matur-

ity (San Francisco, 1968), p. 176.

234ildick, Knefelkamp, and Parker, p. 100.

2L'Heath, p. 180.

251bid., p. 182.

26Patricia Cross, Beyond the Open Door: New Students to Higher Edu-
cation (San Francisco, 1971), pp. 97-105.

27\ 1dick, Knefelkamp, and Parker, p. 104,

28444, p. 105.

29Roy Heath, '"Form, Flow, and Full-Being--Response to White's Paper,
The Counseling Psychologist, 4 (2) (1973), p. 59.

)OR. H. Moos, The Human Context: Environmental Determinants of Be-
havior (New York, 1976), p. 17.

3]Roger G. Baker, Ecological Psychology: Concepts and Methods for
Studying the Environment of Human Behavior (Stanford, Calif., 1968), pp.
37-43.




L6

32WIcker, A. W., "Processes Which Mediate Behavior-Environment Con-
gruence,'' Behavioral Science, 17 (3) (1972), pp. 265-277.

33G. G. Stern, "Environments of Learning,'' The American College (N.
Stanford, ed.) (New York, 1962), pp. 703-708.

¥ bid., p. 706.

351bid., p. 704.

36L. A. Pervin, '"Performance and Satisfaction as a Function of
Individual-Environmental Fit," Psychological Bulletin, 69 (1) (1969),

pp. 56-58.

37M. Gerst and R. Moos, ''The Social Ecology of University Student
Residencies,' Journal of Educational Psychology, 63 (1972), pp. 513-522.

38J. H. Banning and L. Kaiser, '"An Ecological Perspective and Model
for Campus Design,' Personnel and Guidance Journal, 52 (1974), pp. 370-

375.

39David Drum, '"Understanding Student Development,' Dimensions of In-
tervention for Student Development (W. C. Morrill and J. C. Hurst, eds.)
(New York, 1980), p. 26.

40| hid., p. 25.

“'w. H. Morrill, E. R. Oetting, and J. C. Hurst, '"'Dimensions of Coun-
selor Functioning,' Personnel and Guidance Journal, 52 (6) (1974), pp.

354-359.

MZWeston H. Morrill, James C. Hurst, and E. R. Oetting, '"A Conceptu-
al Model of Intervention Strategies,' Dimensions of Intervention for Stu-
dent Development (W. H. Morrill and J. C. Hurst, eds.) (New York, 1980),

pp. 86-87.
43

Miller and Prince, p. 23.

thurns B. Crookston, ''A Developmental View of Academic Advising as
Teaching,' Journal of College Student Personnel, 13 (1972), pp. 12-17.

AECrookston, ""Student Personnel--All Hail and Farewell,' Personnel
and Guidance Journal, 55 (1976), p. 28.




L7

6Committee on a Student Development Model for Student Affairs in
Tomorrow's Higher Education, A Student Development Model for Student
Affairs in Tomorrow's Higher Education (Washington, D.C., 1974), p. 5.

47Invitational Conference on Organizing Models for the Implementa-
tion of a Student Development Approach for Student Affairs, Report
(Overland Park, Kansas, 1976), p. 12.

48

Wendell L. French and Cecil H. Bell, Jr., Organizational Develop-
ment: Behavioral Science Interventions for Organizational Improvements

(New York, 1973), pp. 184-186.
L9

Ibid., p. 185.

50Invitational Conference, p. 16.

5]French and Bell, p. 186.

521hid.

53J. E. Knott and D. J. Drum, ''Organization, Management, and Develop-
ment in Student Affairs,' presentation to ACPA Commission |, March, 1975,

pp. 76-81.

bid., p. 77.

55M. R. Weisbord, ''Organizational Diagnosis: Six Places to Look for
Trouble With or Without a Theory,' Group and Organizational Studies, 1

(4) (1976), pp. 430-447.

56Invitational Conference; p. 19.

570 Elliot and D. Ford, '""Communication Patterns in Organizational
Structure,'" The 1974 Annual Handbook for Group Facilitators (La Jolla,
Calif., 1974), p.

58Invitational Conference, p. 23.

Morrill and Hurst, p. 11.

60 hid., p. 6.

IWeston H. Morrill, "Training Student Affairs Professionals,' Dimen-
sions of Intervention for Student Development (W. H. Morrill and J. C.
Hurst, eds.) (New York, 1980), p. 232.




48

62114,

63 1hid.

6I*Delworth and Hanson, pp. 481-482.

65 1bid., p. 48I.

66Kent D. Beeler, '"Mini-U: A Promising Model for Student Affairs

Staff Development,' NASPA Journal, 14 (3) (1977), p. 38.

67D. B. Hershenson, '"A Functional Organization of College Student
Personnel Services,'' NASPA Journal, 8 (1970), p. 37.

8Council of Student Personnel Associations in Higher Education
(COSPA), A Proposal for Professional Preparation in College Student
Personnel Work (Detroit, 1968), p. 17.

69David L. Meabon, Walter R. Bailey, and Charles H. Witten, 'A Com-
petent Student Activities Administrator: A Model for Training,'" Journal
of College Student Personnel (March, 1975), p. 100.

Obid., p. 102.

7]Arthur Sandeen, ''‘Professional Preparation Programs in Student Per-
sonnel Services in Higher Education: A National Assessment by Chief
Student Affairs Officers," NASPA Journal (Autumn, 1982), p. 56.

2 \pid., p. 59.

73Dennis L. Trueblood, '"The Educational Preparation of the College:
Student Personnel Leader of the Future,'' College Student Personnel Work
in the Years Ahead (Gordon Klopf, ed.) (Washington, D.C., 1966), pp. 82-
83.




CHAPTER 111
PROCEDURES AND METHODOLOGY
Introduction

The purpose of this chapter is to present the research procedures
and methodology used in the preparation of this study. The first area
covered defines the specific research questions to be addressed. Defini-
tions of significant terms used in this study appear next, followed by
an explanation of the assumptions and limitations of the research. The
methods utilized to identify specific positions and the skills and knowl-
edge sought by prospective employers is discussed in the next section.
The methods used to collect the data are presented, and this is followed

by an explanation of the statistical procedures used.
Research Questions

The following research questions were considered for the purposes
of this study:
1. Are there similar skills and knowledge requirements, as listed

in the job announcements section of The Chronicle of Higher Education

from 1979 to 1982, sought for all of the seven student personnel areas
being examined?
2. Are there similar skills and knowledge requirements, as listed

in the job announcements section of The Chronicle of Higher Education

49
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from 1979 to 1982, sought for all levels of positions within any speci-
fied area?
3. Are there similarities between the skills and knowledge speci-

fied in the job announcements, appearing in The Chronicle of Higher Edu-

cation from 1979 to 1982, and the academic training received in master's
level student personnel degree program?

L. Are there differences between the salaries offered for differ-
ent levels of responsibility, as determined by job title, within each
area of student personnel?

5. Are there differences among the salaries advertised in The

Chronicle of Higher Education based upon the size of the institution?

6. Are there similarities in the level of education and degree
fields specified in the position announcements and the level of the
position?

7. Are there similarities in the years of experience sought for

different levels of positions being advertised?
Definitions of Terms

In order to clarify key terms used in this study, the following de-
finitions are provided:

Student Personnel Services: Activities and administrative units

found at colleges and universities: career planning and placement/stu-
dent employment, personal counseling, financial aids, international stu-
dent advisement, residence hall programs, and student union/student acti-
vities.

Student Personnel Units: Those administrative units in which the

responsibility for the aforementioned activities are located.
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Chief Student Personnel Qfficer: The senior administrative offi-

cial responsible for the direction of student life programs.2

Administration: Those functions of a position which deal with the

establishment of organizational goals and policies, and long-range plan-
ning.

Managemegt: Those functions of a position which deal with the day-
to-day operations of a unit, such as personnel matters, budget implemen-
tation, and policy enforcement.

Intercultural Awareness: This term was used to identify knowledge

of diverse cultures which may be present on college and university cam-
puses.

Counseling: Those activities in the student personnel work which
are related to the establishment of a relationship in which interaction
can take place on pe}sonal, academic, career, and financial concerns of
the student. This was generally used in a one-to-one relationship.

Assessment/Evaluations: Those activities in student personnel work

which involve review and appraisal of personnel and/or programs.

Advising: Those activities in student personnel work which involve
serving in an advisory capacity to groups of students and/or staff on
matters related to the objectives and program of the group.

Non-Traditional Students: Those constituencies on a college or uni-

versity campus which have previously been unrepresented or underrepre-
sented. These groups would include minority students, handicapped stu-
dents, international students, and returning women students.

Student Development: ''The application of human development con-

cepts in postsecondary settings so that everyone involved can master



52

increasingly complex developmental tasks, achieve self-direction, and be-

come independent.”3
Basic Assumptions

The following basic assumptions were made:

1. Position announcements appearing in The Chronicle of Higher Edu-

cation would list the major requirements being sought for a specific
position.

2. The Bulletin Board section of The Chronicle of Higher Education

is used for advertising positions available by a large number of colleges
and universities.

3. A questionnaire to institutions with master's degree level train-
ing programs in student pérsonnel would reply in a sincere and truthful
manner to questions related to the courses included in their student per-
sonnel program and would give an accurate perception of their appraisal

of the value of the areas being taught.
Limitations of the Study

1. Not all institutions with positions available will be listed in

The Chronicle of Higher Education.

2. Position announcements do give an excellent perspective of what
requirements the employer is seeking, but the research does not provide
data on the skills held by the person actually hired to fill the posi-
tion.

3. Position announcements are diverse with regard to the amount

and type of information they provide.
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Method Used to ldentify Positions to be Surveyed

In order to determine which areas of student personnel work were to
be analyzed, Table 1.2 was used.h Those student personnel areas which
were cited as reporting to the chief student personnel officer in 50.0
percent or more of the cases were included in this study. This initial
list and the percentage %nc]uded: Career Planning and Placement (78.9),
Personal Counseling‘(78.9), Financial Aids (65.8), International Student
Advisement (6].7’, Health Service (78,7), Residence Hall Programs (62.4),
Student Activities (93.1), Student Empiéyment (56.0), Student Publica-
tions (52.9), Student Union--Programs (73.0), Student Union--Management
(59.3), and Vetérans Programs (50.7). |

Using this listing and a survey conducted in 1974 by Crookston and
Atkyns,5 the.fol]owing five areas were determined to be discrete adminis-
trative units: Financial Aids, Counseling, Residence Halls, College
Union/Student Activities, and Career Placement. In addition, the Inter-
national Student Advisement Office was added as a separate unit. The
Offices of Dean of Students and Vice President for Student Services were
also incorporated as an administrative unit.

Determining which of the administrative units in student personnel
was only the first phase of the identification process. The second step
was to identify those institutions offering graduate level programs in
student personnel servicgs. This was done by using the material on pro-
fessional preparation in college student personnel compiled by the Ameri-

can College Personnel Association and published in the Directory of Grad-

uate Preparation Programs in College Student Personnel.
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Data Collection

Data collection was the next step in the process. This was done

through a review of The Chronicle of Higher Education issues from 1979

through 1982 in order to assemble information concerning all appropriate
student personnel positions advertised during this period. The Chroni-
cle was selected for this purpose for two reasons. The ""Bulletin Board"
section is frequently utilized by collegiate institutions seeking poten-
tial employees, and the job descriptions listed therein tend to include
some specific data concerning the qﬁalifications being sought.

In addition to these specific qualifications and the year in which
a position was advertised, additional data were gleaned from the adver-
tisements. These consisted of position title, level of education and
experience being sought, academic area in which the degree was to have
been earned, size of the institution doing the hiring, and advertised
salary. The month in which the position advertisement appeared and the
state in which the advertising institution was located were also includ-
ed in the information collected.

While several of these items were not specifically related to the
research proposed in this paper, the results did provide an excellent
source for additional research and were therefore reported. The follow-
ing is a discussion of the areas addressed in the review of the position

announcements.

Position Title

For the purposes of this study, position titles were used to define
not only the administrative unit but also the level. Directors were con-

sidered to be the head of a particular unit. Assistant Directors were
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considered to be second level positions, while other positions were de-
signated as entry level. Position titles alone can be misleading in that
there is little consistency in titles in student personnel. In cases

where an apparent ambiguity did exist, the job titles were compared with
degree requirements and experience sought by the advertiser in order to

assign the position to its appropriate category.
Degree

Seven levels of academic training were used: a bachelor's degree,
a bachelor's degree with one or two years of experience, a bachelor's
degree with three or more years of experience, a master's degree, a mas-
ter's degree with one or two years of experience, a master's degree with
three or more years of experience, and a doctorate. In all instances,

the minimum requirement was the one cited.

Academic Area

Seven degree areas were identified. These were student personnel,
business, counseling, guidance, higher education, and recreation; a cate-
gory entitled 'other' included social science, administration, education,

and psychology.
School Size

The data on school size were determined by utilizing the Education-

7

al Directory, Colleges and Universities, 1979-80.

Salary

The positions advertised often listed a specific salary. |In some
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cases, the salary was not based upon twelve months, so in these instances
the salary was adjusted to show a full year's salary. For several posi-
tions there were nonmonetary fringe benefits attached to the salary such
as lodging, meals, and other items. In these instances no dollar amount
was estimated; only the stated salary was included. In instances where
a salary range was included, the high and low figures were averaged to

yield a single figure.

Month of Advertising

Each position announcement was listed by the month it first appear-
ed. This information may be of use in the determination of the best time

to seek employment in various areas of student personnel work.

Location by State of Advertising Institution

In obtaining the information from the Educational Directory the

location by state was also listed. This provided useful information
about the location of positions available in student personnel. Appen-
dix C lists the positions advertised by state.

In addition to the above listed data, information was sought con-
cerning the skills and knowledge listed in the position announcements.
Although each position area had special items related to the job, the
basic skills, competencies, and knowledge that were examined were:

1. Management

2. Administration

3. Student Development

L, Céunseling

5. Intercultural Awareness
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1.
12.
13.
4.
15.
16.
17.
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Goal Setting Techniques
Assessment/Evaluation
Consultation

Leadership Development
Advising

Programming

Group Dynamicé

Training

Supervision

Budget

Written Communication Skills

Oral Communication Skills. .

These 17 basic items of skills, competency, and knowledge formed

the core of information being sought in the position announcements. In

order to avoid bias, these areas were only tabulated when they appeared

specifically in the position announcement. Each of the seven student

personnel areas listed other skills, competencies, and knowledge which

were desired. These items appear in the chapter dealing with the speci-

fic area.

. These 17 basic items were also utilized in the formulation of the

questionnaire which was sent to institutions with training programs in

student personnel. In this manner a comparison could be made between

the potential employers' needs and the academic training components in

student personnel.

Description of Methodology

The methodology utilized in this study consisted of gathering the
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above mentioned information by student personnel administrative unit.
These were analyzed individually and then were retabulated as a combined
score.

In addition, the material obtained on graduate programs in student
personnel was analyzed to determine the content in required and elective
courses. Thjs information was derived from a questionnaire sent to all

76 institutions listed in the Directory of Graduate Preparation Programs

in College Student Personnel as having master's degree programs.8 The

questionnaire was designed to ascertain if the institution had a course
offering in each area, if it was required, an elective, or part of an-
other course, and the number of hours offered. Also, the respondent was
asked to indicate the degree of importance he/she believed the specific
item was to master's level students.

The data gathered on student personnel position advertisements and
course content were then contrasted to determine what similarities and
differences existed. In this way the training programs in student per-

sonnel and the requirements of employers were examined.
Statistical Procedures

Upon completion of the dafa gathering phase of the study, the infor-
mation was transferred to coded forms, keypuncﬁed, and verified. Statis-
tical analysis of the data was then performed on the main computer of the
Oklahoma State University Computer Center, utilizing procedures from

SPSS: Statistical Package for the Social Science9 and A User's Guide to

Statistical Analysis System.'O

The first procedure used to analyze the data was a frequency count

for each response. This procedure provided raw data for all responses
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with means for each item in the study. The next run listed the number
of positions by the year in which the advertisement appeared. Other
analyses were performed to produce additional frequency material. The
other statistical techniques used were ANOVA and Crosstabs. The statis-
tical techniques utilized in this study were not intended to be projec-

tive. They were used to compare and report data.
Summary

The procedures and ‘methodology used in this research study have been
considered in this chapter. The purpose of the research as been to exam-
ine the skills, competencies, and knowledge listed in position announce-
ments for seven student personnel service areas: Career Planning and
Placement, Personal Counseling, Financial Aids, International Student Ad-
visement, Resident Halls, Co]]ege‘Union/Student Activities, and Student
Personnel Administration (Deans of Students and Vice Presidents for Stu-
dent Services).

In addition, graduate programs in student personnel were also anal-
yzed to ascertain if there was any relationship between the skills taught

in student personnel graduate programs and the skills sought by employ-

ers, as advertised in The Chronicle of Higher Education.
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CHAPTER IV

ANALYSIS OF POSITION ANNOUNCEMENTS IN THE AREA

OF INTERNAT IONAL STUDENT ADVISEMENT

International student advisement was the area in which the fewest

advertisements were found in The Chronicle of Higher Education from 1979

through 1982. During this four-year period, 56 positions in internation-
al student advisement were advertised. The distribution of these posi-
tions by year showed that a majority of these positions, 87.5 percent,
were advertised between 1980 and 1931 (see Appendix D). This may indi-
cate that institutions of Higher education were beginning to focus their
student personnel efforts on their international population. This focus
was reflected by the fact that 69.6 percent of all positions were locat-
ed at institutions with enrollments of over 5,000; there were no posi-
tions advertised in institutions with an enrollment under 1,000 students.
This may also be a feature of administrative responsibility in smaller
institutions as contrasted with larger colleges and universities. In
large institutions, separate offices may be established for particular
constituencies such as .international students, but in smaller institu-
tions these responsibilities may be assigned to another position in the
dean of students office or student activities.

The positions advertised were found from 25 states, but three states
--New York, Oklahoma, and Texas--had 26.8 percent of all the positions

advertised. The most frequent months in which the advertisements appeared
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were May, June, and July, during which half of the positions were adver-
tised (for a complete review of position advertisements by month, see
Appendix E).

Table 4.1 presents an analysis of the position announcement by the
title specified in the advertisement. The most frequent position for
which advertisements were placed was that of international student ad-
viser. This position was specified in slightly over 41.0 percent of the
advertisements. Directors of international student advisement were
sought in 32.0 bercent of the position announcements, with the remainder
being assistant directors. These figures may be misleading as there was
no way to ascertain the size of the international student advisement
offices at the advertising institutions. In a small office, a person
holding the title of ''director' might perform functions that in a larger
office would be delegated to an adviser. Conversely, an international
student adviser, serving as a staff member in the office of a dean of
students might fulfill the resppnsfbilities of a director of internation-
al student advisement, even though the designation of the position did
not specify that role. While these circumstances could have an impact
upon the study, there was no way to determine this from the analysis of
position announcements.

In Table 4.2, the most frequent levels of educational background
sought were those of the bacherlor's degree required and the master's
preferred. These levels were specified in 51.8 percent of all the posi-
tion announcements. At the level of a doctorate, either preferred or
required, 14.3 percent of the positions advertised sought this level of

educational experience.



TABLE 4.1

FREQUENCY OF POSITION ANNOUNCEMENT BY TITLE
FOR INTERNATIONAL ADVISEMENT

Title Number Percent
Director 18 32.1
Assistant Director 15 26.8
Adviser 23 411

56 100.0
TABLE 4.2

FREQUENCY OF EDUCATIONAL LEVEL SOUGHT IN ADVERTISED
POSITIONS FOR INTERNATIONAL ADVISEMENT

Degree Level Number Percent

Bachelor's 4 7.1

Bachelor's--with one to
two years of experience 5 8.9

Bachelor's--with more
than two years of ex-

perience 1 1.8
Bachelor's required,

master's preferred 15 26.8
Master's 14 25.0

Master's--with one to
two years of experience 5 8.9

Master's--with more
than two years of

experience 4 7.1
Master's required,

doctorate preferred 7 12.5
Doctorate required 1 1.9

56 100.0
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The analysis of position titles by the specified level of education
(Table 4.3) showed that 61.0 percent of the director position announce-
ments sought a minimum Qf a master's degree, and almost 78.0 percent
sought either a master'g degree or avbachelor's degree. The master's
degree was also required for assistant directors of international stu-
dent advisement in 30.0 percent of the cases. Slightly over 65.0 per-
cent of the adviser's positions required a master's degree, and slightly
over 91.0 peréent of these positions listed either a master's or bache-

lor's degree as a necessary requirement.

TABLE 4.3

POSITION TITLE BY EDUCATIONAL LEVEL
FOR INTERNATIONAL ADVISEMENT

Title Bachelor Master Doctor
Director 3 1 4 3;?1
Assistant Di ] 12 2 15
ssistan irector 268
. 23
Adviser 6 15 2 51

10 38 8
17.8 67.9 14.3

0f the 29 positions which specified a particular academic major
(Table 4.4), almost 45.0 percent indicated that a counseling degree was

desired. VWhen the counseling and student personnel areas were combined,
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they accounted forvapproximately 76 .0 percent of all academic majors
listed. In the area of international student advisement, as well as in
all other areas analyzed, the position announcement either did not speci -
fy a particular‘academié‘major or used the wording ''or equivalent'' in the
advertisement. In order to be included within this study, a specific
academic major had to be listed. When an announcement contained more

than one academic major, each was tabulated.

TABLE 4.4

FREQUENCY DISTRIBUTION OF DEGREE FIELD SPECIFIED
IN THE POSITION ANNOUNCEMENTS FOR
INTERNATIONAL ADVISEMENT

Academic Major ‘ Number Percent
Student Personnel 9 31.1
Counseling 13 Ly 8
Higher Education 4 13.8
Other 3 10.3
Total o 29 100.0

As shown in Table 4.5, 53.6 percent of all the positions advertised
did not specify the need for any prior expérience, as defined by paid
work in the field. Over 26.0 percent of the position announcements spe-
cified two years of experience, with almost 86;0 percent of the posi-
tions requesting two or fewer years of experience. This may result from

international student advisement being a relatively recently evolved
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entity in student personnel work. This being the case, it would be dif-
ficult to require major work experience; therefore, other criteria would

be utilized in selecting persons to fill the positions.

TABLE 4.5

FREQUENCY DISTRIBUTION BY YEARS OF EXPERIENCE
SPECIFIED IN THE POSITION ANNOUNCEMENTS
FOR INTERNATIONAL ADVISEMENT

Years of
Experience Number Percent

i

N —UVTuUTw O
N
w — ooouviw

Ul EFwihNh—=0
N o0 oW O

Total 56 100.0

Table 4.6 illustrates the limitation discussed previously, that

wi thout specific information on the different types of office arrange-
ments and staff size, it is difficult to relate positioh title to level
of responsibility. In this table, 61.0 percent of all directors' posi-
tions reduired at least one year of experience. This left almost 39.0
percent o% the position announcements for directors not specifying pre-
vious work expérience. As stated previously, it is not known from the
position announcements whether or not a director's tifle is one of nomen-
clature, with responsibilities more closely aligned to that of an inter-

national student adviser. This rationale may also provide an answer
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regarding the large percentage (73.3%) of assistant director positions
which do not require experience. Slightly over half (52.1%) of the ad-
viser positions advertised did not specify the necessity for previous

work experience with international student programs.

TABLE 4.6

POSITION TITLE BY YEARS OF EXPERIENCE
FOR INTERNATIONAL ADVISEMENT

Years of Experience

Title | 0 ] 2 3 " 5
. 18
Director 7 1 6 1 I 2 32.1
Assistant Director 11 1 3 15
26.8
. 23
Adviser 12 2 8 ] 411
30 3 15 5 1 2

53.6 5.3 26.8 8.9 1.8 3.6

Salary was a variable utilized in this study to ascertain the vari-
ous levels for the different positions and to determine if school size
impacted salary. This latter statistic was greatly impacted by the leyel
of the work as well as institutional size. Although this analysis was
perhaps more meaningful for student personnel areas with a larger number
of positions than were found in international student advisement, it was

included nonetheless.
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Twenty-two of the positions in the international student advisement
area listed salaries for the position, with a range from $11,000 to
$25,000, with the mean being $15,496.54. The mean salary for directors
was $24,163.50, which was different from the mean salaries of both assis-
tant directors ($14,863.57) and advisers ($lh,§0h.00). These salary fig-
ures give some validation to the discussion related to the possibility
of the position of assistant director and adviser being similar in re-
sponsibility, jf not in title.

Another factor which influenced the statistical analysis of both
salary by position title and salary by size is the number of positions
by title that had salaries listed. Slightly more than 10.0 percent of
the director of international studeﬁt advisement position announcements
listed a salary, 47.0 percent of the assistant director positions listed
a salary, and almost 57.0 percent of the adviser positions listed a spe-
cific salary. |t would seem from this that there is greater salary nego-
tiation in the hiring of upper level positions than there is at the lower
levels. This factor also influenced analysis done with salary and size
of advertising institutions. There were no significant differences shown
in the means of salaries by the size of the institutions. These means
showed that institutions of between 1,001 and 2,500 students had a mean
salary of $13,706.25; institutions‘from 5,001 to 10,000 students had a
mean salary of $14,224.00; institutions with enrollments ranging from
10,001 to 20,000 students had a mean salary of $18,625.33; and those in-
stitutions with enrollments of above 20,000 students had a mean salary
of $14,833.83. These statistics were greatly affected by the fact that
all the positions of director of international student advisement appear-

ed in those institutions with enrollments of between 10,001 and 20,000
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students. This tended to skew the mean upward without a corresponding
movement in the other ranges.

The next section of the study of position announcements involved
the citing of specific areas of skills, competency, and knowledge listed
in the advertisements. These areas were:

1. Administration

2. Management

3. Budget

L. Written communication

5. Oral communication

6. Student development theory

7. Intercultural awareness

8. Counseling

9. Goal setting

10. Assessment/Evaluation

11. Consultation

12. Leadership development

13. Group skills

14, Training

15. Supervision

16. Program development

17. Advising

18. International (overseas) experience
19. Immigration

20. Orientation.

The initial step in this process of analysis was to determine the

frequency of these areas as they appeared in position announcements. For
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those areas which appeared in over 10.0 percent of the position announce-
ments, an analysis was run to determine if there were any relationships
between the area and the position title.

Over 60.0 percent of all positions in international student advise-
ment listed administrative experience as being a requisite for the posi-
tion. Table 4.7 does show, however, that 67.0 percent of the position
announcements for directors included administrative experience as a de-
sired area, 73.0 percent of the assistant director positions listed ad-
ministrative experience, and only 47.8 percent of the adviser positions

advertised had an administrative component.

TABLE 4.7

POSITION TITLE AND ADMINISTRATION FOR
INTERNATIONAL STUDENT ADVISEMENT

Not
Position Included Percent Included Percent
Director 12 66.7 6 33.3
Assistant Director 11 73.3 L 26.7
Adviser 11 47.8 12 52.2

34 22

60.7 39.3

This analysis does show that director and assistant director posi-
tion announcements did list administrative experience as a needed area.
On the other hand, adviser positions cited administrative experience as

being necessary in less than half of the positions advertised.
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O0f all position announcements in international student advisement,
12.5 percent listed management as a skill which potential employers were
seeking in candidates (Table 4.8). Position announcements for directors
listed management as a requisite in 22.0 percent of the cases. Assis-
tant director positicns sought management knowledge in 13.0 percent of
the position announcements. For advisers, management knowledge was list-
ed in only 4.0 percent of the cases. While knowledge of management was
not highly sought, it was required for directors more frequently than

for any other position.

TABLE 4.8

POSITION TITLE AND MANAGEMENT FOR INTER-
NATIONAL STUDENT ADV!ISEMENT

Not
Position Included Percent Included Percent
Director 4 22.2 14 77.8
Assistant Director 2 13.3 13 86.7
Adviser ] 4.3 22 95.7

7 L9

12.5 87.5

Almost 18.0 percent of all advertisements in international student
advisement listed written communication skill as desired by a potential
employee. A review of Table 4.9 demonstrates that this skill was re-
quested most frequently at the level of director and assistant director.

This corresponds with the results for the areas of administration and
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management, in which there was also a greater request for these items at

the director and assistant director levels.

TABLE 4.9

POSITION TITLE AND WRITTEN COMMUNICATION SKILLS
FOR INTERNATIONAL STUDENT ADVISEMENT

Not
Position Included Percent Included Percent
Director L 22.2 14 77.8
Assistant Director 4 26.7 11 73.3
Adviser 2 8.7 21 91.3

10 46

17.9 82.1

In a number of the advertisements reviewed, written and oral commun-
ication skills tended to appear together. There were enough times, how-
ever, when the items appeared alone to warrant considering them separate-
ly.

The illustration of position title with oral communication skill in
Table 4.10 did produce some interesting results. One-third of the assis-
tant director position announcements indicated that oral communication
skills would be important, but this level of need was not corresponding-
ly high for either directors (20%) or advisers (4%). 1t may be that cer-
tain of the functions assigned to the assistant director of international

student advisement has particular need for oral communication skills.
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TABLE 4.10

POSITION TITLE AND ORAL COMMUNICATION SKILLS
INTERNAT IONAL STUDENT ADVISEMENT

A Not
Position Included Percent Included Percent
Director 3 16.7 15 83.3
Assistant Director 5 33.3 10 67.7
Adviser 1 4.3 22 95.7

9 47

16.1 83.9

It is hardly surprising that the requirement of intercultural aware-
ness appeared in slightly over 46.0 percent of the position announce-
ments for international student advisement (Table 4.11). What may be of
surprise is that it did not appear even more often. It would not be un-
warranted to assume that individuals employed in a student personnel
area responsible for work with students from different cultures would
need to possess awarenes; of a variety of cultures. Once again, the po-
tential employer may have considered this to be sufficiently self-evident
and hence not include it in the position announcement.

Table 4.11 does show that this area is most frequently specified in
position announcements for advisers. Intercultural awareness was speci-
fied in 56.5 percent of the adviser positions, in contrast to 40.0 per-
cent of the positions of assistant director and 38.9 percent of the posi-
tion announcements for director.

The need for counseling skill was indicated specifically (Table4.12)

in approximately 38.0 percent of the position announcements for inter-



TABLE 4.11

POSITION TITLE AND INTERCULTURAL AWARENESS
FOR INTERNATIONAL STUDENT ADVISEMENT

74

Not
Positiaon ' Included Percent Included Percent
Director 7 38.9 11 61.1
Assistant Director 6 40.0 9 60.0
Adviser 13 56.5 10 43.5
26 30
46 . 4 53.6
TABLE 4.12
POSITION TITLE AND COUNSELING FOR INTER-
NAT IONAL STUDENT ADVISEMENT
Not
Position Included Percent Included Percent
Director 7 38.9 11 61.1
Assistant Director 4 26.7 11 73.3
Adviser 10 43.5 13 56.5
21 35

37.5 62.5
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national student advisement. Within the student personnel area, the term
""counseling'' is less than precise. In some cases, it may imply a one-to-
one relationship dealing with personal issues; for other cases, it may

be used to specify an information-sharing function on a variety of areas
(e.g., academics, finance, career planning). Within the international
student advisement area, counseling implied all of these areas as well

as sharing ébout areas of particular concern to international students.

Counseling did appear in 38.9 percent of the director positions ad-
vertised, 26.7 percent of the assistant director positions, and slightly
over 43.0 percent of the adviser positions. From these data, it would
appear that counseling is an expected responsibility at all levels of
international 'student advisement. Advisers are most involved in a coun-
seling process with students, followed by directors, and--in slightly
over one-quarter of the positions--assistant directors.

In the skill and knowledge area of assessment and evaluation, there
was no analysis run. Although this area was listed on 10.0 percent of
the total position announcements in international student advisement, the
number (é) was too small to provide any valuable data. This item also
poses some interesting questions. In many of the position announcements,
it was not clear what would be assessed or evaluated. It may be that
programs were to be assessed or evaluated, while in other cases the
assessment and evaluation may have been done for staff. Thus, while a
position announcement might seek the skill of assessment/evaluation, it
was seldom made clear what exactly would be assessed or evaluated.

As reported in Table 4.13, in position announcements for directors
of international student advisement, supervision appears in almost 28.0

percent of the cases. Assistant director positions showed supervision
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in 13.0 percent of the cases; and for advisers, supervision was listed
in only 4.0 percent of the position announcements. While the numbers
for supervision listings is very small, it is not unusual to expect that
directors would have greater need for supervisory skills than would

other positions.

TABLE 4.13

POSITION TITLE AND SUPERVISION FOR INTER-
NATIONAL STUDENT ADVISEMENT

Not
Position " Included Percent Included Percent
Director , 5 27.8 13 72.2
Assistant Director 2 13.3 13 86.7
Adviser ] 4.3 22 4.3
. 8 48
14.3 85.7
Program development appeared as a desired skill in 41.0 percent of

the position announcements for. international student advisement (Table
L. 14). This item, as it appeared in the position announcements, was not
specific as to whether the prégram development was related to the inter-
national student advisement office program or that of international stu-
dent groups.

In the position announcements for director of international programs,

program development was specified in almost 28.0 percent of all cases.
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For both assistant directors and advisers, program development appeared
in almost 50.0 percent of all pesitions. Assistant directors showed pro-
gram development in almost 47.0 percent of all announcements, and advis-
er positions listed it in slightly over 47.0 percent of the cases. This
would tend to strengthen the position that for some assistant director

positions, there were responsibilities which were similar to those of ad-

visers.
TABLE L4.14
POSITION TITLE AND PROGRAM DEVELOPMENT FOR
INTERNAT IONAL STUDENT ADVISEMENT
Not
Position Included Percent Included Percent
Director 5 27.8 13 72.2
Assistant Director 7 46.7 8 53.3
Adviser 11 47.8 12 52.2
23 33
B 58.9

The category of advisement was specifically listed in one-half of
all positions announcements (Table 4.15). As is the case in several of
the areas listed above, the position announcement did not specify if the
advisement were for individuals or for groups.

It can be seen from Table 4.15 that adviser position announcements

specified advisement skills more frequently than did the announcements
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for either directors or assistant directors. Advisement was specified
in almost 57.0 percent of the position announcements for advisers. Al-
most 47.0 percent of the assistant director positions listed advisement
in their position announcements, and for directors this area was speci-
fied in 44.0 percent of the cases. Since the adviser position announce-
ments showed the most frequent listing of advisement, this was a highly

sought skill in evefy area.

TABLE 4.15

POSITION TITLE AND ADVISEMENT FOR INTER-
NATIONAL STUDENT ADVISEMENT

Not
Position Included Percent Included Percent
Director 8 Ly L 10 55.6
Assistant Director 7 44,7 8 53.3
Adviser 13 54.5 19 43.5

28 28

50.0 50.0

One-fourth of all the positions in international student advisement
listed previous international experience as being a requisite for the
positions (Table 4.16). International experience was most frequently
cited as being travel or residence abroad. The position announcements
for assistant director listed this item in one-third of the total.

The item of immigration (Table 4.17) was found listed on almost one-

half (48.2%) of all positions in international student advisement. The



TABLE 4.16

POSITION TITLE AND INTERNATIONAL EXPERIENCE
FOR INTERNATIONAL STUDENT ADVISEMENT

79

Not
Position Included Percent Included Percent
Director 3 16.7 15 83.3
Assistant Director 5 33.3 10 67.7
Adviser 6 26.0 17 74.0
14 42
25.0 ) 75.0
TABLE 4,17
POSITION TITLE AND IMMIGRATION FAR INTER-
NAT IONAL STUDENT ADVISEMENT
Not
Position Included Percent Included Percent
Director 7 38.9 11 61.1
Assistant Director 6 40.0 9 60.0
Adviser 14 60.0 9 29.1
27 29

48.2 51.8




80

item was usually listed as knowledge of immigration regulations. This
would seem to be an important area of work in international student ad-
visement, particularly at the adviser's level.

Analysis of Table 4.17 did show there was a difference in the knowl-
edge of immigration regulations by the position advertised. Directors
of international student advisement had immigration knowledge specified
in 38.9 percent of all position announcements, assistant directors had
this item listed in 40.0 percent of the position announcements, and ad-
viser positions listed it in almost 61.0 percent of the announcements.
This would indicate that while it was necessary for directors and assis-
tant directors to have knowledge about immigration regulations, the ad-
viser positions for which announcements were placed needed this knowl-
edge to even a greater degree. |t could also be that the higher level
positions were assumed to have knowledge of immigration; therefore, it
was not included by prospective employers.

Orientation was listed as an area of responsibility in 21.4 percent
of the positions in international student advisement (Table 4.18). This
area included orientation for new international students. It should be
noted, however, that the position announcements for advisers cited orien-
tation in just over 30.0 percent of all advertisements. Neither direc-
tor nor assistant director position announcements listed orientation as
often. Therefore, orientation is primarily a responsibility for the ad-
viser.

In Table 4.19, the iteﬁs specified in position announcements for
director of international student advisement were ranked by their percen-

tage. This ranking showed that for director of international student



TABLE 4.18

POSITION TITLE AND ORIENTATION FOR INTER-

NAT IONAL STUDENT ADVISEMENT

)
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Not
Position Included Percent Included Percent
Director 3 16.7 15 83.3
Assistant Director 2 13.3 13 86.7
Adviser 7 30.4 16 69.6
12 L
21.4 78.6
TABLE 4.19
RANKING OF ITEMS LISTED IN POSITION ANNOUNCE-
MENTS FOR DIRECTOR OF INTERNA-
TIONAL STUDENT ADVISEMENT
ltem Percent Rank
Administration 66.7 1
Advisement Li 4 2
Intercultural Awareness 38-9} 3
Counseling 38.9
Supervision 27.8} 5
Program Development 27.8
Management 22.2} 7
Written Communication Skill 22.2
Oral Communication Skill 16.7
International Experience 16.7 9
Orientation 16.7
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advisement, administration was the most frequently listed item. Adminis-
tration was followed by advisement, intercultural awareness, and counsel-
ing.

Table 4.20 shows those ranked items which were specified in posi-
tion announcements for assistant directors of international student ad-
visement. These items are similar, through fhe first four items, to
those which appear in Table 4.21, except for program development. Pro-
gram deve]opmgnt appeared in the advertisements for assistant directors
ranked as second, while for director of international student advisement
program development was ranked as item five.

The ranking for those items specified for international student ad-
viser appears in Table 4.21. This ranking showed the items of intercul-
tural awareness and advising were tied for the first rank, and adminis-
tration and program development were tied for third. These items are
the same as those occupying the same four ranks in the assistant direc-
tor positions, although in different order.

The composite rankings of items listed in the position announce-
ments for international student advisement is shown in Table 4.22. For
many of these items, there was not an appreciable change in the rankings
by position title. Several items did show a change of four ranks on a
specific item. For example, oral communication skills were ranked fifth
for assistant director of international student advisement position an-
nouncements, and ninth for both directors and advisers; counseling was
ranked third for director of international student advisement positions,
and seventh for assistant directors; supervision was ranked fifth in ad-
vertisements for directors of international student advisement, and ninth

for both positions of assistant director and adviser. Assistant director



TABLE 4.20

RANKING OF ITEMS LISTED

IN POSITION ANNOUNCE-
MENTS FOR ASSISTANT DIRECTOR OF INTER-
NATIONAL STUDENT ADVISEMENT

Item Percent Rank
Administration 73.3 1
Program Development L6.7 2
Advisement L6 .7
Intercultural Awareness 40.0 4
Oral Communication Skills 33.3} 5
lnternationalyExperience 33.3
Written Communication Skills 26.7} 7
Counseling 26.7
Management 13.3
Supervision 13.3 ]
Orientation 13.3

TABLE. 4.21
RANKING OF ITEMS LISTED IN POSITION ANNOUNCEMENTS
FOR INTERNATIONAL STUDENT ADVISER

| tem Percent Rank
Intercultural Awareness 56.51 1
Advisement 56.5§

Administration h7.8} 3
Program Development 47.8)
Counseling 43.5 5
Orientation 30.4 6
International Experience 26.0 7
Written Communication Skills 8.7 8
Management 4-3?
Oral Communication Skills 4.3 9
Supervision 4.3}

83
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of international student advisement position announcements ranked inter-

national experience fifth, while director position announcements ranked

this item ninth.

-

TABLE 4.22

COMPOSfTE RANKINGS OF ITEMS LISTED IN
POSITION ANNOUNCEMENTS FOR INTER-
NAT IONAL STUDENT ADVISEMENT

Assistant Mean of

Item Director Director Adviser Rankings
Administration 1 1 3 1.67
Management 7 9 9 8.33
Written Communication Skills 7 7 8 7.33
Oral Communication Skills 9 5 9 7.67
Intercultural Awareness 3 L 1 2.67
Counseling 3 7 5 5.00
Supervision 5 9 9 7.67
Program Development 5 2 3 3.33
Advisement 2 2 1 1.67
International Experience 9 5 7 7.00
Orientation 9 9 6 8.00

Summary

In analyzing the information for the international student advise-

ment area, there are a number of observations that may be made.

The

first of these speaks to a limitation on this information due to the
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small sample. Only 56 positions were found specifically seeking individ-
uals for international student advisement.

Most of the positions advertised through The Chronicle of Higher

Education appeared during the period of 1980 through 1982. This may in-
dicate a growing interest by colleges and universities in their interna-
tional populations, as well as a growing number of international students
on campus. Most of the positions in international student advisement
were available in institutions with over 5,000 student enrollments.

Almost 70.0 percent of all positions advertised called for a mas-
ter's degree, and over half of the positions did not require previous
experience in the area. Student personnel and counseling were the aca-
demic areas most frequently sought.

Although the salary analysis did not indicate any significant dif-
ference when compared to school size, it did reveal a significant differ-
ence when analyzed with job title. Not unexpectedly, the advertised pay
for directors was significantly higher than that for assistant directors
and advisers.

The skills and knowledge areas did point to some difference for the
level of position being advertised. Even though all skills and knowl-
edge areas were evident at all levels, the positions were differentiated
by the degree to which a particular skill and/or knowledge was mentioned
in the advertisements. Directors showed a need for such skills as ad-
ministration, management, written communication, and supervision. Assis-
tant director positions required administration, written and oral commun-
ication skills, and program development. For the position of interna-

tional student adviser, the position announcements most frequently
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mentioned intercultural awareness, counseling, program development, ad-
visement, immigration, and orientation.

From these data it is possible to conclude that directors of inter-
national student advisement programs are sought more for their knowledge
of operation, while adviser positions have a greater need for direct
interaction with students. The assistant director announcements seem to
indicate that the individual sought for this area should have ability in

both operations and program development.



CHAPTER V

ANALYSIS OF POSITION ANNOUNCEMENTS
IN THE AREAS OF COLLEGE UNION

AND STUDENT ACTIVITIES

The student personnel areas of college union and student activities
were combined for the purposes of this study. While it was recognized
that some institutions have student activities areas which are separate
from the college union, in other institutions student activities and the
college union are closely tied, functionally and administratively.

There were 594 separate positions listed in The Chronicle of Higher

Education from 1979 to 1982. Unlike a number of the other areas of stu-
dent personnel analyzed in this study, the number of positions being ad-
vertised showed an increase for each year. In 1982, there were 179 posi-
tions advertised, or 30.1 percent of the total. For an analysis of the
positions by year, see Appendix F. The peak hiring months for positions
in the college union/student activities area were from March through
July, during which almost 70.0 percent of the positions were first adver-
tised. This information is presented in Appendix G.

As shown in Table 5.1, positions in college union/student activi-
ties work were advertised for all levels of school size. Approximately
45.0 percent of all positions advertised were at institutions with 10,000
or more students enrolled, and 94.0 percent were at institutions with en-

rol Iment of above 1,000 students. This does not seem to be unusual in

87
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that larger institutions would tend to have more positions in the college
union/student activities area than would small schools in which one per-
son might serve in several capacities. It was also considered that larg-
er institutions tended to conduct nationwide searches, while smaller in-

stitutions used local or regional search procedures.

TABLE 5.1

FREQUENCY OF POSITIONS IN COLLEGE UNIONS/
STUDENT ACTIVITIES BY SCHOOL SIZE

School Size Number Percent
500 & Below 9 1.5
501-1,000 27 4,5
1,001-2,500 121 20.4
2,501-5,000 63 10.6
5,001-10,000 108 18.2
10,000-20,000 - 127 21.4
20,000 & Above 139 23.4

594 100.0

The location, by state, of the institutions advertising shows that
there were 47 states and the District of Columbia represented. The more
populous states--New York, Pennsylvania, California, and I1linois--were
those from which most of the advertisements appeared.

Table 5.2 shows the number and frequency of the position by title.
Over 27.0 percent of the position announcements were for directors of

student activities and there were almost 24.0 percent of the position
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announcements seeking program advisers. There was no category with less

than 10.0 percent of the positions advertised.

TABLE 5.2

FREQUENCY OF POSITIONS IN COLLEGE UNION/
STUDENT ACTIVITIES BY JOB TITLE

Job Title Number Percent
Director, College Union 63 10.6
Director, College Union/

Student Activities 63 10.6
Assistant Director,

College Union 69 11.6
Director, Student Activities 161 27.1
Assistant Director, Student

Activities 98 16.5
Program Adviser 140 23.6

594 100.0

Table 5.3 shows that over 80.0 percent of the positions advertised
in college union/student activities work either required or preferred a
master's degree. Slightly over a quarter of all the position announce-
ments requested a master's degree with one or two years of experience.

Table 5.4 yields some interesting information related to positions
in college union/student activities work. Over 81.0 percent of the posi-
tion announcements either required or preferred a master's degree. The
only positions which required or preferred an earned doctorate were

those of director of student activities and director of the college



TABLE 5.3

FREQUENCY OF POSITIONS IN COLLEGE UNION/STUDENT
ACTIVITIES BY EDUCATIONAL LEVEL (DEGREE)

Degree Required Number Percent

Bachelor's 27 4.9

Bachelor's--with one to
two years of experience 36 6.5

Bachelor's--with more
than two years of ex- :
perience 25 4.5

Bachelor's required--
master's preferred 99 18.0
Master's 96 17.5

Master's--with one to
two years of experience 140 25.5

Master's--with more than
two years of experience 114 20.7

Master's required, doc-
torate preferred 9 1.6

Doctorate . L 0.7
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union/student activities. Thirty-two percent of the assistant director
of the college union positions sought a bachelor's degree. Twenty-two

percent of the position announcements for program advisers did not seek
a master's degree or higher for these positions. This seemed to indi-

cate that program advising positions and assistant director of college

union positions could provide entry into the field without an advanced

degree.

The overwhelming degree field preferred for positions advertised in
college union/student activities was that of student personnel, with
slightly over 64.0 percent of the position announcements listed student
personnel as the academic area sought. Counseling with almost 12.0 per-

cent and higher education (9.2%) were the next most frequently mentioned

areas.
TABLE 5.4
POSITION TITLE AND EDUCATIONAL LEVEL (DEGREE)
Title Bachelor's Master's Doctorate

Director, College Union 8 48
Director, College Union/ ~

Student Activities 4 49 2
Assistant Director,

College Union 20 42
Director, Student Activities 17 125 11
Assistant Director, :

Student Activities 10 85
Program Adviser 29 100

88 Lh9 13

16.0 18.6 2.4
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The educational background by level and field of academic degree
indicate a master's degree in student personnel was the most frequently
sought in position announcements. The next item to be examined is that

of years of experience sought (Table 5.5):

TABLE 5.5

FREQUENCY OF POSITIONS IN COLLEGE
UNION/STUDENT ACTIVITIES BY
YEARS OF EXPERIENCE

Years of Experience Number Percent
None 156 28.3
One . ‘ 102 18.5
Two 120 21.7
Three 87 15.8
Four L2 7.6
Five : 35 6.3
Six 4 0.7
Seven 2 0.4
Eight 2 0.4
Nine or more 2 0.4

552 100.0

Almost 85.0 percent of all position announcements listed three or
fewer years of experience required, with 28.3 percent listing no previ-
ous experience necessary. When analyzed by position title, the follow-

ing information was determined.
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The range for the position of director of college union was from no
experience to over nine years. The mean experience expected was 3.5
years. The position of director of the college union/student activities
had a range from no expéfience to five years, and a mean of two years.
Assistant directors of the college union showed a range from no experi-
ence through five years, with the mean for assistant directors of the
college union being 1.5 years of experience.

For directors of student activities the range was from no experi-
ence to over nine Years with the mean being two years of experience. The
range for asgistant directors of student activi&ies was from no experi-
ence to five years of experience. The mean was 1.6 years of experience.
For the program adviser's position, the range was from no experience to
four years. The mean was 1.2 years of experience.

Salary was the next area examined in the position announcements
(Table 5.6). The range of salaries was from $8,500 to $39,705. In order
to analyze the data on sa]afy; an analysis was run using position title
and salary.

It is not surprising that the salary information, when contrasted
by position title, produces statistically significant results. What may
be surprising is that the salary range from director of student activi-
ties shows both the lowest and highest salary listed. As was true in
the preceding chapter, the lower level positions of assistant director
of the college union and program adviser listed salary information in a
higher percentage of the advertisements than did the other positions. In
the advertisements for these positions, salary information was included
in over 60.0 percent of the cases. The salary information for all other

positions ranged from 38.0 to 54.0 percent. Once again, the salary range
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for entry level positions was frequently established, but the variables
of education and experience for the higher level positions was probably

influential in the establishment of a specific salary.

TABLE 5.6

POSITION TITLE AND SALARY FOR COLLEGE
UNITON/STUDENT ACTIVITIES

Title No. Mean Minimum Maximum
Director, College Union 34 $22,829.58 $15,000.00 $38,490.00
Director, College Union/
Student Activities 24 17,783.67 12,000.00 25,000.00
Assistant Director,
qu]ege Union 43 15,665.12 10,175.00 27,828.00
Director, Student Activi-
ties 83 17,139.30 8,500.00 39,705.00
Assistant Director, Stu-
dent Activities 42 14,953.43 11,000.00 22,722.00
Program Adviser 87 14,296.47 9,750.00 24 ,084.00

313 $16,520.81 $ 8,500.00 $39,705.00

While the information related to school size and salary (Table 5.7)
was once again heavily weighted by the frequency of the positions being
advertised within any particular school size, there were some areas of
significance.

In Table 5.7, the Iargér institutions did list higher salaries in

their position announcements. This finding is not surprising; however,
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it must be examined in 1ight of the distribution of more highly paid posi-

tions being found within any particular range of school size.

TABLE 5.7

SCHOOL SIZE AND SALARY FOR COLLEGE
UNION/STUDENT ACTIVITIES

School Size No. Mean Minimum Max imum
500 & Below 3 $15,080.00 '$11,400.00 $18,640.00
501-1,000 9 14,831.89 10,500.00 20,897.00
1,001-2,500 50 14,229.68 8,500.00 22,500.00
2,501-5,000 29 15,593.59 10,250.00 22,000.00
5,000-10,000 66 16,934.33 9,750.00 39,705.00
10,000-20,000 - 71 16,656.35 10,500.00 32,500.00
20,001 & Above 85 17,857.42 10,175.00 38,490.00

313 $16,520.81 $ 8,500.00 $39,705.00

The next items to be examined were the areas of skill, competency,
and knowledge which were derived from the position announcements. An
analysis was run on each of the following items which appeared in over
10.0 percent of the position announcements:

1. Administration

2. Management

3. Budget

L., Written communication

5. Oral communication

6. Student development theory



10.
1.
12.
13.
4.
15.
16.
17.
18.
19.
20.
21.
22.
23.
2k,
25.
26.
27.
28.
29.

Intercultural awareness
Counseling

Goal setting
Assessment/evaluation
Consultation
Leadership development
Group skills

Training

Supervision

Program development
Advising

College union board
Student government
Greek groups

Minority groups
Vlomen's groups
Handicapped students
International students
Student organizations
Recreation
Orientation

Operations

Food service.
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The first item which appeared in over 10.0 percent of all position

announcements was that of administration (Table 5.8).

This was listed

in 171 of all position announcements, or in 28.8 percent of the cases.
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TABLE 5.8

POSITION TITLE AND ADMINISTRATION FOR
COLLEGE UNION/STUDENT ACTIVITIES

Per- Not Per-
Title Included cent Included cent
Director, College Union 29 L6.0 34 54.0
Director, College Union/
Student Activities 24 38.0 39 72.0
Assistant Director,
College Union 22 31.9 47 68.1
Director, Student Activi-
ties 50 31.0 111 69.0
Assistant Director,
Student Activities 20 20.4 78 79.6
Program Adviser 26 18.6 114 81.4
171 423
28.8 71.2

Table 5.8 showed that there was a relationship between position
title and administration. This relationship was also revealed when the
individua]‘positions were analyzed. The item of administration was spe-
cified in 46.0 percent of all position announcements for directors of
college unions, and in 38.0 percent of the position announcements for
director of college union/student activities. Administration was speci-
fied in 32.0 percent of the positibn announcements for assistant direc-
tor of the college union, and in 31.0 percent of the advertisements for
director of student activities. Administration was specified in 20.0
percent of the position announcements for assistant director of student
activities, and it was found in 23.0 percent of all advertisements for

program advisers.



98

It is not unexpected to discover that administrative experience and
knowledge are more often specified for the positions of director of the
college union/student activities than for the other levels. The slight-
ly higher percentage of program adviser positions listing administration
than assistant directors of student activities may be attributed to the
fact that only larger institutions would have an assistant director of
student activities. In some small institutions, the position of program
adviser might be the only studenf activities staff member.

Slightly over 31.0 percent of all position announcements listed man-
agement as a skill necessary for the job being advertised (Table 5.9).

Management was listed in 185 of all the position announcements.

TABLE 5.9

POSITION TITLE AND MANAGEMENT FOR COLLEGE
UNION/STUDENT ACTIVITIES

Per- Not Per-
Title Included cent Included cent
Director, College Union 45 71.4 18 28.6
Director, College Union/
Student Activities 36 57.1 27 42.9
Assistant Director,
College Union 33 47.8 36 52.2
Director, Student Activi-
ties 38 23.6 123 76. 4
Assistant Director,
Student Activities ' 20 20.4 78 79.6
Program Adviser 13 9.3 127 90.7
185 L4o9

31.1 68.9
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The relationship of position title and management was demonstrated
in the analysis of management by each title. Position announcements for
the position of director of college union listed management in 71.0 per-
cent of the cases. Director of college union/student activities posi-
tions cited management in 57.0 percent of the advertisements, and 47.0
percent of the assistant director of college union positions listed man-
agement. The student activities area showed less emphasis upon manage-
ment skills. The director of student activities position announcements
listed management in 23.0 percent of the advertisements, and it was cit-
ed in 20.0 percent of the position announcements for assistant director
of student activities. For program adviser positions, management was
listed in only 9.0 percent of the advertisements.

The statistics enumerated above demonstrate that management skills
are more widely sought for those positions more related to the college
union than to those positiong_in the student activities area.

Budget was another item which was specifically mentioned in over
10.0 percent of the position announcements in college union/student acti-
vities area (Table 5.10). Budget was specifically stated in 154 position
announcements, or in 25.9 percent of the cases.

Table 5.10 shows the analysis of position title on an individual ba-
sis. The position announcements for director of college union positions
listed budget knowledge in 48.0 percent of the cases; for the positions
entitled director of college union/student activities, budget knowledge
was listed in 35.0 percent of the announcements; and assistant director
positions were cited in 30.0 percent of the announcements. Director of
student activities positions listed budget knowledge in 26.0 percent of

the cases; and for assistant directors of student activities and program
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advisers, budget knowledge was listed in the position announcements as

15.0 and 17.0 percent of the advertisements.

TABLE 5.10

POSITION TITLE AND BUDGET FOR COLLEGE
UNION/STUDENT ACTIVITIES

Per- Not Per-
Title Included cent Included cent
Director, College Union 30 47.6 33 52.4
Director, College Union/
Student Activities 22 34.9 4 65.1
Assistant Director,
College Union 21 30.4 48 69.4
Director, Student Activi- '
ties 42 26.0 119 74.0
Assistant Director, -
Student Activities L 15 15.3 83 84.7
Program Adviser 24 17.1 116 32.9
154 L4o
25.9 741

The next item listed in the position announcements for college union/
student activities in over 10.0 percent of the advertisements was lead-
ership training, which was found in 130 or 21.9 percent of the positions.
advertised from 1979 to 1982 (Table 5.11).

From the data in Table 5.11, it appeared that leadership training
skills were a function of student activities work to a greater degree

than they were for college union work. The position announcements
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indicated a need for leadership training skills for directors of student
activities (23.0%), assistant directors of student activities (35.0%),
and program adviser (26.0%). Over one-fourth of all student activities
position announcements specifically liéted leadership training skills,

while there were far fewer for college union positions (11.7%).

TABLE 5.11

POSITION TITLE AND LEADERSHIP TRAINING FOR
COLLEGE UMNION/STUDENT ACTIVITIES

Per- Not Per-
Title Included cent Included cent
Director, College Union 4 6.3 59 93.7
Director, College Union/ ‘
Student Activities - 10 15.9 53 84 .1
Assistant Director,
College Union 9 13.0 60 87.0
Director, Student Activi-
ties 37 23.0 124 77.0
Assistant Director,
Student Activities 34 34.7 64 65.3
Program Adviser 36 25.7 104 74.3
130 . i
21.9 78.1

The item, training, listed in the position announcements for col-
lege union/student activities work was used to identify positions in
which staff training was a component. This item appeared in 10.8 per-

cent of all such position announcements (Table 5.12).
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TABLE 5.12

POSITION TITLE AND TRAINING FOR COLLEGE
UNION/STUDENT ACTIVITIES

Per- Not Per-
Title Included cent Included cent
Director, College Union 6 9.5 57 90.5
Director, College Union/
Student Activities 11 17.5 52 82.5
Assistant Director,
College Union 6 8.7 63 91.3
Director, Student Activi-
ties 16 9.9 145 90.1
Assistant Director,
Student Activities 11 11.2 87 88.8
Program Adviser 14 10.0 126 90.0
64 530
10.8 89.2

There was no significant difference indicated when position titles
were analyzed using the variable of training. The only position in which
training appeared to any extent was that of director of college union/
student activities, where it appeared in 17.0 percent of the position
announcements.

The item of supervision appeared in 42.0 percent of all positions
in college union/student activities work. The total number of position
announcements which included supervision as a necessary skill was 252
(Table 5.13).

Supervision as an item in position announcements for college union/
student activities was included in almost half of the advertisements for

college union work. Director of college union position announcements
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listed supervision in 58.7 percent of all advertisements. The position
announcements for director of college union/student activities listed
this item in 63.5 percent of all cases. Assistant directors of college
union positions listed supervision in 54.6 percent of the announcements.
The student activities positions did not list supervision as often as

did the student union positions. Supervision was listed in advertise-
ments for directors of student activities in 45.3 percent of the announce-
ments and supervision was identified in 31.6 percent of the position an-
nouncements for a§sistant directors of student activities. Almost one-
fourth of all the positién announcementé for program advisers listed

supervision as a needed area (24.3%).

- TABLE 5.13

POSITION TITLE AND SUPERVISION FOR COLLEGE
UNION/STUDENT ACTIVITIES

‘ Per- Not Per-
Title Included cent Included cent
Director, College Union 37 58.7 26 41.3
Director, College Union/
Student Activities Lo 63.5 23 36.5
Assistant Director,
College Union ' 37 53.6 32 L4 .4
Director, Student Activi-
ties 73 45.3 88 54.7
Assistant Director, )
Student Activities 31 31.6 67 68.4
Program Adviser 34 24.3 106 75.7
252 342

424 57.6
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Program development was another item found in a high percentage of
all position announcements for college union/student activities work
(Table 5.14). Of all positions advertised in this area, 44.0 percent

specifically indicated program development as a responsibility for the

position.
TABLE 5.14
POSITION TITLE AND PROGRAM DEVELOPMENT FOR
COLLEGE UNION/STUDENT ACTIVITIES
Per- Not Per-
Title , Included cent Included cent
Director, College Union 23 36.5 Lo 63.5
Director, College Union/ : |
Student Activities - 31 49.2 32 50.8
Assistant Director,
College Union 15 21.7 54 78.3
Director, Student Activi-
ties 84 52.1 77 47.9
Assistant Director,
Student Activities 52 53.0 L6 47.0
Program Adviser 58 L. 4 82 58.6
263 331
4y 3 55.7

Table 5.14 showed that both positions of assistant director of stu-
dent activities (53.0%) and director of student activities (52.0%) had
program development listed in over half of all position announcements.

The advertisements for director of college union/student activities cited



105

program development in 49.0 percent of all cases. Program adviser posi-
tions showed this item in 41.0 percent of the advertisements. Directors
of college union position announcements also listed this area at 36.5
percent, whereas only 22.0 percent of the assistant director of college
union positions listed program development as a needed skill.

Advising was most frequent]y used to indicate an advisory role with
student groups and was usually coupled with a specific group which was
to be advised. This item appeared in almost 43.0 percent of the posi-

tion announcementslfor college union/student activities work (Table 5.15).

TABLE 5.15

POSITION TITLE AND ADVISING FOR COLLEGE
UNION/STUDENT ACTIVITIES

Per- Not Per-
Title Included cent Included cent
Director, College Union 10 15.9 53 84.1
Director, College Union/
Student Activities 28 L4y 4 35 55.6
Assistant Director,
College Union 22 31.9 L7 68.1
Director, Student Activi-
ties 68 42,2 93 57.8
Assistant Director,
Student Activities Le 46.9 52 53.1
Program Adviser 80 57.1 60 42.9
254 340

42.8 57.2
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Table 5.15 showed that the student activities positions plus those
for director of college union/student activities cited advising in over
L0.0 percent of the position announcements. Program adviser position
announcements specifically listed advising in 57.0 percent of the cases.
Assistant directors of student activities (47.0%), director of college
union/student activities (44.0%), and director of student activities
(42.0%) position announcéments also listed advising as an area of in-
volvement. Directors of college union (16.0%) and assistant directors
of college union (32.0%) showed advising responsibilities less often.

These next areas were included to ascertain which groups were advis-
ed and if a relationship existed between the position titles and the spe-
cific group. Advising the college union board was the first area to be
examined (Table 5.16). Over 20.0 bercent of the position announcements
specifically listed advising Fhe college union board as a responsibility.

As reported in Table 5.16, almost a third (31.0%) of the program ad-
viser position announcements indicated that the advisement of the college
union board was an area of responsibility. While 24.0 percent of the
assistant director position announcements listed this area of advisement,
less than ten percent (9.52) of the director of the college union posi-
tions cited advisement of the college union board. All other positions
listed this area in bétween 15.0 and 19.0 percent of the advertisements.

Advising student government was fouﬁd in almost 15.0 percent of the
position announcements. The analysis by position is found in Table 5.17.
From the data by position, only two of the job fields--director of col-
lege union/student activities and director of student activities--showed
advising student government to a very great degree. No other position

listed advising student government in more than 12.0 percent of the



. POSITION TITLE AND ADVISING COLLEGE UNION BOARD
COLLEGE UNION/STUDENT ACTIVITIES

TABLE 5.16

Per- Not Per-
Title Included cent Included cent
Director, College Union 6 9.5 57 90.5
Director, College Union/
Student Activities 12 19.0 51 81.0
Assistant Director,
College Union 12 17.4 57 82.6
Director, Student Activi-
ties 24 14.9 137 85.1
Assistant Director,
Student Activities 24 24,5 74 75.5
Program Adviser 43 30.7 97 69.3
121 473
20.4 79.6
TABLE 5.17
POSITION TITLE AND ADVISING STUDENT GOVERNMENT
FOR COLLEGE UNION/STUDENT ACTIVITIES
Per- Not Per-
Title [ncluded cent Included cent
Director, College Union 3 L. 8 60 95.2
Director, College Union/
Student Activities 16 25.4 47 74.6
Assistant Director,
College Union 8 11.6 61 83.4
Director, Student Activi-
ties 38 23.6 123 76. L
Assistant Director,
Student Activities 10 10.2 88 89.8
Program Adviser 12 8.6 128 91.4
87 507
14.6 85.4
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position announcements, with director of college union positions listing

it in less than 5.0 percent of all advertisements.

Another area which appeared in over 10.0 percent of all position

announcements for college union/student activities work was advising fra-

ternities and sororities (Table 5.18).

ed in 83 (14.0%) of all position announcements.

TABLE 5.18

This area of advisement was list-

POSITION TITLE AND ADVISING FRATERNITIES-SORORITIES
FOR COLLEGE UNION/STUDENT ACTIVITIES

Per- Not Per-
Title Included cent Included cent
Director, College Union -—- -—- 63 100.0
Director, Col]ege‘Union/
Student Activities 5 7.9 58 92.1
Assistant Director,
College Union 2 2.9 67 97.1
Director, Student Activi-
ties ‘ 15 9.3 146 90.7
Assistant Director,
Student Activities 18 18.4 80 81.6
Program Adviser 43 30.7 97 69.3
83 511
14.0 86.0

Table 5.18 indicated that the advising of fraternities and sorori-

ties was listed more often in the position of program adviser than for

any other position; 30.0 percent of the program adviser position
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announcements listed advising these groups. Only assistant director of
student activities positions were even close to the program adviser posi-
tions in advising fraternities and sororities. This position listed ad-
vising fraternities-sororities in 18.0 percent of the position announce-
ments. 1t should be noted that no position announcements for director
of the college union listed this area.

The advising of student organizations was included in the position
announcements in 27.4 percent of all the position announcements in col-

lege union/student activities (Table 5.19).

TABLE 5.19

POSITION TITLE AND ADVISING STUDENT ORGANIZATIONS
FOR COLLEGE UNION/STUDENT ACTIVITIES

Per- Not Per-
Title ‘Included cent Included cent
Director, College Union 5 7.9 58 92.1
Director, College Union/
Student Activities 27 42.9 36 57.1
Assistant Director,
College Union 12 17.4 57 82.6
Director, Student Activi-
ties 52 32.3 109 67.7
Assistant Director,
Student Activities 31 31.6 67 68.4
Program Adviser 36 25.7 104 74 .3
163 431

27 .4 72.6
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Table 5.19 showed the distribution of advising student organizations
by position title. The position announcements which listed advising stu-
dent organizations most frequently were those which were related to stu-
dent activities. The director of college union/student activities posi-
tion (42.0%), the director of student activities (32.0%), the assistant
director of student activities (32.0%), and the program adviser (26.0%)
were those positions which when advertised listed advising student organ-
izations.

Position announcements in the college union/student activities area
listed recreation as an area of responsibility in almost 20.0 percent of
the cases (Table 5.20). The item of recreation did cause some particu-
lar problems for this study, for thelposition announcements did not dif-
ferentiate between recreation areas located within a college union and
recreation programs sponsored through the college union or student activ-
ities. Recreation areas with the college union would be more of a man-
agement function, while recreation sponsored by student activities would
be programmatic.

As the recreation area was roughly divided into the college union
recreational facilities and the recreational program function of student
activities, it was assumed that the college union positions of director
and assistant director of the college union major area'of concern would
be for a recreational facility. |If this was correct, the major position
involved in college union recreation would be that of the assistant
director of the college union. The position announcements for assistant
director of the college union listed recreation in 24.6 percent of the
advertisements. The director of the college union position announce-

ments cited recreation in 15.8 percent of the advertisements. For those
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positions in student activities, including the director of the college
union/student activities, the analysis for the listing of recreation by
position was as follows: director, college union/student activities
(19.0%); director of student activities (21.7%); assistant director, stu-

dent activities (14.2%); and program adviser (20.7%).

TABLE 5.20

POSITION TITLE AND RECREATION FOR COLLEGE
UNION/STUDENT ACTIVITIES

Per- Not Per-
Title Included cent Included cent
Director, College Union 10 15.9 53 84.1
Director, College Union/
Student Activities  _ 12 19.0 51 81.0
Assistant Director, ’
College Union 17 24 .6 52 75.4
Director, Student Activi-
ties 35 21.7 126 78.3
Assistant Director,
Student Activities 14 14.3 84 85.7
Program Adviser 29 20.7 111 79.3
117 \ 477
19.7 80.3

Orientation was mentioned in 10.0 percent of the position announce-
ments for college union/student activities. The analysis by position

title and orientation is listed in Table 5.21.
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TABLE 5.21

POSITION TITLE AND ORIENTATION FOR COLLEGE
UNION/STUDENT ACTIVITIES

Per- Not Per-
Title Included cent Included cent
Director, College Union 2 3.1 61 96.9
Director, College Union/
Student Activities 16 25.4 47 74.6
Assistant Director,
College Union 2 2.9 67 97.1
Director, Student Activi-
ties 23 14.3 138 85.7
Assistant Director,
Student Activities 6 6.9 92 93.9
Program Adviser 11 7.9 129 92.1
60 | 534
10.1 89.9

Responsibilities for orientation, as listed in the position announce-
ments, were most frequently listed for the positions of director of the
college union/student activities (25.4%) and the director of student ac-
tivities (14.3%).

The operations area included those relatéd to facilities management
(Table 5.22). Operations was an item included in slightly over 24.0 per-
cent of all position announcements in college union/student activities
work.

The highest level of involvement in operations as determined from
the position announcements was listed for director of college union

(53.9%), director of the college union/student activities (46.0%), and
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assistant director of the college union (56.5%). Student activities

position advertisements listed operations in fewer than 15.0 percent of

the cases.
TABLE 5.22
POSITION TITLE AND OPERATIONS FOR COLLEGE
UNION/STUDENT ACTIVITIES
Per- Not Per-
Title Included cent Included cent
Director, College Union 34 53.9 29 46 .1
Director, College Union/
Student Activities 29 46.0 34 54.0
Assistant Director,
College Union : 39 56.5 30 43.5
Director, Student Activi-
ties : 15 9.3 146 90.7
Assistant Director,
Student Activities ‘ 13 13.2 85 86.8
Program Adviser 14 10.9 126 90.0
144 450
24 .2 75.8

The ranking of items listed in position announcements for the direc-
tor of college unions showed an emphasis on management, supervision,
operations, budget, and administration; Table 5.23 shows these rankings.

Table 5.24 shows the ranking of items which were listed in position
announcements for director of student union/student activities. In con-

trasting this information with the rankings found in Table 5.23, the



TABLE 5.23

RANKING OF ITEMS LISTED IN POSITION ANNOUNCEMENTS
FOR DIRECTOR OF STUDENT UNION

Item Percentage Ranking

Management 71.4 1
Supervision 58.7 2
Operations 53.9 3
Budget 47.6 4
Administration 46.0 5
Program Development 36.5 6
Advising ' 15.9} 7
Recreation- 15.9

Training = 9-5} 9
Advising, College Union Board 9.5

Advising, Student Organizations 7.9 11
Leadership Training ‘ 6.3 12
Advising, Student Government 4.8 13
Orientation 3.1 14
Advising, Fraternities-Sororities --- 15

TABLE 5.24

RANKING OF ITEMS LISTED IN POSITION ANNOUNCEMENTS
FOR DIRECTOR OF STUDENT UNION/
STUDENT ACTIVITIES

I tem Percentage Ranking
* Supervision 63.5 ]
Management 57.1 2
Program Development k9.2 3
Operations b6 .0 4
Advising Lh 4 5
Advising, Student Organizations 42.9 6
Administration 33.0 7
Budget 34.9 8
Advising, Student Government 25.4} 9
Orientation 25.4
Advising, College Union Board 19.0} »
Recreation 19.0
Training 17.5 13
Leadership Training 15.9 14
Advising, Fraternities-Sororities 7.9 15
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rankings for director of student union/student activities showed high
rankings for both management functions and ‘programming areas, whereas
the director of student union positions were more oriented toward manage-
ment.

Table 5.25 shows the ranking of items listed in position announce-
ments for assistant director, student union. These rankings showed the
assistant director, student union,’was a position with a great deal of
emphasis upon fhe dperatibns and management functions. éupervision was
an item which was ranked highly for all college union positions.

In Table 5.26, the rankings for all the items listed in position
announcements for director of studént activities are shown. Unlike the
positions in student union work, the items listed for director of stu-
dent activitfes were less oriented toward the operations and management
functions. Director of student activities position announcements were
more oriented toward program development, advising, and advising student
organizations, although some areas 6f management were found in the high-
est six ranked functions. These were: supervision (2), administration
(5), and budget (6).

The rankings for items listed in position announcements for assis-
tant directors of student activities are shown in Table 5.27. As was
the case for directors of student activities, the assistant director
position announcements show a greater emphasis upon advising and program
development. Only the fourth ranked item, supervision, was indicative
of a management function. Program development (1), advising (2), leader-
ship training (3), advising student organizations (4 tie), and advising
college union board (6) were indicative of a student programming thrust

for this position.



TABLE 5.25

RANKING OF ITEMS LISTED IN POSITION ANNOUNCEMENTS

FOR ASSISTANT DIRECTOR OF STUDENT UNION

| tem Percentage Ranking

Operations 56.5 ]
Supervision 53.6 2
Management 47.8 3
Administration 3].9} L
Advising 31.9

Budget 30.6 6
Recreation 24.6 7
Program Development 21.7 8
Advising, College Union Board 17.4}

Advising, Student Organizations 17.4 9
Leadership Training 13.0 11
Advising, Student Government 11.6 12
Training 8.7 13
Advising, Fraternities-Sororities 2.9} fh
Orientation 2.9

TABLE 5.26

RANKING OF ITEMS LISTED IN POSITION ANNOUNCEMENTS

FOR DIRECTOR OF STUDENT ACTIVITIES

Item Percentage Ranking

Program Development 52.1 1
Supervision 45.3 2
Advising 42.2 3
Advising, Student Organizations 32.3 L
Administration 31.0 5
Budget 26.0 6
Management 23.6}

Advising, Student Government 23.6 /
Leadership Training 23.0 9
Recreation 21.7 10
Advising, College Union Board 14.9 11
Orientation 14.3 12
Training 9.9 13
Operations 9.3? 14
Advising, Fraternities-Sororities 9.3
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TABLE 5.27

RANKING OF ITEMS LISTED IN POSITION ANNOUNCEMENTS
FOR ASSISTANT DIRECTOR OF STUDENT ACTIVITIES

ltem ‘ Percentage Ranking

Program Development 53.0 1
Advising 46.9 2
Leadership Training 34.7 3
Supervision 31.6 } L
Advising, Student Organizations 31.6 )

Advising, College Union Board 24 .5 6
Administration 20.&}

Management ' 20.4 7
Advising, Fraternities-Sororities 18.4 9
Budget - 15.3 10
Recreation 14.3 11
Operations 13.2 12
Training 11.2 13
Advising, Student Government 10.2 14
Orientation 6.1 15

The rankings for items listed in position announcements for program
advisers is shown in Table 5.28. These items showed an emphasis upon ad-
vising and program development. The first six items specified in the
position announcements were oriented toward work with students and stu-
dent groups. The advising functions, particularly advising student
groups, were most frequently mentioned. The advising functions for fra-
ternities and sororities appearing in the program adviser position an-
nouncements tied for third in the rankings; this was the only position
in which this function ranked this highly.

The composite rankings for items listed in all position announce-
ments for college union/student activities appear in Table 5.29. This

table shows a difference between the rankings for college union positions



TABLE 5.28

RANKING OF ITEMS LISTED IN POSITION ANNOUNCEMENTS
FOR PROGRAM ADVISER

ltem Percentage Ranking

Advising 57.1 1
Program Development L. 4 2
Advising, College Union Board 30;7

Advising, Fraternities-Sororities 30.7% ’
Advising, Student Organizations 25.7

Leadership Training 25.7 % °
Supervision - 24.3 7
Recreation 20.7 8
Administration 18.6 9
Budget 17.1 10
Operations 10.2 11
Training 10.0 12
Management 9.3 13
Advising, Student Government 8.6 14
Orientation 7.9 15
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TABLE 5.29

COMPOSITE RANKINGS FOR ITEMS LISTED IN POSITION ANNOUNCEMENTS
FOR COLLEGE UNION/STUDENT ACTIVITIES

Director, Director, Col- Assistant Director, AssistantDirec-
College lege Union/Stu- Director, Student tor, Stu- Program
Item Union dent Activities College Union ~ Activities dent Activities Adviser
Administration 5 7 4 5 9
Management 1 2 3 7 13
Budget 4 8 6 6 10 10
Leadership Training 12 14 : 11 9 5
Training 9 13 13 13 13 12
Supervision 2 1 2 7
Program Development 6 3 -1 1 2
Advising 7 5 3 2 1
Advising, College )
Union Board 9 1 9 1 6 3
Advising, Student
Government 13 9 12 7 - 4 14
Advising, Fraterni-
ties-Sororities 15 15 14 14 9 3
Advising, Student
Organizations 11 6 9 4 4 5
Recreation 7 11 7 10 11 8
Orientation 14 9 14 12 15 15
Operations 3 L ] 14 12 11

6L1L
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and rankings for positions in the student activities area. This differ-
entiation was most pronounced for directors and assistant directors of
the college union and the student activities positions of assistant direc-
tor and program adviser. The director of college union/student activi-
and director of student activities rankings showed both management and

programming functions as being‘important‘to perspective employers.
Summary

The college union and student activities areas were combined inthis
chapter, since in many institutions of higher education these units are
closely aligned both functionally and administratively. The number of
positions for the collegg union/student ‘activities area found in The

Chronicle of Higher Education from 1979 through 1982 was 594. Six dif-

ferent job titles were utilized in the study. These were: director,
college union; director, college union/student activities; assistant
director, college union; director, student activities; assistant direc-
tor, student activities; and program adviser.

Although positions were advertised by all sizes of institutions,
most of the position announcements were from institutions with enroll-
ments of over 10,000. The more populous states also tended to have the
most positions advertised.

All positions had ét least 10.0 percent of the total advertised;
however, directors of student activities and program advisers made up
over half of all the positons. Almost 82.0 percent of all the positions
required or preferred a master's degree, and 87.6 percent of the adver-
tisements required an educational level no higher than a master's degree.

Only two categories of positions sought a doctorate. These were director
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of college union and director of student activities. In terms of experi-
ence, 85.0 percent of all positions asked for three or fewer years of ex-
perience. Position announcements for directors of college unions and
directors of student activities required the most experience.

Salary was a significant variable in distinguishing between posi-
tions. Thfs was particularly true for the salary range for the director
of the college union. This salary was statistically different from the
salaries of all other positions. The use of salary in differentiating
positions by school size was leés‘significant.

In reviewing the skills, competencies, and knowledge listed in the
position announcements, the following was observed. For the position of
direcfor of the college union, position announcements indicated that ad-
ministration, management, budget, supervision, program development, and
operations were highly desirgd. The positions of director of the col-
lege union/student activities listed the following areas: administra-
tion, management, budget, training, supervision, program development, ad-
vising, advising student government, advising student organizations, ori-
entations, and operations. The position announceﬁents for assistant
director of the college union listed administration, management, budget,
advising the college union board, recreation, and operations. Budget,
leadership training, program development, advising, advising student
government, advising student 6rganizat70ns; and orientation were the
areas listed in position announcements for directors of student activi-
ties. The position announcements for assistant directors of student ac-
tivities list leadership training, program development, advisement, ad-
vising fraternities and sororities, and the advising of student organiza-

tions. The position announcements for program advisers cite leadership
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training, program development, advisement, advising fraternities and
sororities, and advising of student organizations.

There were some major differences that can be ascertained from the
list of skills, competencies, and knowledge in the positions advertised.
The director of the college union and assistant director of the college
“union positions tended to be management-oriented with primary emphasis
upon those skills necessary fo operate a facility. The position of direc-
tor of student activities had some management responsibilities but was
primarily concerned with programming and advisement. The positions of
assistant director of student activities and. program advisers were very
similar in the skills which were listed in the position announcements.
The position which, from the information obtained from the position an-
nouncements, had major responsibilities for both management and student

programming was that of director of the college union/student activities.



CHAPTER VI

ANALYSIS OF POSITION ANNOUNCEMENTS IN THE AREA OF

CAREER PLANNING AND PLACEMENT

Career Planning and Placement is a service which may be located in
a variety of administrative units on a college campus. |t may be a sin-
gle administrative unit under the chief administrative officer, with the
Counseling Office, or with the Financial Aids Office. In some institu-
tions, Career Plannfng and Placement is located within the academic unit,
such as the Law School, Medical School, or School of Business. For the
purpose of this study, all positions which were listed under the classi-

fication of career planning and placement were included.

During the period from 1979 to 1982, The Chronicle of Higher Educa-

tion listed L81 positions under the classification of career planning
and placement. Of these positions, 263 or 54.7 percent w<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>