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ABSTRACT

PERCEPTIONS OF SKILLS AND COMPETENCIES 

NECESSARY TO BECOME AN EFFECTIVE 

CHIEF STUDENT AFFAIRS OFFICER 

By

Dorscine S p ig n e r-L ittle s

The purpose o f th i s  study was to  determ ine from 

p ra c t i t io n e r s ,  percep tio n s  o f the  s k i l l s  most im portant to  Chief 

Student A ffa irs  O ffice rs  (CSAOs), to  determ ine i f  th e re  were 

d iffe ren ces  in  percep tions based upon d iffe ren c es  in  gender (male 

v s . female) and educa tiona l background ( f ie ld  re la te d  vs. n o n -fie ld  

r e la te d ) ,  and to  determ ine i f  th e re  were s k i l l s  o r  competencies 

perceived as being unique to  the  f ie ld .

From a review o f p e r tin e n t research  and l i t e r a t u r e ,  a 

q uestionnaire  was developed and sen t to  197 CSAOs a t  s ta t e  

u n iv e rs i t ie s  w ith s tu d en t populations o f 9000 o r more. Responses 

were received  from 153 which generated 139 usab le  questio n n a ires  

o r 71% of the  ta rg e ted  population .

Ranking th e  s k i l l s  by mean values revealed  th a t  the  sample

group fundamentally agreed th a t CSAOs needed human re la t io n  s k i l l s ,

b asic  ad m in is tra tiv e  s k i l l s ,  decision  making a b i l i ty  and an

o rg an iza tio n a l sense o f the  function  of s tuden t a f f a i r s  in  re la tio n
ix



to  th e  whole in s t i tu t io n .  Seven o f the  ten  competencies th a t  the 

CSAOs rep o rted  as not necessary  were s k i l l s  th a t  could be delegated 

to  subo rd ina tes .

Factor an a ly s is  o f  the  s k i l l s  id e n t i f ie d  from the  l i t e r a tu r e  

re su lte d  in  two p rin c ip a l fa c to rs  being id e n tif ie d  and re ta in e d . 

Factor I  termed "Conceptual S k il ls "  emerged as a broadened view of 

th e  scope o f s tuden t se rv ice s  and each o f the  s k i l l s  considered of 

most importance was contained in  F actor I .  Factor I I  was termed 

"Technical S k il l"  and included those item s which requ ired  an 

understanding o f and p ro fic ien cy  in  a  s p e c if ic  kind of a c t iv i ty ,  

p rocedure, o r techn ique, such as counseling , c a ree r advisem ent, 

conducting and in te rp re t in g  re sea rch , and designing stu d en t personnel 

programs. F actor I I  contained most o f the  s k i l l s  th a t  were ranked 

o f le a s t  importance by th e  CSAOs.

T ests o f s ig n ific a n ce  revealed  th a t  gender, educa tiona l 

background ( f ie ld  re la te d  v s . n o n -f ie ld  re la te d )  and th e  in te ra c t io n  

o f th e  two v a ria b le s  had d i f f e r e n t ia l  e f fe c ts  on Factor I ,  w hile 

the  t e s t s  on Factor I I  revealed  no s ig n if ic a n t  d iffe ren c es  among 

th e  fou r subgroups. The r e s u l ts  in d ic a ted  th a t  th e  female CSAO 

whose tra in in g  was n o n -f ie ld  re la te d  had h igher means in  o v e ra ll  

ra t in g s  o f  s k i l l s ,  meaning th a t  they  ra te d  each o f the  s k i l l s  as 

being  of le s s  importance than th e  o th e r th ree  groups. Their 

subsequent ranking of th e  s k i l l s  a lso  d if fe re d  as they p laced  a 

h igh focus upon the  accomplishment o f sp e c if ic  ta sk s  th a t  were 

d ire c t  components of the  s tu d en t se rv ice s  fu n c tio n s .

Unique s k i l l s  repo rted  in  response to  open-ended items



re f le c te d  th e  core values and philosophy of th e  s tu d en t personnel 

and s tu d en t development movement. These s k i l l s  in d ic a ted  th a t 

p ra c tic in g  CSAOs rep o rt a d e s ire  to  serve th e  o p e ra tio n a l needs 

o f s tu d e n ts . In c o n tra s t ,  th e  responden ts ' id e n t i f ic a t io n  o f the  

ten  h ig h est ranked item s and ten  lowest ranked item s fa i le d  to 

suggest a s tu d en t o r ie n ta tio n .

x i



PERCEPTIONS OF SKILLS AND COMPETENCIES 

NECESSARY TO BECOME AN EFFECTIVE 

CHIEF STUDENT AFFAIRS OFFICER

CHAPTER I 

INTRODUCTION

D espite th e  demand placed on a l l  a d m in is tra to rs  a t  the  

u n iv e rs ity  and co lleg e  le v e l fo r  g re a te r  job e f fe c t iv e n e s s , i t  i s  

be lieved  th a t  th e  c h ie f  s tuden t personnel o f f ic e r  w i l l  have the 

g re a te s t challenge in  dem onstrating e f fe c tiv e  perform ance. The 

ex ten t to  which members o f  th e  p re s id e n t 's  s t a f f  and management team 

a re  ab le  to  promote in s t i tu t io n a l  w elfa re  and achieve in s t i tu t io n a l  

goals i s  a  dem onstration o f th e i r  competence. With th e  s tuden t 

personnel p o in t o f  view as th e i r  b a sic  te n e t ,  c h ie f  s tu d en t personnel 

o f f ic e rs  have o ften  faced problems re la te d  to  th e  e f fe c t iv e  o rgan ization  

and ad m in is tra tio n  o f the  programs and se rv ice s  th a t  come under th e i r  

ausp ices. S ta f f  persons who a re  s tuden t o rien ted  have found management 

e f f ic ie n c y , o rg an iza tio n  and a m anagerial p e rsp ec tiv e  th a t  does not 

always co incide w ith s tuden t goals a n t i th e t ic  to  t h e i r  view point.

M ueller (1966, p. 81) has p a r tic u la r iz e d  the  s i tu a t io n a l  

dilemma of s tu d en t personnel work in  the  fo llow ing s ta tem en t:

1



On whatever casq>us he may fin d  h im self any s tu d en t personnel 
worker w ill  face th re e  dilemmas which o th e r w orkers, f a c u lty , and 
ad m in is tra tio n  a re  ab le  to  escape. The f i r s t  dilemma grows out 
o f the  c o n tra s t between th e  goals which h is  p ro fessio n  embraces 
and th e  function  which h igher education ass ig n s  to  him. The 
second i s  the  inadequacy o f h is  methods fo r  ach iev ing  e i th e r  h is  
own o b jec tiv es  o r those which th e  fa c u lty  and ad m in is tra tiv e  
o ff ic e s  e3q>ect of him. The th ir d  i s  th e  paradox o f developing 
studen t in d iv id u a li ty  in  the  in c reas in g ly  b u reau cra tic  s tru c tu re  
o f the  campus.

The problems o f  the in d iv id u a l a re  obviously re f le c t io n s  

o f the  occupation. The f i r s t  dilemnna a r is e s  as a r e s u l t  o f the 

f i e ld  being c rea ted  and shaped by o u ts id e  fo rces which perceive 

the  function  d if f e r e n t ly  than  the  a c tu a l p ra c t i t io n e r s  and 

educators o f th e  f i e ld .  The second r e f le c ts  th e  f a i lu r e  o f the  

f ie ld  to  in te g ra te  the  necessary  theory  and knowledge in to  a 

unique, a r t i c u la te  and g en era lly  accep tab le  foundation fo r  studen t 

personnel work, and th e  th i r d  i s  th a t  p ro fess io n a l p rep a ra tio n  

programs are  not g iv ing  graduates th e  s k i l l s  to  lead  and change 

programs and a c t i v i t i e s  to  cope w ith  th e  changing face  of h igher 

education .

To understand th e  f i r s t  dilemma posed by M ueller, i t  i s  

necessary  to  take a  b r ie f  look a t  th e  h is to r ic a l  development of 

studen t personnel s e rv ic e s . Penny (1969) and P r io r  (1973) among 

o th e rs  in d ic a te  th a t  th e  problems a sso c ia ted  w ith th e  p ro fess io n  

developed because studen t personnel work developed out o f expediency 

and lacks a ph ilo so p h ica l base which would serve as a p o in t o f 

focus.

H is to r ic a l ly ,  th e  purpose of co llege s tuden t personnel work 

has been to  enhance and support th e  goals of h igher education while 

emphasizing the  need fo r implementing the  process of human development.



According to  Williamson (1961, p. 5 ) ,  studen t personnel work was 

designed to  be the  "ad m in is tra tiv e  co n tro l agent of th e  p re s id e n t."  

However, when the s tuden t personnel philosophy was a r t ic u la te d ,  the 

Student Personnel P o in t o f View. 1937. the  b asic  o r ie n ta tio n  was 

toward a se rv ice  o r  counseling approach.

From the  beginning, s tu d en t personnel workers were most o ften  

seen as a p a r t o f a d m in is tra tio n . However, the  re la tio n sh ip  and 

re s p o n s ib i l i t ie s  o f  s tu d en t personnel ad m in is tra to rs  were changed 

sh o rtly  a f te r  1920 when many co lleg es  and u n iv e rs i t ie s  began to  add 

personnel who were experts  in  te s t in g ,  mental hygience, v o ca tio n a l 

guidance, and job placem ent. These v a ried  and o ften  c o n f lic tin g  

functions were c e n tra lly  organized w ith in  th e  personnel d iv is io n  of 

the  co lleg e  o r u n iv e rs ity . T o llefson  and Bristow (1964, p. 18) have 

hypothesized th a t  th e  w illin g en ess  to  accept c o n f lic tin g  assignments 

led  s tu d en t personnel work to  emerge as "a  cong>lex of n ecessary , but 

delegated  and o fte n  unwarranted a c t i v i t i e s  th a t  re la te d  more to  the  

maintenance than the  edu ca tio n a l fu n c tio n s  o f the  co llege  or 

u n iv e rs ity ."

The various a c t i v i t i e s  th a t  formed th i s  group were derived 

from th e  p ro l i f e r a t io n  o f new ideas and were based on s tuden t and 

in s t i tu t io n a l  needs ra th e r  than any th e o re t ic a l  o r  ph ilo so p h ica l 

b a s is .  Penny (1969, p . 11) s ta t e s  th a t  w hile th e  studen t personnel 

worker would p re fe r  to  concep tualize  th e i r  work as h e lp fu l and studen t 

cen te red , they nonetheless engage in  a c t i v i t i e s  (s e le c tin g , a ss ig n in g , 

re g u la tin g , en fo rc ing , c o n tro ll in g , a llo c a tin g )  which from a s tuden t 

po in t of view a re  seen as encroaching upon freedom and ind iv idualism .



The counseling  o r ie n ta tio n  a r t ic u la te d  by the  Student Personnel Point 

o f View (1937) and (1949) jo in ed  w ith an in c reas in g  ad m in is tra tiv e  

work load caused philosophy and p ra c tic e  to  come in to  d ire c t  

co n fro n ta tio n  and has c rea ted  an id e n t i ty  c r i s i s  th a t  has ex is ted  

w ith in  th e  f i e ld  s in ce  i t s  in cep tio n .

This c o n f l ic t  o f in te r e s t  caused s tu d en t personnel workers 

during p a st decades to  n eg lec t to  f u l f i l l  major r e s p o n s ib i l i t ie s .  The 

in a b i l i ty  and unw illingness o f  i n s t i tu t io n a l  machinery and personnel 

to  respond sw if tly  and e f fe c t iv e ly  enough to  prevent th e  e sc a la tio n  of 

the  s tuden t is su es  during th e  s ix t ie s  and e a r ly  sev en tie s  has 

freq u en tly  been c ite d  as a f a i lu r e  on th e  p a r t  o f th e  s tuden t 

personnel f i e ld  (T o lle fso n , 1975, p . 102).

S haffer (1972, p. 386) s ta te s  th a t  a f t e r  hearing  s tu d e n ts ’ 

com plaints and charges, a d m in is tra to rs , fa c u lty  and un fo rtu n ate ly  

s tuden t o f f ic e r s  saw studen t personnel s e rv ic e s  as e s s e n t ia l ly  

i r r e le v a n t ,  i f  no t a c tu a lly  incapable o f  e f fe c t iv e  response. The 

c o lle c t iv e  asp ec t o f  th e  f i e ld  has c rea ted  problems and ra ise d  doubts 

of whether i t  a c tu a lly  q u a lif ie s  to  be a p ro fess io n .

The au thors from the  p ro fessio n  devoted the  l i t e r a tu r e  

of the  e a r ly  sev en tie s  to d e fin in g  how th e  p ro fessio n  evolved 

to  i t s  p re sen t s ta tu s  and th e  need to  develop new models th a t  

would make s tu d en t personnel work c e n tra l  ra th e r  than p e rip h e ra l 

to  the  a c tu a l c u r r ic u la r  th ru s t  o f the  in s t i tu t io n s .  According 

to most o rg an iza tio n  c h a r ts , th e  s tuden t personnel ad m in is tra to r 

i s  o rg a n iz a tio n a lly  equal to  the  v ice  p re s id en t o f academic 

a f f a i r s  and the  c h ie f  f in a n c ia l  o f f ic e r .  However, s tuden t



personnel workers have o fte n  been re leg a ted  to  subord inate  and 

p e rip h e ra l p o s itio n s  and a re  seen by academicians and s tu d en ts  as 

e s s e n tia l ly  unlnvolved In the  re a l Issues o f the  campuses.

In summary, the  le s s  than f u l l  p a rtn e rsh ip  s tand ing  of 

s tuden t personnel ad m in is tra to rs  has m u ltip le  causes: h is to r ic a l

id e n t i f ic a t io n  o f the  p o s itio n  as the  ad m in is tra tiv e  c o n tro l agent of 

the  p re s id en t w hile the  hallm ark of studen t personnel work has been 

a  benevolent concern fo r  th e  development of the  whole s tu d en t; 

sep ara tio n  o f s tu d en t se rv ice s  from academic a f f a i r s ;  c o n f lic tin g  ro le  

ex p ec ta tio n s; disagreem ent among s tu d en ts , fa c u lty  and adm in istra tion  

on the  r e s p o n s ib i l i t ie s  o f s tu d en t personnel work and la ck  o f an 

id e n t i f ia b le  p ro fess io n a l s ta tu s  (R ickard, 1972, p . 219).

Perhaps one of the  most s ig n if ic a n t  o b s tac le s  to  studen t 

personnel workers becoming f u l l  p a rtn e rs  In the  educational system 

I s ,  In the  words o f  Stamatakos (1980, p. 288), " th a t th e  p ro fe ss io n 's  

p e rcep tio n s , a t t i tu d e s  and behaviors do not appear to  have been shaped 

and given d ire c tio n  by form al study , co g n itiv e ly  derived  p r in c ip le s , 

ph ilo soph ical co n sid e ra tio n s  and commitment." Stamatakos went on to  

make the  observation  th a t  " in  genera l, p ro fess io n a l p rep a ra tio n  programs 

are  not p reparing  graduates to  lead  and change p ro fess io n a l programs."

Matson (1977, p . 103), In  defin ing  p ro fess io n a l p repara tion  

programs, s ta te s  th a t  "p ro fessio n a l p repara tion  programs Id e a lly  are 

a re f le c t io n —a lb e i t  o ften  dim—of the  knowledge and s k i l l s  required  

to  perform adequately  the  ta sk s  o f a p o s itio n  id e n tif ie d  as a p a r t of 

the  p ro fe ss io n ."  M ille r and Carpenter (1980, p. 198) s ta t e  th a t 

form ally determined p rep ara tio n  and a c c re d ita tio n  s tan d a rd s , p ro fessio n al



c e r t i f ic a t io n  and lic e n su re  c r i t e r i a ,  and o th e r evidence o f q u a lity  

education  a re  la rg e ly  lack ing  a t  p re se n t. T heir contention  i s  th a t  

p ro fe ss io n a l c r e d ib i l i ty  i s  a d ire c t  r e s u l t  o f p ro fess io n a l 

p rep a ra tio n . The isq>lication from the  l i t e r a tu r e  i l l u s t r a t e s  

M u elle r 's  second dilemma th a t before  s tu d en t personnel can make i t s  

needed co n trib u tio n  to  h igher educa tion , i t  must develop sound 

p h ilo so p h ica l approaches which w i l l  be re f le c te d  in  the  p ro fess io n a l 

t r a in in g  program of the  s tuden t personnel p ra c ti t io n e r s .

C urren tly  p ro fess io n a l p rep a ra tio n  o f s tuden t personnel 

a d m in is tra to rs  i s  not reviewed as c r i t i c a l  p rep ara tio n  fo r  high le v e l 

s tu d en t personnel p o s itio n s . Penny (1972, p . 8-9) poin ted  out 

" th e re  has been no evidence produced to  show th a t.. .n o n -p ro fe s s io n a l 

tra in e d  workers have performed le s s  e f fe c t iv e ly  than have workers w ith 

f u l l  p ro fe ss io n a l background." In  an e a r l i e r  book (1969, p . 27) he 

suggested th a t  " the  capacity  to  perform e f fe c t iv e ly  in  s tuden t 

personnel p o s itio n s  i s  not a q u a li ty  th a t  i s  c o n s is te n tly  o r uniquely 

th e  product o f  formal t r a in in g . . .That th e  f ie ld  as a w>>ole has fa i le d  

to  dem onstrate to  employing a d m in is tra to rs  th a t  i t s  members a re  

g en era lly  e f fe c t iv e  in  dealing  w ith  those  issu es  o f s ig n if ic a n c e  to  

in s t i tu t io n a l  le ad e rsh ip ."

P repara tion  programs fo r  s tuden t personnel workers have 

t r a d i t io n a l ly  been o rien ted  toward the  development o f th e  whole 

s tuden t w ith  a demonstrated lack  o f regard  fo r the  goals o f the 

in s t i tu t io n .  Borland and Thomas (1976, p. 145) contend th a t  the  major 

problem in h ib it in g  the  f ie ld  from co n trib u tin g  to  in s t i tu t io n a l  

p ro fe ss io n a l e ffe c tiv en e ss  i s  th a t  studen t personnel programs have



p rim arily  emphasized personal awareness and p ro fess io n a l s k i l l s  in  

working w ith  s tu den ts  in d iv id u a lly  o r  in  groups. They fe e l the  

needed o rg a n iz a tio n a l s k i l l s  have not been id e n t i f ie d  nor considered 

as le g itim a te  functions fo r  those who a re  s tu d en t o rien ted .

On one hand, the  s tuden t personnel a d m in is tra to r 's  o r ie n ta tio n  

has been toward in s t i tu t io n a l  s t a b i l i t y ,  p re se rv a tio n  o f o rd e r, 

e s ta b lis h in g  procedures and in su rin g  compliance w ith ru le s . The 

o th e r aspec t o f th e i r  t r a in in g  i s  th e  o r ie n ta tio n  toward counseling 

in d iv id u a l behavior and the  re so lu tio n  by in d iv id u a ls  o f th e i r  

problems. S haffer s ta te d  th a t  both  o p era te  in  many cases w ithout 

p e rce iv in g  them selves as being resp o n sib le  fo r  inpu t in to  the 

o rg an iza tio n  p a tte rn  fo r  meeting s t r e s s ,  p re d ic tin g  ten s io n s , and 

f a c i l i t a t i n g  re so lu tio n s  o f d if f e r in g  percep tions o f th e  o p era tio n a l 

environment c h a ra c te r iz in g  the  campus (1973, p . 367). McDaniel (1972), 

S haffer (1972), Penn (1974), H ill  (1974) and Borland (1977) have 

p red ic ted  th a t  remaining a v iab le  p a r t  o f h ig h e r education o r indeed 

su rv iv in g  as an e n t i ty  w il l  be dependent upon the  a b i l i ty  of studen t 

se rv ice s  to  c o n trib u te  to  th e  to t a l  o rg a n iz a tio n a l development of 

co lleg es  and u n iv e r s i t ie s ,  and not j u s t  the  development of the  

in d iv id u a l s tu d en t.

McDaniel, in  p a r t ic u la r ,  s ta te d  th a t  t r a in e r s  o f studen t 

personnel workers have generally  ignored b asic  p r in c ip le s  of 

o rg a n iz a tio n a l behavior which should serve to  guide the  development 

of graduate programs. He follows up h is  comments in  the  follow ing 

manner:



An exam ination o f the G uidelines fo r  Graduate Programs in  
the  P rep ara tion  o f Student Personnel Workers in  Higher Education 
does no t concern i t s e l f  s p e c if ic a l ly  w ith  th e  re lev an t 
o rg an iza tio n  theory nor does i t  c a l l  fo r  any p a r t ic u la r  emphasis 
on those general and lead ersh ip  s k i l l s  requ ired  fo r in creasing  
o rg a n iz a tio n a l e ffe c tiv e n e ss . They seen to  have ignored the  fa c t 
th a t  a s tu d en t personnel worker i s  p a r t  o f an ad m in is tra tiv e  
s tru c tu re  and th a t  the  fu tu re  success o r  f a i lu r e  o f the tra in e e  
w i l l  la rg e ly  be a function  o f h is  a b i l i ty  to  co n trib u te  to  the 
e ffe c tiv e n e ss  o f  the  o rgan iza tion  (McDaniel, 1972, p . 101).

To add substance to  t h i s  s ta tem en t, S h a ffe r (1980), w ritin g  on

stu d en t s e rv ice s  as a  subsystem o f h igher educa tion , s ta te s  th a t the

studen t personnel d iv is io n  i s  ty p ic a lly  in  a weak bargaining p o s itio n

w ith in  th e  e s ta b lish e d  system and has d i f f ic u l ty  in  using leverage to

gain the  resources o r  even in fluence  the  im plem entation of student

personnel programs and a c t i v i t i e s  which, to  be e f fe c t iv e ,  must permeate

and in flu en ce  o th e r a c t i v i t i e s ,  p o lic ie s  and programs on the  to ta l

campus. S tudent a f f a i r s  generally  have low p r io r i ty  in  competing fo r

resources and a re  extrem ely vu lnerab le  in  tim es o f d i f f ic u l ty  o r

retrenchm ent. S h affe r (1980, p . 304) suggests th a t  studen t personnel

can make a v i s ib le  c o n trib u tio n  to  o rg a n iz a tio n a l e ffec tiv en ess  by

p e rce iv in g  th e  e n t i r e  o rgan iza tion  as a c l i e n t  and by vigorously

re a llo c a tin g  expenditu res of energy to  c o n trib u te  to  in s t i tu t io n a l

goal achievement.

The r e s u l t s  o f a study done by Perry (1966) in d ica ted  th a t 

s tu d en t personnel ad m in is tra to rs  were im portan t to  th e  management 

team of an in s t i tu t io n  only as they possessed and demonstrated 

e f fe c t iv e  a d m in is tra tiv e  performance. Furtherm ore, Perry (1966),

Harway (1977), McConnel (1970), Frantz (1969) and Bloland (1979) rep o rt 

th a t  s tu d en t personnel ad m in is tra to rs  a re  on the  periphery  of c en tra l 

decision  making and they  are evaluated  more on th e i r  a b i l i ty  to



superv ise  e f fe c t iv e ly  than on meeting s tu d en t needs and a s s is t in g  

w ith th e i r  problems. They were found to  be s ig n if ic a n t ly  d if fe re n t 

from the o th e r academic ad m in is tra to rs  in  th e i r  o r ie n ta tio n  and are 

c a lle d  upon in  policy-m aking decisions only when d i r e c t ly  a ffe c ted .

Review o f the  f ie ld  o f studen t personnel work has shown th a t 

many o f i t s  w r ite rs  (M ueller, 1964; Penny, 1966; Penny, 1969;

McConnel, 1970; P a tz e r , 1972; B loland, 1974, 1979; and Stamatakos,

1977, 1980) have recognized the  need fo r  p ro fess io n a l development of 

ad m in is tra to rs  and have been c a l l in g  fo r  s tu d ie s  on th e  e x p e rtise  

needed in  o rd er th a t  CSPA's could perform th e i r  jobs s a t i s f a c to r i ly .

B ut, th e re  has been a n o tic e ab le  void in  em pirica l resea rch  in  th is  

a re a . Furtherm ore, i t  s t i l l  remains ev iden t from th e  l i t e r a tu r e  th a t a 

formal and e f fe c t iv e  program which has helped in d iv id u a ls  to  a ss im ila te  

and in te g ra te  ap p ro p ria te  knowledge, s k i l l s ,  a t t i tu d e s  and p a tte rn s  of 

behavior necessary  fo r  them to  su cce ss fu lly  manage s tu d en t personnel 

programs i s  s t i l l  no t seen as c o n s is te n tly  o r  uniquely the  product of 

s tu d en t personnel p ro fe ss io n a l p rep a ra tio n  programs.

Menders w ith in  th e  h ig h er education ad m in is tra tio n  h ierarchy  

have responded to  th e  challenge o f in s t i tu t io n a l  lead e rsh ip  by s e le c tin g  

ad m in is tra to rs  w ith  s p e c if ic  c h a ra c te r is t ic s  and competencies th a t w ill  

b e n e f it  th e  in s t i tu t io n .  For example, th e  ch ie f  f i s c a l  o f f ic e rs  have 

experience in  money management and the  academic dean comes from the 

d is c ip lin a ry  ranks o f th e  fa c u lty . The person who i s  se le c ted  as 

p res id en t o f an in s t i tu t io n  i s  expected in  the  words o f Rausch (1980, 

p . 164) " to  have c re d e n tia ls ,  c h a ra c te r is t ic s  and competencies th a t are 

as broad as th e  r e s p o n s ib i l i t ie s  ass ig n ed ."
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Of remaining concern i s  the  s tuden t personnel ad m in is tra to r. 

Knock (1977, p. 7) p o in ts  out th a t  "what c o n s ti tu te s  q u a lity  

p rep a ra tio n  fo r  the f ie ld  i s  s t i l l  a  m atter where questions can 

and should be ra is e d ."  The id e n t i ty  c r is e s  mentioned e a r l i e r  have 

come about as s tuden t personnel ad m in is tra to rs  re a liz e d  th a t some of 

t h e i r  p ast methods o f opera tion  were no t acceptable  fo r p resen t and 

fu tu re  e f fe c tiv e  s tuden t personnel ad m in is tra tio n . Some in s t i tu t io n s  

have chosen to  ignore p ro fess io n a l p rep a ra tio n  in  favor of s e le c tin g  

s tu d en t personnel ad m in is tra to rs  from widely d ivergent backgrounds in  

o th e r  p ro fessio n s  and occupations. I t  has been re a liz e d  th a t  more than 

general in s ig h t ,  good in te n tio n s  and sympathy a re  necessary fo r  

e f fe c t iv e ly  adm in istering  th e  v a ried  and cosqslex programs of s tuden t 

s e rv ic e s .

Bloland (1979, p. 58) ra is e d  th e  question  o f why p e rtin e n t 

t r a in in g  and experience i s n ' t  seen as p re re q u is ite  to  appointment as 

a  c h ie f  s tu d en t personnel o f f ic e r .  He answered h is  question  w ith the  

con ten tion  th a t  a  s tuden t personnel background provides no p a r t ic u la r  

advantage because i t  i s  not congruent w ith the  ro le  expec ta tion  a c tu a lly  

held  fo r  the  p o s itio n . In f a c t ,  a number of au thors (W illiamson, 1958; 

Barry and Wolf, 1963; F itz g e ra ld , Johnson and N o rris , 1970; Rhatigan 

and Hoyt, 1970; Dewey, 1972; Harvey, 1979; B loland, 1979; Knock, e d .,  

1977; Creamer, e d .,  1980) have been concerned w ith  the  th ird  dilemma 

mentioned by M ueller. They have a l l  w r it te n  about the  is su es  o f  what 

should c o n s ti tu te  adequate p rep a ra tio n  fo r the  p ro fession  and what 

s k i l l s  s tuden t personnel ad m in is tra to rs  should possess to  be e f fe c t iv e  

a d m in is tra to rs . The p e rs is te n c e  o f these  in te rro g a tiv e  ex erc ises  on the
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tra in in g  programs fo r p ro fess io n a l personnel workers has plagued the 

f ie ld  and ra is e d  doubts about i t s  continuance»

Crookston (1972b, p. 3) noted th a t  s tuden t personnel 

a d m in is tra to rs , who were tra in e d  in  the  nuances and s k i l l s  o f applying 

in  loco p a r e n t is , found th a t the  e a r ly  sev en tie s  brought a new concept, 

more avuncular in  n a tu re , which req u ired  a  search fo r  new ways and 

means to  func tion  e f fe c t iv e ly .  To th i s  p o in t, th e re  appears to  be 

growing conv ic tion  from various w rite rs  o f th e  f ie ld  th a t  more 

e f fe c t iv e  programs o f p rep ara tio n  in  s tu d en t personnel work could be 

e s ta b lish e d  i f  th e  s k i l l s  b est su ite d  fo r  th e  job function ing  of the 

worker were known and used as teach ing  o b je c tiv e s  by th e  in s tru c to rs  

teach ing  in  such programs. T herefore, those  tra in e d  w ith in  the  f ie ld  

have responded w ith  a consensus o f  opin ions th a t  p ro fess io n a l growth fo r 

a CSAO involves a c le a r  understanding o f  th e  s k i l l s  th a t  co n trib u te  

to  o rg a n iz a tio n a l e ffe c tiv e n e ss .

Although th e re  seems to  be a consensus o f opinion th a t 

p ro fe ss io n a l growth fo r  an a d m in is tra to r involves a c le a r  understanding 

of th e  s k i l l s  th a t  co n trib u te  to  o rg a n iz a tio n a l e ffe c tiv e n e ss , th e re  

has been l i t t l e  resea rch  which id e n t i f ie s  th e  s k i l l s  needed by studen t 

personnel a d m in is tra to rs . T rain ing  of s tu d en t personnel workers i s  

s t i l l  a hodgepodge o f various o r ie n ta tio n s  and have y e t to  examine the 

competencies req u ired  by the  various openings in  the  f ie ld .  Since the 

t ra in in g  fo r  s tu d en t personnel workers i s  no t d i r e c t ly  re la te d  to  p ra c tic e  

and r e f le c t s  th e  lack  o f sy n thesis  w ith in  th e  f i e ld ,  the  ad m in is tra to r, 

as a graduate of th i s  program, has p o te n tia l ly  the  most vu lnerab le  ro le  

in  h igher education . As a r e s u l t ,  s tu d en t personnel workers have
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increased  th e i r  demand fo r more re lev an t t r a in in g  programs. These 

p ro fess io n a ls  have c a lle d  a tte n tio n  to  the  fa c t th a t  the  fu tu re  

d ire c tio n  o f th e  f i e ld  and whether i t  w il l  su rv ive  w i l l  depend upon 

the  p ro fe ss io n a l p re p a ra tio n , o r  lack  o f i t ,  ob tained  by those  who 

serve the  f i e ld .  Furtherm ore, they fe e l th a t  su ccessfu l ad m in is tra tio n  

w ill  req u ire  i t s  a d m in is tra to rs  to  acqu ire  and co n stan tly  u t i l i z e  

c e r ta in  s k i l l s  in  o rd er to  function  e f fe c t iv e ly .

A r tic le s  and p re se n ta tio n s  have focused on id e n tify in g  basic  

s k i l l s  and a b i l i t i e s  which vario u s a u th o r i t ie s  fe e l  ad m in is tra to rs  

must possess i f  they  a re  to  be su ccessfu l in  perform ing th e i r  d u tie s . 

A d d itio n a lly , V alerio  (1980, p . 7 ) has s ta te d  th a t  the  " re la tio n sh ip  

w ith th e  co lleg e  p re s id e n t i s  one of the  s in g le  most im portant 

determ inants o f  e ffe c tiv e n e ss  o f  the  c h ie f s tu d en t a f f a i r s  o f f ic e r  

and th e re fo re  h is /h e r  s tu d en t a f f a i r s  d iv is io n ."  Rickard (1972, p. 223) 

has po in ted  ou t th a t  " th e re  i s  o fte n  incongruence w ith how the 

p res id en t sees  th e  ro le  fo r  th e  c h ie f  personnel o f f ic e r  and how he/she 

sees h im se lf ."  T herefo re , one o f the  is su e s  th e  CSAO must face i s  to  

c la r i f y  what ro le  s tu d en t a f f a i r s  o f f ic e r s  have w ith in  th e  management 

h ie ra rchy  and consequently the  s k i l l s  needed to  serve  the  perceived 

needs.

The a t te n tio n  o f  the  e ig h tie s  then i s  on designing  educational 

programs which w i l l  r e s u l t  in  s tu d en ts  possessing  r e q u is i te  s k i l l s  and 

knowledge which are  necessary  fo r  e f fe c t iv e  s tu d en t a f f a i r s  

p ro fe s s io n a ls . There i s  evidence th a t the  d e s ire  to  r e a l iz e  th e i r  

ph ilo so p h ical goal has been rep laced  w ith a r e a l iz a t io n  th a t^ a  ra tio n a l 

e x p lic a tio n  o f a body of knowledge and s k i l l s  must come f i r s t .  A
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comnitment to  human development i s  re sp ec ted , but demonstrated 

competence in  accom plishing th a t  commitment i s  seen as a requirem ent. 

And th a t  th e re  i s  need to  reexamine th e  r e a l i t i e s  of th e  world o f 

h igher education as th e  t ra in in g  programs fo r studen t personnel 

workers a re  designed.

Since the  s e le c tio n  o f ad m in is tra to rs  and o th ers  to  occupy 

p o s itio n s  o f  a u th o rity  i s  a c r i t i c a l  ta sk  to  the  e f fe c t iv e  function ing  

o f an o rg an iza tio n , so c ia l s c i e n t i s t s  have addressed many lead e rsh ip  

is su es  during the  p a st cen tu ry . R e la tiv e ly  l i t t l e  i s  known, however, 

about th e  e f fe c ts  o f v a r ia b le s  a sso c ia ted  w ith management s e le c tio n . 

T herefore , i t  i s  im perative to  begin id e n tify in g  those v a ria b le s  th a t 

e i th e r  in c rease  o r  negate e ff ic ie n c y  and th a t  w il l  e s ta b l is h  o r  enhance 

th e i r  ro le  w ith in  the  ad m in is tra tiv e  h ie ra rch y .

The p resen t study i s  concerned w ith  id e n tify in g  ap p ro p ria te  

s k i l l s  th a t  w il l  enable s tu d en t personnel ad m in is tra to rs  to  hold 

su cc e ss fu lly  p o s itio n s  o f major re s p o n s ib i l i ty  and a u th o r ity .

This inform ation would be o f g rea t va lue  to  educators who have the 

re s p o n s ib i l i ty  o f  p reparing  s tu d en ts  to  work in  s tuden t personnel 

ad m in is tra tio n . I t  would a lso  provide inform ation which could be 

u sefu l to  c h ie f s tu d en t personnel ad m in is tra to rs  as they a sse ss  th e i r  

personal s tre n g th s  and weaknesses.

The s tu d y 's  in te n t  i s  no t to  imply th a t  ch ie f s tu d en t a f f a i r s  

ad m in is tra to rs  should so le ly  determ ine what the  s k i l l s  taught in  

p ro fess io n a l p rep a ra tio n  programs should be. However, i t  should be 

recognized th a t  the  group could be instrum en ta l in  improving the 

program fo r  the  b e n e f it o f graduate s tu d e n ts , fo r  th e i r  own h ir in g
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needs and fo r  the  p ro fession  as a whole. The p resen t study was 

designed to  co n trib u te  to  t h i s  needed inform ation.

Statement o f  the  Problem

The purpose o f th is  study was to  id e n tify  the s k i l l s  deemed 

most im portant fo r  e ffe c t iv e  performance by Chief Student A ffa irs  

O ffice rs  (CSAOs). More s p e c if ic a l ly  the  follow ing resea rch  questions 

were pursued:

1. What a re  the most im portant s k i l l s  necessary  to  an 
e f fe c t iv e  c h ie f  s tuden t a f f a i r s  o f f ic e r  as seen by the  
p ra c t i t io n e r s  themselves?

2. What d iffe ren ces  ( i f  any) e x is t  in  th e  percep tions o f 
respondents as func tions o f t h e i r  gender and educational 
background? In  o rder to  answer t h i s  question  i t  i s  re s ta te d  in  
research  n u ll  hypothesis form.

a) There a re  no s ig n if ic a n t  d iffe ren ces  in  th e  percep tions 
o f male and female CSAOs on th e  s k i l l s  necessary  to
an e ffe c tiv e  CSAO.

b) There a re  no s ig n if ic a n t  d iffe ren ces  in  the  percep tions 
o f CSAOs w ith f i e ld  re la te d  educational backgrounds 
and CSAOs w ith  n o n -f ie ld  re la te d  educational back
grounds on the  s k i l l s  necessary  to  an e f fe c t iv e  CSAO.

c) There i s  no s ig n if ic a n t  in te ra c t io n  o f gender and 
educational background based upon the  percep tions o f 
s k i l l s  necessary  fo r  an e f fe c t iv e  CSAO.

These hypotheses were te s te d  a t  th e  .01 le v e l of s ig n if ic a n c e .

3. What s k i l l s  ( i f  any) a re  unique to  the  ro le  of ch ie f 
s tuden t a f f a i r s  o ff ic e r?

S ign ificance  o f the  Study

In reviewing the  l i t e r a t u r e ,  no research  was found th a t sought 

to  e s ta b lis h  tra in in g  recommendations based on the  s k i l l s  u t i l iz e d  by 

the  Student Personnel A dm in istra to r. Furthermore, the  search o f the  

l i t e r a tu r e  in  Student Personnel Work revealed  a u th o r ita t iv e  opinions
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regard ing  the  s k i l l s  necessary  to  be an e f fe c t iv e  a d m in is tra to r , but 

l i t t l e  em p irica l research  on th e  su b je c t. The authors w ritin g  

usu a lly  were p ra c t i t io n e r s  who f e l t  t h e i r  t r a in in g  programs were 

i l l - p r e p a r in g  s tu d en ts  to  e n te r  a p o s itio n  in  s tuden t personnel 

ad m in is tra tio n .

The fin d in g s  o f th i s  study may provide a b a s is  by which 

stu d en t personnel educators could move toward more app rop ria te  

t r a in in g  programs and, in  the wake o f  a c c o u n ta b ility , do so w ith the 

assurance th a t  t h e i r  programs w i l l  be founded on competencies and 

s k i l l s  as defined  by p ro fe ss io n a ls  in  th e  f i e ld .  In  a d d itio n , i t  

would b e n e f it  s tu d en t personnel a d m in is tra tio n  education and p rep a ra tio n  

courses in  s e lf -e v a lu a tiv e  a c t i v i t i e s  by p rovid ing  focus. On becoming 

aware o f  the  s p e c if ic  s k i l l s  th a t  a re  needed, educators can determ ine 

how c e r ta in  courses o r  m ethodologies can b e s t develop these  s k i l l s .  

A d d itio n a lly , s e le c t in g  meaningful courses and c la r ify in g  choice o f 

practicum  experiences o r in te rn sh ip s  based on s k i l l s  th a t need to  be 

developed would provide sy n th es is  in  r e la t in g  th e  courses o f study w ith 

fu tu re  ro le s  and fu n c tio n s .

This resea rch  w il l  a lso  provide inform ation  which would b e n e f it 

s tu d en ts  by enab ling  them to  compare t h e i r  a reas  o f s tren g th  and 

competencies w ith  those o f p ra c tic in g  a d m in is tra to rs . F in a lly , and 

of paramount im portance, i t  w i l l  provide a source of inform ation on the 

su b je c t, which i s  d isc e m ib ly  absent from the  p ro fess io n a l l i t e r a tu r e .

D e fin itio n  of Terms 

The terms and concepts used in  th i s  study a re  defined as

follow s :
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Chief Student Personnel A dm in istra to r. This term re fe rs  to  the 

person who i s  re sp o n sib le  fo r  developing and adm in istering  the  e n tire  

program o f s tu d en t se rv ice s  on a given campus and re p o rts  d ire c t ly  to 

the p re s id en t o r execu tive  o f f ic e r  o f th e  in s t i tu t io n .  This 

ad m in is tra to r u su a lly  has th e  t i t l e  o f v ice  p re s id en t o f s tuden t 

a f f a i r s ,  s tu d en t s e rv ic e s , s tu d en t l i f e ,  s tuden t personnel se rv ic e s , 

s tu d en t development, and so fo r th .

E ffe e tiv e n e ss . E ffec tiv en ess  i s  viewed in  terms o f  a general 

le v e l  o f o rg a n iz a tio n a l goal a tta in m en t, hence th e  follow ing 

d e f in i t io n :  the  degree to  which the  o rg a n iz a t io n / in s t i tu t io n  i s

accom plishing a l l  i t s  major ta sk s  o r  ach iev ing  a l l  i t s  o b je c tiv e s ; 

a  general ev a lu a tio n  th a t  tak es  in  as many s in g le  c r i t e r i a  as p o ssib le  

and r e s u l ts  in  a general judgment about th e  e ffe c tiv e n e ss  o f the 

o rg an iza tio n .

S k i l l s . A learn ed  power of doing something com petently, a 

developed a p titu d e  o r  a b i l i t y ;  the  a b i l i t y  to  use one’s knowledge 

e f fe c t iv e ly  and re a d ily  in  execution o r perform ance.

Student Personnel Poin t o f View. Encompasses th e  s tuden t as 

a whole. The concept o f  education i s  broadened to  include a tte n tio n  

to  th e  s tu d e n t 's  w ell-rounded development—p h y s ic a lly , s o c ia l ly ,  

em otionally  and s p i r i t u a l ly ,  as w ell as in te l l e c tu a l ly .  The student 

i s  thought o f as a re sp o n sib le  p a r tic ip a n t in  h is  own development and 

not as a passiv e  re c ip ie n t  o f an im printed economic, p o l i t i c a l ,  or 

re lig io u s  d o c tr in e , o r  v o ca tio n a l s k i l l .  As a re sp o n sib le  p a r t ic ip a n t 

in  the  s o c ie ta l  p rocesses o f American democracy, h is  f u l l  and 

balanced m atu rity  i s  viewed as a major end-goal o f education and, as
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v e i l ,  a necessary  means to  th e  f u l l e s t  development o f h is  fellow  

c i t iz e n s .

Student Personnel S e rv ices . The co lleg e  o r u n iv e rs ity  program 

which a s s i s t s  s tu d e n ts , in d iv id u a lly  and in  groups, to  take f u l l  

advantage of the  o p p o rtu n itie s  o ffe red  in  th e  academic community.

Enq)hasis i s  placed upon th e  s tu d en t—h is  needs and a s p ira t io n s , h is  

in te l l e c tu a l ,  p e rso n al, p sycho log ica l, s o c ia l ,  and physica l growth— 

so th a t  he may achieve h is  own goals and th e  goals o f so c ie ty  as 

re f le c te d  by the  p a r t ic u la r  in s t i tu t io n  he/she  a tte n d s .

The term  "studen t personnel" i s  used to  describe  an admini

s t r a t iv e  group ana i s  o f te n  used in terchangeably  w ith  o th e r terms such 

as "studen t a f f a i r s , "  "stu d en t s e rv ic e s ,"  "studen t personnel d iv is io n ,"  

and "stu d en t development program s."

A ll s k i l l s  id e n t i f ie d  in  th e  l i t e r a tu r e  w il l  be id e n t i f ie d  and 

defined  w ith in  the  con tex t o f each a u th o r 's  meaning.

O rganization  o f the  Study

The in te n t o f Chapter I  has been to  p resen t an overview 

th r o u ^  in tro d u c to ry  remarks th a t  p resen t a ra tio n a le  fo r  the  

study , statem ent of the  problem, d e f in it io n  o f  terms and an 

o rg an iza tio n  o f the  d is s e r ta t io n .  Chapter I I  con tains a review o f the  

l i t e r a tu r e  on sev era l a reas  th a t a re  re lev an t to  studen t personnel 

a d m in is tra tio n . B rie f l i t e r a t u r e  reviews c a l l  fo r  research  concerned 

w ith th e  s k i l l s  needed by studen t personnel a d m in is tra to rs , research  

in  o th e r f ie ld s  on s k i l l s  recommended fo r  p ro fess io n a l development and 

a u th o r ita t iv e  recommendations o f the  s k i l l s  needed to  become an e ffe c tiv e  

Student Personnel A dm in istra to r, c r itic ism s  and past recommendations of



18

prep a ra tio n  programs fo r s tu d en t personnel adm in istra tion»  and a 

review o f l i t e r a tu r e  concerning s k i l l s  and ro le s  o f male and 

female CSAOs.

A summary o f the  l i t e r a tu r e  review i s  given to  gain 

pe rsp ec tiv e  on the  problem of the  s tudy . F in a lly , w ith in  Chapter I I  

a summary l i s t  o f s k i l l s  and d e f in it io n s  o ften  l i s t e d  as c r i t i c a l  

to  an e f fe c t iv e  s tu d en t personnel a d m in is tra to r i s  p resen ted . This 

l i s t  was th e  core o f  the  survey instrum ent th a t was n a ile d  to 

Chief Student A ffa irs  O ff ic e rs . The Instrum ent and Methodology used 

a re  o u tlin ed  in  Chapter I I I .  Chapter IV co n s is ts  o f the  an a ly s is  

o f the  r e s u l t s  o f th e  survey th a t  w i l l  be sen t to  the  Chief Student 

A ffa irs  O ff ic e rs . A d iscussion  of th e  r e s u l ts  i s  p resen ted  in  

Chapter V.

The review included the  works o f  noted a u th o r i t ie s  in  

h igher education  and p ro fess io n a l o rg a n iz a tio n s , docto ra l 

d is s e r ta t io n s ,  and p e rio d ic a l a r t i c l e s  p e r ta in in g  to  the  su b jec t. 

Although th e  review o f l i t e r a tu r e  revealed  numerous tra in in g  

recommendations fo r  p reparing  studen t personnel a d m in is tra to rs , 

l i t t l e  em pirica l research  d ire c t ly  re la te d  to  th e  problem was found. 

Concom itantly, no research  was found th a t  sought to  e s ta b lis h  

tr a in in g  recommendations based on the  s k i l l s  u t i l iz e d  by the  studen t 

personnel ad m in is tra tio n  in  h is  job  performance.



CHAPTER I I  

REVIEW OF RELATED LITERATURE

The is su e  o f what s k i l l s  o r  competencies a re  necessary  fo r  

a d m in is tra to rs  to  assume lead ersh ip  p o s itio n s  w ith in  h igher education , 

to  become e f fe c t iv e  members o f ad m in is tra tio n  o rg an iza tio n s  and to  

su cc e ss fu lly  execute the  ro u tin es  and r e s p o n s ib i l i t ie s  o f the 

sp ec ia liz ed  fu n c tio n a l a reas  w ith in  th e  s tu d en t personnel p ro fessio n  

i s  su b jec t to  w idely vary ing  op in ions. D espite a lack  o f d e f in i t iv e  

research  on th e  m a tte r , th e re  has been wide reco g n itio n  of the  need 

fo r s tu d ie s  concerned w ith  the  s k i l l s  used by th e  s tuden t personnel 

a d m in is tra to r and c h a ra c te r is t ic s  necessary  to  a su ccessfu l admini

s t r a to r .

P ra c ti t io n e r s  and authors o f the  f i e ld  have professed  the 

b e l ie f  th a t  c e r ta in  core values o r  b e l ie f s  re in fo rc e  the  sep ara tio n  

o f CSAO's from th e  o th e r ad m in is tra to rs . This i s  e sp e c ia lly  c r i t i c a l  

because th e  value system o f top management in flu en ces  a subd iv isions 

d ire c tio n . In ad d itio n  to  various attem pts being  made to  id e n tify  

the necessary  s k i l l s  fo r  CSAO’s ,  some o th e r q uestions o ften  asked a re : 

How does ed u ca tiona l tra in in g  t r a n s la te  to  knowledge, s k i l l s ,  and 

a b i l i t i e s  fo r  su ccessfu l CSAO's? And, can the  necessary  s k i l l s  and 

knowledge be acqu ired  on th e i r  job w ith  a s p e c if ic  educational

19
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background? Out o f the  l i t e r a tu r e  has come th e  reco g n itio n  th a t 

dem onstrated conq)etence and no t j u s t  academic c re d e n tia ls  may be the 

re q u is i te  cond ition  o f employment.

C alls  from the  F ie ld  fo r  Id e n t i f ic a t io n  
o f S k i l ls  and Competencies

In  d iscu ss in g  the  tra in in g  o f a l l  co lleg e  and u n iv e rs ity  

a d m in is tra to rs , Bolman (1964, p . 273) voiced th e  opinion th a t research  

concerned w ith  th e  s k i l l s  used by th e  s tu d en t personnel ad m in is tra to r 

I s  d esp era te ly  needed. He s ta te d :

The c r i t i c a l  question  I s :  what s k i l l s  a re  needed, and can
th e se  j k l l l s  be acquired more e f fe c t iv e ly  than  by doing—o r try in g  
to  do— th e  job  In  q u estio n . Some o f th e  re le v a n t s k i l l s  a re  
s p e c if ic  and te c h n ic a l and tra in in g  a lready  e x is t s .  P rospective 
c o lle g ia te  l ib r a r ia n s  a tten d  a general school o f l ib r a ry  science. 
Business managers, accoun tan ts, book s to re  managers, and the  l ik e ,  
have access to  undergraduate and graduate d is c ip l in e s .  C ertain  
occupations, such as p u b lic  r e la t io n s ,  housing, purchasing , 
placem ent, and fund ra is in g  w il l  a t  l e a s t  overlap  In  ch arac te r 
o f  performance s im ila r  a c t i v i t i e s  beyond c o lle g ia te  w a lls , and 
tr a in in g  f a c i l i t i e s  a re  av a ilab le  In th e se  a r e a s . . .

But many a d m in is tra tiv e  a c t i v i t i e s  In  th e  academic community 
have no p a r a l le l  to  o th e r  forms o f work In  our s o c ie ty . Where a la s  
does one fin d  th e  eq u ivalen t of our r e g i s t r a r s ,  deans o f s tu d en ts , 
adm issions o f f ic e r s ,  d ire c to rs  o f  off-campus c e n te rs , academic 
deans, th e  va rio u s  v ice  p re s id e n ts , p ro v o sts , and p re s id en ts  and 
chance llo rs?

He went on to  say " th e  d i f f i c u l t  question  I s ,  Do we know enough about 

the s k i l l s  req u ired  o f each o f the  p e c u lia r  academic ad m in is tra to rs  to 

be ab le  to  say what p rep a ra tio n  would be advantageous (p. 273)?" The 

need fo r  resea rch  concerned w ith the  s k i l l s  u t i l iz e d  by the  studen t 

personnel ad m in is tra to r  was a lso  recognized by U pcraft. In  a study 

concerned w ith  th e  e f fe c t  o f  past tra in in g  on the  s tu d en t personnel 

a d m in is tra to r’s p re sen t percep tion  o f h is  ro le  in  s tu d en t personnel 

work, U pcraft (1971, p. 137) concluded:
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. . . I t  i s  u rg en tly  inq>ortant th a t assumptions concerning the 
o th e r e f fe c ts  o f t r a in in g  in  ad d itio n  to  ro le  percep tion  be 
c r i t i c a l l y  examined. I s  th e re  a re la tio n sh ip  between tra in in g  
and sp e c if ic  job  s k i l l s ?  Between tra in in g  and p e rso n a lity ?  We 
have fa i le d  to  produce much research  in  th e  p a s t ,  we have assumed 
too much and s tud ied  too l i t t l e .

McDaniel (1972, p. 105) a lso  f e l t  th a t  l i t t l e  considera tion  

had been given to  t r a in in g  s tu d en t personnel a d m in is tra to rs  in  s k i l l s  

based on the  d if f e r in g  ro le s  they w il l  p lay . He s ta te d :

Research in  s tu d en t personnel ad m in is tra tio n  should become 
more concerned w ith id e n tify in g  and o p e ra tio n a liz in g  th e  cogn itive  
and a f fe c t iv e  behaviors requ ired  fo r  job  su ccess . There e x is ts  
innumerable l i s t s  o f fu n c tio n s , s e rv ic e s , and d e f in it io n s  but 
few in d ic a to rs  o f  s k i l l s  req u ired  in  o rg a n iz a tio n a lly  re lev an t 
ro le s  (such as s tu d en t personnel a d m in is tra tio n ) .

In  1974, Penn concluded " i t  must be dem onstrated th a t 

p ro fess io n a l competence in  the  f ie ld  o f studen t personnel work i s  

re la te d  to  knowledge and s p e c if ic  s k i l l s  learned  in  p rep a ra tio n  

programs as w e ll as through su ccessfu l work experience" (p . 259).

Before the  statem ent by Penn and since  1974, many w rite rs  o f the 

f ie ld  (M ueller, 1964; Penny, 1969, 1972; McConnel, 1970; B loland,

1974, 1979; M ille r , 1980; and Stomatakos, 1977, 1980) have been c a ll in g  

fo r  id e n t i f ic a t io n  o f th e  kinds o f  com petencies, s k i l l  and e x p e rtise  

th a t  a re  necessary  fo r  adequate performance o f the  ta sk s  and ro le s  

performed by s tu d en t se rv ice  a d m in is tra to rs .

Delworth and Hanson (1981, p . 38-39), in  observing the ta sk s  of 

th e  v a s t a rray  o f p ro fe ss io n a l r e s p o n s ib i l i t ie s  o f the  s tu d en t personnel 

a d m in is tra to rs , made th e  follow ing statem ent:

Student se rv ice s  a re  asked to  work a t  in c reas in g ly  complex 
jobs th a t  re q u ire  very so p h is tic a te d  knowledge and s k i l l s .  We are 
asked to  design programs, adm in ister s e rv ic e s , superv ise  s t a f f ,  
analyze budgets, ev alu a te  programs, a ssess  s tu d en ts  and consult 
w ith fa c u lty . I t  i s  n early  im possible to  teach  a l l  th a t  i s  needed
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to  perform th ese  many ta sk s  in  any given graduate tra in in g  
program.

...W hat i s  needed, we b e lie v e , i s  a system atic  id e n t i f ic a t io n  
and c la s s if ic a t io n  o f  competencies e s s e n tia l  fo r  e f fe c t iv e  
de liv e ry  o f s e rv ic e s .

In M ille r 's  (1980) view point, the body o f knowledge which 

u n d e rlie s  the  f ie ld  o f s tu d en t a f f a i r s  and the  s k i l l s  and competencies 

req u ired  to  apply th a t  knowledge in  p ra c tic e  i s  the  keystone to  

p ro fess io n a l development. Based on th is  con ten tion , he r e i te r a te d  

con ten tions made by Bolman (1964, p . 202) more than f i f te e n  years 

e a r l i e r  by s ta t in g  th e  follow ing te n ta t iv e  hypothesis on the  tra in in g  

o f s tu d en t personnel p ro fe s s io n a ls :

1. There i s  an id e n t i f ia b le  body of knowledge e s s e n t ia l  to  
th e  growth o f s tu d en t a f f a i r s  p ro fe s s io n a ls , the  le a rn in g  o f which 
can be sy stem a tica lly  f a c i l i t a t e d  through programs o f p ro fess io n a l 
p rep a ra tio n .

2. There a re  id e n t i f ia b le  s k i l l s  and cospetencies e s s e n t ia l  
to  the  growth o f  s tu d en t a f f a i r s  p ro fe ss io n a ls , the  le a rn in g  of 
which can be sy stem a tica lly  f a c i l i t a te d  through programs o f 
p ro fess io n a l p rep a ra tio n .

S k il ls  and Competencies Id e n tif ie d  as Necessary 
fo r  Chief Student Personnel A dm inistrators

Although the  search  o f  th e  l i t e r a tu r e  revealed  few em pirica l 

s tu d ie s  concerned w ith  th e  s k i l l s  u t i l iz e d  by studen t personnel 

a d m in is tra to rs , th e re  have been numerous statem ents on th e  r e la t iv e  

importance of various s k i l l s  used in  studen t personnel ad m in is tra tio n  

and th e  consequent need fo r  th e  development o f these  s k i l l s  in  

p ro fess io n a l tra in in g  programs. The l i t e r a tu r e  c le a r ly  in d ic a te s  th a t 

fo r  the  past f i f t y  o r  more years s tu d en t personnel work has been 

r a is in g  questions about th e  growth of the p ro fession  and th e  problem 

o f analyzing  the  functions and b u ild in g  a p ro fess io n a l course of
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p rep a ra tio n  on th e  b a s is  o f  s k i l l s  req u ired  fo r  p a r t ic u la r  fu n c tio n s .

As e a r ly  as 1928, S tu rtev an t d iscussed  the  ro le  o f s k i l l s

and fu n c tio n s  o f th e  dean o f women by s ta t in g :

A co n sid e ra tio n  o f the  fu n c tio n s  o f dean of women as a 
b a s is  fo r  a p ro fess io n a l course suggests th e  second q u estio n ,
"What p a r t ic u la r  s k i l l s  does one need to  perform  these  func tions?"  
A s a t i s f a c to ry  answer e n ta i ls  fu r th e r  a n a ly s is . D isc ip lin e , fo r 
in s ta n c e , invo lves s k i l l  in  case study and in  the  a r t  o f b ring ing  
about recovery from wrongdoing.. . Successfu l ad m in is tra tio n  demands 
s k i l l  in  th e  planning o f work and in  th e  use o f devices fo r 
accom plishing work. (p . 260)

Then, as now, S tu rtev an t b e liev ed  th a t  the  su rv iv a l o f the 

p ro fessio n  re s te d  upon the  development o f  p ro fess io n a l su b jec t m a tte r 

comprised o f  s p e c if ic  inform ation and s k i l l s .  S tu rtev an t be lieved  th a t 

isq>roved s k i l l s  in  the  follow ing a reas  might be learn ed : (1) work

w ith in d iv id u a ls  on personal problems; (2) the  o rg an iza tion  and 

management o f  s o c ia l  a c t i v i t i e s ;  (3) th e  su p erv ision  of housing;

(4) th e  o rg an iza tio n  and d ire c tio n  of p a r t tim e employment o f s tu d e n ts ;

and (5) re sea rc h . She concluded her a r t i c l e  by saying:

In  my o p in ion , the  continuance o f th e  p ro fess io n a l s ta tu s  
o f  th e  dean depends upon the  rap id  development o f the  sp e c if ic  
in fo rm ation  and s k i l l s  and techn iques which coiiq>rise p ro fess io n a l 
su b jec t m a tte r . There i s  more and more demand fo r  those who have 
learn ed  to  use ex p ertly  the  to o ls  o f se rv ice  in  the  f ie ld s  of 
perso n n el, (p . 261)

W illiamson (1958, p . 3-5) s tre s s e d  a  number of sp ec ia l 

competencies a s tu d en t personnel worker should possess: (1) te ch n ica l

competence in  a sp e c ia lty  such as counseling , s tu d en t a c t i v i t i e s  o r 

sup erv isio n  o f d o rm ito ries; (2) an a r t i c u la te  understanding o f the 

various p h ilo soph ies  o f education; (3) a l ib e r a l  education ; (4) an 

understanding and competence fo r the  va rio u s  ro le s  to  be played in  the 

working team re la tio n s h ip  w ith teach ers  as w ell as o th e rs  w ith in  the 

personnel program; (5) a form alized o r ie n ta tio n  in  ad m in is tra tiv e
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processes, e sp e c ia lly  in  in te rp e rso n a l r e la t io n s ;  (6) pub lic  

r e la t io n s ;  (7) knowledge o f means o f financ ing  se rv ic e s ; (8) under

stand ing  o f th e  in s t i tu t io n a l  context in  which s tuden t personnel 

se rv ice s  a re  perform ed; (9) understanding o f contes^orary  is su e s . 

Williamson b e liev ed  th ese  competencies could be acquired  through 

general experience o r through formal tra in in g .

In d iscu ss in g  the  t r a in in g  o f a l l  co lleg e  and u n iv e rs ity  

a d m in is tra to rs , Bolman (1964, p . 277-280) noted th a t  th e re  appeared 

to  be th ree  competencies requ ired  fo r a d m in is tra to rs . These are 

(1) p ro fe ss io n a l s k i l l s ;  in s tan ces  o f t h i s  would be th e  a c t i v i t i e s  of 

accounting , fin an ce , l ib r a ry  work, and th a t  p o rtio n  o f studen t personnel 

work having to  do w ith  psychological counseling ; (2) comprehensive 

understanding; understanding o f the  whole consunity  i s  necessary  fo r 

e f fe c t iv e  work by ad m in is tra tio n . Such understanding involves a t 

le a s t  th ree  fundamental in s ig h ts  fo r  those p reparing  to  be ad m in is tra to rs . 

F i r s t ,  th e re  i s  understanding o f th e  ad m in is tra tio n  o f a p a r t ic u la r  type 

o f i n s t i tu t io n ,  fo r  example, a  ju n io r  co lle g e . Next, th e re  i s  the 

understanding of vary ing  ad m in is tra tiv e  p a tte rn s  cu rre n tly  used in  

d if f e r e n t  in s t i tu t io n s .  And f in a l ly ,  th e re  i s  the  understanding of 

the  ad m in is tra tiv e  processes them selves; and (3) p o l i t i c a l  in s ig h t in 

the ways and purposes re la te d  to  achieving in s ig h t in to  th e  p o l i t i c a l ,  

economic, s o c ia l ,  e th ic a l ,  a e s th e tic  and s p i r i tu a l  fo rces in  socie ty  

and knowledge how education may b e n e f it th a t  so c ie ty .

Kauffman (1964, p. 292) a lso  id e n tif ie d  some key s k i l l s  which 

he f e l t  were necessary  fo r a c h ie f s tuden t personnel ad m in is tra to r to  

possess in  o rd e r to  be e f fe c t iv e  in  the ro le :
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He must be so p h is tic a te d  enough to  coord inate  te s t in g ,  
h e a lth , and counseling se rv ic e s . He must be ab le  to  adm in ister 
s u b s ta n tia l  budgets and o p e ra tio n s , y e t be re sea rc h -o rie n te d  and 
in te l le c tu a l ly  on a par w ith sen io r fa cu lty  members. Above a l l ,  
perhaps, he must be ab le  to  rep resen t the  o f f ic e  o f the  p res id en t 
on many d e lic a te  and d i f f i c u l t  m a tte rs .

Trueblood (1966, p . 83) f e l t  th a t  a t  th e  d o c to ra l le v e l 

should be devoted to  developing g re a te r  s k i l l  in  the  a reas  o f 

counseling psychology o r in s t i tu t io n a l  s tu d ie s  (resea rch  on h igher 

education  inc lud ing  th e  co lleg e  s tu d e n t) . He s p e c if ic a l ly  f e l t  th a t 

a d o c to ra l program should emphasize "deepening the  understanding of 

th e  behavioral sc ie n c es , the  context o f h igher educa tion , and on the  

philosophy and s k i l l  o f  counseling , resea rch  s k i l l s  and philosophy 

o f in q u iry"  (p . 83).

H is to r ic a l ly ,  counseling s k i l l s  have been an in f lu e n t ia l  b a s is  

fo r  the  t ra in in g  o f s tu d en t personnel workers. Parker (1966, p . 259-260) 

proposed th a t  th e  education  app ro p ria te  fo r  counselors inc ludes five  

c r i t i c a l  s k i l l  a reas th a t  a re  b a sic  to  v i r tu a l ly  a l l  s tu d en t personnel 

fu n c tio n s . They a re  as fo llow s :

1. The c o u n se lo r 's  s e n s i t iv i ty  to  o th e rs  th a t  enables him 

to  develop e f fe c t iv e  working re la tio n s h ip s .

2. The co u n se lo r 's  s k i l l  in  o b je c tiv e ly  analyzing  the  

s tren g th s  and weaknesses o f in d iv id u a ls .

3. The co u n se lo r 's  s k i l l  a t  in te rv iew ing .

4. The c o u n se lo r 's  awareness o f the  n a tu re  and ex ten t of 

in d iv id u a l d iffe ren c es  in  those w ith whom he works.

5. The co u n se lo r 's  a b i l i ty  to  id e n tify  le a rn in g  d i f f i c u l t i e s  

and h is  ex p e rtise  in  how le a rn in g  takes p lace .

In ad d itio n  to  th i s  common core o f s tu d ie s  r e la t in g  to
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counseling  s k i l l s ,  Parker did recommend o th e r s k i l l s  inc lud ing  

a d m in is tra tiv e  decision  making, consensus tak in g , record  keeping, 

budget making and s p e c ia lty  s k i l l s .

P r io r  to  Parker expressing  h is  v iew point, o th e r a u th o r i t ie s  

on s tu d en t personnel work (Anderson, 1948; D resse l, 1957; B erd ie,

1966) had emphasized counseling s k i l l s  as th e  b a s is  fo r  studen t 

personnel func tion ing  and t r a in in g .  In  1967, Shoben sa id  " th a t the  

re levance o f psychology to  the  a tta inm en t o f personnel goals l i e s  in  

the  general l ig h t  i t  throws on human development and the  human 

co n d itio n , no t in  i t s  p ro fess io n a l ch a rac te r"  (p. 243). Shoben f e l t  

th a t  s tuden t personnel work lends i t s e l f  to  having psychology o r 

counseling  s k i l l s  as the  b a sic  d is c ip l in e  based on th e  s tuden t personnel 

view which emphasized th e  uniqueness as w ell as in d iv id u a l d iffe ren c es  

among s tu den ts  to  h igher education .

During th e  period  o f campus u n res t th e re  were w rite rs  who were 

c r i t i c a l  o f t r a in in g  p rim arily  in  counseling  s k i l l s .  Cosby (1965, p. 14) 

found such t ra in in g  to  be an inadequate base fo r  a s tu d en t personnel 

ad m in is tra to r  to  perform e f fe c t iv e ly .  She s ta te d :

Faced w ith  th e  re s p o n s ib i l i ty  o f working c re a tiv e ly  w ith  what 
appears to  be a new so c ia l  system , s tu d en t personnel p ro fess io n a ls  
come il l-p re p a re d  fo r  t h e i r  work. Understanding o f the  dynamic 
re la tio n s h ip s  w ith in  an emerging system i s  hard ly  to  be found in  
th e  study o f in d iv id u a l psychology o r in  a counseling practicum .

G reenleaf (1968, p. 29-32) recognized th a t  the  studen t personnel 

ad m in is tra to r during th i s  e ra  needed to  be a g e n e ra lis t  in  o rd e r to  

have the  s o p h is tic a tio n  necessary  to  carry  out a l l  o f the  various ro le  

expec ta tions th a t  came w ith  the  jo b . G reenleaf s ta te d  th a t the  studen t 

personnel ad m in is tra to r needed s k i l l s  in  the  follow ing a reas :
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1. Management;
2. Commun!ca t io n ;
3. I n te l le c tu a l ly ;
4. A dm in istra tion ;
5. Coordination o f s p e c ia l i s t  groups;
6. Leadership o f d ivergen t groups;
7. C a ta ly s t in  the  u n iv e rs ity  community;
8. Counseling and in te rv iew in g  s k i l l s ;
9. Knowledge o f th e  c h a r a c te r is t ic s  o f the  young a d u lt;

10. Legal knowledge and a  broad knowledge o f world a f f a i r s ;
11. S k i l l s  to  provide in -s e rv ic e  t ra in in g  fo r  s t a f f  responsib le  

fo r  opera tio n s  and management.

C le a rly , G reenleaf and Cosby were suggesting  th a t  th e  ro le  o f 

s tu d en t personnel workers c a lled  fo r  a d d itio n a l s k i l l s  o th e r than 

counseling . Peony (1969, p. 42) was e sp e c ia lly  c r i t i c a l  o f the  s tuden t 

p e rso n n e l's  emphasis on counseling and m aintained th a t  i f ,  w ith in  the 

ad m in is tra tiv e  power s t ru c tu re ,  th e  s tu d en t personnel worker i s  going 

to  achieve reco g n itio n  w ith in  th e  a d m in is tra tiv e  power s t ru c tu re , i t  w il l  

recognize counseling  as an in s u f f ic ie n t  base fo r  those who engage in  

ad m in is tra tiv e  fu nc tion ing . In  d iscu ss in g  the  work o f the  c h ie f  s tuden t 

personnel a d m in is tra to r . Penny d e lin e a te d  the  follow ing s k i l l s  th a t  were 

needed :

As agen ts  delegated  to  perform  in s t i tu t io n a l  fu n c tio n s , s tuden t 
personnel workers must superv ise  as w ell as provide d ire c t  se rv ic e s . 
C ontrol may be e lab o ra te  and ingen ious, u n d ersta ted  and casu a l, or 
k in d ly  b u t firm , superv ision  may be comprehensive o r s u p e r f ic ia l ,  
welcome o r re sen ted . N evertheless, p o s itio n s  bearing  such t i t l e s  
as dean, d ir e c to r ,  v ice  p re s id e n t, and co o rd in a to r, imply th a t 
a d m in is tra tio n , coo rd in a tin g , p lann ing , budgeting, and superv ising  
a re  th e  major ta sk s  o f  s tu d en t personnel ad m in is tra to rs .

The c o n f l ic t  o f opinion regard ing  counseling versus admini

s t r a t iv e  s k i l l  as the  b a s is  of s tu d en t personnel work re su lte d  in  a 

d is s e r ta t io n  by Gerber (1974, p . 88) whicn appraised  the  ro le  of 

counseling  s k i l l s  v e rses  th a t  o f a d m in is tra tiv e  s k i l l s  in  the  job 

perform ances o f the  c h ie f  s tuden t personnel ad m in is tra to r. The find ings
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o f the study in d ica ted  th a t both s e ts  o f s k i l l s  a re  considered 

isq>ortant. The conclusion of the  author was th a t  a combination of 

counseling and ad m in is tra tiv e  s tu d ie s  and experience i s  the most 

app rop ria te  t r a in in g  fo r  the  ch ie f s tu d en t personnel ad m in is tra to r.

Hedlund (1971, p . 325) proposed a hum anistic education fo r 

the  s tu d en t personnel worker. The o b je c tiv e  o f  th is  course o f study 

would be designed to  prepare the  personnel worker fo r  in te rv en tio n  in  

the  campus community and would req u ire  a  combination of the following 

c a p a b i l i t ie s :  human re la t io n  s k i l l s  and c o n su lta tio n  s k i l l s ,  under

stand ing  o f  th e  in s t i tu t io n  o f h ig h er educa tion , and a sound knowledge 

o f th e  process o f h ealthy  p e rso n a lity  development. Hedlund recommended 

th a t  a l l  functions must be based on resea rch .

In a 1972 d is s e r ta t io n ,  Gierhan s tu d ied  the  ad m in is tra tiv e  ro le  

o f se le c ted  c h ie f  studen t personnel a d m in is tra to rs  during the s ix t ie s  

decade. The inform ation acquired by Gierhan in d ic a ted  th a t ch ie f 

s tu d en t personnel ad m in is tra to rs  had to  possess a h igher le v e l of 

management s k i l l  in  a reas o f communication, p lann ing , organ izing , 

coo rd in a tin g , and budgeting in  1970 as compared w ith 1960 and th a t head 

s tu d en t personnel ad m in is tra to rs , during th e  s ix t i e s ,  had to  add c r is e s  

in te rv e n tio n  s k i l l s ,  research  and ev alua tion  s k i l l s ,  and behavior 

m odifica tion  s k i l l s  to  the  b asic  management s k i l l s  which were required  

to  perform the  head studen t personnel a d m in is tra to r’s d u tie s  in  1960.

Other s k i l l s  mentioned were a b i l i ty  to  work e f fe c t iv e ly  w ith a 

wide range o f s tu d e n ts , knowledge o f le g a l questions p a r t ic u la r ly  in  

dea lin g  w ith s tu d e n ts ’ r ig h ts ,  p u b lic  r e la t io n s  and knowledge of human 

behavior and i t s  a p p lic a tio n  to  management techn iques.
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In a  study to  id e n tify  the  gaps in  the  educa tiona l p repara tion  

o f ch ie f s tuden t personnel a d m in is tra to rs , McDaniel (1972) began with 

the  assumption th a t  m a s te r 's  programs have b a s ic a lly  ignored the 

p r in c ip le s  o f o rg an iza tio n a l behavior. McDaniel emphasizes th a t  s k i l l s  

overlooked as a r e s u l t  o f igno ring  o rg an iza tio n a l behavior theory i s  

necessary  i f  ch ie f s tu d en t personnel ad m in is tra to rs  a re  to  find  a way to  

co n trib u te  to  th e  e ffe c tiv e n e ss  o f the  o rg an iza tio n  and p reserve  the  

potency o f the  p ro fessio n  and th e  p o s itio n . McDaniel (1972, p . 101-105) 

o ffe red  the  follow ing observations on the s k i l l s  which would b e t te r  

serve s tu d en t personnel ad m in is tra to rs  :

Eiq>hasis ( in  cu rre n t s tu d en t personnel t r a in in g  programs) on 
p h ilo so p h ica l and d e sc rip tiv e  content needs to  be reduced. Increased 
a tte n tio n  should be given to  the  development o f a n a ly t ic a l  and 
conceptual to o ls  ( s k i l l s )  which w i l l  be valuab le  in  a wide v a rie ty  
o f problem id e n t i f ic a t io n  and problem so lv in g  a c t i v i t i e s .  Without 
such s k i l l s  th e  graduate can only serve a p ro phetic  ro le  in  the 
system and cannot serve  an ad m in is tra tiv e  lead e rsh ip  ro le .

The curriculum  recommendations o f McDaniel inc ludes a course 

in  business management, co g n itiv e  s k i l l s  fo r  p o licy  form ation, human 

r e la t io n s  and middle and lower management s k i l l s .  McDaniel th inks 

th ese  courses would provide more e x p e r tise  in  r e la t in g  to  the  

o rg an iza tio n  as a whole. McDaniel does not id e n tify  course t i t l e s  as 

much as he id e n t i f ie s  g u id e lin es  fo r  programs to  in c rease  the  

o rg an iza tio n a l competencies o f  fu tu re  studen t personnel a d m in is tra to rs .

Mclntrye (1974, p . 487-491) recoamended b asic  management s k i l l s  

such as goal s e t t in g ,  ev a lua tion  and personnel management as ic ç o r ta n t 

to o ls  fo r  the  su ccessfu l and e f f ic ie n t  management o f th e  studen t 

personnel program. E labo ra ting  on those b a s ic  s k i l l s ,  McIntyre s ta te d  

th a t  s tu d en t personnel p ro fess io n a ls  must develop the  follow ing
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management s k i l l s :

1. Development o f  a v ia b le  philosophy o f studen t a f f a i r s ;
2 . Assessment and inven tory  o f resources includ ing  

personnel, budget and space;
3. Establishm ent o f adequate co n tro l system s;
4. E valuation;
5. I n te r - in s t i tu t io n a l  cooperation .

The Council o f Student Personnel A ssociations (COSPA, 1975, 

p. 527-528) suggested behav io ral outcomes which a re  necessary  pro

fe s s io n a l com petencies, s k i l l s  and techniques needed by the studen t 

personnel p ro fe ss io n a l. The th re e  s k i l l s  and competencies needed fo r 

e f fe c t iv e  performance a re  goal s e t t in g ,  assessm ent and the process of 

change by use o f o rg an iza tio n a l development, systems th eo ry , in te rv e n tio n  

theory  and fu tu re  in te rv e n tio n  to  f a c i l i t a t e  behavioral development 

w ith in  th e  in d iv id u a l, the  group theory  and the  in s t i tu t io n .  The 

c r i t e r i a  fo r  s e le c tio n  o f th e se  s k i l l s  and competencies a re  derived  

from th e  concept th a t  th e  studen t development s p e c ia l is t  perform ing in  

one o f th re e  ro le s—a d m in is tra tiv e , in s tru c t io n a l  o r c o n su lta tiv e —w ill  

enab le  th e  c l ie n te le  to  (a) achieve g o a ls , (b) manage c o n f l ic t ,  and 

(c) become more s e lf -d ire c te d  and s e l f - f u l f i l l e d .

Although O stro th  (1975) focused h is  research  on m asters programs 

and t r a in in g  fo r  en try  le v e l jo b s , the  recommendation fo r  competencies 

and s k i l l s  show s im ila r i ty  to  s tu d ie s  invo lv ing  docto ra l programs.

O stro th  focused h is  research  around th e  question  o f what importance 

did p ra c tic in g  ch ie f s tu d en t personnel ad m in is tra to rs  p lace on the  main 

a reas  o f study and which courses in  p a r t ic u la r  were o f value in  

o b ta in in g  ap p ro p ria te  s k i l l s  and competencies fo r the  en try  le v e l worker. 

The responses showed th a t  the  a reas  of competence c lu s te re d  around fiv e  

prim ary c a te g o rie s : counseling  competence, competencies in  ad m in is tra tio n
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and management, understanding o f the f ie ld  o f h ig h er education , and 

cos^etency in  research  and ev a lu a tio n . The s p e c if ic  courses which 

c o n trib u ted  to  th e se  competencies were ad m in is tra tio n s  and management.

The s p e c if ic  courses were supervised p ra c t ic e , counseling , ad m in is tra tio n  

in  h ig h er ed u ca tion , the  co llege  s tu d en t, and th e  law as i t  a p p lie s  to  

h i ^ e r  education .

One o f th e  s ig n if ic a n t  fin d in g s  o f the  study was the high ra tin g  

received  by a course in  human re la t io n s  in  h ig h e r education adm in is tra tio n  

which covered th e  p ro fess io n a l re la tio n s h ip s  w ith  fa c u lty , s t a f f  and 

s tu d e n ts . T his course developed communications and lead ersh ip  s k i l l s  

according to  th e  respondents. A re la te d  a rea  th a t  received  support was 

th a t o f  p o l i t i c s  in  h ig h er education , th e  a b i l i t y  to  m aintain good 

re la tio n s h ip s  both in s id e  and o u ts id e  th e  i n s t i t u t i o n .  The respondents 

ra te d  re sea rch  s k i l l s  low est in  v a lu e , co n tra ry  to  o th e r  s tu d ie s , but 

the  au tho rs  adv ise  th a t  th i s  w il l  become an in c re a s in g ly  im portant s k i l l  

as a c c o u n ta b ility  i s  emphasized more (O stro th , 1975, p . 321-322).

McIntosh and Maier (1976, p . 87-91) s tu d ie d  what kinds o f  s k i l l s  

a re  e s s e n t ia l  fo r  success in  a changing academic environment. They

id e n t i f ie d  c e r ta in  s k i l l s  th a t  are  necessary  fo r  e f fe c t iv e  behavior in

any top ad m in is tra tiv e  p o s itio n . T heir l i s t  in c lu d es:

1. A b ility  to  empathize;
2. Planning s k i l l s ;
3. A b ility  to  o rganize;
4 . D ecision making;
5 . A dm in istra tive s k i l l s ;
6. In te rp e rso n a l s k i l l s ;
7. A b ility  to  function  independently  o f o th e rs ;
8. Long range planning;
9. V ision—being ab le  to  see m atte rs  in  broad persp ec tiv e  and 

to  in te g ra te  the  various fa c e ts  in to  a cohesive and 
resp o n sib le  p lan ;

10. E valuation;
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11. A b ility  to  de legate  d u tie s ;
12. F inanc ia l t a le n t—s k i l l  in  dealing  w ith f in a n c ia l  

r e s t r a in t s ;  the  a b i l i ty  to  cut and trim  budgets w ith a 
minimum e f fe c t  on programs;

13. R esourcefulness;
14. Communication s k i l l s ;
15. Leadership.

For a l l  p ro fe ss io n a l accep ting  s tuden t personnel work, 

e sp e c ia lly  a d m in is tra tiv e . Hunt (1976, p . 6-16) recommended th e  follow ing 

to p ic a l a reas  o f knowledge and s k i l l s  as a p a r t o f th e i r  p ro fessio n a l 

development :

•  Knowledge o f  o b jec tiv es  o f in s t i tu t io n s ,  i . e .  ju n io r -  
conmninity c o lle g e s , l ib e r a l  a r t s  c o lle g es , m ulti-purpose 
u n iv e r s i t ie s ,  ch u rch -re la ted  in s t i tu t io n s ,  e tc .

•  S k il l  in  he lp ing  stu d en t personnel functions to  meet 
in s t i tu t io n a l  o b je c tiv e s .

# An understanding o f c h a ra c te r is t ic s  and needs o f  s tu d en ts , 
in c lu d in g  vario u s  sp e c ia lty  groups, i . e . ,  m in o r it ie s , 
o ld e r  s tu d e n ts , m arried s tu d en ts , e tc .

* An understanding o f in s t i tu t io n a l  governance, p o licy  
form ulation and d ec ision  making which a f f e c t  studen t 
personnel.

* An understanding o f  environmental fa c to rs  which in fluence  
change.

# Experiences and knowledge to  develop s k i l l s  in  human 
re la t io n s h ip s  necessary  to  r e la te  to  d iv e rse  types o f people.

•  Experience i n ,  and a b i l i ty  in ,  working w ith s t a f f  to  s e t 
goals and to  ev alu a te  work; lead e rsh ip  s k i l l s .

* Knowledge o f the  decision  making p rocess.

# Counseling s k i l l s  to  be used w ith studen ts  and s t a f f .

# Assessment techniques to  a s s i s t  in  determ ining needs of 
s tu d en ts  and s t a f f .

•  Research s k i l l s  fo r  evalua tion  of programs.

•  Special s k i l l s  fo r  fu n c tio n a l a re a (s )  fo r  which the 
g e n e ra lis t  may have major r e s p o n s ib i l i t ie s .
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* A dm inistrative s k i l l s  :

** Goal s e t t in g

** Evaluation

** A llocating  o f resources 

** Budget development and co n tro l 

** O ffice management

** Inform ation systems and data  p rocessing

* Understanding tre n d s , is su e s  and context o f post-secondary 
education .

* Techniques fo r  lead e rsh ip  development.

* Means o f e f fe c t in g  environm ental changes.

* Development o f in te rp e rso n a l re la tio n sh ip s  to  the  end th a t 
s tu d en t personnel s t a f f ,  s tu d en t lead e rs  and fa c u lty  can 
e f fe c t iv e ly  work to g e th e r.

* Supervised work experience.

Knock (1977) served as e d ito r  o f a monograph which presented  

p o s itio n  papers and statem ents o f re a c tio n s  to  the p o s itio n  papers 

regard ing  what c o n s ti tu te s  q u a lity  education  fo r the  studen t a f f a i r s  

p ro fe s s io n a l. In  d iscu ssin g  ap p ro p ria te  programs o f p re p a ra tio n , some 

o f th e  au thors id e n tif ie d  th e  s k i l l s  and competence necessary to  perform 

ta sk s  re la te d  to  sp e c if ic  fu n c tio n s .

For th e  en try  le v e l worker on th e  ju n io r  co llege  le v e l ,  Matson 

(1977, p . 116-119) recommended the  follow ing a rea  of competency:

1. A ppraisal o f studen t needs;
2. D iagnosis o f le a rn in g  problems and d i s a b i l i t i e s ;
3. Counseling s k i l l s ;
4. Design and development o f s tuden t personnel programs;
5. Learning theory and curriculum  development;
6. Use o f te ch n ica l media;
7. Knowledge of vo ca tio n a l choice and development theory 

and p ra c tic e ;
8. Knowledge of studen t c h a r a c te r is t ic s ;
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9. Supervision;
10. Assessment o f c o lle g ia te  environment;
11. C onsu ltation ;
12. Knowledge o f  community o rg an iza tio n  and s k i l l  in  outreach;
13. Evaluation and a cc o u n ta b ility ;
14. Research c a p a b ility .

Matson (1977, p . 126), in  l i s t i n g  desired  competencies o f a 

w e ll-q u a lif ie d  s tu d en t personnel g e n e ra lis t  s a id  one new "competency," 

a lb e i t ,  a com plicated one, should be "a new a t t i tu d e ,  a broadened view 

of th e  scope o f s tuden t s e rv ic e s , and an op era tiv e  philosophy which w il l  

equip each new p ro fess io n a l in  th e  f ie ld  w ith  a p r a c t ic a l ,  but g re a tly  

expanded, v is io n  o f how stu d en t se rv ice s  can serve to  in te g ra te  a l l  

edu ca tio n a l programs o f a co lleg e .

Matson fu r th e r  be lieved  th a t  t r a in in g  programs should be 

d if f e r e n t  fo r  Ju n io r co llege  and sen io r co llege  studen t personnel 

w orkers. However, Hoyt and Rhatigan (1968, p . 263) found th a t only 

sm all d iffe ren c es  occurred in  the  func tions in  the  two s e t t in g s .  There

fo re , they  concluded th a t  th e i r  study  found l i t t l e  reason fo r  supporting  

th e  p o s itio n  th a t  sep a ra te  programs should be in s t i tu te d  fo r  p reparing  

ju n io r  co lleg e  and sen io r co llege  s tu d en t personnel a d m in is tra to rs .

Rodgers (1977, p . 27) recommended r e v i ta l iz in g  s tu d en t personnel 

p rep a ra tio n  programs through t r a in in g  th e  workers as so c ia l in te rv en 

t io n i s t s  who work w ith s tu d en ts  and th e i r  environments to  in c rease  the 

p r o b a b i l i t ie s  o f  p o s it iv e  developmental change. The s k i l l s  he 

recommended fo r  so c ia l in te rv e n tio n  p ro fe ss io n a ls  a re  the  follow ing:

1. Counseling;
2. Group f a c i l i t a t io n  and methods;
3. Laboratory education design;
4. C o nflic t management and n e g o tia tio n  s k i l l s ;
5. Data c o lle c tio n /a c tio n  resea rch ;
6. Teaching;
7. Designing le a rn in g  experiences;
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8. P arap ro fesslo n a l t ra in in g  (counseling  and group m ethods);
9. C onsulting.

Rodgers p u lled  to g e th e r sev e ra l d is t in c t  s k i l l s  a re a s , the  need fo r 

e x p e r tise  in  o rg a n iz a tio n a l development and sm all group s k i l l s  and 

the  theory  to  p ra c tic e  t r a n s i t io n .

G reenleaf (1977, p . 156) suggested th e  follow ing p ro fessio n a l 

p ra c tic e  o b je c tiv e s  fo r  s tu d en t personnel p r a c t i t io n e r s :

1. To describe  accu ra te ly  the c h a r a c te r is t ic s  o f a studen t 
body to  the  end th a t  th e i r  needs may be met most 
e f fe c t iv e ly  by both  the  fa c u lty  and th e  studen t personnel 
s t a f f .

2 . To a s s i s t  s tu d en ts  in  meeting th e i r  needs to  the end th a t 
each s tu d en t w i l l  accomplish a degree o f academic success 
and a measure o f  personal development.

3. To serve  as c a ta ly s ts  to  the  end th a t  s tu d en ts  w il l  
genuinely b e n e f it  from peer le a rn in g  and in te rp e rso n a l 
re la tio n s h ip s  w ith  fa c u lty .

4 . To perform  necessary  s tu d en t s e rv ic e s : adm issions, 
re c o rd s , f in a n c ia l  a id , re c re a tio n , governance, counseling , 
placem ent, developm ental educa tion , sp e c ia l se rv ice s  fo r 
m inority-group s tu d e n ts , housing, s tu d en t conduct 
management, h e a lth  s e rv ic e s , and alumni re la t io n s .

5. To a s s i s t  each s tu d en t reg a rd le ss  o f age, sex , race o r 
academic p o te n tia l  to  develop as fu l ly  as p o ss ib le  during 
th e  time he o r she i s  a member o f  th e  in s t i tu t io n a l  
community.

G reenleaf (1977, p . 159-160) f e l t  th a t  re g a rd le ss  of the 

academic esqthasis, i t  i s  im portant th a t  c e r ta in  b asic  elem ents e x is t 

in  the  curriculum  to  prepare studen t personnel s t a f f :

1. S u ff ic ie n t f l e x ib i l i t y  to  meet vary ing  backgrounds of 
s tu d en ts  adm itted to  the  program and to  prepare persons
to  work in  a v a r ie ty  o f p o s itio n s  in  a v a r ie ty  of s e tt in g s  
o f h igher education .

2. P rov isions fo r  b asic  core courses as w ell as an opportunity  
to  develop s k i l l s  in  sp ec ia l fu n c tio n a l a re a s . Core courses 
should provide knowledge and competencies necessary to



36

a . understand varying o b jec tiv es  o f d if f e r e n t  types of 
in s t i tu t io n s —junior-community c o lle g e s , urban 
u n iv e r s i t ie s ,  l ib e r a l  a r t s  c o lle g es , m ultipurpose 
u n iv e r s i t ie s ,  open u n iv e r s i t ie s ,  e tc .  (h igher 
education , philosophy, h is to ry ) .

b. understand po licy  form ulation and governance o f 
in s t i tu t io n s  (h igher education , ad m in is tra tio n  in  
educa tion , p u b lic  ad m in is tra tio n , business 
o rg an iza tio n s  and business management).

c . a ssess  environm ental fa c to rs  and means o f in fluenc ing  
changes (psychology, s t a t i s t i c s ,  research  design , 
socio logy , behav io ral sc ie n c es) .

d. id e n tify  c h a ra c te r is t ic s  and needs o f the young adu lt 
as w ell as various sub-groups in  in s t i tu t io n s  of 
h ig h er education (psychology, re sea rch , studen t 
personnel cou rses, Afro-American s tu d ie s ,  women's 
s tu d ie s , anthropology).

e . carry  out management r e s p o n s ib i l i t ie s  such as budgeting, 
m anagerial c o n tro l, and inform ation systems (accounting, 
business management, business o rg an iza tio n , data  
p ro cess in g ).

f .  develop In d iv id u a l and group counseling s k i l l s  
(counseling  and c l in ic a l  psychology).

g. p ra c tic e  s k i l l s —an opportun ity  to  ca rry  out studen t 
personnel r e s p o n s ib i l i t ie s  based on theory and 
philosophy (practicum , f i e ld  experience , in te rn sh ip ) .

3. Extended core courses give id e n t i ty  to  various p rep ara tio n  
programs. With th e  help  o f an ad v iso r, the  studen t should 
id e n tify  b asic  in te r e s t s  and s k i l l s  and p lan  courses 
accord ing ly . Thus, i f  a person i s  in te re s te d  in  s tuden t 
a c t i v i t i e s ,  courses in  group work from sociology or 
psychology should be coupled w ith  practicum  or in te rn sh ip  
in  th e  s tu d en t union, th e  a c t i v i t i e s  o f f ic e  and/or 
programming in  the  residence  h a l l s .  I f  a person p re fe rs  
a counseling en^hasis extended courses in  counseling and 
counseling  practicum  should be coupled w ith  courses in  
psychology.

A d d itio n a lly , i t  i s  G reen lea f's  personal conviction  th a t 

possession o f the  follow ing s ix  c h a ra c te r is t ic s  and s k i l l s  a re  e s s e n tia l  

to  carry ing  out the  fun c tio n s  expected o f studen t a f f a i r s  s t a f f :
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1. I n te l le c tu a l  sharpness;
2. C uriouslty  and knowledge about concerns o f s tu d en ts ;
3. S k i l l  in  human re la tio n s h ip s ;
4 . S k i l l  in  lead ersh ip  techn iques;
5. Commitment to  s tu d en t personal work;
6. An in te r e s t  in  the  curriculum  o ffe red  by the program 

in  which the  s tu d en t e n ro lls  (p . 157-158).

B laesser (1977, p . 169-170) reac ted  to  G reen lea f's  c u r r ic u la r  

g u id e lin es  by s ta t in g  "she has s e t  fo r th  an e x c e lle n t, comprehensive 

group o f competencies which one may expect to  see in  vary ing  degrees 

in  the  g raduates o f p ro fe ss io n a l p rep a ra tio n  programs now and in  the 

fu tu re ."  He adds, "management competencies a re  r ig h t fu l ly  included in 

th is  e ra  o f  a c c o u n ta b ility . A re c u rr in g  com plaint o f many p re s id en ts  

and academic and f in a n c ia l  a f f a i r s  v ic e  p re s id en ts  i s  th a t  s tuden t 

a f f a i r s  programs a re  not adm inistered  e f f e c t iv e ly ."

B laesser (1977, p . 170) furtherm ore o ffe red  the  viewpoint th a t 

s tu d en t a f f a i r s  p ro fess io n a ls  must gain the  competencies to  provide 

le ad e rsh ip  w ith in  the  co lleg e  and u n iv e rs ity  s e t t in g .  He b e liev es  the 

f ie ld  o f  o rg an iza tio n  theory and change, re q u ir in g  competencies in  

a sse ss in g , co n su ltin g  and educating  o th e rs  in  the dynamics of planned 

change, i s  a b a s ic  component o f p rep a ra tio n  programs fo r  s tu d en t a f f a i r s  

ad m in is tra to rs  and s t a f f  a t  both the  m a s te r 's  degree and do c to ra l 

le v e ls .  He made the  fo llow ing observ atio n :

O rganizational development, w ith  i t s  focus on the  s tim u la tio n  
o f human p o te n tia l  and flex in g  the  c o n s tra in ts  o f in s t i tu t io n a l  
o rg a n iz a tio n , has earned i t s  spurs in  b u s in ess , in d u s try , 
government, and community work. Only a few OD ap p lic a tio n s  have 
been attem pted in  postsecondary education . Cognitive background 
in  o rg a n iz a tio n a l development and o rg an iza tio n  change in te rn sh ip s  
w ith  depth experiences a re  c ru c ia l  to  e f fe c t iv e  le ad e rsh ip .

T herefo re , B laesser (1977, p . 170) recommends adding a s ix th  

p ro fe ss io n a l p ra c tic e  o b jec tiv e  to  G reen lea f 's  l i s t .  He added, "the
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studen t a f f a i r s  p ro fe ss io n a l should be ab le  to  diagnose and in te rp re t  

o rg a n iz a tio n a l p ro cesses , and to  help  c o lla b o ra tiv e ly  to  b rin g  about 

app ro p ria te  s t r u c tu r a l  and fu n c tio n a l changes which w il l  continuously 

improve se rv ice s  to  s tu d en ts  and to  in s t i tu t io n s ."

R iker (1977, p . 136) examined the  proper balance between 

content courses and e x p e r ie n tia l  le a rn in g  and provided the follow ing 

l i s t  o f s k i l l s :

1 . Group le ad e rsh ip ;
2. F a c i l i ta t io n ;
3. Counseling;
4 . Problem so lv ing ;
5. Career planning and development;
6. Value c la r i f i c a t io n ;
7. D ecision making;
8. Psychological measurement ;
9. Assessment;

10. C onsu lta tion .

In  th e  l a s t  sec tio n  o f h e r p o s itio n  paper, Dewey (1977, p . 84-85) 

d iscussed  the  s e le c tio n  of candidates fo r  s tu d en t personnel work. She 

no tes  th a t  s e l f - s e le c t io n  has been the  primary o p e ra tio n a l fa c to r  in  

adm ission to  s tu d en t personnel graduate programs, even though 

p ro fe ss io n a l educators have id e n t i f ie d  p re fe rre d  a b i l i t i e s  and s k i l l s .  

Those s k i l l s  a re :  he lp ing  s k i l l s ,  re sea rc h , assessm ent and ev a lu a tio n ,

le ad e rsh ip , s k i l l s  fo r  change ag en ts , and the  a b i l i ty  to  become 

p ro a c tiv e . Dewey s ta te s  th a t  the  s e l f - s e le c t io n  process and the 

philosophy o f the  f i e ld  has c rea ted  an in f lu x  o f fie ld -dependent 

p ro fess io n a ls  to  the  f ie ld .  She say s , "what would a t  f i r s t  glance 

appear to  be a p o s itiv e  match between p ro fe ss io n a l competencies and 

personal s k i l l s  o ffe red  r e s ts  on the u n v e rified  assumption th a t the 

competencies sought a re  adequate to  meet the  performance requirem ents 

o f th e  p ro fe ss io n a l f i e ld ."
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At the same tim e, s tuden t personnel workers have been urged 

to  do re sea rch , to  a ssess  and ev alu a te  th e i r  programs, to  become 

agg ressive ly  p ro ac tiv e  to  a s s e r t  le ad e rsh ip , to  be change ag en ts , 

in  s h o r t ,  to  do th in g s  fo r  which they were never p ro fe ss io n a lly  

prepared and fo r  which they have n e ith e r  the  personal in c lin a tio n  

o r  s ty le  to  perform . Dewey (1977, p. 85-86) a t t r ib u te s  the lack  of 

success in  the  a d m in is tra tiv e  ro le  and paucity  o f research  to  the 

re c ru itm e n t/se le c tio n  c i r c u la r i ty ,  based on the  predominant cogn itive  

s ty le .  In ad d itio n  to  re ta in in g  the  human re la t io n s  s k i l l s  of the 

f ie ld  dependent, Dewey (1977, p . 87) urges the  in c lu s io n  of f ie ld  

independence in  programs fo r th e i r  p ro c liv i ty  fo r  th e o re t ic a l  a n a ly tic  

s k i l l s .

The e ig h t dimensions o f lead e rsh ip  th a t  have been most o ften  

id e n t i f ie d  in  the  resea rch  l i t e r a tu r e  from 1945 to  1974 have been 

summarized by S to g d ill  a s :  ad m in is tra tiv e  s k i l l s ,  s o c ia l  and

in te rp e rso n a l s k i l l s ,  te c h n ic a l s k i l l s ,  in te l le c tu a l  s k i l l s ,  lead e r

sh ip  e ffe c tiv en e ss  and achievem ent, s o c ia l  nearness and f r ie n d lin e s s , 

group ta sk  supportiveness and ta sk  m otivation  and ap p lic a tio n  (Skipper, 

1976, p . 138). In a study of one o f the  id e n t i f ie d  s k i l l s .  Skipper 

(1976, p . 139-141) defined  ad m in is tra tiv e  s k i l l s  and " ra ted  and 

compared th e i r  magnitude between an e f fe c t iv e  and an in e f fe c tiv e  group 

o f u n iv e rs ity  le a d e rs ."  Items id e n t i f ie d  as a d m in is tra tiv e  s k i l l s  are 

as fo llow s:

1. Planning a b i l i t y ;
2. Knowledge about p o s itio n ;
3. O rganization and management;
4. Leadership;
5. Judgment;
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6. Human re la t io n s ;
7. Q uality of performance.

A dm inistrative co lleagues o f the study group defined e ffe c t iv e  

ad m in is tra to rs  as persons who developed w ell-defined  p a tte rn s  o f 

o rg an iza tio n , who opened channels o f communication, who a r t ic u la te d  

g o a ls , kept morale h igh, and whose re la tio n sh ip s  w ith  o th e rs  were 

ch arac te rized  by mutual resp ec t and warmth. They would be high in  

I n i t i a t i o n  S tru ctu re  and C onsideration . "Least E ffec tiv e"  ad m in is tra to rs  

were defined as those persons who were the  poorest in  d e fin in g  p a tte rn s  

o f o rg an iza tio n , who did not open channels o f communication, who 

n eg a tiv e ly  influenced  m orale, and who were no t tru s te d  by th e i r  

co lleagues o r subord inates. They would be low in  I n i t i a t i n g  S tru c tu re  

and C onsideration.

Most E ffec tiv e  a d m in is tra to rs , as judged by th e i r  co lleagues, 

tend to  have a b e t te r  understanding of the  fa c ts  requ ired  o f th e i r  

p o s i t io n , a re  capable o f a n tic ip a tin g  problems by p lann ing , a re  b e t te r  

o rg a n iz e rs , and c a re fu lly  weigh c o s ts  a g a in s t expected re s u l ts  compared 

to  Least E ffec tiv e  A dm in istra to rs. F u rth e r , they a re  judged to  be more 

in s p ira t io n a l ,  make more c o rre c t d e c is io n s , a re  more e f fe c t iv e  in  

dea lin g  w ith o th e rs , and perform th e i r  d u tie s  a t  a su p erio r le v e l 

compared to  the  Least E ffec tiv e  a d m in is tra to rs . By c o n tra s t ,  the  

L east E ffec tiv e  Leaders, as judged by th e i r  co lleagues, o ften  f a i l  to  

see ahead, lack  knowledge about th e i r  jo b , and are poor o rg an izers . 

F u rth e r, they were described as weak le a d e rs , who make unsound 

d ec is io n s , who are  poor in  g e ttin g  along w ith o th e rs , and who produce 

poorer q u a lity  work compared to  the Most E ffec tiv e  A dm inistrators 

(Skipper, 1977, p. 369).
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R ecurring c r itic ism s  o f the f i e ld  o f s tuden t personnel work 

would in d ic a te  th a t many of i t s  a d m in is tra tiv e  lead ers  a re  no t being 

equipped to  f i t  the  d e sc rip tio n  of F is h e r 's  e f fe c t iv e  le a d e r . The 

question  ra is e d  by Abel (1978, p . 238), and o th e rs  in s id e  and o u ts id e  

o f th e  f i e ld ,  i s  "How can you be considered a p ro fess io n a l i f  you are  

no t aware o f th e  s k i l l s  necessary to  be e f fe c t iv e  in  your chosen 

f ie ld ? "  A b e l's  view point i s  th a t  s tu d en t personnel ph ilosophies and 

th e o rie s  a re  no t enough fo r e n te r in g  a p o s it io n  in  s tuden t personnel 

a d m in is tra tio n , th a t  i t  i s  necessary  to  acq u ire  p ra c t ic a l  s k i l l s  in  

o rd e r to  gain power and in fluence  in  the  u n iv e rs ity  (Abel, 1978, p . 238). 

She o f f e rs  th e  fo llow ing s k i l l s  as necessary  to  day-to-day o rg an iza tio n a l 

l i f e :

1 . Time management s k i l l s —s e le c tio n  o f ta rg e ts  th a t  y ie ld  
the  g re a te s t outcomes, te rm in a te  unneeded fu n c tio n s , 
d e lega te  and redesign jobs fo r  o th e rs .

2. P o l i t i c a l  s k i l l s — the a b i l i t y  to  in fluence  co lleagues, 
m obilize support and remove b a r r ie r s .

3. B uild ing  power networks—s ta b le  l in k s  w ith in d iv id u a ls  
o r  groups who have p o te n tia l  f o r  a f fe c t in g  s ig n if ic a n t  
change.

4 . Human re la t io n  s k i l l s —b u ild in g  a c o lla b o ra tiv e  clim ate  
fo r  n eg o tia tio n  and b arga in ing . (Abel, 1978, p. 238-241)

A fte r  e lab o ra tin g  on the  l i s t e d  s k i l l s ,  Abel cautioned th a t 

s tu d en t personnel ad m in is tra to rs  as a p a r t  o f  an unplanned p ro fession  

must approach th e  evalua tion  of t r a in in g ,  education , d u tie s ,  and 

c h a r a c te r is t ic s  from the  viewpoint they must prove to  be serv ing  a 

s ig n if ic a n t  purpose (Abel, 1978, p. 241).

In  a s e r ie s  o f  s t ru c tu ra l  in te rv iew s e n t i t le d  Pieces o f E ig h t, 

Appleton, B riggs & Rhatigan (1978, p. 149-150) co llabo ra ted  w ith five
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o th e r p a s t p re s id en ts  o f th e  N ational A ssociation  o f Student 

Personnel A dm inistrators to  describe  the underly ing  values and 

competencies o f  th e  a d m in is tra tiv e  s ty le  o f the  su ccess fu l s tu d en t 

personnel a d m in is tra to r . The authors h ig h lig h ted  these  d e s ira b le  

s k i l l s :  a n a ly tic  s k i l l s , v e rb a l and w ritte n  communication s k i l l s ,

a b i l i ty  to  merge ta le n ts  w ith  o th e r s t a f f  and a sse ss  the  needs and 

in te r e s t s  o f o th e rs ,  evidence of i n i t i a t i v e  and a high energy le v e l ,  

in d ic a tio n  o f support fo r  th e  goals and o b je c tiv es  o f  the  in s t i tu t io n ,  

w illin g n ess  to  a c t  in  problem -solving, and a d isp o s it io n  su ite d  to  

b rin g in g  s tu d e n ts , fa c u lty , and s t a f f  to g e th e r fo r  common purposes.

I t  i s  emphasized here th a t  te ch n ica l s k i l l s ,  w hile  necessa ry , a re  l ik e ly  

developed on the  jo b .

The deans p lace sp e c ia l emphasis on p lann ing  and view i t  as an 

a c t iv e , ongoing, o fte n  c y c l ic a l ,  and s p e c if ic  way through which 

in s t i tu t io n s  and th e i r  p a r ts  seek to  (1) c la r i f y  g o a ls , purposes, 

ro le s  and p r io r i t i e s  in  r e la t io n  to  changing co n d itio n s  and commitments, 

and (2) to  e s ta b l is h ,  m ain ta in , and modify the  means fo r  implementing 

goals and ev a lu a tin g  r e s u l t s .  E ffec tiv e  p lann ing  re q u ire s  th a t an 

attem pt be made to  a n tic ip a te  the  p o ssib le  outcomes o f a proposed course 

o f a c tio n .

Also, importance i s  placed on having the  a b i l i t y  to  l iv e  with 

am biguity. They gave a cursory  d e sc rip tio n  o f th is  competence by 

s ta t in g :

Issues a re  never c le a r - c u t ,  p re d ic ta b le , and s im p lif ie d .
The complexity o f the  challenge a t t r a c t s  our b e s t a d m in is tra to rs . 
T heir a b i l i ty  to  cope w ith ambiguity rev ea ls  a v i t a l  and ra re  
t a le n t .

Events th a t  command our a t te n tio n  a re  ty p ic a lly  beyond our 
a b i l i ty  to  c o n tro l. The p resen t demands our tim e, but the fu tu re
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occupies our thoughts and hopes.
A ll o f the  deans acknowledge th e  a n x ie tie s  bom of u n c e rta in ty . 

They have learned  to  accept u n c e r ta in ty , have adapted to  i t ,  have 
attem pted to  use i t  to  good ends.

The acknowledgement o f t h i s  t r a i t  as being necessary to  ch ie f 

s tu d en t personnel ad m in is tra to rs  b rings up another competence th a t has 

not been found in  s tuden t personnel l i t e r a t u r e .  In  a sh o rt a r t i c l e  in 

I n t e l l e c t , Buchen (1974, p. 500) a s s e r ts  th a t  the fu tu re  academic dean 

should have as h is  academic background the  d is c ip lin e  o f fu tu rism . In 

th i s  way, both academic and a d m in is tra tiv e  dimensions would re in fo rce  

one an o ther. "For example, the  emphasis on acq u irin g  basic  m anagerial 

s k i l l s  such as accounting, s t a t i s t i c s ,  computer scheduling , and systems 

theory  would be re la te d  to  th e  academic emphasis on the  f u tu r i s t i c  

techniques o f  sh o rt and long-range p lanning  o f how to  get from here 

to  th e re ."  Buchen (1974, p . 500) fe e ls  th a t  a dean’s "ad m in is tra tiv e  

tr a in in g  should co n sis t of designing  in terdependent s tru c tu re s  and 

re la t io n s h ip s  th a t  f a c i l i t a t e  and manage change and inno v a tio n ."  Perhaps 

th i s  competence should a lso  be ju x ta p o s itio n e d  to  ch ief s tu d en t personnel 

a d m in is tra to rs .

The onset o f s tuden t development theory created  in  the mid and 

l a t e  sev en tie s  gave a fe e lin g  th a t  a new philosophy c a lled  fo r  new 

com petencies. A rep o rt prepared fo r  th e  ACPA Executive Committee 

(Hanson, 1977, p. 37-38) id e n t i f ie d  s t a f f  competence needed to  

implement th e  T.H.E. model;

1. Goal s e t t in g

•  Assess s tuden t needs

•  Teach studen ts  to  take  re s p o n s ib il i ty
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•  lielp  s tuden ts  form ulate r e a l i s t i c  and a tta in a b le  
personal goals and o b jec tiv es

2. C onsultation

•  Use e f fe c t iv e  communication s k i l l s

•  F a c i l i ta te  s t a f f  development through in -se rv ic e  
tra in in g

•  Recognize and use o th e rs ' e x p e rtise

3. M ilieu management

•  C ollaborate  w ith o th e r fa c u lty  and s t a f f

•  Be ab le  to  bridge th e  gap between theory and p ra c tic e  
in  managing programs

4. In s tru c tio n

•  Make e f fe c t iv e  decisions

•  Teach in te rp e rso n a l communication s k i l l s

•  Teach group leadersh ip  s k i l l s

•  Teach decision-m aking s k i l l s

5. Evaluation

•  Revise programs on the b a s is  o f ev a lu a tio n  data

•  W rite c le a r ,  concise memos

•  Make r e a l i s t i c  conclusions and recommendations

6. Assessment

•  M aintain studen t c o n f id e n tia li ty

•  Communicate e ffe c tiv e ly  on a one-to-one b a s is

•  L isten  to  s tu d e n ts ' percep tions o f fe e lin g s .

Delworth and Hanson (1980, p . 481-483) a lso  proposed th a t a h o l i s t i c  

p e rsp ec tiv e  o f s tu d en t se rv ices  s t a f f  makes th e  u se fu l co n trib u tio n  

fo r  resea rch  in  re ta in in g  s tu d en ts .

Other s tu d ie s  and recommendations were a lso  devoted to
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id en tify in g  competencies fo r  the  emerging theo ry . Borland and 

Thomas (1976, p. 146-149) proposed th a t s tu d en t personnel has 

provided in s u f f ic ie n t  knowledge and s k i l l s  to  i t s  p ro fess io n a ls  

fo r  acconçlish ing  the  goals of th e  in s t i tu t io n .  The s tu d en t 

development p ro fe s s io n a l, on the  o th e r hand, w ith  i t s  new ro le s ,  

in^> lic itly  o f fe rs  the  p ro fessio n  new and a d d itio n a l s k i l l s  which 

w il l  f a c i l i t a t e  not only th e  coping behavior o f  s tu d en ts  but 

p o te n tia lly  the  coping behavior o f th e  in s t i tu t io n .  The authors 

propose th e  fo llow ing o rg a n iz a tio n a lly  re lev an t s k i l l s  and ta c t ic s

in  o rder to  implement th e  s tu d en t development concept:

1. Assessment and ev a lu a tio n  o f o n e 's  ro le  as re la te d
to  o th e rs  in  th e  o rg an iza tio n ; ro le  ex p ec ta tio n  and 
ev a lu a tio n  by those who co n tro l o r  a f fe c t  o n e 's  
behav io r; degree o f involvement in  d ec is io n  making and 
s o c ia l  re la tio n s h ip  w ith power sou rces;

2. P o l i t i c a l  s k i l l s ;

3. Human r e la t io n s  s k i l l s ;

4 . C onstruction  o f o p e ra tio n a l goals in  behav io ral 
o b je c tiv e  term s;

5. System atic a n a ly s is  o f the  in s t i tu t io n a l  goals and 
o b je c tiv es  and id e n t i f ic a t io n  o f re le v an t power sources;

6. P lanning and implementation o f s t r a te g ie s  and ta c t ic s  
th a t  w i l l  overcome in s t i tu t io n a l  b a r r ie r s  and w i l l  l in k  
resources and power to g e th er supported by a reward system;

7. In te rp e rso n a l e ffe c tiv e n e ss ;

8. U ti l iz a t io n  o f counseling s k i l l s  in  co n su ltin g  w ith  
in s t i tu t io n a l  co lleagues.

In Student Development in  Higher Education, T heories . P rac tices  

and Future D ire c to rs , Greenwood (1980, p. 101) suggests th a t  the  concept 

req u ires  knowledge o f th e o rie s  about how people grow and develop along 

w ith the follow ing o rg a n iz a tio n a l changes to  enhance im plem entation:
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Development o f  p ro fe ss io n a l s t r a te g ie s  intended to  f a c i l i t a t e  
growth in  s tuden ts  re q u ire s  p lann ing , s k i l l f u l  use o f p ro fess io n a l 
competencies, goal s e t t in g ,  assessm ent, e v a lu a tio n , and the 
a p p lic a tio n  o f  proved management p ra c t ic e s .  A p rim arily  a c tiv e  
ra th e r  than re a c tiv e  approach i s  req u ired ; th e re fo re , i t  i s  
necessary  to  analyze system s.

A d d itio n a lly , Greenwood (1980, p . 110-111) b e liev es  th a t 

system  theory i s  the  conceptual to o l th a t w ill  most b e n e f it s tu d en t 

development. She id e n t i f ie s  fo u r s k i l l s  necessary  fo r  the  a p p lic a tio n  

o f systems theory to  th e  s tu d en t development theory :

Implementation o f  systems theory as i t  ap p lies  to  s tu d en t 
development involves four dynamics: m u tu a lity , c o lla b o ra tio n ,
n e g o tia tio n , and communication. Evidence o f m utuality  i s  seen 
in  th e  development o f a  commonality o f purpose. C o llabora tion  i s  
th e  process o f s tu d e n ts , s t a f f ,  and fa c u lty  working to g e th e r to  
f a c i l i t a t e  growth. N egotiation  i s  th e  process used to  a r r iv e  a t  a 
se ttlem en t of any d if fe re n c e s , and communication i s  the  b asic  
v eh ic le  through which shared  studen t developmental goals a re  
reached.

Anderson (1984, p. 21) b e liev es  th a t a l l  Ph.D. s tuden ts  

p reparing  fo r  fa c u lty  p o s itio n s  should be requ ired  to  study behav io ral 

sc ience  theory  and a p p lic a tio n s  in  o rder to  in c rease  th e i r  understanding 

o f  people and work. With th e  growth o f  c o lle c tiv e  b a rga in ing , 

re s p o n s ib i l i ty  and a u th o rity  have s h if te d  toward the  l in e  o rg an iza tio n  

o f a d m in is tra to rs . Thus ch a irp erso n s , deans, and v ic e -p re s id e n ts  must 

have knowledge of e f fe c t iv e  lead ersh ip  and ad m in is tra tio n . Most academic 

ad m in is tra to rs  s ta r te d  as co lleg e  p ro fesso rs  and hence had no p rep a ra tio n  

fo r  th e i r  complex jo b .

One research  study ra th e r  than an opinion was again conducted 

by O stro th  (1981, p . 319-322) and focused on competencies fo r  e n try - le v e l 

p ro fe s s io n a ls . O stro th  asked ad m in is tra to rs  who h ired  e n try - le v e l 

s tu d en ts  a f f a i r s  p ro fe ss io n a ls  to  ra te  the  importance o f various 

competencies in  ev a lu a tin g  candidates fo r  p a r t ic u la r  p o s itio n s . The
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competencies th e se  employers wanted most in  cand ida tes  include a b i l i ty  

to  work w ith  o th e rs ,  in te rp e rso n a l r e la t io n s  and communication s k i l l s  

and a b i l i t y  to  work e f fe c t iv e ly  w ith  a wide range of in d iv id u a ls  and 

lead e rsh ip  s k i l l s .  Cox and Ivy (1984, p. 26-32) mailed Hanson's (1977) 

T en ta tiv e  Taxonomy o f S tudent Development S ta f f  S k il ls  and Competencies 

r a t in g  l i s t  to  e ig h t p u b lic  u n iv e r s i t ie s  in  one s ta t e  to  a ssess  the  

perceived  s t a f f  development needs. The f iv e  h ig h est-ran k ed  item s 

were (a) communicate program goals to  th e  la r g e r  academic community;

(b) be ab le  to  gain  commitment from top d e c is io n  makes; (c) engage in  

c o lla b o ra t iv e  e f f o r t s  w ith  o th e r fa c u lty  and s t a f f ;  (d) rev ise  programs 

on th e  b a s is  o f  e v a lu a tiv e  d a ta , and (e) o b ta in  the  re sp ec t of 

academ icians as a le g itim a te  educa to r. The in te rp re ta t io n  th a t  Cox and 

Ivy made o f  t h e i r  study was th a t  those  item s re la te d  to  b u ild in g  

p o s it iv e  p e rso n a l and working re la t io n s h ip s  w ith  fa c u lty  a re  a prim ary 

concern fo r  s tu d e n t a f f a i r s  p ro fe s s io n a ls . Four o f  the  f iv e  h ig h est 

ranked s t a f f  development needs r e f l e c t  a group o f p ro fe ss io n a ls  th a t  

fe e ls  m isunderstood and l e f t  out o f the  ed u ca tio n a l mainstream.

The f iv e  low est-ranked item s from th e  instrum ent were (a) main

ta in  s tu d en t c o n f id e n t ia l i ty ;  (b) dem onstrate a sense o f empathy fo r  

s tu d e n ts ' needs; (c) communicate and e s ta b l is h  rap p o rt w ith s tu d e n ts ; 

(d) communicate e f f e c t iv e ly  on a one-to -one b a s is ;  and (e) l i s t e n  to 

s tu d e n ts ' p e rcep tio n s  o f fe e lin g s . The f iv e  low est ranked s t a f f  

development needs were a l l  re la te d  to  com petencies in  working w ith  

s tu d e n ts . While s t a f f  development needs a t  th e  low end o f the  ranked 

continuum may very w ell involve areas th a t  a re  im portant to  the  o v e ra ll  

fu n c tio n in g  o f s tu d en t a f f a i r s  p ro fe s s io n a ls , the low est ranked item s
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may be those competencies the  CSAO's fe e l  should be delegated  and 

handled by s t a f f  members—thus th e i r  low ranking. The CSAO's in  

th i s  study can be b e s t ch arac te rized  as p e rce iv in g  them selves to  have 

l i t t l e  need fo r t r a d i t io n a l  o r co u n se lin g -re la ted  s k i l l  a re a s . The 

ranked data  produced by th i s  study suggest l i t t l e  se lf-p e rce iv e d  need 

on th e  p a rt o f s tu d en t a f f a i r s  p ro fess io n a ls  fo r improving t r a d i t io n a l  

s k i l l s  in  working w ith  s tu d en ts .

Bloland (1979, p . 58-59) be lieves th a t th e  re la tio n s h ip  between 

CSAO's and th e i r  p re s id en ts  i s  more im portant than th e i r  p ro fess io n a l 

e x p e rtise  in  s tuden t personnel work. He b e liev es  the  CSAO should be 

aware o f and s k i l le d  in  i n i t i a t i n g  input in to  a l l  governance, because 

the  s t a f f  u su a lly  has in fo rm ation , percep tions and s k i l l s  needed by the 

in s t i tu t io n  fo r  most e f fe c t iv e  behavior. T herefore , Bloland b e liev es  

the CSAO's e x p e r tise  in  s tu d en t personnel work becomes secondary to  

th e i r  a b i l i ty  to  respond to  th e  needs of the  p re s id en t as a member of 

the management group.

To th i s  p o in t, a study conducted by Kinnick and Bolheim 

(1984, p. 7) focused on th e  concerns th a t co llege  p re s id en ts  have w ith 

th e  ro le  function  and co n trib u tio n s  s tuden t a f f a i r s  make toward the 

in s t i tu t io n .  The c h ie f  execu tive se le c ted  four is su e s  re la te d  d ire c tly  

to the  a rea : re te n tio n  o f s tu d e n ts , fu tu re  en ro llm en ts , recru itm en t/

admissions standards and in c reas in g  the  number o f n o n - tra d it io n a l aged 

s tu d en ts .

The p re s id en ts  were very concerned w ith th e  CSAO's a b i l i ty  to 

in te g ra te  th e i r  philosophy in to  a working model on campus. The 

p res id en ts  d id , however, id e n tify  the  follow ing as areas where the
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CSAO tru ly  have the  necessary  s k i l l  to  address the  is su e s : 

" A rtic u la tio n /re p re se n ta tio n  o f s tu d en t a f f a i r s  w ith in  th e i r  

in s t i tu t io n ;  R elationsh ip  w ith  fa c u lty ;  Human re la t io n  s k i l l s "  

and f in a l ly  "Implementation o f s tu d en t development concepts and 

p ra c t ic e s ."  F in a lly , the p re s id en ts  see  exchanges o f inform ation 

and tim e spent w ith  o th e r p ro fe ss io n a ls  as a primary source to  gain 

a d d itio n a l e x p e r tise .

The review o f the  l i t e r a tu r e  has so fa r  revealed th a t the  

f ie ld  has dem onstrated in te r e s t  in  improving p ro fess io n a l p rep a ra tio n  

programs and have id e n tif ie d  th e  knowledge and s k i l l s  they b e liev e  

must be possessed by the  p ro fe ss io n a l p ra c t i t io n e r .  However, th e  f ie ld  

o f s k i l l  development fo r  s tu d en t personnel ad m in is tra to rs  i s  in  i t s  

in fancy . The next sec tio n  o f the  l i t e r a t u r e  review w il l  look a t  the  

knowledge and ap p lic a tio n  s k i l l s  amassed by business and in d u s try .

S k il ls  and Competencies Id e n tif ie d  
By Business and Industry

Student personnel work i s  an accu ra te  re f le c t io n  of the  la rg e r  

educa tiona l system in  not having t r a in in g  programs based on th e  a c tu a l 

s k i l l s  needed to  e f fe c t iv e ly  run in s t i tu t io n s .  Educational admini

s t r a t io n ,  in  g en era l, have lagged behind those in  business and in d u stry  

in  developing ad m in is tra tiv e  s k i l l s .  Since the  1920s, management 

textbooks and th e o r is ts  have been a ttem pting  to  help in d u stry  recognize 

and develop s k i l l s  th a t  th e i r  a d m in is tra to rs  could u t i l i z e  to  run th e i r  

o rgan iza tio n s  more e f f ic ie n t ly .  Concom itantly, they have amassed a body 

of knowledge and a p p lic a tio n  s k i l l s  th a t  have con tribu ted  to  t h e i r  

growth and p ro fessionalism .
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P ro fess io n a l development programs fo r  ad m in is tra to rs  have, 

as a r e s u l t  o f th e  knowledge gained from business  and in d u s try , 

evolved n o ticeab ly  during the  p a s t decades. Katz (1955, 1974) and 

M intzberg (1973) a re  two o f the  authors who have id e n tif ie d  s k i l l s  

needed by managers and ad m in is tra to rs .

Katz (1955, 1974, p. 91) suggested th a t  th e  performance of an 

in d iv id u a l manager depends upon fundamental s k i l l s  ra th e r  than on 

p e rso n a lity  t r a i t s ,  and fu r th e r  emphasized th a t good adm in is tra to rs  

are  not n e c e s sa r ily  bom ; they may be developed. His approach was 

to  determ ine what execu tives do (th e  kinds o f s k i l l s  which they 

e x h ib it in  c a rry in g  ou t th e i r  jobs e f fe c t iv e ly )  ra th e r  than on what 

good execu tives a re  ( th e i r  in n a te  t r a i t s  and c h a r a c te r is t ic s ) .  The 

au thor th u s  defined  s k i l l  as "an a b i l i ty  which can be developed, not 

n e c e ssa rily  inborn , and which i s  m anifested in  perform ance, not merely 

in  p o te n t ia l ."  So the p r in c ip a l c r i te r io n  of s k i l lfu ln e s s  must be 

e f fe c tiv e  ac tio n  under varying cond itio n s .

According to  Katz, e f fe c t iv e  ad m in is tra tio n  depends on th ree  

b asic  personal s k i l l s  which a re  te c h n ic a l, hitman and conceptual s k i l l s .  

Technical s k i l l s  a re  those which imply "an understanding o f ,  and 

p ro fic ien cy  in ,  a s p e c if ic  k ind of a c t iv i ty ,  p a r t ic u la r ly  one involving 

methods, p ro cesses , procedures, o r techniques" (Katz, 1955, 1974, p . 91). 

Hum an s k i l l s  a re  defined as " th e  e x e c u tiv e 's  a b i l i ty  to  work e ffe c t iv e ly  

as a group member and to  b u ild  cooperative e f f o r t  w ith in  the  team he 

lead s"  (K atz, 1955, 1974, p . 172). F in a lly , Katz (1955, 1974, p. 93) 

s ta te d  th a t  conceptual s k i l l s  involve th e  a b i l i ty  to  see th e  o rgan iza tion  

as a whole and to  recognize th e  in te r - r e la t io n s h ip s  of the  various fa c to rs
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Involved In  t h i s  s i tu a t io n  ( th e  com petitive , p o l i t i c a l ,  s o c ia l  and 

economic environm ents) which w i l l  lead  th e  a d m in is tra to r to  take th a t 

ac tio n  which advances th e  o v e r -a l l  w elfare  o f  th e  t o t a l  o rg an iza tio n .

Katz b e lie v e s  th a t  th e  r e la t iv e  importance o f th ese  th ree  

s k i l l s  seems to  vary w ith  th e  le v e l o f ad m in is tra tiv e  re s p o n s ib i l i ty .

He s ta te s  th a t  te c h n ic a l s k i l l  has g re a te s t iaq>ortance a t  th e  lower 

le v e l  o f  a d m in is tra tio n . F u rth e r, as th e  a d m in is tra to r moves to  

h i ^ e r  le v e l s ,  th e  need fo r  te ch n ica l competency becomes le s s  

im portan t. In  f a c t ,  a t  th e  top o f  th e  o rg an iza tio n a l s tru c tu re  the 

te c h n ic a l s k i l l s  needed may be v i r tu a l ly  n o n -e x is ten t.

Conversely, Katz (1955, 1974, p . 95) b e liev es  th a t human s k i l l s  are  

e s s e n t ia l  to  e f fe c t iv e  ad m in is tra tio n  a t  every le v e l .  He c i te s  s tu d ie s  

by S alezn ik , Ronken and Lawrence, Learned, and U llr ic h  and Booz to  

su b s ta n tia te  t h i s  s ta tem en t. But he says:

As we go h i ^ e r  and h ig h er in  the  a d m in is tra tiv e  echelons, 
the  number and frequency o f th ese  personal co n tac ts  decrease , 
and th e  need fo r  human s k i l l  becomes p ro p o rtio n a te ly , although 
probably no t a b so lu te ly , l e s s .  At th e  same tim e, conceptual 
s k i l l  becomes in c re a s in g ly  more im portant w ith th e  need fo r  po licy  
decisions and b roadsca le  a c tio n .

At th e  top  o f  the  o rg an iza tio n  conceptual s k i l l s  become 

in c reas in g ly  c r i t i c a l .  "In  f a c t ,  recen t research  fin d in g s  lead  to  the 

conclusion th a t  a t  th e  top  le v e l  o f  ad m in is tra tio n  th i s  conceptual 

s k i l l  becomes th e  most im portan t a b i l i ty  o f a l l "  (K atz, 1955,1974, p. 96).

Katz (1955, 1974, p . 99) advocated using the  th ree  s k i l l  areas as a 

b a s is  fo r  management development. He fu r th e r  suggested ways th a t the 

tra in in g  could be conducted. Katz s ta te s  th a t  in  o rd er to  develop 

te ch n ica l s k i l l s :



52

. . .sound grounding in  th e  p r in c ip le s ,  s t ru c tu re s ,  and 
processes o f  th e  in d iv id u a l s p e c ia l ty ,  coupled w ith  ac tu a l 
p ra c tic e  and experience during  which th e  in d iv id u a l i s  watched 
and helped by a su p e rv iso r , appear to  be most e f fe c t iv e .

According to  Katz*s th eo ry , human s k i l l s  can be developed on 

a  formal o r inform al b a s is .  "An io p o rtan t p a r t o f  th e  procedure i s  

th e  self-exam ina tion  o f th e  t r a in e e 's  own concepts and v a lu es , which 

may enable him to  develop more u se fu l a t t i tu d e s  about h im self and 

about o th e rs"  (K atz, 1953, 1974, p . 99).

The coaching o f subo rd ina tes  by superv iso rs  has been suggested 

as a  method o f teach ing  conceptual s k i l l s .  Another method employed i s  

to  move th e  in d iv id u a l from job  to  job  a t  th e  same le v e l ,  which gives 

th e  execu tive  a b roader view o f th e  e n t i r e  b u sin ess . In  a d d itio n , 

s p e c ia l  assignm ents a re  o f te n  used to  develop conceptual s k i l l s .  In the 

form al co n tex t, th e  case study method has been w idely accepted as a 

p roductive means o f developing conceptual s k i l l s  (Katz, 1955, 1974). In  order 

fo r  a  manager to  move e f fe c t iv e ly  from one le v e l o f management fo another 

in  a la rg e  co rp o ra tio n , he must be ab le  to  adapt to  th e  changing 

environment s k i l l  requirem ents o f  each le v e l o f management in  o rder to  

be su ccess fu l.

Mintzberg (1973, p . 189-193) b e liev es  th a t the  next rev o lu tio n  

in  management education w i l l  be in  th e  a rea  o f s k i l l  t r a in in g .  He bases 

h is  assumption on a  statem ent by L ivingston (1971) th a t  "men who get to  

th e  top  in  management have developed s k i l l s  th a t  are not taught in  

form al management education programs and may be d i f f i c u l t  fo r  many 

h i^ ly -e d u c a te d  men to  le a rn  o n -th e -jo b ."  He c a l l s  fo r  th e  teach ing  of 

s k i l l s ,  fo r  rep lac in g  "second-handedness" in  education w ith  teach ing  

th a t  he lps studen ts  to  le a m  from th e i r  own f irs th a n d  experiences.
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Based on th e  ten  ro le s  th a t  managers perform , M intzberg (1973, 

p. 189-193) suggests e i ^ t  b a s ic  s e ts  o f  m anagerial s k i l l s  th a t  might 

be tau g h t. They a re :

1. Peer s k i l l s —How to  deal w ith  peer re la tio n sh ip s  ( e .g . ,  
n e g o tia tio n , con su ltin g  s k i l l s ) .

2. Leadership s k i l l s —How to  deal w ith  subord inates ( e .g . ,  
t r a in in g ,  m otivation  s k i l l s ) .

3. C o n flic t-re so lu tio n  s k i l l s —How to  mediate between 
c o n f lic t in g  p a r t ie s .

4. In form ation-processing  s k i l l s —How to  b u ild  inform al 
inform ation  netw orks, f in d  sources o f in fo rm ation , v a lid a te  
in fo rm ation , dissem inate in fo rm ation , and speak fo rm ally .

5. Decision-making s k i l l s  under am biguity—How to  make 
d ec is io n s  under ambiguous con d itio n s  ( e .g . ,  le a m  how to  
id e n tify  o p p o rtu n itie s , diagnose u n s tru c tu re  problems, 
and search  fo r  s o lu t io n s ) .

6. R esource-a lloca tion  s k i l l s —How to  a l lo c a te  tim e, work, 
and o th e r resou rces.

7. E n trep ren eu ria l s k i l l s —How to  search  fo r  problems and 
o p p o rtu n itie s  and how to  c o n tro l change.

8. In tro sp e c tio n  s k i l l s —How to  analyze o n e se lf , o n e 's  jo b , 
and one’s educational needs.

D il l  (1984, p . 69-99) linked  th e  general s k i l l  framework o f 

Katz w ith  the  em p irica lly  derived ca te g o rie s  o f  M intzberg as a means 

of p rov id ing  g re a te r  in s ig h t in to  the  understanding o f m anagerial 

behav io r. To r e i t e r a t e ,  Katz has argued th a t  su ccessfu l managers 

e x h ib it th ree  ca teg o rie s  o f  s k i l l s :  human r e la t io n s  s k i l l s ,  conceptual

s k i l l s ,  and te ch n ica l s k i l l s .

By human re la tio n s  s k i l l s ,  Katz means those in te rp e rso n a l s k i l l s  

th a t  a re  app lied  when a manager r e la te s  to  su p e r io rs , p ee rs , and

su b o rd in a tes . They a re  thereby re le v a n t to  every m anagerial le v e l .  In

terms o f M intzberg 's re sea rch , human re la t io n  s k i l l s  inc lude : (1) peer
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re la te d  behavior such as developing co n tac ts  in  th e  o rg an iza tio n , 

m aintain ing inform ation  netw orks, and n e g o tia tin g  and coscunicating  

w ith  p eers; (2) lead e rsh ip  behavior th a t  r e la te s  to  dealing  

e f fe c t iv e ly  w ith  su b o rd in a tes ; (3) lead ersh ip  behavior th a t 

r e la te s  to  dea lin g  e f fe c t iv e ly  w ith  su b o rd in a tes ; and (4) c o n f lic t  

re so lu tio n .

Conceptual s k i l l s  r e la te  to  th e  m anager's a b i l i t y  to  th ink  

through th e  co o rd ina tion  and in te g ra tio n  o f th e  o rg a n iz a tio n 's  d iverse  

a c t i v i t i e s ,  which in  contençorary terms i s  thought o f as " s t ra te g ic  

th in k in g ."  M intzberg discovered f iv e  types o f behavior th a t may be 

ca tego rized  as  conceptual s k i l l s :  (1) inform ation  p rocessing  behavior

o r th e  m onitoring o f o n e 's  networks fo r  o b ta in in g  in fo rm ation , 

e x tra c tin g  and a ss im ila tin g  in form ation , and com u n icatin g  the  "p ic tu re s ' 

the  manager develops; (2) d ecision  making in  u n stru c tu red  and ambiguous 

s i tu a t io n s ;  (3) resource  a llo c a tio n  behavior o r th e  a llo c a tio n  of the  

o rg a n iz a tio n 's  c r i t i c a l  a s s e ts  ( i . e . ,  tim e, money, and s k i l l )  among 

cong)eting demands; (4) e n tre p re n u ria l behavior th a t  r e la te s  to  

d iscovering  problems and o p p o rtu n itie s  fo r  which "improvement p ro je c ts"  

w i l l  be i n i t i a t e d ;  and (5) in tro sp e c tiv e  behavior th a t  r e la te s  to  the 

m anager's understanding o f the  jo b , s e n s i t iv i ty  to  h is  o r h e r personal 

im pact, and le a rn in g  from th ese  in s ig h ts .

By te c h n ic a l s k i l l  Katz means two th in g s : f i r s t ,  th e  technique

o r e x p e r tise  o f "management" ( e .g . ,  knowledge o f budgeting and 

accoun ting ), and second, the  p ro fess io n a l e x p e r tise  o r  s k i l l  th a t the 

in d iv id u a l p ra c tice d  p r io r  to  becoming a manager. In  the  case o f the 

academic manager, p ro fess io n a l e x p e rtise  i s  equ ivalen t to  academic
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e x p e r tis e , th a t  i s ,  knowledge o f  a d is c ip lin a ry  f ie ld  as w ell as 

acknowledged c a p a b i l i t ie s  in  teach ing  and resea rch . Both Katz and 

M intzberg argue th a t p ro fess io n a l e x p e r tise  becomes le s s  re lev an t as 

one moves up the  m anagerial h ie ra rchy  and assumes re s p o n s ib i l i ty  fo r 

a  broader range o f a c t i v i t i e s .  However, a d is t in c t iv e  aspect o f 

academic management i s  the  a ttem pts o f facu lty  members to  su s ta in  

th e i r  p ro fess io n a l e x p e rtise  by teach ing  and conducting resea rch  while 

occupying ad m in is tra tiv e  p o s it io n s . Thus, the  re la tio n sh ip  of 

te ch n ica l academic s k i l l s  to  m anagerial behavior i s  o f sp e c ia l 

in te r e s t  in  h igher education .

Since Katz and M intzberg suggested s k i l l  t r a in in g  as necessary  

to  e f fe c t iv e ly  t r a in  manager, th e re  have been hundreds o f competencies 

id e n t i f ie d  and published in  business and in d u stry  l i t e r a tu r e .

Hunsicker (1978, p . 619-621), in  an open-ended q u e s tio n n a ire , asked 

su ccessfu l ad m in is tra to rs  and managers to  id e n tify  and b r ie f ly  describe  

th re e  m ajor s k i l l s  which they f e l t  co n trib u ted  to  th e  success o f  a 

manager. The s k i l l  ca teg o rie s  id n e t i f ie d  by th e  various le v e ls  of 

managers a re  described  as fo llow s:

Communications—The te ch n ica l a b i l i ty  to  read , w r i te ,  speak, 
and l i s t e n .  B ehavioral a sp ec ts  o f  coanunication a re  grouped in  the 
human re la t io n s  category .

Human R elations—The a b i l i ty  to  "em pathize," "understand 
peo p le ,"  o r "consider su b o rd in a te s ."  I t  r e f le c t s  a  concern fo r  
understanding and g e ttin g  along w ith  people in  su bo rd ina te , 
l a t e r a l  o r su p e rio r  p o s itio n s .

Management—The a b i l i ty  to  analyze problems, make d ec is io n s , 
and apply th e  p r in c ip le s  and func tions of management to  o rgan ization  
and problems. (D iagnosis, s p e c if ic  o rg a n iz a tio n a l. Analyze 
inform ation . S ynthesize, put i t  back to g e th e r. Make a d e c is io n .)

Competence—There were l i s t e d  two kinds o f competence: s k i l l
in  sp e c if ic  te ch n ica l f i e ld s ,  such as lo g i s t i c s ,  op era tio n s  o r
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maintenance, and knowledge of the  ad m in is tra tiv e , tech n ica l and 
p ro fess io n a l requirem ents o f th e i r  s p e c if ic  o rg an iza tio n .

Leadership—Knowing how to  m otivate o r d ire c t  people.

In te rn a l—The in ta n g ib le  t r a i t s  o f  in tu i t io n ,  judgment and 
p e rso n a lity . Such s k i l l s  a re  in te rn a liz e d  to  such a degree th a t 
they  a re  d i f f i c u l t  to  id e n tify .

Deegan (1982, p. 42-43) o f fe rs  the  follow ing p rin c ip le s  of 

lead e rsh ip  fo r  co n sid era tio n :

1. Seek to  develop personal and s t a f f  s k i l l s  in  perform ing 
each o f the b asic  functions o f  management.

2. Develop a s e n s i t iv i ty  and understanding of human re la tio n s  
and of th e  importance of m ain tain ing  a harmonious and 
c re a tiv e  o rg an iza tio n a l environment.

3. Develop a s ta tesm an -lik e  approach to  problem so lv in g ; 
open, dem ocratic, c o n su lta tiv e , and hum anistic.

4. Emphasize in s titu tio n -w id e  and d iv ision-w ide in te r e s t s  
and o b je c tiv e s , and work to  ensure th a t vested in te r e s t  
etq)ires do not dominate.

5. Encourage and search fo r  new ideas and help innovators 
fin d  a l l i e s  and support.

Although h igher education has not to ta l ly  ignored management 

techniques o r th e  development o f i t s  managers, many of the  au thors have 

s ta te d  th a t  a wide gap e x is ts  between a v a ila b le  p ro fess io n a l management 

knowledge and i t s  ap p lica tio n  in  th e  c o lle g ia te  s e t t in g .  Bloland (1980, 

p. 206) p o in ts  out th a t the  study and improvement of in s t i tu t io n s  i s  

having d i f f ic u l ty  in  being taken se r io u s ly  in  h igher education . He 

makes the  follow ing observation ;

I t  has been t r a d i t io n a l  to  deny th a t  co lleges and u n iv e rs it ie s  
have any s ig n if ic a n t c h a ra c te r is t ic s  in  common w ith b u sin ess , 
in d u s t r ia l ,  m ilita ry  o r penal o rg an iza tio n s . Even w ith an inc reasin g  
number o f s tu d ie s  being conducted in to  the  o rg an iza tio n a l na tu re  of 
h ig h er education , such as Baldridge (1971), Borland (1974),
Darkenwald (1970), Gross (1968), Gross and Grambsch (1968),
Ikenberry (1972), Moran (1968), Parsons and P la t t  (1973), and 
Richman and Farmer (1974), t r a d i t io n a l  re s is ta n c e  continues.
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D espite th e  fa c t  th a t  Weber's (Henderson and P arsons, 1947) 
c la s s ic a l  a n a ly s is  o f b u reau cra tic  c h a r a c te r is t ic s  i s  a d esc rip 
tio n  in c re as in g ly  accu ra te  o f a growing number o f co lleg es  and 
u n iv e r s i t ie s ,  d en ia ls  o f any re la tio n sh ip  p e r s i s t .

The view th a t  business o rg an iza tio n  management and i t s  

consequent s k i l l  and t r a in in g  programs a re  not fu lly  tra n s fe r ra b le  

to  co llege  and u n iv e r s i t ie s  has M ille t (1975) as i t s  c h ie f  spokesman. 

From 1971 to  1973 th e  Academy fo r Educational Development, w ith 

M ille t as i t s  ch a irp erso n , wanted to  determ ine whether p a r t o r  a l l  

o f m anagerial techniques might be e f fe c t iv e ly  used to  ii^ ro v e  

m anagerial performance w ith in  h igher education in s t i tu t io n s .

M ille t (1975, p . 221) re p o rts  th a t alm ost unanimously th e  Academy 

concluded th a t th e  two f ie ld s  a re  so d if f e r e n t  as to  preclude any of 

h igher ed u ca tio n 's  u se fu l exchanges o f management s k i l l s .

As e a r ly  as 1960, Carson contended th a t  th e  use o f management 

to o ls  fo r  co llege  and u n iv e rs ity  o rg an iza tio n s  was in a p p ro p ria te . 

Saurman and Nash (1975) s p e c if ic a l ly  questioned the  use of management 

techniques in  th e  a rea  o f s tu d en t personnel a d m in is tra tio n . Berman 

(1978) c a lle d  fo r  fu r th e r  research  befo re  th e  s tu d en t personnel 

p ro fessio n  accepted the  a p p lic a b il i ty  o f MBO programs in to  the 

ad m in is tra tio n  o f th e i r  se rv ic e s .

As a r e s u l t  o f th ese  viewpoints and o th e rs ,  th e  in c lin a tio n  

has been to  m aintain  a l a i s s e z - f a i r e  postu re  w ith  regard  to  tra in in g  

ad m in is tra to rs  (Olsway, 1979, p. 1 ). S tudies of th e  p a tte rn s  of 

ascension to  a d m in is tra tiv e  p o s itio n s  d isc lo se  th a t  only a very sm all 

number o f p ra c tic in g  ad m in is tra to rs  have had any previous tra in in g  in  

ad m in is tra tiv e  job requirem ents (Cohen and March, 1974; F e r r a r i ,  1970; 

Socalow, 1978).
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L ah ti (1973, p . 35) oakes the  follow ing assessm ent o f the  

s i tu a t io n :

There i s  a t  p re sen t a c r i t i c a l  shortage o f competent managers 
in  the  f ie ld  o f education , and th e  need fo r  w ell tra in e d  managers 
i s  going to  in c rease  d r a s t ic a l ly .

Measures a re  needed to  shuck th e  o ld  methods in  which s e le c tio n  
i s  made from people who were never equipped to  be managers, and in  
those cases where th e re  i s  dormant and undeveloped p o te n t ia l ,  some 
to o l must be designed to  develop the  ta le n t .

The I n s t i tu te  o f Higher Education Management (1978, p. 35) 

s ta te s  th a t ,  to  the  ex ten t management i s  a generic  function  of human 

o rg a n iz a tio n , lessons learn ed  from research  in  o th e r areas can b e n e fit 

co lleg es  and u n iv e r s i t ie s .  Concom itantly, th e  p r in c ip le s  supporting  

e f fe c t iv e  a d m in is tra tiv e  behavior a re  no t fundam entally d if fe re n t  in  

in s t i tu t io n s ;  consequently , th e re  seem to  be common t r a i t s  o f  successfu l 

a d m in is tra to rs  reg a rd le ss  o f  t h e i r  work s e t t in g .  Penny (1969, p. 69) 

has id e n t i f ie d  those c h a ra c te r is t ic s  as s e n s i t iv i ty  to  the  needs of 

those around them and to  th e  purposes o f the  in s t i tu t io n ;  a sound 

conceptual base from which to  work in  p lanning , making day-to-day 

d e c is io n s , and handling  c r i s e s ,  and a reco g n itio n  o r awareness o f the 

personal and in s t i tu t io n a l  values th a t  guide behav ior. B o re ll i  (1984, 

p. 14-16) sought to  apply the  m anagerial s k i l l s  as defined by Katz to 

de fin in g  th e  type of s k i l l s  u t i l iz e d  by ch ie f s tu d en t a f f a i r s  o f f ic e r s .

He defined te ch n ica l s k i l l s  in  th i s  sense: te ch n ica l s k i l l s  involve a

sp ec ia liz ed  knowledge o f one o r more functions w ith in  s tuden t a f f a i r s  

( e .g . ,  adm issions, counseling , s tuden t a c t i v i t i e s )  and a working 

knowledge o f a l l  the  o th e rs . The working knowledge must be broad enough 

to  know the  r ig h t questions to  ask and s u f f ic ie n t  to  evalua te  the  answers 

p r io r  to  giving advice on making a d ec is io n . B o re lli  f e l t  th a t  w ith the
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in c reas in g  complexity o f issu es  w ith in  each student a f f a i r s  u n i t ,  

e i th e r  increased  te ch n ica l s k i l l s  across sev e ra l u n its  and /or ou tside  

resources w il l  be requ ired  to  m aintain e ffe c tiv en e ss  in  th i s  a rea  of 

ad m in is tra tio n .

He defined the  Human R elation  s k i l l  as involv ing  the  a b i l i ty  

to  work e f fe c t iv e ly  w ith  the  d ire c to rs  o f  in d iv id u a l u n i ts ,  w ith in  

s tu d en t a f f a i r s  (in trag roup  s k i l l s ) ,  and the  a b i l i ty  to  rep resen t 

s tu d en t a f f a i r s  e ffe c t iv e ly  when working w ith  o th e r co n stitu en c ies  

(in terg ro u p  s k i l l s ) .  He fu r th e r  defined human re la t io n  s k i l l s  as a 

percep tiveness and understanding of what s t a f f  members and o thers  

r e a l ly  mean by th e i r  words and a c tio n s , communicating su ccessfu lly  

id eas  and a t t i tu d e s ,  and provid ing  lead e rsh ip  through c le a r ly  defined 

values and g o a ls.

Conceptual s k i l l s  B o re lli  in te rp re ts  as involv ing  the a b i l i ty  

to  see the  in te r- re la te d n e ss  o f in d iv id u a l u n its  w ith in  studen t a f f a i r s  

such as the  se rv ices  provided by adm issions and records; f in a n c ia l  a id e ; 

th e  developmental programs provided by counseling , ca ree r planning and 

placement ; s tu d en t a c t i v i t i e s  and r e s id e n t ia l  l i f e ;  and the  develop

m ental programs in to  a fu n c tio n a l whole. I t  a lso  involves the  a b i l i ty  

to  see the re la tio n sh ip  o f s tu d en t a f f a i r s  to  academic and ad m in is tra tiv e  

u n its  and to  in te g ra te  i t s  philosophy and o b jec tiv es  w ith those of the 

in s t i tu t io n .  He s ta te d  th a t th ese  a re  no t inna te  s k i l l s  but acquired 

through re la t in g  learn in g  to  o n e 's  personal experience and understanding 

o f o th e rs .

Many authors have agreed as to  th e  need fo r  development of 

in d iv id u a l s k i l l s ,  s ty le s  and op era tin g  s t r a te g ie s  re la t in g  to
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o rg an iza tio n a l behav io r, in te rp e rso n a l re la tio n s h ip s , coomunications, 

lead ersh ip  methods, d ecis ion  making, e f fe c t in g  change, time management 

and d e leg a tio n . And some have proposed programs o f tra in in g  in  the 

form of sem inars, conferences and workshops (F ish e r, 1977 and 

Henderson, 1970). However, th e re  has been l i t t l e  d ire c t  research  to 

is o la te  th e  a reas  o f ad m in is tra tiv e  in a b i l i t i e s  and thus the areas in 

which such t r a in in g  should be focused.

P re s id e n ts , in  a study by Kinnick and Bolheim (1984, p. 7 ), 

s tre sse d  th a t  studen t a f f a i r s  must address the  im portant issues o f the 

app rop ria te  ro le  and function  o f such educa tiona l programs before being 

ab le  to  e s ta b l is h  m eaningful standards and competences. The p res id en ts  

f e l t  th a t  two to p ic s  deserve high p r io r i ty  on th e  s tu d en t personnel 

agenda : (a) th e  need fo r  se rio u s  d e lib e ra tio n  by p ro fessio n a l

a sso c ia tio n  and fa c u lty  re s p o n s ib il i ty  fo r  the  d ire c tio n  and content 

of graduate programs and sp e c if ic  courses fo r  them, and (b) ca re fu l 

id e n t i f ic a t io n  by sch o la rs  of the  knowledge, s k i l l  and c h a ra c te r is t ic s  

needed fo r  su ccessfu l p ra c t i t io n e rs  in  th e  f i e ld .  C ertain  to p ics  lik e  

the s k i l l s  is su e s  and c h a ra c te r is t ic s  have been examined to  a la rg e  

ex ten t but s t i l l  no t enough i s  known about how these  v a riab le s  a ffe c t 

managers o r ad m in is tra to rs  in  th e i r  ro le s  and fu n c tio n s .

P repara tion  Programs

In review ing the  l i t e r a tu r e  on the  necessary  s k i l l s  fo r 

e f fe c tiv e  s tuden t personnel ad m in is tra to rs , i t  becomes obvious th a t 

the key issu es  o f th e  day are a d ire c t  consequence o f e i th e r  the  q u a lity  

of the  p rep a ra tio n  programs o r lack  o f t ra in in g  by studen t personnel 

ad m in is tra to rs . T herefore, a study id e n tify in g  the  s k i l l s  and
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competencies necessary  fo r  e f fe c t iv e  ad m in is tra tiv e  performance 

e n ta i l s  looking a t  the  n a tu re , q u a li ty , approp ria teness  and emphasis 

o f the  academic programs o r on-the-job  experience th a t  shape the  

p ra c t i t io n e rs  o f the  f i e ld .

Academicians in  charge of graduate programs and ad m in is tra to rs  

in  the  f ie ld  have co n stan tly  urged th e  shaping of more e f fe c t iv e  

programs o f p rep a ra tio n  fo r  s tu d en t personnel w orkers. Armstrong, 

Casq>bell and O stro th  (1978, p. 51) in d ic a te  th a t  p ro fess io n a l 

p rep a ra tio n  programs a f f e c t  approxim ately one thousand new p ra c t i 

t io n e rs  en te r in g  the  f ie ld  each y ear. D espite th e  personal concern 

in  th e  l i t e r a tu r e  on re le v an t education and experience fo r studen t 

personnel workers, a review o f the  l i t e r a tu r e  rev ea ls  th a t  l i t t l e  

research  i s  being conducted about co llege  s tu d en t personnel p rep ara tio n  

programs. Newton and Richardson (1976, p. 426) were the  f i r s t  to  po in t 

out th a t  the  hundreds o f  graduates in  counseling and s tu d en t personnel 

programs who a re  a ss im ila ted  in to  s tuden t a f f a i r s  work each year under

l in e s  the  Importance o f looking  a t  the  e ff ic a c y  o f p ro fe ss io n a l tra in in g  

programs.

M ille r (1980) and Newton and Richardson (1976) contend th a t 

p ro fe ss io n a l competence begins w ith an e f fe c t iv e  t r a in in g  program fo r 

p ro fe s s io n a ls . The question  o f what c o n s ti tu te s  optimum programs fo r 

th e  p ro fess io n a l have again plagued numerous in d iv id u a ls  (Cosby, 1965; 

Trueblood, 1966; M ille r , 1968, 1980; Brown, 1972; and Knock and o th e rs ,

1977) and various committees and commissions (AGFA, 1965; APGA, 1966; 

COSPA, 1964 and 1974). A ll reviews agree th a t  th e  resea rch  in  th is  

f ie ld  has been ra th e r  meager. There, too , appears to  be re la t iv e
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agreement among academicians and p ro fe ss io n a ls  o f the f ie ld  as to  the 

prim ary purpose and o b jec tiv es  of the  f ie ld  (M ille r and Richardson,

1978). There i s ,  moreover, le s s  agreement as to  the  form th a t 

p ro fess io n a l p rep ara tio n  should take  (M ille r , 1980, p. 196).

Rhatigan (1968, p. 17) may have given the reason fo r th is  

unresolved issu e  when he s a id :

One needs only to  consider the  a reas o f s p e c ia liz a tio n  
a v a ila b le  to  personnel a d m in is tra to rs , th e  le v e ls  o f t ra in in g  
o ffe re d , and th e  d if fe re n t  types and s iz e s  o f in s t i tu t io n s  to  
be serv ed , to  conclude th a t  th e  question  o f p ro fessio n a l 
p rep a ra tio n  i s  extrem ely complex. F u rth e r, the  problem does not 
lend i t s e l f  to  s tra ig h tfo rw ard  em pirica l study of a l te rn a t iv e  
t r a in in g  p ro p o sa ls , s in ce  no unambiguous c r i te r io n  o f  " e f fe c tiv e 
ness" has been devised.

In concluding h is  research  on the  p ro fess io n a l p rep ara tio n  o f s tuden t

personnel a d m in is tra to rs , Rhatigan (1968, p. 17) recommended th a t

research  in  s tu d en t personnel work be concerned w ith the  c h a ra c te r is t ic s

o f e f fe c t iv e  ad m in is tra to rs—includ ing  those s k i l l s  th a t  are necessary

fo r e f fe c t iv e  job  function ing .

Knock (1977, p. 6) acknowledged in  the  ACPA monograph on 

p ro fe ss io n a l p re p a ra tio n , "we have much work to  do in  c re a tin g  and 

ev a lu a tin g  t ru ly  v iab le  programs o f p rep a ra tio n  and e s ta b lish in g  

s tandards to  guide them." M ille r (1980, p . 198) agreed by saying 

"form ally  determined p re p a ra t io n .. .and o th e r evidence o f q u a lity  

education  a re  la rg e ly  lack ing  a t  p re s e n t."  He goes on to  say:

For too long, perhaps, we have re l ie d  upon the  few p ro fesso rs  
who a re  resp o n sib le  fo r  academic programs o f p rep ara tio n  to  decide 
what should and what should no t be o ffe re d . This re s p o n s ib il i ty  
i s  too g rea t a burden fo r  the  few involved and the time i s  a t  hand 
to  seek to  b rin g  more energy to  bear upon system atic  program 
ev a lu a tio n  and outcome re sea rch . I t  appears paramount th a t the  
p ro fessio n  as a whole, e sp e c ia lly  th e  p ro fess io n a l educato rs, seek 
to  t e s t  out new methods o f p rep a ra tio n  and components in  the 
c u rr ic u la .
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Parker (1977, p. 35) had a lso  s ta te d  th a t s tu d en t personnel 

p rep ara tio n  programs a re  badly in  need o f r e v i ta l iz a t io n .  F in a lly ,

Canon (1982, p. 468-472) had th is  suggestion  to  make:

Development o f a  core curriculum  in  s tu d en t a f f a i r s  would 
perm it recru itm ent and tra in in g  fo r s tu d en t a f f a i r s  work of 
persons from sp e c ia lty  a reas  o th e r than s tu d en t a f f a i r s  
ad m in is tra tio n . The core curriculum  would cover the  environment 
o f in s t i tu t io n s  o f h igher education , s tu d en t c h a ra c te r is t ic s  
and th e i r  behav io ral c o r re la te s ,  and the  developmental 
l i t e r a tu r e .  This program o ffe rs  s tu d en t a f f a i r s  an opportunity  
to  ob ta in  p ro fess io n a ls  h igh ly  s k i l le d  in  th e  methodologies of 
t r a d i t io n a l  academic d is c ip lin e s .

Since many in s t i tu t io n s  req u ire  advanced graduate education as a

q u a lif ic a tio n  fo r  lead e rsh ip  p o s itio n s , th e  graduate study c e r ta in ly

should be more c lo se ly  s c ru tin iz e d .

C ritic ism s o f P repara tion  Programs

C ritic ism s o f the  p rep ara tio n  programs have been v aried  and 

have come from both academicians and p ra c t i t io n e r s .  In 1963 Barry and 

Wolf c r i t ic iz e d  the  personnel course work and a sse rte d  th a t the  courses 

were f e l t  to  be u se fu l, but probably not m eaningful to  s tu d en ts  i f  they 

could not syn thesize  and apply the  m a te ria ls  in  p ra c tic e . Barry and 

Wolf, in  f a c t ,  thought the  tr a in e r s  were unable to  do so because the 

whole f ie ld  su ffe red  from a lack  of sy n th es is . The au thors s ta te d  th a t 

the personnel course work con sis ted  o f a m ixture o f courses from various 

d is c ip lin e s  and lab e led  personnel tra in in g  as a "hodgepodge" o f various 

o r ie n ta tio n s . They poin ted  out th a t the f ie ld  had not examined the 

competencies requ ired  in  various studen t personnel p o s itio n s  o r 

determined whether o r not a common core o f  t ra in in g  was needed by a l l  

studen t personnel workers (Barry and Wolf, 1963, p . 234-237).

Several w rite rs  have argued th a t studen t personnel tra in in g
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programs do no t adequately shape p ro fessio n a l competence. U pcraft 

(1971) re p o rts  th a t  though the  most recen t graduates seem to  be more 

s tu d en t-o rie n te d  than e a r l i e r  g radua tes , formal tra in in g  has

co n trib u ted  l i t t l e  to  the  way a s tuden t personnel worker views h is

o r  h e r ro le .  Maw (1974) po in ted  out th a t studen t personnel educators 

must review studen t personnel c u rr ic u la  to  in su re  consistency  between 

c u rr ic u la  and probable fu n c tio n a l change in  the  p ra c tic e  o f the  

p ro fess io n .

Dewey (1972, p . 62-63) a lso  c r i t ic iz e d  p ro fessio n a l p repara tion  

programs by saying " th a t p ro fe ss io n a l p rep ara tio n  programs must bear 

much o f the  onus fo r  th e  h a rv est we a re  reaping  and th a t e f fe c t iv e

p ra c t i t io n e r s  o f a r t i s t r y  and s k i l l  may be successfu l in  s p i te  o f and

n o t because o f th e i r  p ro fe ss io n a l p re p a ra tio n ."  Dewey described  

p rep a ra tio n  programs as having a s im ila r i ty  o f approach and focusing 

too much on the  s p e c if ic i ty  o f s tu d en t s e rv ic e s . In ad d itio n  the  

p ro fess io n a l p rep a ra tio n  programs have been lim ited  in  design , 

r e p e t i t iv e ,  unim aginative and re lu c ta n t to  question  them selves.

Dewey recommended th a t  p ro fess io n a l p rep a ra tio n  programs be 

reco n stru c ted  to  o f fe r  p rep a ra tio n  p rev iously  lack ing  in  su b stan tiv e  

a re a s . I t  was urged th a t  p rep a ra tio n  programs become more f le x ib le  and 

th a t  they c rea te  new degree s tru c tu re s  and new approaches to  the  study 

o f College Student Personnel (Dewey, 1972, p. 64).

Penny (1969, p. 27) p a r t ic u la r ly  gave a c r i t i c a l  ev a lu a tio n  of 

th e  p ro fess io n a l tra in in g  programs when he s a id , " the  cap ac ity  to  

perform e f fe c t iv e ly  in  s tuden t personnel p o s itio n s  i s  not a q u a lity  

th a t  i s  c o n s is te n tly  o r uniquely the  product of formal t r a in in g . . .th a t
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the  f ie ld  as a whole has fa i le d  to  dem onstrate to  employing 

ad m in is tra to rs  th a t  i t s  members a re  genera lly  e f fe c t iv e  in  dealing  

w ith  those  is su es  o f s ig n ific a n ce  to  in s t i tu t io n a l  le ad e rsh ip ."

Rodgers (1977, p. 16) s ta t e s  th a t  one of the  shortcomings of 

much o f th e  cu rren t p ro fess io n a l p ra c tic e  i s  th a t  the  f ie ld  has 

ignored th e o re t ic a l  foundation fo r  i t s  work. In s tead , programming 

has grown out of p o l i t i c a l  expediency, th e  change in  in te r e s t s  and 

competencies o f s t a f f ,  and responsiveness to  p ressu re  groups.

Peterson  (1977, p. 41) s ta te d  th a t  a number o f c r itic ism s  

could s t i l l  be d irec ted  a t  s tu d en t personnel education . He f e l t  the  

fo llow ing to  be e sp e c ia lly  p e r t in e n t:

1. Student personnel education has been in s u f f ic ie n t ly  
grounded in  theory  and re sea rch .

2. Graduate programs have been e c le c t ic .

3. The q u a lity  o f programs i s  in c o n s is te n t.

4. Few stu d en t personnel educators have been tra in e d  fo r 
th e i r  ro le s .

5. Student personnel educators f a i l  to  "p ra c tic e  what they 
p reach ."

6. Graduate s tu d en ts  have been used as cheap la b o r.

7. The r a t io  o f s tu d en ts  to  fa c u lty  i s  o ften  inexcusable.

8. The q u a lity  o f th eses  and d is s e r ta t io n s  i s  below minimum 
standards.

Rockey (1972) s tud ied  twenty d o c to ra l p rep ara tio n  programs and 

made some major fin d in g s. She corroborated  Barry and Wolf’s (1963) 

a s s e r tio n  th a t co llege  s tu d en t personnel p rep a ra tio n  programs were a 

m ixture (hodge-podge) o f various d is c ip l in e s . Rockey found the program 

o b je c tiv es  to  be vague and obscure, preparing  co llege  s tuden t personnel
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workers w ithout d e f in i t iv e  purposes. In a d d itio n , l i t t l e  o r no 

agreement ex is ted  among fa c u lty  members as to  the  focus o f th e i r  

program. Also p ra c t ic a l  work experiences were in c lin e d  to  be poorly 

defined , lo o se ly  organized and haphazardly superv ised . F in a lly ,

Rockey (1972, p. 183-188) no ticed  a s h i f t  in  program emphasis was 

developing from a counseling  emphasis to  an ad m in is tra tiv e  emphasis.

Recommendations on Emphasis o f  P rep ara tio n  Programs

Due to  th e  c r i t ic is m s  of th e  academic tra in in g  o f studen t 

personnel w orkers, numerous opinions have been issued  and some research 

work has been done regard ing  the  t r a in in g  and experience needed in  the 

p rep a ra tio n  programs. Among the  resea rch  work and opinions a re  varying 

recommendations about ap p ro p ria te  p rep a ra tio n  emphasis. D ifferences of 

opinions e x is t  on th e o re t ic a l  grounds, as w ell as ph ilo so p h ica l bases. 

Some co lleg e  s tu d en t personnel p rep a ra tio n  programs emphasize counseling 

w hile o th e rs  s t r e s s  ad m in is tra tio n , s tu d en t development, educational 

philosophy, re sea rch  o r  behav ioral sc ien ce .

Several s tu d ie s  (Hoyt and R hatigan, 1970; O'Banion, 1969; 

R hatigan, 1968) surveyed opinions of s tuden t personnel workers 

regard ing  what should be emphasized in  d o c to ra l programs fo r  s tuden t 

personnel. Hoyt and Rhatigan (1970, p . 36-38) conducted a research  

p ro je c t to  determ ine whether experienced a d m in is tra to rs  in  la rg e  

ju n io r  co lleg es  as a group, assumed d if f e r e n t  d u tie s  and made d if fe re n t 

recommendations regard ing  p ro fess io n a l p rep a ra tio n  than th e i r  counter

p a r ts  in  la rg e  fo u r-y ear in s t i tu t io n s .  The au thors repo rted  th a t the 

m ajority  o f the  respondents in  th e i r  study:
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. . .b e l ie v e d  academic tra in in g  was e s s e n tia l  fo r perform ing 
th re e  functions—in d iv id u a l counseling , teach in g , and re sea rch .
H alf o r more regarded academic p rep ara tio n  as "of l i t t l e  - 
a ss is tan c e "  in  p reparing  ad m in is tra to rs  fo r  the  func tions of 
a d m in is tra tiv e  d e ta i l ,  in te rp re t in g  p o l ic ie s ,  and committee work.

One-the-job experience was seen by the  m ajority  as " e s s e n tia l"  
fo r  the  successfu l performance of seven functions—su p erv is io n , 
program development, budget p re p a ra tio n , ad m in is tra tiv e  d e ta i l ,  
in te rp re tin g  p o l ic ie s ,  d is c ip l in e ,  and in d iv id u a l counseling . For 
th e  remaining fu n c tio n s , on -the-job  tra in in g  was perceived as 
"h e lp fu l"  i f  not " e s s e n t ia l ."

In the  book P ieces o f E i ^ t , Rhatigan (1970, p. 125) interview ed 

deans regard ing  what i s  needed in  a graduate program. One in terview ee 

suggested the follow ing elem ents o f a good p ro fess io n a l tra in in g  program 

and a l te rn a te  d is c ip lin a ry  approaches:

I  would l ik e  th e  SFW to  understand concepts o f le a rn in g , human 
development, o rg an iza tio n a l and ad m in is tra tiv e  behav io r, the  n a tu re  
o f h igher education , and methods o f ev a lua tion  and a n a ly s is . To 
f a c i l i t a t e  th is  understanding , i t  would be d e s irab le  to  find  persons 
w ith ex tensive work in  the  behav io ra l sc ien ces . I  would l ik e  to  see 
s tu d en ts  take ap p ro p ria te  courses in  such departments as an thropol
ogy, economics, socio logy , business ad m in is tra tio n , and management.
In ad d itio n , they should have courses on curriculum , o rg an iza tion  
and ad m in is tra tio n , o r h igher education , educational philosophy, 
th e  s tu d en t in  h igher educa tion , and research  and ev a lu a tio n .
F in a lly , I  would arrange fo r  s tu d en ts  to  have e x c e lle n t p ra c t ic a l  
experience, i . e . ,  o p p o rtu n itie s  to  apply what they have learned  in  
th e  classroom to  r e a l - l i f e  work experiences in  studen t a f f a i r s  and/or 
general campus a d m in is tra tio n . I f  you w i l l  no te  what I  have suggested 
i s  not a program in  s tu d en t personnel ad m in is tra tio n  bu t ra th e r  the 
ad m in is tra tio n  o f h igher education . This approach would give 
s tuden ts  w ider pe rsp ec tiv e  and in c rease  th e i r  a b i l i ty  to  compete fo r 
e n try - le v e l jobs and h igher le v e l p o s itio n s  as w e ll. I t  i s  c r i t i c a l  
th a t  s tuden ts  not be narrowly prepared in  s tu d en t personnel 
ad m in is tra tio n .

COSPA (1975, p. 524) suggested p rep ara tio n  models fo r  the 

su b stan tiv e  knowledge needed to  support a new concern w ith studen t 

development :

The goal o f a p ro fess io n a l program should be the  p rep a ra tio n  of 
persons who, in  ad d itio n  to  having a high le v e l o f self-developm ent, 
have s k i l l s  to  c o llab o ra te  w ith o th ers  in  th e i r  self-developm ent.
They must be ab le  to  use th e i r  competencies in  assessm ent.
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g o a l- s e t t in g , and change processes as ap p ro p ria te  in  ioplem enting 
the  ro le s  o f  c o n su ltan t, a d m in is tra to r , and in s tru c to r  in  
re la tio n s h ip s  w ith  in d iv id u a ls , groups, and o rg an iza tio n s.

General goals should be tr a n s la te d  in to  th e  sp e c if ic  
competencies needed fo r func tion ing  in  the  p ro fess io n a l ro le  of 
th e  s tu d en t development s p e c ia l i s t  in  the  processes involved in  
educa tion . These o b jec tiv es  should be s ta te d  in  measurable terms 
in  o rd e r th a t  performance c r i t e r i a  can be developed fo r  ev a lu a tio n . 
The fo llow ing i s  an example o f  a l i s t i n g  o f program o b je c tiv e s .

O bjectives a re  categorized  according to  th ree  competencies:
(1) he lp in g  s tu d en ts  move toward g o a ls; (2) a ssess in g  s ta tu s ,  
a b i l i t i e s  and p ro g ress; (3) u sing  s t r a te g ie s  o f change to  
f a c i l i t a t e  human development. W ithin each category of competency, 
o b je c tiv e s  a re  l i s t e d  th a t  i l l u s t r a t e  th e  th ree  p o ss ib le  functions 
o f th e  s tu d en t development s p e c ia l i s t :  ad m in istering , in s tru c tin g
and c o n su ltin g .

The e s s e n t ia l  fe a tu re s  o f  th ese  fu n c tions are  as  fo llow s:
(1) A dm inistra tive—organ ize , co o rd in a te , comnunicate, support, 
w rite  and enforce ru le s  and re g u la tio n s , be accountab le, assume 
and p ro te c t r ig h ts  and r e s p o n s ib i l i t ie s ,  and emphasize s t a f f  
re la tio n s h ip s  in  departm ents. (2) In s tru c t io n a l—know in d iv id u a ls , 
groups and o rgan iza tions through in v e s tig a tio n a l research  in  o rder 
to  each. (3) C onsu lta tive—be a v a ila b le  fo r  s tuden t and fa c u lty  
member c o lla b o ra tio n  fo r  p o licy  determ ination  and problem -solving 
th a t  r e la te s  to  improvement o f s tu d en t le a rn in g  and environment 
m od ifica tio n .

Matson (1977, p. 114) had, in  1965, recommended the  follow ing 

p roposals as necessary  t ra in in g  fo r  s tu d en t personnel w orkers:

1 . Programs o f p rep ara tio n  should provide fo r  ex tensive  
knowledge and s k i l l s  in  many s tu d en t personnel a re a s .
The ju n io r  co llege  s tu d en t personnel workers (inc lud ing  
counselors) must have knowledge which leads to  understanding 
a wide v a r ie ty  o f fu n c tio n s .. .The n a tu re  of ju n io r  co llege  
s tu d en t p opu la tions, w ith  a wide range of dimensions such
as age, socio-economic background, a b i l i t i e s  and in te r e s t s ,  
req u ire s  a broad base o f understanding on the  p a rt o f a l l  
s tu d en t personnel w orkers.

2 . P repara to ry  programs should be d iv e rse  and f le x ib le  enough 
to  enable persons w ith  vary ing  backgrouns o f undergraduate 
education to  meet th e i r  s p e c if ic  needs in  studen t personnel 
t r a in in g . Programs should be designed w ith a broad base in 
the  behavioral science and h ig h e r education more broadly 
conceived than in  many p re sen tly  e x is tin g  programs.

3. Broad areas of s p e c ia liz a tio n  w ith in  the s tuden t personnel 
f ie ld  should be re f le c te d  in  programs of p rep a ra tio n , but 
the  need fo r  p ro fess io n a l workers w ith  general p repara tion  
should not be overlooked. Counselor p rep a ra tio n , because
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i t  i s  more firm ly based in  an id e n t i f ia b le  d is c ip lin e , 
may be more sp ec ia liz ed  in  content but th e re  i s  a continuing 
need fo r  s tu d en t personnel s p e c ia l is ts  w ith  a  d iv e rs ity  of 
backgrounds and more generalized  p rep a ra tio n .

4. Because re s p o n s ib il i ty  fo r  in s t i tu t io n a l  resea rch  i s  la rg e ly  
c a rr ie d  by members o f the  studen t personnel s t a f f ,  a l l  
programs o f p ro fess io n a l p rep ara tio n  should include some 
a t te n tio n  to  research  m ethodology...

5. Persons who have prime re s p o n s ib il i ty  fo r  th e  development 
and ad m in is tra tio n  o f studen t personnel se rv ic e s  should 
have p rep a ra tio n  equ ivalen t to  the  d o c to ra l le v e l in  a 
program s p e c if ic a l ly  d irec ted  toward s tu d en t personnel 
s e rv ic e s .

6. Since i t  i s  u n lik e ly  th a t the  p ra c tic e  o f appoin ting  persons 
w ithout adequate p ro fess io n a l p rep a ra tio n  to  studen t 
personnel p o s itio n s  can be e lim in a ted , i t  i s  e s s e n t ia l  th a t  
some p ro v is io n  be made fo r ongoing programs of in -se rv ic e  
t r a in in g  fo r  s tu d en t personnel s t a f f s .  The isq>act o f the 
rap id ly  changing world on th e  ju n io r  c o lle g e , and on i t s  
s tu d en ts  and s t a f f  demands con tinual a le r tn e s s  and 
s e n s i t iv i ty  to  keeping up to  date  on developments.

Twelve years a f t e r  w ritin g  the o r ig in a l recommendation, Matson 

(1977, p. 115) decided th a t only the fo llow ing m odifica tions needed to  

be added:

1. The p rep a ra tio n  o f th e  ch ie f  studen t personnel ad m in is tra to r 
might very w ell be ap p ro p ria te  in  the  f i e ld  o f general 
ad m in is tra tio n  ra th e r  than in  s tuden t personnel ad m in is tra tio n ;

2. The f ie ld  o f in s t i tu t io n a l  research  has emerged in to  
g re a te r  iuçortance  in  many co lleges and the  re s p o n s ib il i ty  
no longer l i e s  p rim arily  w ith studen t personnel workers;

3. Rather than  d esc rib e  a p re -se rv ice  p rep a ra tio n  program in  
terms o f a s e r ie s  o f s p e c if ic  courses to  be completed, i t  
seems p re fe ra b le  to  consider the  competencies which studen t 
personnel p ro fess io n a ls  p reparing  to  work in  a community 
co llege  should be ab le  to  dem onstrate.

M ille r (1980, p . 201-202) o ffe red  the follow ing f iv e  proposi

tio n s  fo r p ro fess io n a l p rep a ra tio n :

1. P ro fess io n a l development i s  continuous and cum ulative in
n a tu re , moves from sim pler to  more complex behav io r, and 
can be described  v ia  le v e ls  o r s tages held  in  common.
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2. Optimal p ro fe ss io n a l development i s  a d ire c t  r e s u l t  of 
the  in te ra c tio n  between the  to ta l  person s t r iv in g  fo r  
p o s itiv e  p ro fess io n a l growth and the  environment.

3. Optimal p ro fe ss io n a l p rep ara tio n  combines m astery o f a 
body o f knowledge and a c lu s te r  o f  s k i l l s  and competencies 
w ith in  the  context o f personal development.

4. P ro fess io n a l c r e d ib i l i ty  and excellence o f p ra c tic e  are  
d ire c t ly  dependent upon the  q u a lity  o f p ro fess io n a l 
p rep a ra tio n .

5. P ro fess io n a l p rep a ra tio n  i s  a l i f e - lo n g  le a rn in g  p rocess.

M ille r views p rep a ra tio n  as the  keystone to  p ro fess io n a l

development. He s tre s s e s  the  need fo r  q u a li ty  programs o f p rep a ra tio n :

I f  p ro fess io n a l c r e d ib i l i ty  i s  indeed a d ire c t  r e s u l t  o f 
p ro fe ss io n a l p rep a ra tio n , as i s  contended h e re , then th e  more th a t 
can be done to  s tren g th en  th e  p ro fess io n a l developmental ta sk  
achievement o f those who p a r t ic ip a te  in  those programs th e  b e t te r .  
More emphasis upon competency based approaches seems e s s e n t ia l ,  as 
does increased  a tte n tio n  to  s k i l l s  and s t r a te g ie s  needed to  impact 
th e  to t a l  in s t i tu t io n a l  environment. P rep ara tion  o f m ission- 
o rien ted  p ra c t i t io n e rs  who have c le a r  p ro fess io n a l id e n t i té s  and 
mature approaches to  im pacting s tu d e n ts ' development i s  th e  goal. 
S e lf -d ire c te d  p ro fess io n a l le a rn e rs  who understand th e  isq>ortance 
o f l i f e - lo n g  le a rn in g  fo r  them selves and fo r  o th e rs  are  needed. The 
seeds fo r  th i s  p ro fess io n a l development a re  i n i t i a l l y  p lan ted  
during formal p re p a ra tio n . The f r u i t  they bear r e f le c t s  d ire c t ly  
upon the  q u a lity  o f th e  s tu d en t a f f a i r s  p ro fessio n  and th e reb y , upon 
th e  q u a li ty  o f p ro fess io n a l p rep a ra tio n .

As a p ro fessio n  i t  i s  e s s e n t ia l  th a t  we work to  c la r i f y  our body 
o f knowledge and p ra c tic e  and s e t  up com patible tr a in in g  programs 
to  b e t te r  guarantee opportun ity  fo r  those in  th e  e a r l i e r  s tages 
to  m aster the  le a rn in g s  and achieve the  ta sk s  requ ired  fo r 
su ccessfu l p ra c tic e  in  th e  fu tu re . Without q u a lity  programs or 
p rep a ra tio n  the  f i e ld  w i l l  flounder o r ,  a t  b e s t ,  b a re ly  m aintain 
th e  s ta tu s  quo.

Newton and Richardson (1976, p. 429) conducted a survey of 

s tu d en t personnel p ra c t i t io n e r s  to  id e n tify  is su e s , needs and concerns 

th a t  should be considered in  any tra in in g  program. The fin d ings are  

as fo llow s:

1. Emphasis in  t ra in in g  should be o rien ted  toward the
p ra c t ic a l  a c q u is itio n  o f s k i l l s .  S k il l  development should 
include development in  in te rp e rso n a l re la tio n s h ip s .
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ad m in is tra tio n , group le a d e rsh ip , responding to  problems, 
and a s s is t in g  s tu d en ts  in  the  processes o f  th e i r  own 
development.

2. Competencies in  human r e la t io n s  should be among the  
a b i l i t i e s  o f  the  s tu d en t personnel p ro fess io n a l. Human 
re la tio n s  a b i l i ty  should include the  dem onstration o f 
both self-aw areness and awareness o f o th e rs . A s p i r i t  o f 
to le r a t io n ,  acceptance, and understanding , coupled w ith 
cooperative behavior toward s tu d en ts  and co lleagues, i s  
ia ^ o r ta n t .

3. S tim ulation  of in te r e s t  and p ro fic ien cy  in  ad m in is tra tiv e  
ta sk s  should be a p a r t  o f  th e  acquired s k i l l s  o f the 
e n try - le v e l worker. To gain re sp ec t as le a d e rs , managers, 
o r  ad m in is tra to rs  w ith in  the  h ig h er education s t ru c tu re , 
s tu d en t a f f a i r s  workers must show c re a t iv i ty  and im agination 
in  developing new ideas and programs and a cc o u n ta b ility  and 
e ff ic ie n c y  in  r e a l iz in g  th e  educa tiona l goals we claim  to  
promote.

4. Student a f f a i r s  workers should s t r iv e  to  promote evidence
o f th e i r  p ro fess io n a l knowledge and ex p e rtise  by co n tin u a lly  
enhancing th e i r  understanding o f theory  and research , 
knowledge o f the  c u rren t th in k in g  in  the  f i e ld ,  and 
sch o la rly  tra in in g  w ith  a s ta tu s  equ ivalen t to  o th e r 
teach ing  d is c ip l in e s . The cu rren t trend  i s  to  e s ta b lis h  a 
th e o re t ic a l  b a s is  fo r  s tu d en t personnel work in  human 
development p r in c ip le s  and to  co n tin u a lly  develop e x p e r tise  
in  the  ap p lic a tio n  o f such p r in c ip le s  to  th e  h igher 
education  s e t t in g .

5. The ro le  o f a  change ag en t, w hile  assigned a lower p r io r i ty  
by th e  sampled group, i s  seen as a v iab le  function  in  which 
to  t r a in  the  s tuden t personnel worker. A change agent i s  
defined  as a person who i s  ab le  to  change in d iv id u a ls  and 
o rg an iza tio n s  c o n s tru c tiv e ly . Im portant change-agent ro le s  
seen in  th i s  survey included th e i r  impact upon the 
ad m in is tra tio n  of th e  i n s t i tu t io n ,  the  continuing problems 
o f d isc rim in a tio n  and dehum anization, and s tu d e n ts ' 
development through in d iv id u a l and group co n tac t.

6. In ad d itio n  to  tra in in g  co n ten t, th e re  i s  a need fo r  
improving the  process o f  t ra in in g . I t  i s  ev iden t th a t  a 
t ra in in g  program th a t p repares p ro fess io n a ls  s k i l le d  in  
the  theory  and a p p lic a tio n  o f human development must 
r e f le c t  these  same p r in c ip le s  in  i t s  own approach. 
P ra c ti t io n e rs  in d ica ted  a d e s ire  fo r  such a program in  the  
survey by showing concern fo r  the  screen ing  and se le c tio n  
o f a p p lic a n ts , fo r  more f le x ib le  in d iv id u a lized  tra in in g  
based on s tuden t needs, and fo r  th e  development of such 
personal q u a l i t ie s  as se lf-aw aren ess , acceptance.



72

to le ra n c e , and cooperation.

Newton and Richardson conclude th a t one necessary  s tep  to  

achieving e f fe c t iv e  tra in in g  i s  to  m aintain responsive communication 

between th e  needs o f p ra c tic in g  p ro fess io n a ls  and the tra in in g  

program, as was done in  th e i r  study .

Owens, Meabom, Suddick and K lein (1981, p. 14-21) published 

a rep o rt th a t  compared the  implementation o f n ine  management techniques 

by the  ch ie f  ad m in is tra tiv e  o f f ic e rs  in  s tu d en t a f f a i r s ,  academic 

a f f a i r s ,  and business a f f a i r s  o f 320 two-year and fou r-year pub lic  

and p r iv a te  in s t i tu t io n s  to  determ ine the  a p p lic a tio n  of management 

concepts to  po st secondary education . The elem ents th a t  were 

id e n tif ie d  in  the  l i t e r a tu r e  to rep re sen t conscien tious e f fo r ts  in  

providing a management system in  the  improvement o f educational 

ad m in is tra tio n  were: (a) purpose, (b) g o a ls, (c) o b je c tiv e s , (d) job 

d e sc r ip tio n , (e) ev a lu a tio n , and (f )  reward. The median ra te  of 

implementation o f th e  nine management techniques was 52% fo r the ch ie f 

s tu d en t a f f a i r s  o f f ic e r s ,  41% fo r  th e  c h ie f  academic o f f ic e r s ,  and 33% 

fo r th e  c h ie f  business a f f a i r s  o f f ic e r s .  Over 50% o f a l l  adm in is tra to rs  

had w r it te n  job  d e sc rip tio n s  th a t included a l i s t i n g  of required  s k i l l s  

and competencies fo r  employment in  th e i r  p o s it io n . Since studen t 

a f f a i r s  o f f ic e r s  were found to  be a t  a h igher le v e l  o f implementation 

i t  a ffirm s the  need fo r c lo sing  the  gap between theory and p ra c tic e  in  

p reparation  courses.

Types o f Programs Deemed as Most E ffec tiv e  
For T rain ing  Chief Student Personnel A dm inistrators

In a survey of 55 p ro fessio n a l p rep a ra tio n  programs in  studen t
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personnel work, Rodgers (1977, p. 12) analyzed th e  core courses 

requ ired  o f s tu d en ts  in  each program in  o rder to  determ ine the 

na tu re  and c h a rac te r  o f  th e  p rep ara tio n  being emphasized and to 

define  and d escribe  th e  d if f e r e n t  types o f programs. There were 

four "types" o f  programs id e n t i f ie d ,  a l l  using elem ents o f the 

words "studen t personnel work" in  th e i r  names.

The t r a d i t io n a l  models o f p rep a ra tio n  programs were c la s s if ie d  

by Rodgers as counseling and ad m in is tra tio n . In  h is  research  he found 

the  most comaon type o f s tu d en t personnel work program i s  cu rren tly  

a  counseling program. There were 30 programs o r  552 o f the  sample 

whose core courses enq>hasized counseling p rep a ra tio n . T yp ica lly , 

counseling o rien ted  programs o ffered  M.A. and Ph.D. degrees. A ll of 

the  programs req u ired  s tu d en ts  to  complete a counseling sequence 

inc lud ing  th eo ry , a p p ra is a l ,  and practicum  cou rses. The sequences 

ranged from 3 to  8 courses. Usually th e  core a lso  included a s in g le  

course e n t i t le d  "Student Personnel Work in  Higher Education ." Other 

studen t personnel courses were o ffe red  but no t req u ired . Research and 

s t a t i s t i c s  completed the  requ ired  courses (Rodgers, 1977, p . 13).

Rodgers found the  second most common "type" o f program to  be 

b a s ic a lly  a d m in is tra tiv e  in  ch arac te r. There were 15 programs in  

th is  ca tegory , re p re sen tin g  27% of th e  sample. He found these  programs 

had more d iv e rs ity  in  th e i r  core courses than counseling  o rien ted  

programs. The courses included in  th i s  program u sually  included 

A dm inistration o f Student Services I ,  I I ,  P r in c ip le s  o f Student 

Personnel Work, Research on American College S tudent, Higher Education 

in  America, F ie ld  Work Practicum  in  Student S erv ices, and Research and
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S ta t i s t i c s .  Some o f the  programs o ffe red  both M.A. and Ph.D. 

degrees; some o ffered  only the  M.A. They a l l  emphasized ad m in is tra tiv e  

ra th e r  than counseling p ra c tic e .

The next most common tra in in g  program formed by Rodgers was 

the  p ra c t ic a l  programs which tended to  be sh o r te r  versions of 

ad m in is tra tiv e  programs w ith a heavy emphasis on f ie ld  work. These 

programs o ffe red  the  M.A. but no t th e  Ph.D. degree. Given an M.A. 

program o f approxim ately 50 quarte r-h o u r c r e d i ts ,  they o ffe red  20 to  30 

hours o f c re d it  fo r f ie ld  work in  various kinds o f  s tuden t personnel 

o f f ic e s .  Core courses were minima] and tended to  be a d m in is tra tiv e  in  

n a tu re . The follow ing courses were those most o ften  o ffe re d : 

In tro d u ctio n  to  Student Personnel Work, A dm inistration o f Student 

Personnel Serv ices, American College Student and P ra c tic e .

These programs ch a rac te rized  as s o c ia l in te rv e n tio n  were a l l  

Ph.D. programs (a lso  o ffe red  the  M.A.) and emphasized sev e ra l s e ts  of 

com petencies, each defined by a sequence of courses which were 

ty p ic a l ly :  Counseling Sequence (Theory, A ppraisal, P racticum ),

Developmental Theory and P rac tic e  Sequence, O rganizational Behavior and 

In te rv e n tio n  Sequence, Group Processes Sequence, and Research and 

E valuation Sequence.

Rodgers found th i s  program to  o f f e r  the  most promise fo r  the  

fu tu re  o f s tuden t personnel work and s ta te d  th a t i t  may be more 

d e sc r ip tiv e  to  ch arac te rize  th ese  programs under the t i t l e  o f 

ed u ca tiona l development or human development.

The t r a d i t io n a l  programs (counseling and ad m in is tra tio n ) 

r e f le c t  the  s p l i t  in  opinions on the  basic  s k i l l s  used in  s tuden t
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personnel ad m in is tra tio n . Counseling s k i l l s  have been t r a d i t io n a l ly  

considered the  b a s is  o f  s tuden t personnel function ing  and tra in in g  

(P arker, 1966; B erd le, 1966). In t o t a l  disagreem ent was Penny (1969) 

who c a lle d  fo r  a predominant core o f ad m in is tra tiv e  s tu d ie s  and 

experiences as  ap p rop ria te  p rep a ra tio n  fo r  s tu d en t personnel workers.

He f e l t  th a t  I f  the  f ie ld  I s  going to  achieve re lev an t responses to  

stu d en t needs, " I t  w i l l  recognize th a t counseling Is  an In s u ff ic ie n t 

base fo r  those  who engage In a d m in is tra tiv e  fu n c tio n in g ."

Hoyt and T rip (1967, p. 267) rep o rted  th a t  th e i r  sançle  of 

personnel o f f ic e r s  spent more time on a d m in is tra tiv e  functions than 

on any o th e r  fu nc tion . They concluded th a t  more a tte n tio n  should be 

given to  teach ing  ad m in is tra tiv e  s k i l l s  In  graduate programs.

Rhatigan (1968, p. 17) pointed out th a t  those who "emphasize 

a l te rn a t iv e  modes o f p rep ara tio n  may be necessary  and d e s irab le  In 

view o f th e  d iffe ren c es  among In s t i tu t io n s  and among In d iv id u a ls .

They freq u en tly  p o in t to  the  d iverse  backgrounds o f prominent s tuden t 

personnel ad m in is tra to rs  to  support th i s  p o s i t io n , and argue th a t 

sp e c if ic a tio n s  o f  a formal t ra in in g  program may r e s u l t  In  an undesirab le  

degree o f r ig i d i ty ."

Most o f the  authors In  Pieces o f E ight (1978, p. 125) confirmed 

th a t  the  s p e c if ic  graduate tra in in g  program In s tuden t personnel work 

serves as only one source when condensing new s t a f f .  They add the  

follow ing statem ent about t h e i r  h ir in g  p ra c tic e s :

For o th e rs , th e  p ro fessio n a l t ra in in g  option In SPA Is  
p re fe rre d , e s s e n tia l ly  fo r  en try  le v e l s t a f f .  C erta in ly  the  young 
p ro fe ss io n a l ought to have some understanding o f the  p ra c tic e s  in  
h igher education , but the  depth gained through d is c ip lin a ry  study 
seems on a le v e l w ith a range of l i f e  experiences In  any ranking of 
c r i t e r i a  fo r  s e le c tio n . I t  I s  u se fu l to  le a m  about o rg an iza tio n a l
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behavior, budgeting, and o th e r s p e c if ic  techn iques. The need to  
in c rease  c o l le g ia l  re la tio n s  w ith  fa c u lty  has quickened in te r e s t  
in  fa c u lty  them selves who a lso  possess a sound understanding of 
the  educational p ro cess . But a broadly educated, conceptually  
sound person—one who fe e ls  a t  ease w ith in  th e  academic 
community—is  p rized  by our au tho rs .

A d is s e r ta t io n  by Anderson (1969, p. 58) in te rp re te d  

inform ation from a q u estio n n a ire  about community ju n io r  co llege  

studen t personnel a d m in is tra to rs . More than h a lf  o f the  respondents 

had a m a ste r 's  degree in  education w ith  an erqahasis in  counseling and 

guidance. But p ro fe ss io n a ls  seeking degrees w hile working in  the 

f ie ld  c o n s is te n tly  chose educational ad m in is tra tio n  as th e i r  major.

A 1980 study by Paul and Hoover (p. 34-37) s tu d ie d  the  

evo lu tion  o f a d m in is tra tiv e  versus non-adm in istra tive  types of 

p rep ara tio n  over the  prev ious ten  years and looked a t  o th e r research  

e f fo r t s  th a t  d e a lt  w ith  t h i s  tren d . They defined a d m in is tra tiv e  

tra in in g  as a reas  o f graduate academic concen tra tion  in  Business 

A dm in istra tion , P ublic  A dm in istra tion , Educational A dm in istra tion , 

Student Personnel A dm inistration  and Higher Education A dm in istra tion . 

They defined n o n -ad m in is tra tiv e  t ra in in g  as Guidance and Counseling, 

Student Personnel Work, general and o th e r areas o f Education, Social 

Sciences, Physical Sciences, and th e  Humanities. Using these  

d e f in i t io n s , Paul and Hoover reported  the  follow ing changes:

...T h e  t i t l e  o f Dean o f Students had been rep laced  by Vice 
P residen t fo r  S tudent A ffa irs  in  76% of th e  in s t i tu t io n s  surveyed. 
Crookston (1974) examined the nomenclature o f c h ie f  s tuden t 
a f f a i r s  o f f ic e r s  in  various s tu d ie s  from 1950 through 1972, and 
found th a t approxim ately 50% of the  time the  most frequen t used 
t i t l e  was "Dean o f S tu d en ts ."  In  another nationw ide survey Brooks 
and A vila (1974) found th a t  49% of the ch ie f personnel o f f ic e rs  
used the  t i t l e  "Dean o f S tuden ts ."

The d o c to r 's  degree replaced the  m a ste r 's  degree as the  most 
common advanced graduate degree. The find ings were th a t 82% of the 
respondents he ld  d o c to r 's  degrees, w hile Brooks and A vila (1974)
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found 47% held  d o c to ra te s , and Grant and Foy (1972) found 38% 
h e ld  d o c to ra te s .

In  looking a t  g raduate  school d is c ip l in e ,  the  c a te g o rie s  
were a d m in is tra tiv e  and n o n -ad m in is tra tiv e  type o f  p re p a ra tio n .
The respondents were found to  be a d m in is tra tiv e  in  42% o f  the  
cases and n o n -a d m in is tra tiv e ly  tra in e d  in  58% o f th e  rem aining 
ca se s . Haraway (1977) found th a t  28% o f  the  c h ie f  s tu d en t 
a f f a i r s  o f f ic e r s  under h e r study  were a d m in is trâ tiv e ly  tra in e d  
as compared to  no form al a d m in is tra tiv e  t r a in in g  fo r  the  o th e r ' 
c h ie f  a d m in is tra to rs  who were examined. Hoyt and Tripp (1967), 
Wrenn (1967), Zook (1968), and H e lle r  (1967) a r r iv e d  a t  comparable 
co n c lu sio n s , they  a lso  in d ic a te d  th a t  c h ie f  s tu d en t personnel 
a d m in is tra to rs  spen t more tim e on ad m in is tra tiv e  fu n c tio n s  than 
on any o th e rs , y e t a re  not u su a lly  p ro fe s s io n a lly  tra in e d  as 
a d m in is tra to rs . In  s p i t e  o f  th e  u rg ings o f s e v e ra l w r ite r s  and 
re sea rc h e rs  in  the  s tu d en t p ersonnel f i e ld  (Hoyt and T ripp ,
Wrenn, Penny and H e lle r ) ,  th e  tren d  toward p ro fe ss io n a l 
a d m in is tra tiv e  p re p a ra tio n  fo r  th e  c h ie f  s tu d en t personnel 
a d m in is tra to r  appears to  be moving along ra th e r  slow ly .

Paul and Hoover concluded from th e i r  research  th a t  the  change 

in  t i t l e  may in d ic a te  th a t  p re p a ra tio n  should inc lude  a d m in is tra tiv e  

tr a in in g  fo r  what appears to  be a  predom inantly a d m in is tra tiv e  

p o s it io n . They a lso  adv ised  a s p ir in g  c h ie f  s tu d en t personnel 

a d m in is tra to rs  no t to  expect to  f in d  much personal co n tac t w ith  

s tu d en ts  once they a re  in  th e  top  s tu d en t personnel p o s it io n . In 

s p i te  o f  the  urg ings o f s e v e ra l w r ite r s  and re sea rch e rs  in  th e  s tu d en t 

personnel f i e ld  (Hoyt and T rip p , Wrenn, Penny and H a lle r , e t  a l . ) ,  

the  tre n d  toward p ro fe s s io n a l a d m in is tra tiv e  p re p a ra tio n  fo r th e  CSPA 

p o s it io n  appears to  be moving along  ra th e r  slow ly (Paul and Hoover, 

1980, p . 36).

In a 1979 exam ination o f th e  f i e ld ,  B loland asked questio n s  

s im ila r  to  those ra ise d  by Penny (1969, 1972), McConnell (1970), 

P a tze r (1972), and Bloland (1974) when he asked, "Why i s n ' t  seemingly 

p e r t in e n t  t ra in in g  and experiences seen as p re re q u is i te  to  appointment 

as a c h ie f  s tu d en t a f f a i r s  o f f ic e r? "  Bloland answers h is  own question



78

by p u ttin g  fo r th  fou r p ro p o sitio n s  th a t  contend th a t a s tuden t a f f a i r s  

background provides no p a r t ic u la r  advantage because i t  i s  not 

congruent w ith  the ro le  expecta tions a c tu a lly  held fo r  the  p o s itio n s .

His p ro p o sitio n s  a re :

1. The personal q u a l i t ie s  o f th e  s tu d en t personnel worker 
a re  in v e rse ly  re la te d  to  the  requirem ents fo r  success 
as a c h ie f s tu d en t a f f a i r s  o f f ic e r .

2. The ad m in is tra tio n  o f a complex s tu d en t a f f a i r s  program 
may req u ire  ad m in is tra tiv e  s k i l l s  fo r  which tra in e d  
s tu d en t personnel p ro fe ss io n a ls  a re  il l-p re p a re d .

3. The re la tio n sh ip  between CSAO and th e i r  p re s id en ts  i s  
more im portant than th e i r  p ro fe ss io n a l e x p e r tise  in  
s tuden t personnel work.

4 . The e x p e rtise  o f th e  s tu d en t p e rso n nel/s tuden t 
development s p e c ia l is t  i s  i r r e le v a n t  to  the  academic 
programs o f most co lleges and u n iv e r s i t ie s .

B loland (1979) proposed th a t th e  requirem ent o f top le v e l 

s tu d en t a f f a i r s  ad m in is tra tio n  a re  such th a t p r io r  tra in in g  in  s tuden t 

p e rso n n el/s tu d en t development may be u n d esirab le  and unnecessary and 

th a t  th e  ad m in is tra tio n  o f h igher education  i s  a f ie ld  sep a ra te  and 

d i s t in c t  from a s tu d en t pe rso n n el/s tu d en t development p rep ara tio n  

program. He advocates th a t the  aim a t  th e  d o c to ra l le v e l should be to 

p repare  s tu d en t p ersonnel/s tuden t development workers to  e n te r  

a d m in is tra tio n , i f  th a t  i s  t h e i r  goal, as academic le ad e rs , not as 

general a ll-p u rp o se  ad m in is tra to rs .

The four p ro p o s itio n s , w hile challenged by Briggs (1980, p . 57) 

fo r th e i r  p o la rized  views of e f fe c t iv e  ad m in is tra tio n  versus counselor- 

type s tu d en t personnel w orkers, do o f f e r  in s ig h t in to  the  problems 

fac in g  p rep a ra tio n  programs. Although stu d en t developm ent/personnel 

programs produce workers o r ad m in is tra to rs  who possess sp e c ia l knowledge.
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s k i l l s  and a b i l i t i e s  th a t co n trib u te  to  the  success o f in s t i tu t io n a l  

programs, t h e i r  ro le  and e ffe c tiv en e ss  in  h ig h er education has o ften  

been questioned (Penn, 1974, p. 257).

Summary of P repara tion  Programs 

An a n a ly s is  o f the p ro fess io n a l p rep a ra tio n  programs as they 

appear today and recommendations fo r  proposed programs in d ica te  th a t  

th e re  i s  no c le a r  orthodoxy evident in  e i th e r  cu rren t o r proposed 

programs. There e x is t  d iffe ren ces  o f  opinions upon the  ex ten t or 

amount o f etq)hasis to  be placed upon any one a rea  in  r e la t io n  to  the 

o th e rs . The m ajo rity  o f programs appear to  o f f e r  a course in  counseling 

theory and techn iques, a course in  s tu den ts  a f f a i r s  a d m in is tra tio n , 

and a course focusing upon co llege  s tu den ts  and th e i r  su b -c u ltu re s .

These a re  followed c lo se ly  by courses concerned w ith  in d iv id u a l, group, 

and environm ental a p p ra isa l techniques and surveys of h igher education 

in  America. Most programs a lso  include courses which in troduce the 

p r in c ip le s  o f  s tu d en t personnel to  th e  graduate s tuden t as w ell as 

in tro d u c tio n s  to  resea rch  and s t a t i s t i c s .  P ra c tic a l  a p p lic a tio n  courses 

inc lud ing  counseling p ra c tic e , s tu d en ts  a f f a i r s  p ra c t ic e , group 

procedures, communication and co n su lta tio n  s k i l l s ,  budgetary management 

s k i l l s ,  and le g a l considera tions a re  a lso  common to  many programs of 

study. Less ev id en t, bu t apparen tly  on the  r i s e ,  are  courses concerned 

w ith  human development p rin c ip le s  and p ra c tic e s  as w ell as courses 

which focus a t te n tio n  upon o rgan ization  behavior and in te rv e n tio n . 

Likewise, courses concerned w ith  le a rn in g  theo ry , d i s a b i l i t i e s ,  and 

curriculum  a re  noted but not heav ily  emphasized. I t  appears th a t 

counseling and guidance i s  the  primary emphasis in  over h a lf  the
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programs w hile h igher education ad m in is tra tio n  i s  emphasized in 

approxim ately o ne-fou rth  o f them. The rem ainder look to  human 

development p ro cesses , so c ia l  in te rv e n tio n  s t r a te g ie s ,  s tuden t 

se rv ices  p ra c t ic e , and various combinations as th e i r  fo c i .

Extreme variance  and lack  o f agreement w i l l  be found on the  

to p ic  o f what should c o n s ti tu te  ap p ro p ria te  and adequate p ro fessio n a l 

p rep a ra tio n  among alm ost any sampling o f p rep a ra tio n  fa c u lty . And such 

d iv e rs i ty  and disagreem ent i s  c le a r ly  m anifested by inconsistency  and 

d isc o n tin u ity  in  p rep a ra tio n  programs o f today. The disagreem ent and 

wide variance in  d ire c t io n , emphasis, co n ten t, and s k i l l  development 

appears to  be a r e f le c t io n  o f the  p r a c t i t io n e r ’s programmatic and 

o p e ra tio n a l im peratives d iscussed  e a r l i e r  and in d ic a tiv e  o f p rep ara tio n  

program fa c u lty  a ttem pting  to  prepare graduates fo r  a job  market "as 

i t  is "  and to  perform  so as to  su rv ive . The in d iv id u a l recommendations 

as w ell as th e  work o f commissions have p resen ted  a number o f proposals 

th a t  have relevance fo r  and w il l  l ik e ly  have an in flu en ce  upon both 

the  academic and su b jec t m a tte r content o f  p rep a ra tio n  and the 

o rg an iza tio n a l and a d m in is tra tiv e  aspects o f th e se  same programs 

( l l i l l e r ,  1967, p. 175). The research  o f the  l i t e r a tu r e  in  th is  a rea  

i l l u s t r a t e s  th a t  in  the  case o f p ro fess io n a l p rep a ra tio n  programs which 

w i l l  r e s u l t  in  r e q u is i te  knowledge and s k i l l s  fo r  s tu d en t personnel 

ad m in is tra to rs  i s  s t i l l  a m atte r where questions have been and should 

continue to  be ra is e d .

In ev a lu a tio n  of p rep a ra tio n  programs fo r  s tu d en t personnel, 

s tuden ts  have c o n s is te n tly  ranked p ra c t ic a l  experiences as the  most 

va luab le  and most needed p a rt o f th e i r  p rep a ra tio n . The r e la t in g  of
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p ra c t ic a l  s k i l l s  and functions to  theory i s  b asic  to  any p ro fess io n , 

and only as a s tu d en t can t e s t  th e  knowledge learned  by 

p a r t ic ip a tin g  can philosophy and theory be merged in  a meaningful 

way.

P a tte rso n , in  h is  1974 d is s e r ta t io n ,  made the  recommendations 

th a t  ch ie f studen t personnel ad m in is tra to rs  w il l  have to  in su re  th a t 

th e i r  d iv is io n s  do more than provide se rv ic e . To be o rg an iza tio n a lly  

e f fe c t iv e ,  s tuden t personnel w i l l  have to  a s s i s t  th e  in s t i tu t io n s  in  

p reparing  stu d en ts  to  work and l iv e  in  a world o f change. The 

ad m in is tra to rs  w i l l  have to  develop and use approaches and ph ilosoph ies 

th a t  w il l  f a c i l i t a t e  studen t personnel in  continuing  to  be a s ig n fic a n t 

fo rce  in  h igher education (P a tte rso n , 1974, p. 90).

P a tte rson  continues by say ing , "The educators who w i l l  be 

p reparing  studen t personnel workers o f the  fu tu re  w il l  have to  develop 

a c lo se r  re la tio n sh ip  w ith  the ad m in is tra to rs  who a re  running the 

programs. The ad m in is tra to rs  should be ab le  to  re ly  on the  educators 

fo r  competently tra in e d  p ro fe ss io n a ls  who can make s ig n if ic a n t  

co n trib u tio n s  to  the  p ro fe s s io n ."  (P a tte rso n , 1974, p. 90-91)

L ite ra tu re  on Male and Female A dm inistrators

The s e le c tio n  of managers and o th e rs  to  occupy p o s itio n s  of 

a u th o rity  i s  a c r i t i c a l  ta sk  in  v i r tu a l ly  eill o rg an iza tio n s . Social 

s c ie n t i s t s  have addressed many lead e rsh ip  issu es  during the p a s t 

cen tury . R ela tiv e ly  l i t t l e  i s  known about the  e f fe c ts  o f v a r ia b le s  

asso c ia ted  w ith management s e le c tio n . Two v a ria b le s  th a t have been 

reported  o ften  as demographic data  are  male/fem ale r a t io s  o f CSAOs and 

the educational tra in in g  o f CSAOs.
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Various surveys since the  mid-1960s have chronicled  the 

m ale/fem ale r a t io  o f CSAOs. Women a re  a m inority  a t th e  top of the  

p ro fessio n —Dean o f S tudents and Vice P res id en ts  fo r s tuden t a f f a i r s  

p o s itio n s  and a t  the  top p o licy  le v e ls  o f  most in s t i tu t io n s .

Rickard (1985) has provided some of th e  more recen t data  on the 

d iffe ren c es  between the  male and female CSAOs.

In a n a tio n a l survey of la rg e  and sm all, pub lic  and p riv a te  

h igher education in s t i tu t io n s ,  Rickard (1985, p. 58) found th a t 

female CSAOs d if fe re d  s ig n if ic a n tly  from male CSAOs on seven v a ria b le s . 

Females (a) a re  appointed a t  a younger age; (b) have a tta in e d  le s s  

educa tion ; (c) move to  the top from d if f e r e n t  t i t l e d  previous 

p o s it io n s ;  (d) have d if fe re n t  CSAO t i t l e s ;  (e) have le s s  fu ll- tim e  

experience in  s tu d en t a f f a i r s ;  (f )  have le s s  experience in  previous 

p o s it io n s ;  and (g) a re  more l ik e ly  to  be in  schools w ith  under 1000 

s tu d en ts . Kuh, Evans and Duke (1985, p. 39-47) had s im ila r  r e s u lts  

in  a study o f th e  ca ree r paths o f  su ccess fu l c h ie f  s tuden t a f f a i r s  

o f f ic e r s .

A fte r  a t ta in in g  equal p o s itio n s  th e re  were s t i l l  d iffe ren ces  

between th e  two sexes in  th e i r  a n tic ip a te d  ca ree r moves. O stro th , 

E fird  and Lerman (1984, p. 447) found th a t  although 18% of the  male 

respondents expected to  move to  p re s id en c ie s , only 7% of the  females 

had th is  ex p ec ta tio n . îlen a lso  expected to  move to  teach ing  in  

g re a te r  p roportions (15% versus 5%). P ro p o rtio n a lly  more women (14%) 

than men (6%) expected to  move to  v ice  p re s id en c ie s  in  o th e r areas 

than studen t a f f a i r s .

D espite attem pts to  re fu te  s te reo ty p es  o f males and females
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th e re  seem to  remain p e rs is te n t  d iffe ren ces  between the  sexes. One 

study suggests th a t  i t  may not be p e rso n a lity  o r c h a r a c te r is t ic  

d iffe ren ces  but th e  way the  two sexes a re  perceived  by the  

o rg an iza tio n . Lafontaine and McKenzie (1985, p . 21) rep o rt th a t 

the  fundamental b a s is  fo r  au th o rity  in  formal o rg an iza tio n s  and 

"freq u en tly  th e  most im portant determ inant o f  governance," i s  

formal au th o rity  (P fe f fe r , 1981, c ite d  in  L afontaine and McKenzie, 

1985). In d iv id u a ls  have formal a u th o rity  because they hold w ith in  

o rg an iza tio n a l h ie ra rc h ie s  p o s itio n s  o th e r members acknowledge as 

le g itim a te  sources o f sp e c if ic  communications. Coomunicat ions a re  

accepted as le g itim a te  th en , because the in d iv id u a ls  i n i t i a t i n g  them 

a re  seen as "duly c o n s titu te d "  sources o f in flu en ce  (Haas and Drabeck, 

1973, c ite d  in  Lafontaine and McKenzie, 1985).

Consequently, women must continuously d e fin e , emphasize, 

e x e r t ,  and defend th e i r  formal a u th o rity  in  in te ra c t io n s  and 

s i tu a t io n s ,  where fo r  men i t  would be accepted (R anter, 1980, c ite d  

in  Lafontaine and McKenzie, 1985). L afontaine and McKenzie go on to 

th e o riz e  th a t  because governance in  formal o rg an iza tio n s  i s  by d e f in i

t io n  a s o c ia l  or re c ip ro c a tin g  p rocess, women's a c tio n s  in  adm in istra

t iv e  p o s itio n s  c o n s t i tu te ,  e i th e r  by d e fa u lt o r  design , a response to  

th e i r  lack  o f formal a u th o rity .

In looking a t  the  type of s k i l l s  u t i l iz e d  by male and female 

a d m in is tra to rs , one study shows th a t the  s k i l l s  a re  very s im ila r .

A study by Barrax (1985, p . 29-30) focuses on th e  fa c to rs  th a t 

in fluenced  the  ca ree r h is to r ie s  o f males and females who achieved 

s im ila r  ad m in is tra tiv e  p o s itio n s  in  u n iv e rs ity  s e t t in g s .  The fa c to r
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mentioned most o fte n  by men and women ad m in is tra to rs  f e l l  in to  s ix  

broad c a te g o rie s : a h is to ry  o f tak in g  r is k s ;  achieving  change

su cc e ss fu lly ; being p ro g ressiv e ; possession  o f the  r ig h t  c re d e n tia ls  

(a te rm ina l degree and p u b lic a t io n ) ; a reg io n a l o r n a tio n a l rep u ta tion  

from involvement in  o rg an iza tio n s ; and communication s k i l l s .

Barrax s ta te d  th a t th e  s k i l l s  most o f the  women and men 

s t r e s s  (women, 89%; men, 89%) a re  in te rp e rso n a l and communication 

s k i l l s .  Other c h a r a c te r is t ic s  emphasized were e ff ic ie n c y —they paid 

a tte n tio n  to  d e ta i l ,  a re  good a t  paper work, and a re  w ell organized 

(fem ales, 33%; m ales, 44%), and one o th e r im portant t r a i t  was 

a sse rtiv e n ess  (women, 11%; men, 11%).

Both males and females in  the  study f e e l  th a t  th e i r  e ff ic ie n c y  

and competence in  ca rry in g  out r e s p o n s ib i l i t ie s  helped th e i r  

ad m in is tra tiv e  c a re e rs , bu t more women as w ell as men consider th e i r  

in te rp e rso n a l and communications s k i l l s  as c ru c ia l  to  th e  paths th a t 

led  to  s e le c tio n  fo r  th e i r  p o s itio n s . Two o th e r  c h a r a c te r is t ic s  o ften  

d iscussed  in  th e  l i t e r a t u r e  as im portant fo r  managers o r  ad m in is tra to rs  

a re  the  a b i l i ty  to  take r is k s  and a sse r tiv e n e ss .

G enerally , th e  find ings o f the  study show th a t  women—as w ell 

as men—who a re  a lready  working a t  a u n iv e rs ity  and who wish to  move 

in to  a d m in is tra tiv e  p o s itio n s  can a t t r a c t  a t te n tio n  to  th e i r  a b i l i t i e s  

by vo lu n tee rin g  fo r  and accep ting  assignments a t  a l l  u n iv e rs ity  le v e ls  

th a t  can give them an opportun ity  to  dem onstrate in te rp e rso n a l and 

communication s k i l l s  in  p a r t ic u la r ,  as w ell as o th e r s k i l l s  perceived 

by the  p a r t ic ip a n ts  in  th i s  study to  be im portant fo r  ad m in is tra tio n . 

Women in  th is  study perceived  of themselves as persons who were r is k
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ta k e r s , who get th in g s  done, who have been su ccessfu l in  ach iev ing  

change smoothly, and can consciously  s e t  out to  dem onstrate such a 

reco rd .

I t  was Andruski and Howes' (1980, p . 495) co n ten tio n  th a t  in  

o rder to  gain equal a c c e ss , h ig h er education in s t i tu t io n s  need to  

provide women w ith  th e  o p p o rtu n ity  to  become educated in  the  

p r in c ip le s  and th e o r ie s  o f  ad m in is tra tio n , decis io n  making, communi

c a tio n , c o n f l ic t  r e s o lu t io n , problem so lv in g , le a d e rsh ip , budget, 

le g is la t io n ,  p o l i t i c s ,  and ed u ca tiona l p lanning . G reater numbers o f 

women need to  be encouraged to  prepare them selves fo r  a d m in is tra tio n  

so th a t  th e re  w i l l  be a  la rg e r  pool from which to  draw fo r to p - le v e l 

p o s itio n s .

A study by Brenner does re fu te  the  s te reo ty p es  o f male and 

female d iffe re n c e s  in  management c h a r a c te r is t ic s .  Brenner (1982, 

p . 380) analyzed sex d iffe re n c e s  when males and fem ales were matched 

in  terms o f t h e i r  job  rank and ed u ca tiona l background by u sing  the  

P e rso n a lity  Research Form to  measure c e r ta in  p e rs o n a lity  t r a i t s .  

R esults in d ic a te  th a t  sex  d iffe ren c es  fo r  the  t r a i t s  p ra c t ic a l ly  

disappeared when more educated mal es and females were compared; the 

more educated members o f  both sexes approximated th e  m anagerial 

s te reo ty p e .

More resea rch  o f  th i s  o rd e r i s  needed because resea rch  shows 

th a t ,  d e sp ite  more favorab le  numbers a t  en try  in to  th e  p ro fe ss io n , 

the  r a te  o f  upward m o b ility  fo r  women lag s  behing th a t  o f en te r in g  

men. Career s tu d ie s  c a r r ie d  out over sev e ra l y ears  a re  needed in  

o rder to  understand what i s  happening to  women in  th e  p ro fess io n .
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S uccessfu lly  implemented the  resea rch  would add a g rea t deal to  the 

general o rg an iza tio n a l l i t e r a tu r e  w ith p a r t ic u la r  re fe rence  to  p a tte rn s  

o f women's caree rs  in  a p ro fessio n  th a t i s  drawing more women.to i t .

Overview and Summary of S k il ls

The re s u lts  o f a study by D ill (1984, p . 92) provide some 

in d ic a tio n  th a t academic management i s  s t i l l  h ighly  in tu i t i v e ,  tends 

to  avoid the  use of q u a n tita tiv e  da ta  o r a v a ilab le  management 

technology, and i s  su b jec t to  th e  p o l i t i c a l  in fluence  o f various 

powerful groups and in te r e s t s .  The t r a d i t io n s ,  b e l ie f s ,  and values of 

in d iv id u a ls , d is c ip l in e s , and in s t i tu t io n s  appear to  play a more sub

s t a n t i a l  ro le  than i s  g en era lly  acknowledged in  the  ex tan t p re sc r ip tiv e  

l i t e r a tu r e  on management. D ill  suggests fu tu re  research  on adm in istra

t iv e  behavior in  h igher education  needs to  give s ig n if ic a n tly  g rea te r 

a t te n tio n  to  the  im p lica tion  measuring and c o n tro llin g  fo r v a ria b le s  

between types o f in s t i tu t io n s .

On a re f le c t iv e  n o te , Paul and Hoover (1980) c i t e  the  rap id  

changes tak ing  p lace in  h ig h er education as th e  reason they conducted 

th e i r  research  in  order to  determ ine i t s  e f fe c t  on studen t personnel 

work. In  1973, Fincher had a lready  chron ic led  th a t the  ro le  and 

function  o f the  co llege  and u n iv e rs ity  ad m in is tra to r has s h if te d  from 

th a t  o f id e a tio n a l and c o lle g ia l  lead ersh ip  to  rap id ly  expanding concerns 

w ith  resource management, and from concern about c u rr ic u la  and facu lty  

r e la t io n s  to  en d s-o rien ta tio n s  and assessment of r e s u l t s .  He observes 

a s h i f t  in  ad m in is tra tiv e  s ty le  from th a t which re l ie d  on experience 

to  th a t  which r e l ie s  on techn ique.
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The dominance o f technique over experience has been acce le ra ted  
by the  development o f accounting systems th a t  perm it a more 
m eaningful f i s c a l  co n tro l o f resources and expend itu res; the  
ascen t o f  b e h a v io r is t ic  concepts and methods in  dealing  w ith the 
human asp ec ts  o f o rg an iza tio n a l l i f e ;  th e  p o p u la rity  o f schema- 
graphic methods th a t  perm it b e t te r  v is u a l iz a t io n  o f decision  
p ro cesses; and th e  expansiveness o f m athematical-computer methods 
th a t f a c i l i t a t e  ready access to  q u a n tif ie d  inform ation about 
op era tio n s  and procedures (F incher, 1973, p. 500).

S tudent personnel programs a re  b ese t w ith  problems on how to  

keep ab re a s t o f  th e  th e o re t ic a l ,  o p e ra tio n a l and techno log ica l changes. 

Shotogren (1978, p. 2) in  h is  study o f th e  a d m in is tra tiv e  development 

in  h igher education found not in fre q u e n tly , th a t  the ad m in is tra to rs  

come to  th e i r  posts  w ith  lim ited  tr a in in g  and /o r ad m in is tra tiv e  

experience , o ften  re a l iz in g  a need, sometimes acu te , to  know more about 

the  ad m in is tra tiv e  process and i t s  re la tio n s h ip  to  o rgan iza tion  behavior 

and development, cu rren t is su e s , ed u ca tiona l m issions, in s t i tu t io n a l  

g o a ls , ro le  ex p ec ta tions and re a l iz a t io n s ,  and h is /h e r  o p p o rtu n itie s  fo r 

in d iv id u a l performance improvement.

Paul and Hoover note th a t  t ra in in g  programs, job c re d e n tia l 

requirem ents and the  p o s itio n s  them selves, q u ite  frequen tly  change as 

s tu d en t personnel p ro fe ss io n a ls  t ry  to  keep pace (Paul and Hoover, 1980, 

p . 33). I t  i s  th i s  s h i f t  in  academic a d m in is tra tio n  and s k i l l  

requirem ents th a t  i s  the  m otivating  fo rce  behind th is  resea rch .

The f i r s t  sec tio n  o f the  l i t e r a tu r e  review focused on 

id e n tify in g  c e r ta in  basic  management s k i l l s  and a b i l i t i e s  which various 

a u th o r i t ie s  fe e l  ad m in is tra to rs  o f a l l  types must possess i f  they a re  to 

be su ccessfu l in  perform ing th e i r  d u tie s . Among the most im portant of 

those s k i l l s  a re : th e  a b i l i ty  to  p lan , the  a b i l i ty  to  o rgan ize, the 

a b i l i ty  to  d i r e c t ,  the  a b i l i ty  to  s t a f f  or r e c r u i t ,  the a b i l i ty  to
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coord inate , the  a b i l i t y  to  review o r e v a lu a te , th e  a b i l i ty  to  budget 

time and re so u rces , th e  a b i l i ty  to  in te rp re t  d a ta , th e  a b i l i t y  to 

conceptualize about problem s, and the  a b i l i ty  to  communicate 

e f fe c t iv e ly  w ith  a v a r ie ty  of people. A broader category o f s k i l l s  

were id e n tif ie d  as  te c h n ic a l, human re la t io n s  and concep tual. The 

numerous s k i l l s  l i s t e d  provide a  m atrix  o f th e  management s k i l l s  

necessary  fo r  e f fe c t iv e  fu n c tion ing . Since the  design o f th i s  study 

included a survey o f th e  c h ie f  s tuden t personnel o f f ic e r ,  i t  i s  

necessary  to  develop an instrum ent th a t  a ccu ra te ly  defines each 

management s k i l l .  This remaining sec tio n  o f the  review of l i t e r a tu r e  

id e n t i f ie s  th e  management s k i l l s  most o fte n  l i s t e d  as necessary  fo r 

e f fe c t iv e  job perform ance, and the  l i t e r a tu r e  i s  used as th e  b a s is  fo r 

developing d e f in i t io n s  o f these  management s k i l l s .

D e fin itio n  o f Id e n tif ie d  S k il ls

A dm in istra tive  Competency -  The o p e ra tio n a l th ings done in  

o rder to  accomplish a pre-determ ined goal.

A ppraisal -  p rocess used to  provide a ss is ta n c e  to  a id  

in d iv id u a ls  in  the  m o d ifica tion  o f behavior in  o rd er to  m aintain 

s a t is fa c to ry  performance which should a s s i s t  in  making decisions 

lead in g  to  prom otion, s a la ry  in c re a se , t r a n s fe r  o r  suggested re le a se .

A ppraisal of Student Needs and C h a ra c te r is tic s  Competency -  The 

a b i l i ty  to  c o lle c t  and analyze inform ation regard ing  co g n itiv e  and 

a f fe c t iv e  c h a r a c te r is t ic s  of studen ts  in  the  le a rn in g  process and u t i l i z e  

the  inform ation in  a s s is t in g  in  the  design o f  c u r r ic u la  and educative 

experiences.

Budgeting -  C onstantly  ev a lu a tin g  the  a l te rn a t iv e  uses of
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a v a ila b le  resources in  a system atic  manner, and course o f a c tio n  must 

continue to  promote th e  o v e ra ll goals o f the  in s t i tu t io n  a t  minimum co st.

Change -  Any s ig n if ic a n t  a l te r a t io n  in  the  s ta tu s  quo through 

a d e lib e ra te  process which i s  intended to  b e n e f it the  people involved.

Coaching and Development/Motivation -  Defining the  jo b , d e te r

mining a cc o u n ta b ility  standards o f  perform ance, and then secu ring  mutual 

agreement on r e s u l ts  d e s ired ; help  the  subord inate do h is  job b e t te r  and 

encourages him to  ex ce l; gives th e  subordinate a c le a r  p ic tu re  o f how 

w ell he i s  doing and expresses ap p rec ia tio n  fo r work w ell done; b u ild s  

s tro n g  superv isio n -su b o rd in ate  rapport by open communication, feedback, 

l i s te n in g  to  problem s, and a l le v ia t in g  a n x ie tie s  ; and i n i t i a t e s  the  devel

opment o f p lans jo in t ly  w ith  th e  subord inate to  improve h is  to t a l  a b i l i t i e s .

C o llec tiv e  Bargaining -  Elements o f the bargain ing  process are 

reco g n itio n  p ro cess , s e t t in g  up a n e g o tia tin g  committee, p reparing  fo r 

th e  se ss io n s , techniques o f n e g o tia tin g , conduct a t  th e  barg in  ta b le , 

con ten t and scope of th e  agreement impasse procedures, p reserv ing  

managements* r ig h ts ,  and implementing and l iv in g  w ith the  agreement.

Community Outreach -  The a b i l i ty  to  design and ca rry  out to  

m ission the  evalua tion  of the  s tuden t personnel functions as they 

r e la te  to  the  co lleg e . This competency involves not only evaluation  

and a cc o u n ta b ility  o f programs bu t a lso  o f in d iv id u a l perform ance.

Communication System Competency -  The a b i l i ty  to  ev alu a te  the 

sources and the  kinds o f inform ation av a ilab le  fo r  the  d ec is io n  making, 

problem so lv ing  process o f the  in s t i tu t io n  and u t i l i z e  the  communi

ca tio n  network to  convey v i t a l  inform ation to the  various groups and 

in d iv id u a ls  throughout the  in s t i tu t io n .
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C o n flic t Resolution S k il l  -  The in te rp e rso n a l s k i l l  o f  m ediating 

between c o n f lic tin g  in d iv id u a ls  and the  d ec is io n a l s k i l l  of handling 

d is tu rb an ces .

Consulting S k il l  -  The a b i l i t y  to  manage an e x p e r t-c lie n t 

re la t io n s h ip . P o l i t ic a l  s k i l l s  a sso c ia ted  w ith  the  c o n f l ic t  and 

in f ig h tin g  in  la rg e  bu reaucrac ies. The ro le  o f consu ltan t req u ires  

s p e c ia l s k i l l s  in  the  area  o f problem so lv in g , id e n t i f ic a t io n ,  

sy n th es is  o f p e rcep tio n s , and c o n f l ic t  re so lu tio n  accompanied w ith 

a keen s e n s i t iv i ty  to  d if fe re n t  p o in ts  o f  view.

Coordinating -  Exchanging inform ation  w ith o th e r people in  

the  o rg an iza tio n  in  o rder to  ex p ed ite , r e la te  and ad ju s t programs.

Counseling -  The a b i l i ty  to  u t i l i z e  knowledge o f p e rso n a lity  

theory  and the  app ro p ria te  use o f  a broad v a r ie ty  of counseling tech 

n iq u es, in c lud ing  group work, c r i s i s  in te rv e n tio n  models and r e f e r r a l  

procedures.

Decision Making (Under Ambiguity) -  A b ility  to  decide when a 

d ec is io n  i s  to  be made in  an in s t i tu t io n a l  s i tu a t io n ,  ca teg o riz in g  

needs and o b jec tiv es  r e la t in g  to  th e  s i tu a t io n  w ith the  ab so lu tes  and 

the  d e s ira b le  being l i s t e d .

D elegation Process -  The a b i l i ty  to  d is tin g u ish  between 

a u th o r ity , re s p o n s ib il i ty  and a c c o u n ta b ility  and to  v e r ify  th a t ta sk s  

have been done a t  the  app ro p ria te  personnel le v e l and a t  a given q u a lity  

le v e l w ithout the  personal involvement o f the  ad m in is tra to r.

Educational Leadership Competency -  The a b i l i ty  to  s e t  goals 

and to  d efine  m issions in  accordance w ith  th e  educational community' s 

sense o f th e i r  own needs, values and purposes.
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E n trep ren eu ria l S k il ls  -  The search  fo r problems and oppor

tu n i t ie s  and th e  co n tro lled  implementation of change in  o rg an iza tio n .

Evaluation -  The function  o f management which measures the  re a l 

ou tpu ts o r  b e n e f its  produced by the  approved and implemented programs 

and compares them w ith the  planned ou tpu ts o r b e n e f i ts .

Execution -  The function  o f middle management which ensures 

th a t what has been chosen to  be done i s  done w ell and e f f ic ie n t ly .

I t  takes th e  resources a llo c a te d  and isqslements th e  planned programs 

w ith  th e  in te n tio n  o f producing the  ou tpu ts as planned.

Goal S e ttin g  -  Refers to  th a t a c t iv i ty  in  which top le v e l manage

ment determ ine the  broad value o rien ted  purposes o f h igher education .

Goal s e t t in g  determ ines "what to  do" and "why" in  th e  broad sense.

Inform ation Processing S k il ls  -  A b ility  to  b u ild  inform al in fo r 

mation netw orks, fin d  resources o f in fo rm ation , e x tra c t  which they need, 

v a l id a te  in form ation , a ss im ila te  i t  and b u ild  e f fe c t iv e  mental modes.

In v e s tig a tin g  -  C o llec tin g  and p reparing  inform ation u sually  

in  the  form o f  reco rd s, re p o r ts , and accounts.

Interpersonal/Human R elation/C ounseling Competency -  The 

a b i l i t y  to  exchange inform ation and communication and to  s tru c tu re  

in te ra c t io n s  so th a t  th e  immediate and successive  in te ra c t io n s  w ith  a 

p a r ty ( ie s )  w i l l  fu r th e r  mutual in te rp e rso n a l s a t i s f a c t io n .

Leadership -  The a b i l i ty  to  deal w ith sub o rd in a tes , to 

m otivate then , to  t r a in  them, provide h e lp , deal w ith problems of 

a u th o rity  and dependence and to  in fluence  people so th a t  they w ill  

s t r iv e  w ill in g ly  toward the  achievement o f group goals.

Management -  The a r t  of a l lo c a tin g  resources w ith in  the
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org an iza tio n  in  a manner designed to  reach th e  goals o f the  o rgan iza tion . 

Management techniques concen tra te  on developing th e  most e ffe c tiv e  and 

e f f ic ie n t  usage o f resources w ith in  the  o rg a n iz a tio n , includ ing  human 

reso u rces .

N egotiation  -  The a b i l i ty  to  trad e  re so u rces .

O perations Research -  Experim ental d esign , method of research  and 

o b je c tiv e s  ev a lu a tio n  produce data  th a t i s  va lu ab le  in  decision  making.

O rganization Development Competency -  The a b i l i ty  to  use behavior 

sc ience  concepts and techniques in  a planning and co lla b o ra tiv e  e f fo r t  to  

in c rease  human and o rg a n iz a tio n a l e ffe c tiv e n e ss  through a systems 

In fluenced  approach to  problem so lv in g  and d ec is io n  making.

O rganizing -  The grouping o f a c t i v i t i e s  necessary  to  a t ta in  

o b je c tiv e s , th e  assignm ent o f each grouping to  a manager w ith au th o rity  

necessary  to  su p erv ise  i t ,  and the  p rov ision  fo r  coord ination  

h o riz o n ta lly  and v e r t ic a l ly  in  th e  e n te rp r is e  s tru c tu re .

Peer S k i l ls  -  The a b i l i ty  to  e n te r  in to  and e f fe c t iv e ly  main

ta in  peer re la t io n s h ip s . A number o f s k i l l s  included  w ith peer s k i l l s  

are  knowledge o f how to  develop i s ç l i c i t  co n tac ts  w ith  o th er p a r tie s  

to  serve mutual needs, knowledge to  b u ild  up and m aintain an ex tensive 

network of co n tac ts  to  b rin g  him favors and in fo rm ation , communicate 

on a formal and inform al b a s is .

Personal and P ro fess io n a l In tro sp e c tio n  Competency -  The a b i l i ty  

to  analyze s tu d en t personnel work, o n e 's  s e l f  and o n e 's  educational 

needs and values and the  impetus to  le a m  in  a s e lf -d ire c te d  way.

Planning -  The continuous process of making (r isk - tak in g ) 

d ec is io n s , sy s te m a tic a lly  and with the  b e st p o ss ib le  knowledge of th e ir
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f u tu r i ty ,  organ izing  sy stem a tica lly  th e  e f fo r t s  needed to  carry  out 

th e se  dec is io n s  a g a in s t the expec ta tions through organized system atic  

feedback.

Policy  Development -  Courses o f a c tio n , adopted and follow ed, 

which sp ec ify  th e  o b je c tiv e s , th e  re s p o n s ib il i ty  fo r im plem entation, 

the  delegated  a u th o rity  fo r  coord ination  and c o n tro l, and the methods 

and procedures ap p rop ria te  to  achieve the o b je c tiv es .

P o l i t i c a l  S k i l ls  -  The process invo lv ing  rep resen tin g  the 

o rg an iza tio n a l u n i t 's  in te r e s t  in  co n tes ts  over re so u rces , goals and 

p o l ic ie s ,  and carv ing  out spheres o f in fluence  w ith  o th e r  subun its  

w ith in  the  same o rg an iza tio n .

P re s id e n tia l  Cabinet Competency -  The a b i l i ty  to  recogn ize , 

u t i l i z e  and develop the  sev e ra l sp ec ia l ad m in is tra tiv e  competencies 

necessary  to  f u l f i l l  a lead e rsh ip  function  a t  th i s  decis ion  making 

le v e l ,  w ith o th e r members o f cab inet in  o rder to  assure  the  w elfare  

and q u a lity  development o f th e  to t a l  in s t i tu t io n .

Program Development -  Planned, s t ru c tu ra l  le a rn in g  experiences 

designed to  be e i th e r  rem edial, developmental o r  p reven tive  in te r 

ven tions aimed a t  m eeting th e  needs o f in d iv id u a l or environment.

Representing -  Advancing the  in te r e s t  of the  o rg an iza tio n  

through c o n su lta tio n , speeches and con tac ts  w ith in d iv id u a ls  or groups 

ou tside  o f the  o rg an iza tio n .

Research. T esting  and Measurement and Modem Technology 

Competency -  The a b i l i ty  to  id e n tify  areas o f inform ation  needed and to 

u t i l i z e  research  techniques to  a s s i s t  in  carry ing  out e f fe c t iv e ly  the 

p lanning , management and evalua tion  func tion .



94

Resource A llocation  -  Time management, work a llo c a tio n  fo r 

subord inates and in  what formal s tru c tu re  they must work in ,  pass 

Judgments on p ro je c ts  th a t  req u ire  o rg an iza tio n a l resources.

S ta ff in g  -  S election  of personnel based on a pa tte rn ed  

in te rv iew  invo lv ing  assessment of work reco rd , m ili ta ry  se rv ice  

reco rd , schoo ling , e a r ly  home environm ent, in  o rd er to  m aintain the  

ap p ro p ria te  personnel. The major ta sk s  to  be undertaken in  the  

s ta f f in g  function  include rec ru itm en t, s e le c t io n , o r ie n ta t io n , s t a f f  

development and s t a f f  evalua tion .

S ta f f  Development -  Planned s tru c tu re d  le a rn in g  experiences 

aimed a t  (1) the  rem ediation and re h a b i l i ta t io n  o f m arginally  tra in e d  

o r s k i l le d  p ro fe ss io n a ls ; (2) the  enhancement o f  a cc o u n ta b ility  to  our 

in s t i tu t io n s  fo r  what we do as p ro fe s s io n a ls ; and (3) the  ex erc ise  of 

p ro fe ss io n a l re s p o n s ib il i ty  in  the form o f ensuring  our own continuing 

p ro fe ss io n a l growth.

S uperv ising  -  D irec ting , le ad in g , m otivating  subo rd ina tes .

Time Management -  The use o f  time i s  s ig n if ic a n t ly  re la te d  to 

s e t t in g  o b je c tiv e s  and designing the  means to  reach them. System izing 

work, o rgan iz ing  working m a te ria ls  and s t r iv in g  fo r o rd e rlin e s s  s e t  the 

s tag e  fo r  e ff ic ie n c y .

Wage and Salary A dm inistration  -  Reward fo r  se rv ice  whether by 

d ire c t  o r in d ire c t  means.



CHAPTER I I I

RESEARCH METHODOLOGY AND THE DESIGN 

OF THE STUDY

This chap ter p re sen ts  th e  statem ent o f th e  problem, describes

th e  popula tion  to  be sampled, th e  instrum ents th a t  were u t i l iz e d ,

the  a d m in is tra tio n  o f the  instrum ent, and th e  s t a t i s t i c a l  methods 

used to  d esc rib e  the  fin d in g s .

Statement o f the  Problem

The Statem ent o f the  Problem was p resen ted  in  Chapter I .

They a re  r e s ta te d  in  th i s  chap ter fo r  the  convenience o f the read er:

1. What a re  the  most im portant s k i l l s  necessary  to  an
e f fe c t iv e  ch ie f  studen t a f f a i r s  o f f ic e r  as seen by the 
p ra c t i t io n e r s  themselves?

2. What d iffe ren ces  ( i f  any) e x is t  in  th e  percep tions of 
respondents as functions o f th e i r  gender and educational 
background? In order to  answer th i s  question  i t  i s  re s ta te d  in  
research  n u l l  hypothesis form.

a) There a re  no s ig n if ic a n t  d iffe ren c es  in  the  
percep tions o f male and female CSAOs on the  s k i l l s  
necessary  to  an e f fe c t iv e  CSAO.

b) There a re  no s ig n if ic a n t  d iffe ren c es  in  the  
percep tions of CSAOs w ith f ie ld  re la te d  educational 
backgrounds and CSAOs w ith  n o n -f ie ld  re la te d  
educational backgrounds on th e  s k i l l s  necessary  to 
an e ffe c t iv e  CSAO.

c) There i s  no s ig n if ic a n t  in te ra c t io n  o f gender and 
educational background based upon th e  percep tions of

95
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s k i l l s  necessary  fo r an e f fe c t iv e  CSAO.

These hypotheses were te s te d  a t  the  .01 le v e l o f s ig n if ic a n c e .

3. What s k i l l s  ( i f  any) a re  unique to  the  ro le  o f c h ie f 
s tu d en t a f f a i r s  o f f ic e r?

The Sample

Based on evidence found by Crookston and Atkyns (1974), la rg e  

in s t i tu t io n s  were o fte n  th e  tre n d s e tts  in  programs and o rg an iza tio n a l 

p a tte rn s  among s tuden t personnel workers in  h igher education  (Paul 

and Hoover, 1980, p . 33-44). Large u n iv e rs i t ie s  a re  defined 

(Crookston & Atkyns, 1974) as those having 9,000 o r more s tu d en ts . 

According to  th e  1980-81 Education D irec to ry , th e re  a re  197 s ta t e  

c o n tro lled  u n iv e r s i t ie s  w ith  a s tuden t enrollm ent o f  th i s  s iz e . Since 

th i s  popu la tion  i s  r e la t iv e ly  sm all, the  study used the  e n tire  

population  ra th e r  than a randomly se le c ted  sample. The popu la tion , 

th e re fo re , i s  the  197 c h ie f s tuden t a f f a i r s  o f f ic e r s  o f these  

in s t i tu t io n s .  Since the  e n t i r e  population  has been used and the 

population  has been c ite d  as t r e n d s e t te r s ,  th e  e x te rn a l v a l id i ty  

should be h igh .

D escrip tion  o f the Instrum ent

The resea rch  o f th e  l i t e r a tu r e  revealed  fo rty -tw o  (42) authors 

who described o r l i s t e d  v a rio u s  competencies and s k i l l s  needed by 

ch ie f s tuden t a f f a i r s  ad m in is tra to rs . As a r e s u l t  o f th i s  review , a 

se le c ted  l i s t  o f seventy (70) s k i l l s  and competencies were developed 

and designed in to  an instrum ent by the  in v e s t ig a to r .  The in c lu s io n  of 

the se le c ted  s k i l l s  and competencies in to  th e  survey was based on two 

c r i t e r i a .  F i r s t ,  a frequency count was used, and those  most o ften
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c ite d  were included. Second, s k i l l s  l i s t e d  in  the  mors recen t 

p u b lic a tio n , reg a rd le ss  o f frequency, were included based on the 

assumption th a t they may r e f l e c t  a new trend  in  th in k in g .

Appendix G contains the  index o f s k i l l s  by au thor and page number 

th a t the  s k i l l  i s  l i s t e d  on w ith in  the  re fe ren ce .

The q u estionnaire  formate includes a cover l e t t e r  exp lain ing  

the  b asic  purpose of th e  resea rch  and s o l ic i t in g  th e  respondents ' 

cooperation . The f i r s t  p a r t  o f th e  survey was devoted to  demographic 

inform ation. Background inform ation sought was: sex  o f the

respondents, age, educa tiona l background, o f f i c i a l  t i t l e ,  leng th  o f 

time in  the  cu rren t p o s itio n  and in s t i tu t io n a l  in form ation . The 

background inform ation used sh o rt answer and sim ple s e le c tio n  type 

q u estio n s.

The in d iv id u a l item s r e la t in g  to  s k i l l s  employed the L ikert 

procedure in  o rder to  f a c i l i t a t e  the  s t a t i s t i c a l  an a ly s is  of the 

r e s u l t s .  A f iv e  po in t sc a le  was used to  judge whether s k i l l s  were 

ra te d  of high importance o r o f  no value. The responses were coded as 

5 , 4 , 3, 2 o r 1 re sp e c tiv e ly , w ith  1 being th e  most im portant 

and 5 being o f no im portance.

Although th e  l i t e r a tu r e  re f le c te d  a c e r ta in  d iv is io n  of 

opinion on types o f s k i l l s  needed, ad m in is tra tiv e  versus counseling, 

p ro fess io n a l competence re la te d  to  th e  f ie ld  versus a g e n e ra lis t  

tra in in g ;  the  42 s k i l l s  were organized randomly to  p revent respondents 

from developing a mind s e t  on s k i l l s  re la te d  to  a p a r t ic u la r  category.

The f in a l  item  on the  q uestionnaire  asked th e  respondents to  

l i s t  any s k i l l s  ( i f  any) th a t a re  unique to  the  c h ie f  s tu d en t a f fa ir s
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o f f ic e r  p o s itio n . This i s  an open ended question  to e l i c i t  s k i l l s  

th a t  a re  thought necessary  and unique but were no t covered in  the 

q u estio n n a ire .

A th ree  s tep  process was used to  develop the  s k i l l s  

q u estio n n a ire . The f i r s t  s tep  was to  review the  studen t personnel 

l i t e r a tu r e  to  id e n tify  s k i l l s  th a t  were s ta te d  as necessary  to  the  

f i e ld .  A l i s t  o f 70 s k i l l s  was ed ited  and 55 were included in  an 

inven tory  o f s k i l l s .  Second a panel o f  f iv e  U niversity  o f Oklahoma 

s tu d en t personnel experts  judged 50 of th e  70 s k i l l s  as minimally 

e s s e n tia l  fo r  a s tuden t personnel a d m in is tra to r . Third a l i s t  o f the  

50 s k i l l s  were taken to  a NASPA Convention and judged by p a r t ic ip a n ts  

who vo lunteered  to  c r i t iq u e  th e  survey. The judges declared  the 

instrum ent was c le a r  in  i t s  o b je c tiv e  and th e  s k i l l s  were necessary  

and suggested 4 more s k i l l s  be included th a t  had not been p rev iously  

found.

F in a lly , a p i lo t  t e s t  o f  th e  instrum ent was conducted w ith 

s tu d en ts  to  determ ine th e  c l a r i t y  o f  the  54 item s. The group 

determ ined th a t  46 o f the  item s were e s s e n t ia l  s k i l l s  and were 

c le a r ly  s ta te d . Based on the  r e s u l t s  o f th i s  p i lo t  t e s t ,  th ese  46 

item s judged c le a r  were re ta in e d .

As w ith  any instrum ent th e  question  o f  v a l id i ty  must be 

addressed . No instrum ent e x is ted  in  the  l i t e r a tu r e  which perm itted  

the  p resen t in v e s t ig a to r  to borrow o r use; th e re fo re , face v a l id i ty  

and co n stru c t v a l id i ty  w ill  be claimed fo r  the  instrum ent. S e l l i t z ,  

Wrightsman and Cook (1976, p . 178) o f fe r  the  follow ing d e f in i t io n  

fo r  face v a l id i ty :  "such measures th a t focus d ire c t ly  on behavior
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in  which th e  te s t e r  i s  in te re s te d  a re  o fte n  sa id  to  have face 

v a l id i ty ;  th a t  i s ,  the  relevance o f the  measuring instrum ent to  

what one i s  try in g  to  measure i s  apparent on the face o f i t . "  The 

is su e s  ra ise d  a re  a t  a le v e l th a t  i t  i s  reasonable to  use face 

v a l id i ty  as a c r i te r io n .  For example, the  f i r s t  question  ask s ,

"What a re  the  most im portant s k i l l s  necessary  to  an e f fe c t iv e  CSAO as 

seen by th e  p ra c ti t io n e rs  them selves?" On the  face o f i t ,  respondents 

w i l l  be ab le  to  respond to  the  question  w ithout looking fo r  covert 

meanings o r in te rp re ta t io n s .

One o f the  s t a t i s t i c a l  techniques used to  analyze the d a ta , 

fa c to r  a n a ly s is , i s  a lso  a  co n stru c t v a l id i ty  to o l .  C onstruct 

v a l id i ty  seeks the  meaning of a co n stru c t through the  r e la t io n  between 

the  co n stru c t and o th e r c o n s tru c ts . The main preoccupation of fa c to r  

a n a ly s is  i s  common-factor v a rian ce , which i s  d efin ing  co n stru c ts  w ith 

o th e r c o n s tru c ts . T herefore , co n stru c t v a lid i ty  fo r  the  instrum ent 

should be obtained a f t e r  the  da ta  has been fa c to r  analyzed.

The face v a l id i ty  and co n stru c t v a l id i ty  of the  item s included 

in  th e  questio n n aire  were evaluated  by the  p a r tic ip a n ts  in  th e  p i lo t  

stu d y . Recommended changes were incorpora ted  in  the  f in a l  instrum ent.

The instrum ent was designed by th e  re sea rch er to  be easy to  complete 

and easy to  ta b u la te . I t  provided respondents w ith an opportun ity  to  

express th e i r  opinions concerning s k i l l s  needed by c h ie f  studen t a f f a i r s  

o f f ic e r s .

C o llec tin g  th e  Data 

The Chief Student A ffa irs  O ffice r a t  each of the  197 in s t i tu t io n s  

were id e n tif ie d  through the 1980-81 Education D irectory  and sen t a
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packet o f  m a te r ia ls . Each of the packets mailed to  the  CSAOs included 

a cover l e t t e r  jo in t ly  w rit te n  by the  re sea rch er and Dr. H erbert Hengst, 

P ro fesso r and D irec to r o f the  Center fo r S tud ies in  Higher Education. 

Other m a te ria ls  included were a se lf-a d d ressed  re tu rn  envelope and 

the q u es tio n n a ire . Four weeks a f t e r  the f i r s t  m ailing  a follow-up 

l e t t e r ,  an a d d itio n a l copy o f the  qu estio n n a ire  and a se lf-ad d ressed  

stamped re tu rn  envelope were sen t to  those in d iv id u a ls  who had not 

responded. Appendices A-C contain  a l l  the  m a te ria ls  sen t to  the  group.

Data A nalysis Procedure

The S t a t i s t i c a l  A nalysis System (SAS) was used to  analyze a l l  

o f the  d a ta  th a t  were p e r tin e n t to  th e  s tudy . The demographic 

c h a r a c te r is t ic s  o f  the  CSAOs were described  through sim ple d e sc rip tiv e  

s t a t i s t i c s  o f frequency d is t r ib u t io n  and percen tages. PROC FREQ and 

PROC MEAN were used on the  CSAOs ra tin g s  o f th e i r  percep tions o f the 

s k i l l s  most necessary  to  an e f fe c t iv e  a d m in is tra to r . The mean values 

obtained  through PROC MEAN were used to  rank th e  sco res in  ascending 

o rder w ith  a low mean score  corresponding to  high importance and a 

high mean value in d ic a tin g  the  s k i l l s  was o f low im portance.

F u rther a n a ly s is  o f the  46 s k i l l s  was performed v ia  the  SAS 

fa c to r  a n a ly s is  ro u tin e  (PROC FACTOR). Each o f th e  sample groups’ 

responses (N = 139) to  the  46 s k i l l  items were in te rc o r re la te d  by use 

of Pearson’ s product moment c o rre la tio n  and th e  r e s u lta n t  46*46 

m atrix  su b jec ted  to  fa c to r  a n a ly s is . A p r in c ip a l fa c to r  so lu tio n  

determined the  number of o r ig in a l fa c to rs  and estim ated  the i n i t i a l  

communalities o f the  s k i l l s .  A ll fa c to rs  were ex tra c te d  from the 

c o rre la tio n  m atrix . The percentage of variance  accounted fo r by each
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fa c to r  vas cocçuted from th e  e igenvalues. C a te l l 's  Scree t e s t  

and alpha c o e f f ic ie n ts  determined th a t a tv o -fa c to r  so lu tio n  was 

ap p ro p ria te  fo r  th ese  d a ta .

The i n i t i a l  fa c to rs  were then ro ta te d  to  orthogonal fa c to rs  

using SAS's p r in c ip a l cozq>onents varimax ro ta t io n  ro u tin e . The 

p r in c ip a l components varimax so lu tio n  id e n tif ie d  groups of v a riab le s  

which were s u b s ta n tia l ly  measuring the  sane th in g  and emphasized those 

measures th a t  a re  most s im ila r  and d is s im ila r  to each fa c to r  or 

cosq>onent. Factor load ings o r c o rre la tio n s  between the  observed 

v a ria b le s  and th e  l a te n t  fa c to r  v a r ia b le  o r component were used to 

determ ine what v a ria b le s  would be re ta in ed  on each of the  fa c to rs .

Only those v a ria b le s  w ith  loadings o f .40 o r g re a te r  on a fa c to r  were 

re ta in e d . Those v a ria b le s  th a t  did no t have a c o rre la tio n  of more 

than .40 were expected to  be e s s e n tia l ly  u n re lia b le  in  c o n trib u tin g  to

the in te rp re ta t io n  o f th e  fa c to rs ;  consequently , they were d iscarded .

Appendix E contains the  e n t i r e  l i s t  o f v a ria b le s  in  num erical o rder.

In  id e n tify in g  th e  u n i t ie s  o r fundamental p ro p e rtie s  underly ing  the 

measurements, names were assigned to  the  fa c to rs  th a t  described  or 

summarized the d a ta .

Factor sco res fo r  the  CSAOs were obtained from the re s u lts  of

the fa c to r  a n a ly s is . Using SAS’s PROC FACTOR and PROC SCORES ro u tin e s ,

fa c to r  scores were obtained through a m u ltip le  reg ress io n  so lu tio n .

The varimax so lu tio n  was p rem u ltip lied  by i t s  transpose  and then the 

product had i t s  inverse  taken , which was then post m u ltip lied  by the 

varimax so lu tio n  to  r e s u l t  in  a m atrix  o f fa c to r  c o e f f ic ie n ts .  The 

fa c to r  scoring  c o e f f ic ie n ts  were m u ltip lied  by an in d iv id u a l 's



102

response to  each item  and then  summed across th e  v a ria b le s  which 

were included in  the  fa c to rs ,  r e s u lt in g  in  th a t resp o n d en t's  fa c to r  

score  on each fa c to r . In sum, th e  fa c to r  score was a s in g le  score 

which estim ated  an in d iv id u a l 's  re sp o ise  on a la te n t  v a r ia b le  th a t 

re f le c te d  a l l  the  v a ria b le s  included in  a fa c to r  o r component. The 

fa c to r  sco res obtained  were used to  answer the  th ird  s tatem ent o f 

the  study : to  a sc e r ta in  what d iffe ren c es  i f  any e x is t  in  the

percep tions o f respondents as  fu n c tio n s  of gender and ed u ca tiona l 

background.

There were corresponding hypotheses w ith th is  q u estio n . Two 

demographic v a ria b le s  con tain ing  two groups each, gender (male vs. 

female) and educa tiona l background ( f ie ld  re la te d  v s. n o n -f ie ld  

r e la te d ) , were s e le c te d  as u n its  o f a n a ly s is  to  determ ine i f  th e re  

were e f fe c ts  on responses on th e  obtained  fa c to rs  based upon 

d iffe ren c es  in  th ese  c h a r a c te r is t ic s .  The fa c to r  scores obtained  

rep resen ted  the  in d iv id u a l CSAOs as they  were ca tego rized  in to  one 

o f the  four aforem entioned groups based upon th e i r  demographic 

c h a r a c te r is t ic s .  Mean fa c to r  scores were then computed on the  two 

fa c to rs .

To t e s t  each o f the  s p e c if ic  hypotheses, a 2 x 2  unequal N 

an a ly s is  of variance  (ANOVA) o f  fa c to r  scores obtained fo r  the  four 

groups was performed through SAS's PROC GLM package. The t - t e s t  

served as a fu r th e r  t e s t  o f s ig n if ic a n c e .

The research  question  concerning s k i l l s  unique to  th e  CSAOs 

ro le  was an open-ended q uestion . The responses o f the  CSAOs on the  

open-ended question were ca tegorized  through content a n a ly s is . In
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d esc rib in g  how content an a ly s is  i s  done, K erlinger (1973, p. 548) 

has w r it te n :  "The f i r s t  s te p , as u su a l, i s  to  d e fin e  U , the

un iverse  o f content th a t  i s  to  be analyzed ."

For the  id e n t i f ic a t io n  o f s k i l l s  unique to  the  p ro fession  o f 

CSAOs, th e  universe o f  content (U) co n sis ted  o f a l l  verbal responses 

given by the  CSAOs. The goal was to  c o lle c t  judgments and e s ta b lis h  

consensus about the  reduction  o f U . The r a te r s  were graduate 

s tu d en ts  fa m ilia r  w ith term inology a sso c ia ted  w ith h igher education 

ad m in is tra tio n  and stu d en t personnel ad m in is tra tio n . Each r a te r  went 

through th e  l i s t  o f s k i l l s  e l i c i t e d  and th e  con ten t o f the re p lie s  

to  th e  questions were analyzed by r a te r s  grouping s im ila r  suggestions 

to g e th e r. The groups derived by th e  r a te r s  were then  d iscussed by 

the  re sea rc h e r w ith th e  r a te r s .  A fte r consensus was reached the  major 

c a te g o rie s  were defined by the  s k i l l s  which formed a re p re se n ta tiv e  

summary statem ent o f  the  major group. The in d iv id u a l ra te r s  then 

assigned  each o f the  s k i l l s  to  one o f the  defined  major c a te g o rie s .

Each s k i l l  was permanently assigned  to  a  category when group 

consensus was reached by the  r a te r s  th a t  th e  s k i l l  belonged in  th a t 

p a r t ic u la r  category .

S ub-categories were based upon th e  number o f times a 

p a r t ic u la r  s k i l l  was l i s t e d  under a major category o r the  uniqueness 

o r tim e lin e ss  o f the  s k i l l .  S im ilar s k i l l s  th a t  were l i s t e d  in  

d if f e r in g  term inology were co llapsed  to g e th e r to  form a re p re se n ta tiv e  

s k i l l .  The open-ended question  was used only fo r h e u r is t ic  and 

suggestive  purposes and no fu r th e r  a n a ly s is  o f th e  data  was considered.
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L im itations o f the  Study 

The survey of s k i l l s  needed was d ire c te d  only to  the  

population  o f c h ie f  s tu d en t personnel ad m in is tra to rs  a t  public  

fo u r-year u n iv e r s i t ie s  and co lleges w ith a population  of 9,000 or 

more. The sasq>le d id  not include educators o r o th e r  p ro fess io n a ls  

w ith in  s tu d en t personnel work; th e re fo re , th e  r e s u l ts  a re  based on 

a lim ited  p o p u la tion . In a d d itio n , a s e l f  s e le c tio n  process nay 

e x is t  in  th e  responses re tu rn ed . These responses may not accu ra te ly  

r e f le c t  th e  p ercep tion  o f the  to ta l  p o pu la tion . F in a lly , a non

response o f 28% is  a source of p o te n tia l  b ia s  in  th e  r e s u l t s .

Aside from lim ita tio n s  inposed by time c o n s tra in ts  and 

budgets, o th e r  r e s t r ic t io n s  included the  design o f the  instrum ent, 

form, sequence o f questions and d e ta i l  o f  procedure were developed 

by the  re sea rch e r . To th is  p o in t, the  s k i l l s  defined and a r t ic u la te d  

are  lim ite d  by the  re sea rch er to  those l i s t e d  from au thors in  the 

f i e ld ;  i t  may o r may no t be l a t e r  determ ined th a t  th e  l i s t e d  s k i l l s  

a re  those most needed to  be e f fe c t iv e . Thus, fin d ings must be 

in te rp re te d  w ith  th e se  l im ita tio n s  in  mind.



CHAPTER IV 

ANALYSIS OF DATA

The find ings rep resen ted  by the  study have been organized in  

the  o rder in  which they  were e l i c i t e d  by th e  q u estio n n a ire . F i r s t ,  

an an a ly s is  o f  the  demographic data  gathered from th e  respondents 

was p resen ted . The next sec tio n  included a p re sen ta tio n  o f the 

find ings to  be most im portant to  Chief S tudent A ffa irs  O ffice rs  based 

upon the  mean value fo r  each o f the s k i l l s  by composite group and 

subgroups. The s k i l l s  were then sub jec ted  to  Factor A nalysis to 

determ ine underly ing  fa c to rs . Factor scores were obtained  from 

the  re s u lta n t m atrix  o f  s k i l l s  and th e  mean fa c to r  scores were 

analyzed by a  2 x 2  ANOVA and t - t e s t .  F in a lly , those s k i l l s  perceived 

by the  respondents as being unique to  Chief S tudent A ffa irs  O fficers  

were l i s t e d .  For b re v ity , th e  t i t l e  Chief Student A ffa irs  O fficer w ill  

h e re in  be re fe rre d  to  as CSAO.

From a review o f p e r tin e n t research  and l i t e r a t u r e ,  a questionnaire  

was developed and sen t to  the research  population  o f 197 CSAOs a t 

s ta te  u n iv e rs i t ie s  w ith  populations o f 9,000 o r more. Responses were 

received  from 153 o f the  CSAOs, which generated 141 usable  question

n a ire s .  Thus, the  141 CSAOs w ith usable re tu rn s  rep resen ted  72% of the 

ta rg e ted  popu la tion . The 12 re tu rn s  th a t  were incom plete were due to

105



106

reasons such as re s ig n a tio n s , temporary assignment to  th e  p o s itio n , 

demographic da ta  o r survey no t completed properly  o r disagreem ent w ith 

th e  study. A l i s t i n g  o f the  schools whose CSAOs responded to  the 

survey are  shown in  Appendix D.

Demographic C h a ra c te r is tic s  

Examination of th e  demographic data  revealed th a t 123 o r 87% of 

th e  respondents were male w ith  58% of th a t group in  the  age category 

41-50. Twenty-eight percen t were in  the  51-60 age b racket w ith  10% 

under 40 and 4% over 61. Seventy-two percen t o f th e  female CSAOs were 

in  the  41-50 age b racket w ith  11% under 40 and 16% over f i f t y .  There 

were no female CSAOs over 61 years o f age. The sparse  number o f female 

respondents (N = 18) along w ith th e i r  r e la t iv e ly  young age (83% were 

under 50) in d ic a te  th a t  w ith in  the  l a s t  5 years o r  more the  u n iv e rs ity  

le v e l in s t i tu t io n s  (9,000 or more s tu d en ts) e i th e r  has not re ta in ed  or 

has not promoted from w ith in  many o f i t s  female CSAOs and the  f ie ld  

remains a male dominated occupation.

The leng th  o f employment category revealed th a t 31% of the to ta l  

sample had held  th a t  p o s itio n  from 5-10 y ears . N ineteen percen t had 

been in  th a t  p o s itio n  le s s  than 2 y ears , 20% had worked between 2-4 

years and 28% had been in  the  p o s itio n  fo r  more than  11 y e a rs . Thus, 

70% had held  th e i r  p o s itio n s  fo r  10 years o r  le s s .  However, women have 

spent le s s  time in  th e i r  p re sen t p o s itio n s  than males. Nearly twice 

as many men as women had held  th e i r  cu rren t p o s itio n  fo r  5 years o r 

longer (62% to  38%).

O verall, 73% of th e  CSAOs held docto ra te  degrees and were about 

equally  divided between E d .D .'s  and P h .D .'s . The r e s u l ts  are more
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comparable between male and female on th i s  p a r t ic u la r  catego ry , w ith 

over 77% o f the  males having d o c to ra tes  and 72% of th e  fem ales. 

Twenty-seven percen t o f  the  females were m aster degree re c ip ie n ts  as 

compared to  19% of the  m ales.

Over 78% o r 111 o f the  degrees were re la te d  to  th e  p resen t

occupation o f the  CSAOs. This type o f educational background was 

termed f ie ld  re la te d  and included p ro fe ss io n a l tra in in g  in  counseling 

or s tu d en t personnel, h ig h er education , o r some of the  so c ia l

sc ien ces . Over 21% o r 30 o f  the CSAOs had degrees th a t  were n o n -f ie ld

re la te d . N on-field  re la te d  degrees included  law, th e  sc ien ces , 

b u s in ess , r e l ig io n ,  p u b lic  h e a lth  and hum anities. Although the  

m ajo rity  o f  each o f the  male and female CSAOs held  f ie ld  re la te d  

degrees, th e  female CSAO more o f te n  came from educa tiona l backgrounds 

o u ts id e  the  f ie ld ;  th u s , 100 male CSAOs o r 81% were from f ie ld  re la te d  

a reas  as compared to  11 female CSAOs o r 61%.

S im ila r to  o th e r recen t s tu d ie s  invo lv ing  demographic inform ation  

on CSAOs (Paul and Hoover, 1980; R ickard , 1985; H arder, 1983; Brooks 

and A v ila , 1973) the  d o c to ra te  degree seems to  be in c reas in g  as the  

modal degree fo r  a t ta in in g  the p o s itio n  o f Chief S tudent A ffa irs  

O ffice r w ith  th e  m ajo rity  o f the  degree re c ip ie n ts  in  f ie ld s  o f study 

re la te d  to  h ig h er education or s tu d en t personnel ad m in is tra tio n .

Table 1 rep resen ts  the  ta b u la tio n  of the  demographic c h a ra c te r is t ic s  

o f th e  CSAOs.

Sample Data

The CSAOs were asked to  r a te  each o f 46 s k i l l  item s on the  survey.
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TABLE 1

DEMOGRAPHIC CHARACTERISTICS OF 
CHIEF STUDENT AFFAIRS OFFICERS

FREQUENCY PERCENT
C h a ra c te r is tic s C ategories Groups Male Female Groups Male Female

SEX 123 18 87% 13%

AGE 25-30 0 0 0 0 0 0
31-40 14 12 2 10% 11% 10%
41-50 86 71 13 58% 72% 58%

51-60 36 35 3 28% 16% 28%
61+ 5 5 0 4% 0 4%

LENGTH OF 1-2 YRS 27 20 7 19% 16% 39%
EMPLOYMENT 2-4 YRS 29 25 4 20% 20% 22%

5-10 YRS 45 39 6 32% 32% 33%
11+ YRS 40 39 I 29% 32% 6%

DEGREE HELD BS 3 3 0 2% 0 0
DPA 1 1 0 0 5%
EDD 52 50 5 41% 40% 28%
JD 2 2 1% 2%

MDV I I .05% .05%
MED 7 7 2 5% 6% 11%
MPH I .05%
MS 3 15 3 12% 12% 17%
MSW I I .05%
PHD 53 43 7 38% 35% 39%

TYPE OF FIELD
EDUCATIONAL RELATED I I I 100 11 79% 81% 61%

BACKGROUND NON-FIELD
RELATED 30 23 7 21% 19% 39%
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Responses were coded from 1 -  5 on a L ik ert Scale where 1 * extremely 

Im portant and 5 = should not be a s k i l l  necessary to  a CSAO. The 10 

s k i l l s  th a t  were ra ted  as most im portant to  the  sample group a re  

l i s t e d  in  o rd er o f im portance;

•  Understand the  in s t i tu t io n  as a whole system;

•  Organize and adm in ister s tuden t personnel s e rv ic e s ;

•  Lead and m otivate o th e rs ;

•  Work e f fe c t iv e ly  w ith and r e la te  to  d iverse  types o f people;

•  Understand stu d en t personnel function  in  f u l f i l l i n g  
in s t i tu t io n a l  o b je c tiv e s ;

•  Have a v is ib le  e th ic a l  and personal philosophy;

•  A llocate  resources (tim e, personnel, budget, e tc .)

•  Make d ec is ions under un certa in  co nd itions;

•  Display o ra l  and w r it te n  communication s k i l l s ;

•  M anifest w ell developed in te rp e rso n a l and human r e la t io n  
s k i l l s .

The 10 s k i l l s  considered o f le s s e r  importance to  the  sample 

groups a re  l i s t e d  in  o rder o f  le a s t  is^ o rtan ce :

•  U til iz e  resources o f  p ro fess io n a l o rg an iza tio n ;

•  Have knowledge of community o rg an iza tio n s  and s k i l l s  in  
ou treach ;

•  Act as co n su ltan t;

•  Design c o -c u rr ic u la r  a c t i v i t i e s ,  and rem edial programs to 
f a c i l i t a t e  s tuden t development;

•  Conduct in s t i tu t io n a l  resea rch ;

•  Understand p r in c ip le s  o f s t a t i s t i c a l  a n a ly s is ;

•  Conduct group and in d iv id u a l counseling w ith  studen ts  
and s t a f f ;

•  In s tru c t c la sses  w ith academic c re d it ;
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Counsel and advise  s tu d en ts  Involved in  caree r choices and 
caree r development;

Administer and in te rp re t  p e rso n a lity  t e s t s  and measures.

A b ip o la r  look a t  the  ten  most im portant s k i l l s  and the  ten  

le a s t  im portant reveal th a t the  respondents fundam entally agreed 

th a t  le a d e rs , managers o r  a d m in is tra to rs  w ith in  s tuden t a f f a i r s  needed 

human r e la t io n  s k i l l s ,  b a s ic  a d m in is tra tiv e  s k i l l s ,  decision  making 

a b i l i ty  and an o rg an iza tio n a l sense o f the  function  o f s tuden t a f f a i r s  

in  r e la t io n  to  the  whole in s t i tu t io n .  Seven out o f the  ten  item s th a t 

the  CSAOs f e l t  were genera lly  not c r i t i c a l  could be assigned to  s t a f f  

members o r were th e  r e s p o n s ib i l i t ie s  o f  s t a f f  members. S k il ls  th a t  

were t r a d i t io n a l ly  used in  in te ra c t in g  w ith  s tu d en ts  were eschewed. 

Furtherm ore, they saw no need fo r s k i l l  development in  community 

o rg an iza tio n s  o r  involvement w ith p ro fe ss io n a l o rg an iza tio n s.

One o f the  b a sic  prem ises o f the  study was th a t  gender and 

educa tiona l background would y ie ld  s ig n if ic a n t ly  d if fe re n t  responses 

from the  sasq>le. Table 2 rep resen ts  th e  sample s iz e s  fo r  the  two 

v a r ia b le s ,  gender and educa tiona l background.

TABLE 2

SAMPLE SIZE MATRIX FOR GENDER AND EDUCATIONAL 
BACKGROUND (PERCENTAGES IN PARENTHESES,

ROW PERCENT/COLUMN PERCENT)

MALES FEMALES TOTAL

FIELD RELATED 97 (892/80%) 12 (112/57%) 109 (78%)

NON-FIELD RELATED 24 (802/20%) 6 (202/33%) 30 (22%)

121 (87%) 18 (13%) 139
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Table 3 provides the survey s k i l l  l i s t  w ith  composite and 

sub-group mean values fo r  each item . The items appear in  the  tab le  

in  ascending o rder based upon the mean values o f the to ta l  sample 

group. Hence, a  low ranking in d ic a te s  high importance i s  attached  

to  th a t s k i l l  and a  high mean value in d ic a te s  th e  s k i l l  i s  perceived 

as being o f low importance to  the CSAOs.

Comparisons o f the mean values o f the  sub-groups revealed 

l i t t l e  meaningful d iffe ren ces  among sub-groups except th a t  the  female 

n o n -f ie ld  re la te d  CSAOs c o n s is te n tly  had h igher mean values than did 

th e  o th e r groups o f CSAOs. The r e s u l ts  o f th e  d iffe ren ce  in  female 

n o n -f ie ld  re la te d  rankings a re  d iscussed  in  a l a t e r  sec tio n  (see page 127), 

I t  should be noted th a t  th e re  were 2 m issing values which 

were tre a te d  as 0. A ll v a ria b le s  were c o n s is te n t in  resp ec t to the 

presence o r absence o f m issing va lu es . There were 139 observations 

used in  th e  d a ta  s e t .

Factor A nalysis Procedure 

The sample group’s responses (N » 139) to  the s k i l l  

q u estio n n a ire  were in te rc o rre la te d  by th e  use o f  the Pearson product 

moment c o rre la tio n  c o e f f ic ie n t .  The re s u lta n t  46 *46 m atrix  was 

su b jec ted  to  SAS's PROC FACTOR an a ly s is  ro u tin e . The i n i t i a l  

e x tra c tio n  re su lte d  in  28 p r in c ip a l coc^onents o r fa c to rs  being 

id e n t i f ie d .  The s iz e  of th e  eigenvalues o f each of the  fa c to rs  in  

r e la t io n  to  the  sum o f a l l  o f the  eigenvalues corresponded to  the 

percentage o f to t a l  variance fo r  which each of the  fa c to r  accounted.

Several measures were used fo r judging  th e  r e la t iv e  importance 

o f the fa c to rs . Using K a ise r 's  (1961) g re a te r  than un ity  ru le , s ix



112

TABLE 3

RANK ORDER OF SKILLS BY MEAN VALUE OF 
TOTAL SAMPLE AND MEAN VALUES OF SUB-GROUPS

ITEM MEAN VALUES

SKILL DESCRIPTION TOTAL
F-

NFR
F-
FR

K—
NFR

M-
FR

1. Understand the  I n s t i tu t io n  
as a whole system 1.23 2.77 1.17 1.19 1.13

2. Organize and adm in ister 
s tuden t personnel d iv is io n 1.27 1.83 1.17 1.25 1.25

3. Lead and m otivate o th e rs 1.33 2.33 1.17 1.26 1.42

4. Work e f fe c t iv e ly  w ith  and 
r e la te  to  d iv e rse  types o f 
people 1.45 2.33 1.42 1.43 1.29

5. Understand s tu d en t personnel 
functions in  f u l f i l l i n g  
in s t i tu t io n a l  o b je c tiv es 1.46 2.33 1.50 1.31 1.83

6. Have a v is ib le  e th ic a l  and 
personal philosophy 1.50 2.67 1.42 1.41 1.58

7. A llocate  resources (tim e, 
personnel, budget, e tc . ) 1.52 2.00 1.42 1.47 1.71

8. Make decisions under 
un certa in  cond itions 1.55 2.67 1.42 1.49 1.58

9. Display o ra l  and w ritte n  
communication s k i l l s 1.56 2.50 1.42 1.52 1.58

10. M anifest w ell-developed 
in te rp e rso n a l and human 
r e la t io n  s k i l l s 1.57 2.17 1.33 1.54 1.67

11. A ss is t s t a f f  to  develop 
goals and o b jec tiv es 1.58 1.83 1.50 2.54 2.36

12. Evaluate programs and 
personnel 1.62 2.33 1.50 1.63 1.60
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TABLE 3 -  Continued

ITEM MEAN VALUES

SKILL DESCRIPTION TOTAL
F-

OTR
F-
FR

■R-
KFR

M-
FR

13. Engage in  system atic  
planning 1.65 2.33 1.58 1.63 1.62

14. In te ra c t and communicate 
w ith  peers 1.65 2.33 1.33 1.54 1.63

15. Understand and form ulate 
goals and ob jec tiv es  of 
the  in s t i tu t io n 1.66 2.00 1.42 1.96 1.60

16. Represent s tuden ts  to  
fa c u lty  and ad m in is tra tio n 1.66 2.17 1.58 1.67 1.64

17. Manage s t r e s s f u l  and 
anx iety  producing s i tu a tio n s 1.69 2.33 1.92 1.54 1.66

18. Understand the financing  
o f h igher education 1.69 2.17 1.42 1.79 1.67

19. Manage personnel ( s ta f f in g ,  
t ra in in g , ev a lu a tio n , and 
wage and sa la ry  management) 1.72 2.17 1.50 1.88 1.69

20. E s ta b lish , m aintain and 
modify means fo r  implementing 
goals and evalua ting  r e s u l ts 1.75 2.50 1.67 2.00 1.65

21. In te rp re t  in s t i tu t io n a l  
governance and po licy  making 
to  s tuden ts 1.80 2.33 1.83 1.88 1.76

22. Understand trends and issu es  
o f po st secondary education 1.89 2.50 1.75 1.88 1.87

23. Mediate c o n f lic ts  between 
in d iv id u a ls  and groups 1.91 2.50 2.00 1.96 1.85

24. Build and u t i l i z e  
inform ation networds 1.94 2.50 1.83 1.96 1.92

25. Understand re la tio n sh ip  
environmental fa c to rs  and 
dynamics of change 2.06 3.33 2.08 2.38 1.91
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TABLE 3 -  Continued

ITEM MEAN VALUES

SKILL DESCRIPTION TOTAL
F-

NFR
F-
FR

Ü-
NFR

M-
FR

26. U til iz e  inform ation 
systems and data processing 2.07 2.17 2.00 2.25 2.03

27. Demonstrate f a i r  and 
e f fe c t iv e  d is c ip lin e  of 
s tuden t misconduct 2.22 2.33 2.33 2.14 2.13

28. Display fa m ilia r i ty  w ith 
the  p ro fe ss io n a l l i t e r a tu r e 2.30 2.50 1.92 2.63 2.25

29. A r tic u la te  and id e n tify  the  
c h a r a c te r is t ic s  and 
developmental s tag es  o f the 
American co llege  s tuden t 2.31 3.00 2.25 2.33 2.27

30. U ti l iz e  p o l i t i c a l  s k i l l s  
as a power base 2.32 2.83 2.17 2.58 2.24

31. U til iz e  time management 
techniques 2.32 2.83 1.92 2.54 2.29

32. Understand th e o rie s  of 
p e rso n a lity  development 2.36 2.83 2.17 2.67 2.28

33. U ti l iz e  assessm ent techniques 
in  determ ining needs o f 
s tu den ts 2.36 3.00 2.50 2.46 2.28

34. Control change 2.36 2.17 2.17 2.54 2.36

35. In te rp re t  research  as 
rep o rted  in  p ro fessio n a l 
l i t e r a tu r e 2.38 2.83 2.33 2.54 2.32

36. U til iz e  resources of 
p ro fe ss io n a l o rgan izations 2.40 2.50 2.08 2.42 2.43

37. Have knowledge o f community 
o rg an iza tio n s  and agencies 2.48 3.00 2.50 2.54 2.42

38. Act as consu ltan t 2.59 3.00 2.08 3.08 2.50
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TABLE 3 -  Continued

ITEM MEAN VALUES

SKILL DESCRIPTION TOTAL
F-

NFR
F-
FR

« -
NFR

M-
FR

39. Design c o -c u rr ic u la r  programs, 
a c t i v i t i e s ,  and rem edial 
programs 2.61 2.83 2.75 2.67 2.57

40. Have knowledge o f d iverse  
types o f  in s t i tu t io n s  (ju n io r 
c o lle g es , p u b lic , l ib e r a l  a r ts ) 2.83 2.83 2.58 2.79 2.86

41. Conduct in s t i tu t io n a l  research 2.94 3.00 2.92 2.88 2.96

42. Understand p r in c ip le s  of 
s t a t i s t i c a l  a n a ly s is 2.94 3.00 2.92 2.96 2.94

43. Conduct group and in d iv id u a l 
counseling w ith  s tu d en ts  and 
s t a f f 2.99 3.17 2.75 2.83 3.04

44. In s tru c t c la s se s  w ith  
academic c re d it 3.06 3.50 3.08 2.83 3.09

45. Counsel and advise  studen ts  
involved in  c a ree r  choices 
and c a ree r development 3.50 3.17 3.50 3.33 3.37

46. A dm inister and in te rp re t  
p e rso n a lity  t e s t s  and measures 3.99 3.67 3.75 3.70 4.09

1. EXTREMELY HIGH IMPORTANCE 2. HIGH IMPORTANCE 
IMPORTANCE 4. LOW IMPORTANCE 5. SHOULD NOT BE A 
A CHIEF STUDENT AFFAIRS OFFICER

3. MEDIUM 
SKILL NECESSARY TO
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fa c to rs  exceeding an eigenvalue o f 1 .0  were id e n tif ie d  as fa c to rs  th a t 

were to  be re ta in ed . The f i r s t  unro ta te d  fa c to r  had an eigenvalue of 

12.39 and the  second fa c to r  eigenvalue had a value of 4.95 which 

accounted fo r  37% of the  cosmon varian ce . Four weaker fa c to rs  had 

eigenvalues o f 2 .15 , 1 .78 , 1.59 and 1 .52 , re sp ec tiv e ly . Together 

w ith  the  f i r s t  two fa c to rs ,  th e  s ix  fa c to rs  accounted fo r 52% of the  

common variance .

Applying C a r te l 's  (1966) Scree t e s t  to  the  eigenvalues 

in d ica ted  th a t  only two fa c to rs  should be re ta in e d . The Scree p lo t 

as i l l u s t r a t e d  in  Figure 1 shows a sharp bend a t  the  th i r d  e igenvalue , 

which C a tte l th eo rized  in d ic a te s  th a t  the  l a s t  s a l i e n t  fa c to r  should be 

d ir e c t ly  above the break o r sc ree .

A d d itio n a lly , in te rn a l  consistency  (alpha) c o e f f ic ie n ts  were 

c a lc u la te d  on the  fa c to rs . The c o e f f ic ie n t alpha fo r Factor I was 

.94 and fo r  Factor I I  was .82 . The alpha value dropped below .55 

fo r  Factors I I I-V I. These values suggest a high r e l i a b i l i t y  fo r  the  

f i r s t  two cos^onents and support th e  decision  based upon th e  Scree t e s t  

not to  r e ta in  the  th i r d  common fa c to r  and o th e rs .

In o rder to  improve th e  in te r p r e ta b i l i ty  o f the  fa c to rs  by 

s ep a ra tin g  the  two fa c to rs  as much as p o ss ib le , the  two fa c to rs  were 

subm itted  to  SAS's p r in c ip a l components an a ly s is  followed by varimax 

ro ta t io n . The c r i te r io n  fo r  in c lu s io n  o f item s was a minimum loading 

o f .40 . The decision  to  use .40 as the minimum loading i s  based on the 

suggestion o f Lindemen, Merenda and Gold (1980, p. 273) who view a 

c o e f f ic ie n t of .40 as the minimum le v e l fo r a v a ria b le  to  co n trib u te  

m eaningfully to  a fa c to r . Using the  .40 c r i te r io n  value th e re  were no
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loadings chat were complex, th a t  i s ,  loaded .40 on more than one 

cos^onent. Forty-one of  th e  46 items loaded on a t  le a s t  one of the 

fa c to rs .

The f i r s t  component i s  a la rg e  general fa c to r  w ith 23 items 

load ing  on i t .  Although th e re  a re  some negative  lo ad ings, they are 

not strong  enough to  rep re sen t a b ip o la r dimension. T herefore,

Factor I i s  a u n ip o la r fa c to r  whose major s a l ie n ts  a re  subscales th a t 

r e la te  to  issu es  o f I n s t i tu t io n a l  governance and le ad e rsh ip . The 

s k i l l s  th a t loaded on F actor I  coincide w ith  th e  Conceptual S k il ls  

described  by Katz (1955, 1974, p . 90-102) and M intzberg (1973). In 

general th i s  s k i l l  o f fe rs  a  broadened view o f the  scope o f s tuden t 

se rv ices  and an understanding o f the  re la tio n sh ip  between th e  CSAOs 

d iv is io n  and o th e r p a r ts  o f the  in s t i tu t io n ,  an understanding of the  

management r e s p o n s ib i l i t ie s  and b asic  a d m in is tra tiv e  s k i l l s  along w ith 

human re la t io n  s k i l l s .

The groupings o f th e  v a ria b le s  on F actor 1 appear to  rep resen t 

th e  g lobal s k i l l s  necessary  fo r  addressing  p o licy  making is su e s , 

dec is io n  making, communicating e f fe c t iv e ly  and in te ra c t io n  w ith 

d if fe re n t types o f people. Consequently, Factor I  was named "Conceptual 

S k i l ls " .  Factor I  rep resen ted  26% of the  cotmon v a rian ce . Although 

re la t iv e ly  sm all, t h i s  fa c to r  accounted fo r  alm ost th ree  tim es the 

variance  th a t  the  next la rg e s t  fa c to r  accounted fo r .  This component 

includes a l l  10 of th e  s k i l l s  th a t  were considered o f most im portance, 

i . e . ,  the 10 having the  h ig h est mean value.

The 20 s k i l l s  th a t load on Factor I I  a re  a l l  s k i l l s  which 

req u ire  an understanding of and p ro fic ien cy  in  a s p e c if ic  kind of
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a c t iv i ty ,  p a r t ic u la r ly  one invo lv ing  method, p rocesses, procedures 

o r techn iques. The name fo r  Factor I I  "Technical S k i l l , "  a lso , 

comes from one o f the key s k i l l s  id e n t i f ie d  by Katz (1955, 1974).

In a d d itio n  to  the  above d e f in i t io n  o f te ch n ica l s k i l l ,  Katz s ta te d  

th a t  te ch n ica l s k i l l s  a re  a lso  p ro fess io n a l s k i l l s  o r  knowledge o f a 

d is c ip lin a ry  f ie ld  as w e ll as c a p a b i l i t ie s  in  teach ing  and re sea rch .

Counseling, data  p ro cessin g , ca ree r advisem ent, understanding 

s t a t i s t i c a l  techn iques, conducting and in te rp re t in g  re sea rch , and 

design ing  programs are  some o f th e  loadings on Fart-nr u  and included 

a l l  o f  the  s k i l l s  th a t  were considered o f le a s t  importance to  the  

CSAOs. Factor I I  i s  c le a r ly  o f le s s  iaq>ortance fo r  two reasons: 

f i r s t  because those types o f a c t i v i t i e s  might be delegated o r  a re  the  

re s p o n s ib il i ty  o f a s t a f f  member. The second i s  because those 

a c t i v i t i e s  l i s t e d  in  Factor I I  accounted fo r 11%, much le s s  than the  

va rian ce  accounted fo r  in  F actor I .

Table 4 contains th e  re ta in e d  v a ria b le s  o f th e  varimax 

ro ta te d  p r in c ip a l components s o lu tio n , th e i r  loadings and th e i r  

names. The method of ro ta t io n  used in  th e  study (Varimax) corresponded 

w ith those measures th a t a re  most s im ila r  and most d is s im ila r  to  each 

fa c to r .  The two d is t in c t  dimensions produced by fa c to r  an a ly s is  

(F acto r I  and F acto r I I )  c o r re la te  w ith  th e  te n  most izqw rtan t s k i l l s  

and th e  ten  le a s t  isq>ortant s k i l l s ,  re sp ec tiv e ly  by ranking of means. 

The alpha values in d ica ted  th a t th e  item s were h igh ly  c o rre la te d  on 

th ese  dim ensions, which in d ic a te s  th a t  the  instrum ent has is o la te d  

some s k i l l s  th a t CSAOs th in k  a re  e s s e n t ia l  and some s k i l l s  th a t  CSAOs 

do no t th in k  a re  e s s e n t ia l .  However, the  two fa c to rs  accounted fo r
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TABLE U

ROTATED FACTOR PATTERN 
(VARIMAX SOLUTION)

FACTOR
NAME

SKILL
DESCRIPTOR

FI
LOADING

F2
LOADING

CONCEPTUAL
SKILLS

Lead and m otivate o th e rs  #30 .74033 .00682

Display o ra l and w ritten  
communication s k i l l s  #34 .69618 .14344

Understand studen t personnel 
functions in  f u l f i l l in g  
in s t i tu t io n a l  o b jec tiv es  #50 .67838 .12105

Engage in  system atic 
p lanning #36 .67299 .21521

Understand the  in s t i tu t io n  
as a whole system #29 .65947 -.03707

Work e f fe c tiv e ly  w ith and 
r e la te  to  d iverse  types of 
people #33 .64193 .14344

M anifest w ell-developed 
in te rp e rso n a l and human 
re la t io n  s k i l l s  #43 .63315 .18072

E s ta b lish , m ain tain , modify 
means fo r implementing goals 
and evaluate  re s u lts  #67 .63181 .19189

In te ra c t and communicate 
w ith peers #47 .62044 .22401

Understand and form ulate goals 
and o b jec tiv es  #49 .62220 .10464
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TABLE 4 -  Continued

FACTOR
NAME

SKILL
DESCRIPTOR

FI
LOADING

F2
LOADING

CONCEPTUAL Organize and adm inister studen t 
SKILLS personnel d iv is io n  #63 .61132 -.09604

Manage s t r e s s f u l  and anxiety- 
producing s i tu a t io n  #62 .59671 .28612

Have v is ib le  e th ic a l  and 
personal philosophy #72 .59192 .05615

Make decis io n s  under uncertain  
conditions #31 .58267 -.05911

A llocate  resources (tim e, 
personnel, budget, e tc .)  #37 .57299 .15584

In te rp re t  in s t i tu t io n a l  
governance policy-m aking to 
s tu d en ts  #48 ,56942 .30574

Understand financing  of 
h igher education #59 .56478 .23843

Manage personnel ( s ta f f in g , 
t ra in in g , evaluation  and wage 
and sa la ry  management) #39 .55530 .22283

Evaluate programs and 
personnel #40 .52305 .18291

Understand trends and issues 
os post-secondary education #58 .51451 .26003

A ssis t s t a f f  to  develop goals 
and o b jec tiv es  #28 .49147 .18924
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TABLE 4 -  Continued

FACTOR
NAME

SKILL
DESCRIPTOR

FI
LOADING

F2
LOADING

CONCEPTUAL
SKILLS

Represent s tuden ts  to  
facu lty  and 
adm in is tra tio n  #32 .48055 .20902

Understand re la tio n sh ip  
between environmental 
fa c to rs  and dynamics 
o f changes #66 .45637 .31854

TECHNICAL
SKILLS

Conduct in s t i tu t io n a l  
research  #70 -.13275 .68120

Counsel and advise s tuden ts  
involved in  ca ree r choice 
and ca ree r development #46 -.11022 .65800

A rtic u la te  and id e n tify  
c h a ra c te r is t ic s  and developmental 
s tages of American co llege 
s tuden ts  #64 .12384 .65377

Design c o -c u rr ic u la r  programs 
and rem edial programs to  
f a c i l i t a t e  studen t develop
ment #65 .11065 .63371

Understand p r in c ip le s  of 
s t a t i s t i c a l  an a ly s is  #54 .02574 .62733

In s tru c t c la sses  with 
academic c re d it  #71 .07884 .59838

Display fa m il ia r i ty  with 
p ro fessio n a l l i t e r a tu r e  #60 .29414 .59462
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TABLE 4 -  Continued

FACTOR
NAME

SKILL
DESCRIPTOR

FI
LOADING

F2
LOADING

TECHNICAL
SKILLS

Adm inister and in te rp re t  
p e rso n a lity  te s t s  and 
measures #56 -.33913 .58126

U til iz e  resources of 
p ro fess io n a l 
o rgan iza tio n s  #61 .21083 .58111

Act as co nsu ltan t #68 .11492 .57997

Have knowledge of 
community o rgan izations 
and agencies and s k i l l  
in  outreach #51 .25538 .57469

Conduct group and 
in d iv id u a l counseling w ith 
s tu d en ts  and s t a f f  #45 -.07208 .57695

U til iz e  assessment techniques 
in  determ ining needs of 
s tu den ts  #53 .26232 .57387

In te rp re t  research  as 
repo rted  in  p ro fess io n a l 
l i t e r a tu r e  #55 .31156 .56282

Understand th eo rie s  of 
p e rso n a lity  development #42 .31662 .55086

U til iz e  time management 
techniques #69 .20678 .54164

U tiliz e  inform ation systems 
and data p rocessing  #38 .36340 .51349
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TABLE 4 -  Continued

FACTOR
NAME

SKILL
DESCRIPTOR

FI
LOADING

F2
LOADING

TECHNICAL
SKILLS

Demonstrate f a i r  and 
e f fe c t iv e  d isc ip lin e  of 
studen t misconduct #41 .24943 .43140
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only 37% of the  to t a l  variance in d ic a tin g  th a t a more comprehensive or 

a  d if f e r e n t  item  l i s t  o f s k i l l s  i s  d e s irab le  to  in^rove th e  s t ru c tu ra l  

adequacy o f the  instrum ent and i t s  a b i l i ty  to  explain  th e  va rian ce .

A nalysis o f  Variance Based 
Upon Gender and Education

F urther a n a ly s is  o f the  da ta  included the  development o f fa c to r 

sco res fo r  the  items th a t make up Factor I  and Factor I I  and an an a ly s is  

o f  variance  to  determ ine whether o r no t th e re  were s ig n if ic a n t  

d iffe ren c es  between CSAOs on th e  b a s is  o f gender and educational 

background. Using SAS's PROC FACTOR and PROC SCORES a w eighting 

m atrix  fo r  fa c to r  scores was c a lc u la te d  from the  re s u l ts  o f  th e  p r in c ip a l 

cosq)onents a n a ly s is . The reg re ss io n  method fo r  estim atin g  w eights was 

used. The fa c to r  sco res con tain  the  l in e a r  combination of th e  coef

f ic ie n t s  and the  o r ig in a l d a ta  values o f the  v a r ia b le s . The fa c to r  

sco res were then computed to  o b ta in  the  mean fa c to r  sco res fo r  each of 

the  fou r groups based upon gender (male vs. female) and ed u ca tiona l 

background ( f ie ld  re la te d  v s . n o n -f ie ld  re la te d ) .

Using PROC GLMj fa c to r ia l  a n a ly s is  o f  variance was performed sep

a ra te ly  on each o f th e  p r in c ip a l dependent v a r ia b le s ; F actor I  and Factor 

I I ,  w ith  gender and educational background as th e  independent v a r ia b le s . 

The f i r s t  hypothesis p red ic ted  th e re  would be no s ig n if ic a n t  d iffe ren ces  

in  responses among males and females on Factor I .  The second hypothesis 

p red ic ted  th a t th e re  would be no s ig n if ic a n t  d iffe ren ces  between the  

means o f CSAOs with f ie ld  re la te d  educational backgrounds and CSAOs 

w ith  n o n -f ie ld  re la te d  educational backgrounds. The th i r d  hypothesis 

p red ic ted  th a t the  in te ra c tio n  of gender and educational background
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would produce no s ig n if ic a n t  d iffe ren ces  in  the  means of Factor I .

A two-way a n a ly s is  o f variance revealed  s ig n if ic a n t 

d iffe ren ces  (alpha = .01) fo r th e  e f fe c ts  o f  gender (F » 9 .7 3 ), 

educa tiona l background (F = 18.88) and the  in te ra c t io n  o f gender 

and ed u ca tio n a l background (F = 9 .4 5 ). The F - ra tio s  o f the  main e f fe c ts  

and th e  in te ra c t io n  e f fe c t  were g re a te r  than th e  F -C r it ic a l  (1,135) = 6.84. 

Each o f  th e  th re e  n u l l  hypotheses was re je c te d . A summary o f the  ANOVA 

fo r main e f f e c ts  and in te ra c tio n  i s  p resen ted  in  Table 5.

TABLE 5

SUMMARY OF ANOVA OF FACTOR I

SOURCE D F
SUM OF 

SQUARES
MEAN

SQUARE
F.

RATIO
F.

PROB.
F.

CRIT

Gender 1 8.39 8.39 9.73 .0022 6.84
Educational
Background 1 16.35 16.35 18.98 .0001
Gender X 
Education 1 8.14 8.14 9.45 .0026

E rror 135 116.33 .86
TOTAL 138 138.00

The s iz e  o f the  subgroups (Table 2 , p . 110) in d ic a te  a skewed 

p opu la tion ; however, the in te rp re ta t io n  was based on an assumption of 

norm ality . The re s u l ts  in d ic a te  th a t gender had d i f f e r e n t ia l  e f fe c ts  on 

F actor I ,  th a t  educational background had d i f f e r e n t ia l  e f fe c ts  on 

Factor I  and th a t  th e re  was a s ig n if ic a n t  in te ra c t io n  between gender 

and edu ca tio n a l background. The f a c to r ia l  an a ly s is  o f variance 

in d ica ted  th a t  o v e ra ll d iffe ren ces  among th e  means a re  s t a t i s t i c a l l y  

s ig n if ic a n t ;  however, the  source of s ig n if ic a n c e  can no t be p rec ise ly
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to ld  from the  F - ra t io s .

To fu r th e r  understand the  find ings o f the  in te ra c t io n  e f f e c t ,  

t - t e s t s  were performed on th e  means o f the  two independent v a r ia b le s . 

The t - t e s t  performed on the  female respondents revealed  th a t a t  the 

.01 le v e l o f s ig n if ic a n c e , the t  o f 9.13 was g re a te r  than the  

t - c r i t i c a l  of 2 .33 (D.F. = 135) and confirmed the  la rg e  d iffe ren ce  

in  female respondents based upon educational background. A s im ila r  

t - t e s t  was performed on the  males based upon edu ca tio n a l background.

At the  .01 le v e l o f  s ig n if ic a n c e , th e  t  o f 1.59 was le s s  than the 

t - c r i t i c a l  o f  2.33 (D.F. = 135) and showed no s ig n if ic a n t  d iffe ren ce  

in  male responses based upon d iffe ren ces  in  ed u ca tio n a l background.

A graph o f the  means o f the four groups i s  p ro f ile d  in  

Figures 2, 3 and 4 and i l l u s t r a t e  the  main e f f e c ts  o f gender and 

educational background and the  in te ra c t io n  between the  two main 

e f f e c ts .  The source o f  in te ra c t io n  i s  ev iden t in  Figure 4 , where i t  

i s  seen th a t  th e  mean of th e  female n o n -f ie ld  r e la te d  CSAOs i s  

s ig n if ic a n t ly  g re a te r  than th e  o th e r th ree  means and th a t  none o f the 

o th e r d iffe ren c es  i s  s ig n if ic a n t .  A lso, as shown in  Figure 4 , male 

n o n -fie ld  re la te d  CSAOs demonstrated a tendency to  run in  th e  same 

d ire c tio n  as th e  female n o n -f ie ld  re la te d  CSAOs. However, th e i r  

ra tin g s  were no t pronounced enough to  in d ic a te  a s ig n if ic a n t  d iffe ren ce . 

Concommitantly, the  male and the  female f ie ld - r e la te d  CSAOs were most 

s im ila r  in  th e i r  ra tin g s  o f the s k i l l s  load ing  on Factor I and in  th e ir  

means.

F igures 2 and 3 i l l u s t r a t e  the  d iffe ren c es  in  the  means o f the 

subgroups. To b e t te r  understand the  d iffe ren ce  between the groups.
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Table 3, as shown e a r l i e r  (p. 112-115), show the  mean values o f the 

ra tin g s  o f the  s k i l l s  by the  to ta l  group and th e  subgroups. The 

female n o n -f ie ld  re la te d  CSAOs c o n s is te n tly  had h igher means in  

th e i r  r a t in g  o f the  s k i l l s  and ra ted  the  s k i l l s  d if f e r e n t ly  than the 

o th e r th re e  groups o f  CSAOs. The follow ing te n  s k i l l s  were ra ted  as 

most in ç o r ta n t by the  female n o n -fie ld  re la te d  CSAOs:

•  A ss is t s t a f f  to  develop g o a ls /o b je c tiv e s ;

•  Organize and ad m in ister s tu d en t personnel d iv is io n ;

•  A llo cate  resources (tim e, budget, personnel, e t c . ) ;

•  Understand and form ulate goals and o b je c tiv e s  o f the 
in s t i tu t io n ;

•  Control change;

•  Represent s tu d en ts  to  fa c u lty  and ad m in is tra tio n ;

•  U ti l iz e  inform ation systems and da ta  p rocessing ;

•  Manage personnel ( s ta f f in g ,  t ra in in g , e v a lu a tio n , and 
wage management);

•  M anifest w ell-developed in te rp e rso n a l and human re la tio n  
s k i l l s ;

•  Understand the financing  o f h igher education .

The s k i l l s  ranked h ighest by the  female CSAOs were re la te d  to 

in te ra c t io n  and involvement w ith  the s t a f f  members under superv ision  

and managing th e  goals o f h e r d iv is io n . The s k i l l s  th a t  were concerned 

w ith peer re la t io n s  o u ts id e  th e  studen t personnel subd iv isions and 

o rg an iza tio n a l awareness were ranked by th i s  group a t  a lower le v e l on 

the continuum. Thus, the  in te ra c t io n  of gender and education had a 

s ig n if ic a n t  e f fe c t  on the  percep tions o f female n o n -f ie ld  re la te d  

CSAOs and th a t subgroups had a d if fe re n t h ie ra rch y  o f s k i l l s ;  th e re fo re , 

th i s  group was the  main source of the  s ig n if ic a n t  d iffe ren c es  in  the
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F -ra tio s  and the  t - t e s t  on Factor I .

Factor I I  was subm itted to  the  same an a ly s is  o f variance  as 

F actor I using s im ila r  hypotheses. The an a ly s is  o f the  sco res from 

F actor I I  produced re s u l ts  s u b s ta n tia l ly  d if fe re n t  from Factor I .

The f i r s t  hypothesis was th a t  th e re  would be no d iffe ren ce  between 

th e  mean fa c to r  scores o f  males and females on Factor I I .  At the  

.05 le v e l  o f s ig n if ic a n c e , th e  F r a t io  o f .26 c le a r ly  l i e s  below the 

c r i t i c a l  value o f 6.84 and th e  hypothesis was not re je c te d . The 

second hypothesis was th a t  th e re  would be no s ig n if ic a n t  d iffe ren ce  

between the  means o f CSAOs w ith  f ie ld  re la te d  educational background 

and CSAOs w ith n o n -f ie ld  r e la te d  educa tiona l backgrounds on Factor I I .  

The F value o f .25 was below th e  c r i t i c a l  value o f 6.84 and the  n u ll 

hypothesis  was no t re je c te d . The th ir d  hypothesis was th a t  the  

in te ra c t io n  of gender and educa tiona l background would produce no 

s ig n if ic a n t  d iffe ren ces  in  th e  means o f Factor I I .  At the  .01 le v e l 

o f s ig n if ic a n c e , th e  ob tained  value o f .15 was le s s  than the  c r i t i c a l  

value o f 6 .84; th e re fo re , th e  n u l l  hypotheses could not be re je c te d . 

Very low F values such as th e  ones obtained  on Factor I I  and as shown 

in  Table 6 in d ic a te  th a t the  group means o f male f ie ld - r e la te d ,  male 

n o n -f ie ld  re la te d , female f ie ld - r e la te d  and female n o n -f ie ld  re la te d  

a re  c lo se r  to g e th er than might be expected from groups w ith  d if fe re n t  

c h a r a c te r is t ic s .  Since n e ith e r  th e  main e f fe c ts  o r in te ra c t io n  of 

the  main e f fe c ts  approached s ig n if ic a n c e , the  t - t e s t  was no t applied  

to  t e s t  the  means.

Unique S k il ls

The question  concerning what s k i l l s  are considered unique to
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TABLE 6

SUMMARY OF ANOVA OF FACTOR I I

SOURCE D F
SUM OF 

SQUARES
MEAN

SQUARE
F.

RATIO
F.

PROB.
F.

CRIT.

Gender 1 .27 .27 .26 .6076 6.84

Educational
Background 1 .26 .26 .26 .6142

Gender X 
Education 1 .15 .15 .15 .6984

E rro r 135 137.26

TOTAL 138 138

the CSAO was open-ended and produced responses from 72 members of the

p o p u la tion . The responses were catego rized  through content a n a ly s is .

The red uc tion  o f the  universe o f co n ten t, U, o r a l l  responses given by 

the  CSAOs was accomplished through agreement among fiv e  r a te r s .  The U 

was p a r t i t io n e d  in to  f iv e  major c a teg o rie s  and a number o f subcategories.

The major c a teg o rie s  were defined by th e  s im ila r  s k i l l s  grouped to  form

a re p re se n ta tiv e  summary statem ent which defined the  category . The 

red uc tion  o f th e  s k i l l s  in to  subcategories was q u a n tif ie d  based upon 

the  number o f tim es a p a r t ic u la r  s k i l l  was l i s t e d  under a major category 

o r the  uniqueness o r tim e lin ess  of the  s k i l l .

The a reas the  CSAOs considered as unique s k i l l s  to  the f ie ld

were in  human relation/com m unication s k i l l s ;  ad m in is tra tiv e /ed u ca tiv e  

p rocess; counseling; knowledge o f s tu d en t c h a r a c te r is t ic s ;  studen t 

personnel work and personal c h a r a c te r is t ic s .  The s a l ie n t  p o in ts  of 

the  category human re la tio n  s k i l l s  were: working harmoniously with

o th e rs , p a r t ic u la r ly  r e la t in g  to  d iv e rse  groups and being a p ro fessio n a l
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team member. The ad m in is tra tiv e /ed u ca tiv e  process s tre s s e d : 

understanding tren d s  o f h igher education ; in te rp re t in g  educational 

goals to  s tu d en ts ; c o n su lta tio n , goal s e t t in g ,  management o f f i s c a l  

resou rces, c r i s i s  management and knowledge of le g a l r ig h ts  o f s tu d en ts . 

The counseling func tion  focused upon: l i s te n in g  s k i l l s ,  knowledge of

human behavior and improving th e  human co n d itio n . The subcategory of 

the major category e n t i t le d  s tuden t personnel work r e f le c ts  the 

tr a d i t io n a l  and contemporary ro le  o f CSAOs in  h ig h er education . Those 

s k i l l s  emphasized as unique include : understanding theory  of student 

personnel, second curriculum  management, and serv in g  as s tuden t 

advocate. The personal c h a ra c te r is t ic s  considered e s s e n t ia l  o r  unique 

to  th e  f ie ld  were: good judgment, lo y a lty  to  s tu d e n ts , being caring

y e t firm , having moral and e th ic a l  behavior, a to le ran ce  fo r  ambiguity 

and a sense o f humor.

Most o f the  s k i l l s  c ite d  r e f le c t  core values and philosophy of 

the studen t personnel and studen t development movement. Conversely, 

a number o f the  unique s k i l l s  l i s t e d  were a lso  c lo se ly  re la te d  to the 

type o f s k i l l s  th a t  were included in  the  ten  l e a s t  necessary  s k i l l s .  

Table ? shows the  f iv e  major ca teg o ries  w ith  th e  su b ca teg o rie s . A ll of 

the s k i l l s  as o r ig in a l ly  w ritte n  by the respondents a re  l i s t e d  in 

Appendix F.

SiTtnmary

The purpose o f th i s  p o rtion  of the  study was to  answer the th ree  

research  q u estio n s. In o rder to  determ ine what the  p r a c t i t io n e r s ' 

opinions were in  regard  to  the  f i r s t  q u estio n s, i t  was necessary  to 

assess the  rank importance o f each o f the  s k i l l s .  Although the mean
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TABLE 7

MAJOR AND SUBCATEGORIES FOR UNIQUE SKILLS

MAJOR CATEGORY SUBCATEGORY

HUMAN RELATION SKILLS

STUDENT PERSONNEL SKILLS

ADMINISTRATIVE/ 
EDUCATIVE SKILLS

Working harmoniously w ith o th e rs ;

P ro fess io n a l team member;

A b ility  to  r e la te  to  d iverse  
groups;

Group dynamics;

Understand theory  o f s tuden t 
personnel work;

Second curriculum  management;

S tu d en t's  advocate;

Communications l in k  between 
s tuden ts  and ad m in is tra tio n ;

Know p r io r i t i e s  o f d iv is io n ;

Understanding co llege  s tuden t 
(C h a ra c te r is t ic s , p e rso n a lity  
development, and developmental 
s ta g e s ) ;

Understand educa tiona l tren d s ;

In te rp re t  educational process 
to  s tu d en ts ;

Goal s e t t in g ;

Management o f f i s c a l  resources; 

Leadership;

Knowledge of le g a l r ig h ts  of 
studen ts  ;

N egotiation  o f s tu d e n ts ’ ro le  in 
governance and p o licy  making;
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TABLE 7 -  Continued

MAJOR CATEGORY SUBCATEGORY

COUNSELING L isten ing  s k i l l s ;

Knowledge o f human behavior;

Improve human cond ition ;

PERSONAL CHARACTERISTICS Good judgment;

Loyalty to  s tu d en ts ;

Caring and firm ness;

Moral and e th ic a l  standards;

Patience and understanding;

Tolerance o f am biguity;

Sense o f humor.
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values were not ap p ro p ria te  fo r in d ic a tin g  consensus, i t  was used to 

rank the  func tions according to  th e i r  degrees o f im portance.

A b ip o la r  look a t  the  ten  most inq>ortant s k i l l s  and the  ten  

le a s t  im portant s k i l l s  reveal th a t the  respondents fundamentally 

agreed th a t  le a d e rs , managers o r ad m in is tra to rs  w ith  s tu d en t a f f a i r s  

needed human re la t io n  s k i l l s ,  b asic  ad m in is tra tiv e  s k i l l s ,  decision  

making a b i l i ty  and an o rg an iza tio n a l sense o f  the  function  o f student 

a f f a i r s  in  re la t io n  to  the  whole in s t i tu t io n .  Seven ou t o f the  ten  

items th a t  the  CSAOs f e l t  were genera lly  no t c r i t i c a l  could be 

delegated to  s t a f f  members o r were th e  re s p o n s ib il i ty  o f a s t a f f  

member. Those types o f s k i l l s  th a t had t r a d i t io n a l ly  been used in  

in te ra c t in g  w ith  s tu d en ts  were not deemed as im portan t. Two o th e r 

s k i l l s  th a t  were no t considered of g rea t importance were s k i l l  in  

community outreach  o r  o rgan iza tio n s  and an a f f i l i a t i o n  w ith a 

p ro fess io n a l o rg an iza tio n .

D ifferences in  responden ts ' percep tions o f the  survey s k i l l s  

based upon gender and educational background were te s te d  through fa c to r  

an a ly s is  and an a ly s is  o f v a rian ce . There were two components id e n tif ie d . 

Factor I  was termed "Conceptual S k il ls "  and in  g en era l, emerged as a 

broadened view o f the  scope o f s tu d en t se rv ice s  and an understanding of 

the re la tio n sh ip  between th e  OSAO’s d iv is io n  and o th e r p a r ts  of the 

in s t i tu t io n .  I t  e n ta ile d  an understanding o f the  management 

r e s p o n s ib i l i t ie s  and b asic  ad m in is tra tiv e  s k i l l s  along w ith  human 

re la t io n  s k i l l s .  A ll o f the  s k i l l s  considered of most importance were 

contained in  F actor I .

Factor I I  was termed "Technical S k il l"  and included those
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v a ria b le s  which req u ire  an understanding of and p ro fic ien cy  in  a 

s p e c if ic  kind o f a c t i v i ty ,  p a r t ic u la r ly  one involv ing  method, 

p rocesses, procedures o r  techn iques. Counseling, c a ree r advisem ent, 

conducting and in te rp re t in g  resea rch  and designing s tu d en t personnel 

programs were some of th e  load ings on Factor I I .  Factor I I  contained 

most o f  the  s k i l l s  th a t  were considered o f l e a s t  inço rtance  and were 

the  type of a c t i v i t i e s  th a t  could be delegated o r were a lready  the  

re s p o n s ib il i ty  o f a s t a f f  member.

The ANOVA of F ac to r I  revealed  th a t the  gender had d i f f e r e n t ia l  

e f fe c ts  on Factor I ,  th a t  edu ca tio n a l background had d i f f e r e n t ia l  

e f f e c ts  on Factor I  and th a t  th e re  was a s ig n if ic a n t  in te ra c t io n  

between gender and ed u ca tio n a l background. The re s u l ts  o f the  ANOVA 

and a t - t e s t  in d ica ted  th a t female n o n -f ie ld  re la te d  CSAOs had h igher 

means in  th e i r  ra tin g s  o f th e  s k i l l s  and ranked the  s k i l l s  d if f e r e n t ly  

than th e  o th e r th ree  subgroups o f CSAOs. An ANOVA of F actor I I  

revealed  no s ig n if ic a n t  d iffe re n c e s  between groups.

The r e s u l ts  o f the  open-ended question  in d ica ted  s ix  a reas 

th a t  the  respondents f e l t  they  had unique s k i l l s .  The major areas 

the  CSAOs considered as unique to  th e  f ie ld  were in  human r e la t io n /  

communication s k i l l s ;  ad m in is tra tiv e /ed u c a tiv e  p rocess; counseling; 

knowledge of s tuden t c h a r a c te r is t ic s ;  and s tuden t personnel work and 

personal c h a r a c te r is t ic s .  The unique s k i l l s  l i s t e d  re f le c te d  

t r a d i t io n a l  and contemporary ro le s  o f CSAOs in  h igher education .



CHAPTER V 

DISCUSSION

The l i t e r a tu r e  o f the  f i e ld  has had an underlying theme th a t 

th e re  a re  sp e c ia l s k i l l s  and c a p a b i l i t ie s  e s s e n t ia l  fo r  the  su rv iv a l 

o f c h ie f  s tu d en t a f f a i r s  o f f ic e r s .  The prim ary o b jec tiv e  o f th i s  

in v e s t ig a tio n  was to  determ ine i f  th e  s k i l l s  c o n s is te n tly  c ite d  in  

th e  l i t e r a t u r e  were isqw rtan t to  th e  p ra c t i t io n e r s  and i f  th e  job  o f 

c h ie f  s tu d en t a f f a i r s  o f f ic e r  re q u ire s  a  s e t  o f s k i l l s  th a t  a re  unique 

to  the  a re a  and make th e i r  p e rsp ec tiv e  w ith in  the  o rgan ization  d if f e r e n t  

from the  o th e r  members o f the  a d m in is tra tiv e  team.

Im plica tions o f  th e  Demographic Data

The r e s u l t s  th e  study generated were organized and analyzed on 

th e  b a s is  o f  th e  o b je c tiv e s . The fo llow ing summaries were based on the 

demographic data  reported  by th e  CSAOs:

1. In  t h i s  sample group, th e  CSAOs were predominantly male.

2 . The leng th  o f experience showed males had nearly  tw ice 

as much experience as fem ales.

3. Taking the  group as a  whole a l l  bu t 21% o f th e  CSAOs held 

d o c to ra l degrees w ith  s im ila r  find ings between th e  males 

and the  fem ales.

138
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4. The areas o f study most o ften  reported  were in  h igher 

education , s tuden t personnel, counseling psychology and 

the s o c ia l  sc ien ces . These areas were termed f ie ld  

re la te d .

When compared w ith  s tu d ie s  by Paul and Hoover (1980),

Rickard (1985), Harder (1983), and Brooks and A vila (1973), th e re  

were some s im i la r i t ie s  and some d iffe ren ces  found. S im ila r ly , the 

find ings in d ic a te  a g re a te r  emphasis on th e  d o c to ra l degree fo r  upward 

m obility  and most o fte n  th e  area  of c r i t i c a l  p rep ara tio n  i s  in  h igher 

education ad m in is tra tio n  o r studen t personnel a d m in is tra tio n . The study 

o f ad m in is tra tio n  has taken precedence over counseling which was the 

past modus operandi.

The fin d ings o f Rickard in  p a r t ic u la r  show some s im ila r i t ie s  to 

th i s  study and shed some l ig h t  on c e r ta in  fin d in g s. In a n a tio n a l 

survey of la rg e  and sm all, p ub lic  and p r iv a te  in s t i tu t io n s ,  Rickard 

found th a t  female CSAOs d if fe re d  s ig n if ic a n tly  from male CSAOs on 

seven v a r ia b le s . Females: (a) are  appointed a t  a younger age; (b) have

a tta in e d  le s s  education ; (c) move to  the  top p o s itio n  from d if fe re n t 

t i t l e d  previous p o s it io n s ;  (d) have d if f e r e n t  CSAO t i t l e s ;  (e) have 

le s s  fu ll- t im e  experience in  previous p o s itio n s ; (f )  have le s s  fu ll- tim e  

experience in  s tuden t a f f a i r s  and (g) a re  more l ik e ly  to  be in  schools 

w ith populations under 1000 studen ts (R ickard, 1985, p . 58). The 

im plica tions o f h is  find ings to  th is  study were th a t th e re  was a very 

low p roportion  o f female respondents because the  s iz e  in s t i tu t io n  

se le c ted  (more than 9000 studen ts) was la rg e .

Moreover, t h i s  study bore out the  find ings o f Rickard th a t the
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female respondents more o fte n  had d if f e r e n t  educational backgrounds 

and experience than the  male respondents. T h irty -n in e  percen t o f the 

females had n o n -f ie ld  re la te d  tra in in g  as compared to  19% of th e  males.

At le a s t  in  la rg e r  in s t i tu t io n s  such as s tud ied  h e re , the  

find ings seem to  in d ic a te  th a t  the  p o s itio n  i s  p r in c ip a lly  admini

s t r a t iv e ,  as reported  by th e  top ten  s k i l l s .  In general, one o f  the 

find ings o f th i s  study c o rre la te  w ith  the  find ings of o th e r p rev iously  

c ite d  s tu d ie s  th a t  the  o f f ic e  remains predom inantly populated by 

m ales; however, i t  no longer c o n s is ts  o f in d iv id u a ls  from a hodge

podge o f educational backgrounds, bu t i s  in c reas in g ly  being f i l l e d  by 

in d iv id u a ls  w ith a d m in is tra tiv e  c re d e n tia ls  from the  f ie ld  o f h igher 

education w ith th e  d o c to ra te  being th e  p r in c ip a l degree.

S k il ls  Perceived as Most Important to CSAOs

The conclusions drawn from th e  rankings o f the  s k i l l s  a re  th a t 

the  high p r io r i ty  item s se le c te d  and the  low ranked item s underline  

th a t  the  p ra c t i t io n e r s  a re  a d m in is tra to rs  w ith an in te r e s t  in  

in flu en c in g  and improving th e i r  own programs, but a lso  in  en te rin g  

the  educational mainstream by c u ttin g  across d iv is io n  l in e s  and having 

an in fluence  on the  fa c u lty  and co llege  as a whole. The a reas  o f 

in flu en ce  sought a re  w ith in  the  o rg an iza tio n ; the p ra c t i t io n e rs  do not 

seek in te ra c tio n  and in fluence  o u ts id e  th e  in s t i tu t io n .  With the  

exception of the s k i l l s  r e la t in g  to  understanding the  s tuden t a f f a i r s  

function  w ith in  the  o rg an iza tio n , the  s k i l l s  emphasized could be 

acquired  and u t i l iz e d  from any number of d is c ip lin e s . And, th e  CSAOs 

no longer seem to  p ra c tic e  the  " te ch n ic a l s k i l l s "  and ex p e rtise  th a t have 

ch arac te rized  the studen t personnel f ie ld .
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The most im portant s k i l l s  s tre s s e d  by th e  p ra c t i t io n e rs  were 

in te rp e rso n a l and communication s k i l l s ,  decis io n  making, a b i l i ty  to  

conceptualize  and coordinate  a heterogeneous s e t  o f functions th a t 

would f u l f i l l  the  in s t i tu t io n a l  o b je c tiv e s ; policy-m aking, lead ersh ip  

behavior, resource  a llo c a tio n  and management s k i l l s ,  an understanding 

o f o n ese lf  w ith  eirphasis on e th ic a l  s tan d a rd s , and an understanding 

o f th e  in terdependence o f various components o f the  in s t i tu t io n .  The 

focus on th e se  s k i l l s  rev eal th a t  the  c h ie f  s tu d en t a f f a i r s  o f f ic e r s  

a re  p ro fe s s io n a l and management o rie n te d  and r e f l e c t  a s e t  o f s k i l l s  

th a t  a re  necessary  to  an e f fe c t iv e  ad m in is tra to r  reg ard less  o f the 

p a r t ic u la r  environm ent. The s k i l l s  th a t  were deemed as most im portant 

and were id e n t i f ie d  as one conponent through fa c to r  an a ly s is  a re  

"Conceptual S k i l ls "  which involve the  a b i l i t y  to  see the  re la tio n s h ip  of 

s tuden t a f f a i r s  to  academic and ad m in is tra tiv e  u n its  and to  in te g ra te  

i t s  philosophy and o b jec tiv es  w ith those  o f th e  in s t i tu t io n .

Some o f the  s k i l l s  p rev iously  emphasized in  the  l i t e r a tu r e  were 

considered  i f  not i r r e le v a n t ,  then  of r e la t iv e ly  low importance by the  

respondents; e .g . ,  p o l i t i c a l  s k i l l s ,  counseling  s k i l l s ,  research  s k i l l s ,  

knowledge o f th e  p ro fess io n a l l i t e r a t u r e ,  c o n tro llin g  change, con su ltin g  

and o th e rs . CSAOs did not p lace  g rea t emphasis on p ro fessio n a l 

a f f i l i a t i o n  nor did they regard community outreach  as p a r t ic u la r ly  

e s s e n t ia l .  The lowest ranked s k i l l s  were id e n t i f ie d  through fa c to r  

a n a ly s is  as  th e  second component and was termed "Technical S k i l l s ."

These s k i l l s  were re leg a ted  to  or fu nc tions o f s p e c if ic  s t a f f  members. 

The CSAOs showed a s trong  tendency to  d is a s so c ia te  themselves from a l l  

ta sk  o rie n te d  s k i l l s .
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D ifferences In Percep tions due to  Gender and Education

T ests o f s ig n if ic a n c e  showed th a t female n o n -f ie ld  re la te d  CSAOs 

and th e  o th e r subgroups held  d if fe re n t percep tions o f  s k i l l s  th a t were 

ca tegorized  as "Conceptual S k i l l s ."  (The read er should be reminded th a t 

the  s iz e  o f subgroups in d ica ted  a skewed d is t r ib u t io n  (see Table 2, Page 

1 10).) O v era ll, n o n -f ie ld  re la te d  female CSAOs d id  not rank "Conceptual 

S k il ls "  as high as th e  o th e r subgroups. The mix o f s k i l l s  ra ted  most 

h igh ly  by female n o n -f ie ld  re la te d  CSAOs were those s k i l l s  th a t  re la te d  

to  o p era tin g  th e  components o f the  s tuden t a f f a i r s  d iv is io n s . Consequently, 

they d id  no t r a te  those  s k i l l s  th a t  emphasized in s t i tu t io n a l  governance 

and in terdependence o f  d iv is io n s  as being as o f h igh is^ o rtan ce  as the  

o th e r subgroups. In  c o n tra s t ,  th e  o th e r subgroups (female f i e ld -  

r e la te d ,  male n o n -f ie ld  r e la te d ,  and male f ie ld - r e la te d )  s tre s s e d  

s k i l l s  concerned w ith  being  a member of the  a d m in is tra tiv e  team 

(understanding in s t i tu t io n  as a whole system, understanding s tuden t 

personnel fu n c tio n  in  f u l f i l l i n g  in s t i tu t io n a l  o b je c tiv e s )  ra th e r  than 

w ith s p e c if ic  ta sk  accomplishments.

Female n o n -f ie ld  re la te d  CSAOs were seemingly u n in te re s ted  in  

b u ild in g  l in k s  w ith  in d iv id u a ls  o r groups who have p o te n tia l  fo r 

e f fe c t in g  change. Unlike the  o th e r th ree  groups th e  female n o n -fie ld  

re la te d  CSAOs ranked s k i l l s  dealing  w ith o rg a n iz a tio n a l behavior 

( in te ra c t  and communicate w ith p e e rs , understand th e  in s t i tu t io n  as a 

whole system) on a much lower sca le  than the  o th e r subgroups. The 

s k i l l s  th a t  the  female n o n -f ie ld  re la te d  a d m in is tra to r  ra te d  high 

focused p rim arily  on th e  goals o f th e i r  d iv is io n  (a s s is t in g  s t a f f . . . ,  

a l lo c a tin g  re so u rces , c o n tro llin g  change, u t i l i z in g  inform ation 

system s, understanding financing  of h igher education , e t c . ) .
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Consequently, i t  appears th a t  the  s k i l l s  they valued co n trib u ted  to 

an e f f ic ie n t  opera tion  th a t  vas d e ta i l  o rie n te d , and organized.

The four subgroups re a liz e d  the  value o f communication and 

human re la t io n  s k i l l s .  The d iffe ren ce  in  th e i r  percep tion  vas th a t 

the  n o n -fie ld  re la te d  female CSAOs considered good communication v ith  

s t a f f  members more e s s e n t ia l  than v i th  peers v h ile  th e  o th e r th ree  

subgroups vere  more e x te rn a lly  o rie n te d . The female n o n -f ie ld  re la te d  

CSAO c o n s is te n tly  ranked a l l  th e  s k i l l s  o f lo v e r importance than the 

o th e r subgroups. A ll subgroups ve re  c lo se r to g e th e r in  ranking s k i l l s  

th a t  vere  not considered e s s e n t ia l .  Therefore, the  p r in c ip a l component 

termed "Technical S k il ls "  vas ranked s im ila r ly  by a l l  subgroups, 

perhaps because those a re  the  s k i l l s  th a t  can be more e a s ily  delegated 

o r a re  th e  r e s p o n s ib i l i ty  o f a  s t a f f  member.

The mean values and subsequent rankings of the  s k i l l s  vere  very 

s im ila r  vhen members o f both  sex vere  from s im ila r  educa tiona l back

grounds. The obvious im p lica tio n  i s  th a t  CSAOs, vho a re  graduates of 

programs in  s tu d en t personnel se rv ice s  in  h igher education approach 

th e i r  jobs from d if fe re n t  p e rsp ec tiv es  than do th e i r  co u n terparts  vho 

have earned th e i r  graduate degrees in  an u n re la ted  f i e ld .  A fu r th e r  

in te rp re ta t io n  o f th is  fin d in g  could be th a t th e  n o n -f ie ld  re la te d  

tra in e d  female CSAO i s  c la r ify in g  the body of knovledge and p ra c tic e s  

requ ired  by d ire c tin g  h e r a t te n tio n  to  the  fu n c tio n a l o pera tions she 

superv ises ra th e r  than to  a broader sphere.

A study by Brenner (1982, p. 380-383) analyzed sex d iffe ren ces  

vhen males and females ve re  matched in  terms of th e i r  job  rank and 

educational background. His r e s u l ts  ind ica ted  th a t education



144

s ig n if ic a n t ly  in te ra c te d  w ith sex and p e rso n a lity  t r a i t s .  Sex 

d iffe ren c es  fo r  the p e rso n a lity  t r a i t s  p ra c t ic a l ly  disappeared when 

more educated males and females were compared; the  more educated 

members o f both sexes approximated th e  m anagerial s tereo types 

(p . 380), a find ing  th a t the  p resen t study seems to  confirm . 

T herefore, one of the  conclusions o f t h i s  i s  th a t  when the  

educa tiona l backgrounds a re  s im ila r , the  e f fe c ts  o f gender are  

v i r tu a l ly  n o n -e x is ten t. However, gender was inq>acted by educational 

background. The d iffe ren ces  were in  terms of opera ting  the  s tuden t 

personnel d iv is io n  from an in te rn a l  versus e x te rn a l view point.

These observations suggest th e  p ro p rie ty  o f fu r th e r  a n a ly s is , 

fo r  example, th e  fin d in g  th a t  reg a rd le ss  o f gender, a l l  CSAOs tra in e d  

in  th e  f i e ld  demonstrate a d e s ire  to  have in fluence  across 

in s t i tu t io n a l  l in e s ,  suggests th a t  t h i s  d e s ire  stems from the  

o r ie n ta tio n  o f the  p rep ara tio n  program. Perry (1966), Harway (1977), 

McConnel (1970), Frantz (1969) and Bloland (1979) found th a t  CSAOs 

were evaluated  more on th e i r  a b i l i t y  to  superv ise  e f fe c t iv e ly  and are  

c a lle d  upon in  p o licy  making d ec is io n s  only when d ire c t ly  a ffe c te d . 

However, those respondents in  the  p re sen t study who were tra in e d  

w ith in  th e  f ie ld  of studen t personnel work have in d ica ted  a consensus 

o f  opinions th a t  p ro fess io n a l growth fo r  a CSAO involves a c le a r  

understanding of the  s k i l l s  th a t  c o n trib u te  to  o rg an iza tio n a l 

e ffe c tiv e n e s s .

However, Kinnick and Bollheim er (1984) asked p re s id en ts  of 

p u b lic  and p r iv a te  in s t i tu t io n s  to  rank order from a f ie ld  o f s k i l l s  

p resen ted , those needed by CSAOs to  func tion  e f fe c t iv e ly . The
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p re s id en ts  picked those s k i l l s  th a t  were d ire c t  components o f student 

personnel programs and whose functions focused on he lp in g  studen ts  

not s t a f f  o r o th e r  members o f the  management team. T heir study 

showed th a t p re s id en ts  defined CSAOs e f fe c t iv e  when they met the 

needs o f s tu d e n ts . They seemed to  imply th a t  those needs would be met 

w ith in  the  needs o f th e  in s t i tu t io n .  The p re s id en ts  saw the  function 

of CSAOs as p rim arily  o p e ra tio n a l and in te r n a l ,  hence, th e i r  chosen 

s k i l l s  fo r  e f fe c t iv e  CSAOs were c lo se ly  a lig n ed  w ith  those id e n tif ie d  

by th e  female n o n -f ie ld  re la te d  respondents in  th e  p re sen t study. 

S trangely  enough and d esp ite  th e i r  f in d in g s , K innick and Bollheimer 

(1984, p . 56) reached th e  conclusion th a t p re s id e n ts  would value those 

CSAOs who a re  ab le  to  s te p  back from o p e ra tio n a l is su e s  (which may be 

the  prime concern o f h is  o r her s ta f f )  and analyze how he o r she can 

help  the  p re s id en t handle some o f the  e x te rn a l, fu tu re  o rien ted  issu es  

w ith which th e  c h ie f  executive must d ea l. Other p ra c t i t io n e r s  and 

w rite rs  o f th e  f i e ld  share  th a t b e l ie f .

A dd itional inform ation of in te r e s t  i s  provided by V alerio (1980) 

He s ta te d  th a t  th e  re la tio n s h ip  w ith the  co lleg e  p re s id en t i s  one of 

the determ inants of e ffe c tiv en e ss  of the  Chief S tudent A ffa irs  O fficer 

and th e re fo re  h is /h e r  s tuden t a f f a i r s  d iv is io n . N onetheless, " th e re  is  

o ften  incongruence w ith  how the  p re s id en t sees th e  ro le  fo r  the  ch ief 

personnel o f f ic e r  and how h e /h er sees h im self"  (R ickard, 1972, p. 223). 

Therefore, one o f the  is su e s  the  CSAO must fa c t  i s  to  c la r i f y  what ro le  

s tuden t a f f a i r s  o f f ic e r s  have w ith in  the  management h ie ra rchy  and 

consequently th e  s k i l l s  needed to  serve the  perceived  needs. According 

to the  l i t e r a tu r e  of the  f ie ld  and the  percep tions of the  CSAOs
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responding to  th i s  s tudy , in  o rder to  become more e f f e c t iv e ,  the 

female n o n -f ie ld  re la te d  CSAOs, as w ell as o th e r CSAOs, need s k i l l s  

and s t r a te g ie s  th a t  w il l  allow  them to  in te ra c t  w ith th e  in te r 

dependent in s t i tu t io n a l  environm ent.

The emerging tren d s  have im portant im p lica tio n s  fo r  studen t 

personnel work both from an educa tiona l t r a in in g  p e rsp ec tiv e  and from 

a p ra c t ic a l  po in t o f  view. The mix of s k i l l s  emphasized in d ic a te  th a t 

a  g e n e ra lis t  background w ith  emphasis on o rg an iza tio n a l process could 

be as e f fe c t iv e  t ra in in g  as a p a r t ic u la r  emphasis in  h igher education 

adm in is tra tio n  or s tu d en t personnel ad m in is tra tio n . In  the  p a s t ,  

ascension to  ad m in is tra tiv e  p o s itio n s  in d ica ted  th a t  only a small 

number o f p ra c tic in g  ad m in is tra to rs  have had previous tr a in in g  in  

ad m in is tra tiv e  s k i l l s .  That no longer seems to  be the  tre n d , however. 

The im p lica tio n  i s  th a t  th e  p ro fessio n  i s  producing s tu d en t personnel 

ad m in is tra to rs  th a t  have d e f in i t iv e  ideas o f th e  s k i l l s  necessary  to  

perform the  fu n c tio n s  o f th e  ro le  and a re  being promoted o r h ired  as a 

r e s u l t  o f th i s  tra in in g .

S k i l ls  Perceived as Unique to  the  P ro fession

The r e s u l ts  o f th e  open-ended question in d ic a te  s ix  major 

areas CSAOs perceive  as unique to  the  p ro fessio n . The major areas 

the  CSAOs so considered were in  human relation/com m unication s k i l l s ;  

ad m in is tra tiv e /ed u ca tiv e  p ro cess; counseling; knowledge of s tuden t 

c h a ra c te r is t ic s ;  s tuden t personnel work and personal c h a r a c te r is t ic s .  

These ca teg o rie s  include the  follow ing l i s t :  lo y a lty  to  s tu d en ts ;

understanding the co llege  s tuden t (p e rso n a lity  development, 

c h a ra c te r is t ic s  and developmental s ta g e s ) ; p rov id ing  feedback to
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stu d en ts  and a d m in is tra to rs ; management o f a second curriculum ; 

n e g o tia tin g  s tuden t ro le s  in  governance and po licy  making; a b i l i ty  

to  r e l a t e  to  d iv e rse  groups o f people; communication l in k  between 

s tu d en ts  and ad m in is tra tio n ; a v a i l a b i l i ty  to  s tu d en ts ; knowing the  

fu n c tio n s  o f a m ultitude of s tu d en t a f f a i r s  programs; sense o f 

humor, a to le ran ce  fo r  am biguity, co n su lta tio n , goal s e t t in g ,  

management o f  f i s c a l  reso u rces , c r i s i s  management and knowledge of 

le g a l  r ig h ts  o f s tu d en ts , l i s te n in g ,  improving the  human condition  

as w ell as sev e ra l o th e rs .

I t  i s  in te re s t in g  to  no te  th a t  most o f the  reported  s k i l l s  

unique to  s tuden t se rv ice s  were ranked o f  low importance by the 

respondents to  th e  p resen t study . There appears to  be an in c o n s is te n t 

view point in  th is  p o s itio n . The respondents ev iden tly  desired  an 

o v e ra ll  knowledge o f the  te ch n ica l s k i l l s  but did not value perform ing 

re la te d  ta sk  as CSAOs. The id e n t i f ie d  unique s k i l l s  a lso  in d ica ted  

th a t  CSAOs desired  to  m aintain con tac t w ith  th e  s tu d en ts , but the  ten  

h ig h e s t valued s k i l l s  suggest an in s t i tu t io n a l  ra th e r  than a s tu d en t 

o r ie n ta t io n .

The d e s ire  to  be o rg an iz a tio n a lly  s ig n ifice in t and y e t serve 

the  o p e ra tio n a l needs of the s tu d en ts  emphasize the  dichotomous 

a t t i tu d e  o f  the  CSAO. The gap between th e  perceived unique s k i l l s  of 

th e  p ro fessio n  and th e  perceived s k i l l s  necessary  to  an e f fe c t iv e  CSAO 

r e f le c t s  the  need fo r a re c o n c ilia tio n  o f the  tra in in g  programs 

philosophy w ith  the percep tions o f  th e  p ra c t i t io n e r s .  The unique 

s k i l l s  l i s t e d  in d ic a te  th a t th e  CSAOs would l ik e  to  spend more time 

f a c i l i t a t i n g  studen t development. Perhaps not c o in c id en ta lly , some of
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the  major category o f s k i l l s  considered unique to  the  f ie ld  were the 

areas p re s id en ts  in  the  Kinnick and Bollheim er study (1984) f e l t  

th a t  th e i r  CSAO tru ly  had s k i l l s :  a r t ic u la t io n /re p re s e n ta t io n  o f

student a f f a i r s ;  human r e la t io n  s k i l l s ;  and implementation of 

s tuden t development concepts and p ra c t ic e s . T herefore, the 

im p lica tion  i s  th a t  the  p re s id en ts  to o , would l ik e  to  see CSAOs 

spend more time on s tuden t development needs.

In examining th e  unique s k i l l s  l i s t e d  by the  CSAOs i t  was 

noted th a t  th i s  l i s t  encompasses the  "personnel po in t o f view" and 

the  philosophy o f the  s tuden t developmeng movement as w ell as c e r ta in  

a d m in is tra tiv e  s k i l l s  aimed a t  o rgan izing  and running an e f f ic ie n t  

studen t a f f a i r s  d iv is io n . The high importance placed upon the 

ad m in is tra tiv e  s k i l l s  as in d ica ted  by the  mean value ra t in g  and the 

low ra tin g s  o f  th e  s k i l l s  re la te d  to  the s k i l l s  considered to  be 

unique to  the  p ro fessio n  can be in te rp re te d  as th e  d e s ire  o f the 

p a r t ic ip a n ts  to  blend the  philosophy and t r a d i t io n a l  ro le  o f the  f ie ld  

w ith the  more pronounced ro le  and r e s p o n s ib i l i t ie s  o f ad m in is tra tio n . 

The fin d in g  o f  t h i s  p o rtio n  o f the  study i s  th a t  the  open-ended 

question  seems to  emphasize th a t th e  o v e ra ll  group of CSAOs s im ila r  

to  the  female n o n -f ie ld  re la te d  CSAOs see t h e i r  uniqueness in  those 

areas in te rn a l  to  s tuden t development w ith e sçh asis  on hum anistic 

management o f o p e ra tio n a l a reas .

Conclusions and Im plica tions

The shaping of more e ffe c t iv e  programs of p rep ara tio n  fo r 

studen t personnel ad m in is tra to rs  can be achieved through inform ation 

regarding id e n t i f ic a t io n  of the knowledge, s k i l l s  and c h a ra c te r is t ic s
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needed fo r  p ra c ti t io n e rs  in  the  f ie ld .  This was an exp lo ra to ry  

study focused on id e n tify in g  app rop ria te  s k i l l s  th a t  enable studen t 

personnel a d m in is tra to rs  to  hold successfu l p o s itio n s  o f major 

re s p o n s ib il i ty  and a u th o r ity , w ith an examination of d iffe ren c es  

due to  c h a r a c te r is t ic s .  I t  must be recognized th a t th e  s k i l l  survey 

was an i n i t i a l  s tep  in  a sse ss in g  th e  s k i l l s  necessary  fo r  an e ffe c t iv e  

c h ie f studen t a f f a i r s  o f f ic e r .

The p resen t a n a ly s is  was based upon a s e l f - r e p o r t  inventory  

and fu r th e r  refinem ent o f th e  instrum ent i s  w arranted . The fa c to r  

a n a ly s is  revealed  th a t  only two fa c to rs  should be re ta in e d  as they 

accounted fo r  only 37% of th e  common varian ce . This was an in d ic a tio n  

th a t  the  v a r ia b le s  o f study were no t h ighly  c o rre la te d  w ith  the 

underly ing dimensions o f th e  q u estio n n aire . N either was th e  study 

d e f in i t iv e ,  because th e re  a re  s t i l l  many areas  th a t have no t been 

s tu d ie d . In s p i te  o f th ese  l im ita t io n s , th e re  a re  some s ig n if ic a n t  

f in d in g s .

The study revealed  th a t  in  a ssess in g  th e  s k i l l s  th a t  a re  

necessary , a l l  s k i l l s  th a t  a re  te ch n ica l in  n a tu re  o r  s k i l l s  th a t  a re  

delegated  to  o th e rs  should no t be included on an inven tory  fo r  th is  

le v e l o f a d m in is tra to rs . However, a v a r ia tio n  o f th is  s tu d y , looking 

a t  the  re la tio n s h ip  between tech n ica l s k i l l s  o r background and 

ad m in is tra tiv e  behavior could b rin g  fo r th  some s ig n if ic a n t  inform ation.

The find ings of th e  study a lso  reveal the  category of s k i l l s  

th a t a re  considered im portan t. The major fin d in g  o f th e  study i s  th a t 

the s k i l l s  CSAOs value a re  those th a t give them an understanding of 

management r e s p o n s ib i l i t ie s ,  a systems view o f the  o rg an iza tio n  and
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lead e rsh ip  c a p a b ility . There i s  a high le v e l o f agreement th a t 

human re la t io n  s k i l l s  o r in te rp e rso n a l s k i l l s  a re  c r i t i c a l  to  the 

e f fe c t iv e  CSAO. The s k i l l s  emphasized a re  alm ost generic  in  n a tu re  

and a re  common competencies fo r  a v a r ie ty  o f work s e t t in g s .  Y et, the 

CSAOs a lso  viewed th e i r  unique s k i l l s  centered around rep resen tin g  

th e  s tu d e n t 's  view point. However, the  ad m in is tra tiv e  workload 

in d ic a te s  th a t  the  p ra c tic e  has been away from d ire c t  s tu d en t contact 

and th a t  th e  CSAOs have l i t t l e  perceived need fo r  improving t r a d i t io n a l  

s k i l l s  in  working w ith s tu d e n ts . The survey o f  s k i l l s  fo r  CSAOs 

provide a  p ra c ti t io n e rs  view o f s k i l l s  th a t  should be emphasized in  a 

t r a in in g  program. The p o te n tia l  o f th i s  type o f research  i s  th a t  i t  

i s  a s te p  toward c la r ify in g  th e  p ra c tic e s  and knowledge th a t  w ill  

a s s i s t  in  id e n tify in g  the  necessary  learn in g s  and ta sk s  fo r  fu tu re  

success in  th e  f ie ld .

The study ra is e s  questions fo r  fu r th e r  resea rch .

•  What type o f educa tiona l tra in in g  would t r a n s la te  in to  
the  s k i l l s  valued by th e  CSAOs?

# I s  th e re  a p a r t ic u la r  te ch n ica l s k i l l  o r educa tiona l 
background experience th a t would f a c i l i t a t e  le a rn in g  
the  e s s e n tia l  s k i l l s ?

# Does a sp e c if ic  c h a r a c te r is t ic  o r educational background 
in h ib i t  the  a c q u is itio n  o f the  s k i l l s  th a t  a re  e s s e n tia l?

•  I s  s e le c tio n  o f p a r t ic u la r  management candidates e s s e n tia l  
fo r tra in in g  and development o f successfu l CSAOs?

F u rth er study would reveal i f  o n -the-job  tra in in g  i s  v ia b le  as 

educa tiona l tra in in g  and i f  i t  changes the  percep tion  of th e  non

f ie ld  re la te d  CSAOs.

P ro fessiona l competence in  the  f ie ld  i s  re la te d  to  knowledge 

and s p e c if ic  s k i l l s  learned  through study and work experience.
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F urther research  o f the  su b jec t I s  needed u t i l i z in g  a more re fin ed  

Instrum ent and using  a method o th e r than s e l f  re p o r t. S k il l  

assessm ent s tu d ie s  a re  a lso  needed. More in -dep th  research  would 

add knowledge to  the  f ie ld  in  regard  to  th e  importance and 

f e a s ib i l i ty  o f u t i l i z in g  o rg an iza tio n a l s k i l l s  in  th i s  p o s itio n .

Also a d d itio n a l s tu d ie s  should be conducted to  gain inform ation 

on th e  impact o f  p a r t ic u la r  s k i l l  mix on women's caree rs  in  a 

p ro fess io n  th a t  has numerous women in  lower echelon p o s itio n s . In 

the meantime, th i s  study has focused a t te n tio n  on the perceived need 

o f CSAOs fo r  s k i l l s  and s t r a te g ie s  th a t  would impact the  to ta l  

in s t i tu t io n a l  environment and p a r t ic u la r ly  th e i r  own program
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APENDIX A: 

LETTER OF REQUEST



The 
University (^(Mafumta
CENTER FOR STUDIES 
M HKMER EDUCATION 
COLLEOE OF EDUCATION 
630 Pwringteo Oval. Room 558 
Norman. OMahocna 73019 
(405)325-2633

A pril 6 , 1984

Dr. Janes H. Tucker 
Chief Student A ffa irs  O ffice r 
East C arolina U niversity  
G reen v ille , NC 27834

Dear Dr. Tucker:

This l e t t e r  and th e  enclosed questionnaire  a re  being addressed to  you 
as a Chief Student A ffa irs  A dm inistrator to  request your cooperation 
in  a study e n t i t le d  "P ercep tions of S k il ls  and Competencies Necessary 
to  become an E ffe c tiv e  Chief Student A ffa irs  O ff ic e r ."  A fte r extensive 
review o f th e  l i t e r a t u r e ,  a  number o f im portant s k i l l s  and competencies 
were id e n t i f ie d .  We now fe e l  a  need to  complete some r e a l i ty  te s t in g  
in  the  f ie ld ,  (kinsequently, we are  requesting  your p a r t ic ip a tio n  in  
th is  survey to  determ ine th e  most im portant s k i l l s  deemed necessary by 
p ra c t i t io n e r s .

We are  aware, o f course , o f your busy schedule and th e re fo re  have 
attem pted to  keep the  form re la t iv e ly  sh o rt and sim ple. Except fo r the 
general inform ation p a r t o f  the  survey and th e  open-ended question , the 
items req u ire  only a check mark response making i t  p o ss ib le  to  complete 
the  e n t i r e  q u estio n n a ire  in  f i f te e n  minutes o r  l e s s .  We s in ce re ly  hope 
th a t you w il l  fin d  t in e  to  complete the  q u estio n n a ire . Without your 
c o n trib u tio n , th e  study w i l l  be se r io u s ly  lack in g .

Your cooperation i s  g re a tly  apprecia ted  and valuab le  to  the  study. 
P lease re tu rn  the  q u estio n n a ire  a t  your e a r l i e s t  convenience. An 
addressed stamped envelope i s  enclosed fo r th a t  purpose. Thank you fo r 
your a ss is ta n c e .

S incere ly ,

Dorscine S p ig n e r-L ittle s  
Doctoral Candidate

H erbert Hengst, P ro fesso r and D irec to r
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APPENDIX B: 

FOLLOW-UP LETTER



Tüe 
Utiiversity qf OkCahoma
CENTER FOR STUDIES 
M MGKER EDUCATION 
COLLEGE OF EDUCATION 
630 Parringlon Oval. Room 558 
Nonnan, Oklahoma 73019 
<405)325-2633

Dear Colleague,

Several weeks ago I  sen t you a questio n n aire  requesting  th a t you 
complete i t  and re tu rn  i t  to  me a t  your e a r l i e s t  convenience. The 
questionnaire  was p a rt o f an e f f o r t  to  study the  perceptions of 
s k i l l s  and competencies necessary to  become an e ffe c tiv e  ch ief 
s tuden t a f f a i r s  o f f ic e r .

I f  you have already  re tu rned  the  q u e s tio n n a ire , I  ap p recia te  i t .  I f  
n o t, I  would l ik e  to  take th is  opportun ity  to  ask you to  p lease do so.

Enclosed i s  ano ther questionnaire  and s e l f  addressed envelope. Your 
cooperation i s  u rgen tly  requested , th e re fo re  p lease  re tu rn  the  
questio n n aire  as soon as p o ss ib le . Thank you fo r your a ss is ta n c e .

S in cere ly ,

Dorscine S p ig n e r-L ittle s  
Doctoral Candidate
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CENTER FOR STUDIES IN HIGHER EDUCATION  

UNIVERSITY OF O K LA H O M A

A Study of the  Perceptions and Skills Necessary 
to  Become an Effective Chief Student Affairs Officer

PART I -  DEMOGRAPHIC INFORMATION

Please su pp ly  th e  follow ing d em ograph ic  inform ation:

1. Official title of your position:

Length of time in present position:
(1 -  2 Years) 2_____________
( 2 - 4  Years) 3_____________

EDUCATIONAL INFORMATION: 

13. Degree presently held:

14. Major academic area for degree:

(5 -1 0  Years) 4.. 
(11 o r More) S.. 

Sex of respondent:
6. Fem ale______

Age Level:
(25 -  30) 8------

15. Minor academic area for degree:

7. Male- 16. Degree being worked toward:

(41-50) 10. 
(61-69) 12.

(31-40) 9..
(51-60) 11..

17. Major academic area for degree:

18. Minor academic area for degree:

INSTITUTIONAL INFORMATION: 

Name of School 1 9 ____________

THE INSTITUTION ACCREDITED BY:

State only

Northwest Association of Secondary and Higher Schools 

Western Association of Schools and Colleges 

North Central Association of Colleges and Secondary Schools 

Middle States Association of Colleges and Secondary Schools 

Southern Asociation of Colleges and Secondary Schools 

New England Association of Colleges and Secondary Schools

20.

21.

22

23.

24.

25.

26.
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PART II -  SKILLS AND COMPETENCIES

DIRECTIONS: Using th e n u m ber codes given below , rate th e  sta tem ent o f each skill as to its im portance to 
effective  jo b  perform ance b y  Chief Student Affairs Officers. Mark or circle th e answer o f  your choice in the 
right hand colum n.

Number codes: 1. OF EXTREMELY HIGH IMPORTANCE
2. OF HIGH IMPORTANCE
3. OF MEDIUM IMPORTANCE
4. OF LOW IMPORTANCE
5. SHOULD NOT BE A SKILL NECESSARY TO A CHIEF STUDENT AFFAIRS OFFICER 

The Chief Student Personnel Administrator should have the ability to:

27. Control Change
28. Assist Staff to  Develop Goals/Objectives
29. Understand the Institution as a Whole System
30. Lead and Motivate Others
31. Makes Decisions under Uncertain Conditions
32. Represent Students to Faculty and Administration
33. Work Effectively with and Relate to  Diverse Types of People
34. Display Oral and Written Communication Skills
35. Build and Utilize Information Network
36. Engage in Systematic Planning
37. Allocate Resources (Time, Personnel, Budget, etc.)
38. Utilize Information Systems and Data Processing
39. Manage Personnel (Staffing, Training, Evaluation and Wage &

Salary Management
40. Evaluate Programs and Personnel
41. Demonstrate Fair and Effective Discipline of Student Misconduct
42. Understand Theories of Personality Development
43. Manifest Well-Developed Interpersonal and Human Relation Skills
44. Mediate Conflicts between Individuals and Groups
45. Conduct Group and Individual Counseling with Students and Staff
46. Counsel and Advise Students Involved in Career Choice and 

Career Development
47. Interact and Communicate with Peers
48. Interpret Institutional Governance and Policy-Making to Students
49. Understand and Formulate Goals and Objectives of the Institution
50. Understand Student Personnel Functions in Fulfilling Institutional Objectives
51. Have Knowledge of Community Organizations and Agencies and Have Skill 

in Outreach

52. Utilize Political SKills as a Powerbase
53. Utilize Assessment Techniques in Determining Needs of Students
54. Understand Principles of Statistical Analysis

1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5

1 2 3 5
1 2 3 5
1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5
1 2 3 5
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Number codes: 1. OF EXTREMELY HIGH IMPORTANCE
2. OF HIGH IMPORTANCE
3. OF MEDIUM IMPORTANCE
4. OF LOW IMPORTANCE
5. SHOULD NOT BE A SKILL NECESSARY TO A CHIEF STUDENT AFFAIRS OFFICER 

The Chief Student Personnel Administrator should have the ability to:

55 Interpret Research as Reported in Professional Literature
56. Administer and Interpret Personality Tests and Measures
57. Have Knowledge of Diverse Types of Institutions (Junior College, Public,

Liberal Arts, etc.)
58. Understand Trends and Issues of Post-Secondary Education
59. Understand the Financing of Higher Education

60. Display Familiarity with the Professional Literature
61. Utilize Resources of Professional Organizations 
62  Manage Stressful and Anxiety-Producing Situations
63. Organize and Administer Student Personnel Division
64. Articulate and Identify the Characteristics and Development Stages of the 

American College Student

65. Design Co-Curricula Programs, Activités and Remedial Programs to Facilitate 
Student Development

66. Understand Relationship between Environmental Factors and Dynamics 
of Change

67. Establish, Maintain & Modify Means for Implementing Goals and 
Evaluating Results

66. Act as Consultant
69. Utilize Time Management Technique
70. Conduct Institutional Research
71. Instruct Classes with Academic Credit 
72 Have a Visible Ethical and Personal Philosophy

1 2 3 5
1 2 3 5

1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5

1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
1 2 3 5
>ersonnel admini trator

position. Others feel that regardless of the administrative position, the skills should be the same. Please 
answer the following question:
What skill(s) (if any) are unique to your role?
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APPENDIX D:

LIST OF RESPONDING INSTITUTIONS
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LIST OF RESPONDING INSTITUTIONS

Dean of Students 
Auburn U n iversity  
Auburn, Alabama 36830

Vice P residen t Student 
A ffa irs  

U n iversity  o f Alabama 
U n iv ers ity , AL 35486

Vice P resid en t Student 
A ffa irs  

Northern Arizona U niversity  
F la g s ta f f ,  AZ 86011

Vice P resid en t Student 
A ffa irs  

U n iv ers ity  o f Alabama 
Birmingham, AL 35294

Vice C hancellor Student 
A ffa irs  

U n iv ers ity  o f Arkansas 
33rd and U niversity  
L i t t l e  Rock, AK 72204

A ss is ta n t Dean of 
Student A ffa irs  

C a lifo rn ia  Polytechnic 
S ta te  U n iversity  

San Luis Obisop, CA 93407

Dean of Students 
C a lifo rn ia  S ta te  Polytechnic 

U niversity  
3801 W. Temple Ave.
Pomona, CA 91768

Dean of Students 
C a lifo rn ia  S ta te  U niversity  
Fresno, CA 93740

Vice P resid en t Student 
A ffa irs  

6000 J .  S t.
Sacramento, CA 95819

Vice P residen t Student 
A ffa irs  

San Diego S ta te  U niversity  
San Diego, CA 92182

A ssis tan t Vice Chancellor 
U niversity  of C a lifo rn ia  
Berkeley, CA 94720

Vice C hancellor Student 
A ffa irs  

U niversity  o f C a lifo m ia -  
Los Angeles 

405 H ilgard Ave.
Los Angeles, CA 90024

Vice Chancellor Student 
A ffa irs  

U niversity  o f C a lifo m ia -  
Davis 

D avis, CA 95616

Vice Chancellor Student 
A ffa irs  

Campus Drive 
I rv in e , CA 92717

Vice Chancellor Student 
A ffa irs  

U niversity  o f C a lifo rn ia  
Santa Barbara, CA 93106

Vice P residen t Student 
A ffa irs  

M etropolitan S ta te  College 
1006 11th S t.
Denver, CO 80204

Dean of Students 
C a lifo rn ia  S ta te  U niversity  
5151 S ta te  U niversity  Drive 
Los Angeles, CA 90032

Dean of Students 
C a lifo rn ia  S ta te  U niversity  
18111 Nordhoff S t. 
N orthridge, CA 91330

Vice Chancellor Student 
A ffa irs  

U niversity  of Colorado- 
Boulder 

Boulder, CO 80309
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Dean of Student Services 
U niversity  o f Colorado-Denver 
1100 14th S tre e t 
Denver, CO 80202

Vice P residen t Student 
A ffa irs

U niversity  o f Northern Colorado 
Greeley, CO 80639

Dean of Students 
Southern Connecticut 

S ta te  College 
501 Crescent S t.
New Haven, CT 06515

Vice P resid en t Student 
A ffa irs  

U niversity  o f Delaware 
Newark, Del. 19711

Vice P residen t Student 
A ffa irs  

U niversity  o f the  D is t r ic t  
o f Columbia 

Washington, D.C. 20008

Vice P resid en t Student 
A ffa irs  

F lo rida  In te rn a tio n a l 
U niversity  

Tamiami T ra il  
Miami, FL 33199

Vice P resid en t Student 
A ffa irs  

F lo rida  S ta te  U n iversity  
T a llahassee , FL 32306

Vice P residen t Student 
A ffa irs  

U niversity  o f  C entral 
F lo rida  

P.O. Box 25000 
Orlando, FL 32816

Vice P residen t Student 
A ffa irs  

U niversity  o f F lo rid a  
238 T ig ert H all 
G a in esv ille , FL 32611

Vice P residen t Student 
A ffa irs  

U niversity  o f South F lorida 
4202 Fowler Ave.
Tampa, FL 33620

A ssociate  Dean Student 
A ffa irs  

Georgia S ta te  U niversity  
U n iversity  P laza 
A tla n ta , GA 30303

Vice P resid en t Student 
A ffa irs  

U n iversity  o f Georgia 
A thens, GA 30602

Vice P resid en t Student 
A ffa irs  

Boise S ta te  U niversity  
1910 U niversity  Drive 
B oise, ID 83725

D irec to r o f Student 
A ffa irs  

U n iversity  o f Hawaii-îlanoa 
2500 Campus Road 
Honolulu, HA 96822

Vice P resid en t Student 
A ffa irs  

E astern  I l l i n o i s  U niversity  
C harleston , IL 61920

Dean o f Students 
U n iversity  of Idaho 
Moscow, ID 83843

Vice P resid en t Student 
A ffa irs  

N ortheastern  I l l i n o i s  
U niversity  

5500 N. S ain t Louis Ave. 
Chicago, IL 60625

Vice P residen t Student 
A ffa irs  

Northern I l l in o i s  
U niversity  

DeKalb, IL 60115
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Vice P residen t S tudent 
A ffa irs  

Southern I l l i n o i s  
U niversity  

Carbondale, IL 62901

Dean of Students 
Southern I l l in o i s  

U niversity  
Edwardsv i l l e ,  IL 62026

Vice P resid en t Student 
A ffa irs  

Iowa S ta te  U n iversity  
o f Science o f Technology 

Ames, lA 50011

Vice P resid en t Student 
A ffa irs  

U niversity  o f Iowa 
Iowa C ity , lA 52242

Vice Chancellor Student 
A ffa irs  

U niversity  o f I l l i n o i s -  
Chicago C irc le  Campus 

P.O. Box 4348 
Chicago, IL 60680

Vice Chancellor Student 
A ffa irs  

U niversity  o f I l l i n o i s  
Urbana, IL 61801

Vice P residen t Student 
A ffa irs  

Western I l l in o i s  
U niversity  

Adams S tre e t 
Macomb, IL 61455

Vice P residen t Student 
A ffa irs  

Indiana S ta te  U niversity  
217 North 6 th  S tre e t 
Terre Haute, Ind. 47809

Dean o f Students 
Indiana U niversity  
Bryan H all
Bloomington, Ind. 47405

Dean o f Students 
Indiana U niversity-Purdue 
U niversity  a t  In d ian ap o lis  
355 N. Lansing 
In d ian ap o lis , Ind. 46202

Dean o f Students 
Indiana U niversity-Purdue 
U niversity  a t  Fort Wayne 
2101 Coliseum Blvd. E ast 
Fort Wayne, Ind. 46800

Vice P resid en t Student 
A ffa irs  

U niversity  o f Northern 
Iowa

1222 West 27th S t.
Cedar F a l ls ,  lA 50613

Vice P resid en t Student 
A ffa irs  

Kansas S ta te  U n iversity  
of A gricu ltu re  and 
Applied Science 

Manhattan, KS 66506

Vice Chancellor Student 
A ffa irs  

U n iversity  o f Kansas 
Lawrence, KS 66045

Vice P resid en t Student 
A ffa irs  

W ichita S ta te  U niversity  
W ichita, KS 67208

Vice P residen t Student 
A ffa irs  

Eastern  Kentucky U niversity  
Richmond, Ken. 40475

Vice C hancellor Student 
A ffa irs  

U niversity  o f Kentucky 
Lexington, Ken. 40506

Vice P resid en t Student 
A ffa irs  

U niversity  o f L o u isv ille  
South Third S tre e t 
L o u isv ille , Ken. 40292
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Vice P residen t Student 
A ffa irs  

Western Kentucky 
U niversity  

Bowling Green, Ken. 42101

Vice P residen t L ife  and 
Development 

S ain t Cloud S ta te  
U niversity  

S ain t Cloud, Min. 56301

Dean o f Student A ffa irs  
N ortheast Louisiana 

U niversity  
700 U n iversity  Avenue 
Monroe, LA 71209

Vice P resid en t Student 
A ffa irs  

M iss issip p i S ta te  
U niversity  

M ississip p i 39762

Vice Chancellor Student 
A ffa irs  

U n iversity  o f Maryland 
College Park, MD 20742

Vice Chancellor Student 
A ffa irs  

U n iversity  o f M iss issip p i 
U n iv ers ity , MS 38677

Vice P resid en t Student 
A ffa irs  

C entral Michigan 
U niversity  

Mount P le a sa n t, MI 48859

Vice P residen t Student 
A ffa irs  

C entral M issouri S ta te  
U niversity  

W arrensburg, MD 64093

Vice P residen t Student 
Services 

N orthern Michigan 
U n iversity  

M arquette, MI 49855

Dean of Students 
Southwest M issouri S ta te  

U n iversity  
901 South N ational 
S p r in g fie ld , MO 65802

Vice P resid en t Student 
A ffa irs  

U n iversity  o f Michigan 
Ann Arbor, MI 48109

Vice Chancellor Student 
A ffa irs  

U n iversity  o f M issouri 
Columbia, MO 65211

Vice P resid en t Student 
A ffa irs  

Wayne S ta te  U niversity  
D e tro it ,  MI 48202

Vice P resid en t Student 
A ffa irs  

Western Michigan 
U niversity  

Kalamazoo, MI 49008

Vice Chancellor Student 
A ffa irs  

U niversity  o f M issouri 
5100 R ockhill Rd.
Kansas C ity , MO 64110

Dean o f Students 
U n iversity  o f M issouri 
8001 N atural Bridge Rd. 
S a in t Louis, MO 63121

Vice P resid en t Student 
A ffa irs  

Mankato S ta te  U niversity  
South Road and E l l i s  Avenue 
Mankato, Min. 56001

Dean of Students 
Montana S ta te  U niversity  
Bozeman, Mon. 59717
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Vice P resid en t Student 
A ffa irs  

U n iversity  o f Montana 
M issoula, Mon. 59812

Vice C hancellor Student 
A ffa irs  

U n iversity  o f Nebraska 
14th and K. S tre e t  
L incoln , Neb. 68588

Dean o f Student A ffa irs  
U n iversity  o f New Hampshire 
Durham, N.H. 03824

Vice P res id en t Student 
S erv ices 

Jersey  C ity S ta te  College 
2039 Kennedy Boulevard 
Je rsey  C ity , N .J . 07305

Vice P res id en t Student 
A ffa irs  

Kean College o f New Jersey  
Morris Avenue 
Union, N .J. 07083

A ss is ta n t Provost Student 
A ffa irs  

Rutgers S ta te  U niversity  
New Brunswick, N .J. 08903

A ss is ta n t Provost Student 
A ffa irs  

Rutgers S ta te  U niversity  
Newark, N .J. 07102

Dean o f Students 
W illiam P a tte rso n  College 
300 Pompton Road 
Wayne, N .J. 07470

Vice P resid en t Student 
A ffa irs  

New Mexico S ta te  
U n iversity  

Box 32
Las Cruces, N.M. 88003

Vice P residen t Student 
Service 

U niversity  o f New Mexico 
Albuquerque, N.M. 87131

Vice P residen t Student 
Services 

S ta te  U niversity  of 
New York-Albany 

1400 Washington Avenue 
Albany, N.Y. 12222

Vice P residen t Student 
A ffa irs  

S ta te  U niversity  of 
New York Stoney Brook 

Stoney Brook, N . v .  11794

Vice P residen t Student 
Services 

S ta te  U niversity  o f New York 
College 

1300 Elmwood Avenue 
B uffa lo , N.Y. 14222

Coordinator o f Student 
Services 

U niversity  o f the  S ta te  of 
New York Regent 

E xternal Degree Program 
Albany, N.Y. 12230

Vice Chancellor Student 
A ffa irs  

Appalacian S ta te  College 
Boone, N.C. 28608

Vice Chancellor Student 
Services 

East C arolina U niversity  
G reenv ille , N.C. 27834

Vice Chancellor Student 
A ffa irs  

U niversity  o f Nortn 
Carolina 

Chapel H i l l ,  N.C. 27514
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Vice C hancellor Student 
A ffa irs

U niversity  o f North C arolina 
1000 Spring Garden S tre e t 
Greensboro, N.C. 27412

Vice P resid en t Student 
A ffa irs  

U niversity  o f North Dakota 
Grand Forks, N.D. 58201

Vice P residen t Student 
A ffa irs  

Bowling Green S ta te  
U niversity  

Bowling Green, KY 43403

Vice P residen t Student 
Serv ices 

Cleveland S ta te  U niversity  
East 24th and E uclid  Ave. 
C leveland, OH 44115

Dean o f Student Serv ices 
Rent S ta te  U niversity  
Kent, OH 44242

Vice P residen t Student 
Services 

Miami U niversity-O xford 
Campus 

Oxford, OH 45056

Vice Provost Student 
Services 

Ohio S ta te  U niversity  
Columbus, OH 43210

Dean o f S tudent Serv ices 
Ohio U niversity  
Athens, OH 45701

Vice P residen t Student 
Services 

U niversity  o f Akron 
302 East Buchtel Ave.
Akron, OH 44325

Vice Provost Student 
Services 

U niversity  o f C incinnati 
C in c in n a ti, OH 45221

Vice P resid en t Student 
Services 

U niversity  o f Toledo 
2801 W. B ancroft 
Toledo, OH 43606

Vice C hancellor Student 
A ffa irs  

Wright S ta te  U niversity  
Colonel Glenn Highway 
Dayton, OH 45435

A ss is tan t Vice P residen t 
Student A ffa irs  

Youngstown S ta te  U niversity  
410 Wick Avenue 
Youngstown, OH 44555

Vice P res id en t Student 
Serv ices 

C entral S ta te  U niversity  
100 N. U n iversity  Dr. 
Edmond, OK 73034

Vice P res id en t Student 
Services 

U niversity  o f Oklahoma 
660 P arring ton  Oval 
Norman, OK 73019

Vice P resid en t Student 
Services 

Oregon S ta te  U niversity  
C o rv a llis , OR 97331

Vice P resid en t Student 
Services 

P ortland  S ta te  U niversity  
P.O. Box 751 
P o rtlan d , OR 97207

Vice P resid en t Student and 
U niversity  A ffa irs  

Indiana U n iv ers ity - 
Pennsylvania 

Ind iana , Penn. 15705

Vice P resid en t Student 
Services 

Pennsylvania S ta te  
U niversity  

201 Old Main
U niversity  Park, PA 16802
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Vice Provost Student L ife  
U niversity  o f Pennsylvania 
34th and Spruce 
P h ilad e lp h ia , PA 19104

Vice P residen t Student 
A ffa irs  

U niversity  o f Texas 
El Paso, TX 79968

Vice P residen t Student 
Services 

U niversity  o f Rhode Is lan d  
K ingston, R .I. 02881

Vice P residen t Student 
Serv ices 

Clemson U niversity  
201 Sikes H all 
Clemson, S.C. 29631

Vice P residen t Student 
Serv ices 

U niversity  o f South 
C arolina 

Columbia, S.C. 29208

Vice P resid en t Student 
Serv ices 

East Tennessee S ta te  
U niversity  

Johnson C ity , TN 37614

Vice C hancellor Student 
Serv ices 

Ifa iv e rs ity  o f Tennessee 
K noxville, TN 37916

Vice P residen t Student 
Serv ices 

Lamar U niversity  
Beaumont, TX 77710

D irec to r fo r Student 
Development 

Southwest Texas S ta te  
U niversity  

San Marcos, TX 78666

Vice P residen t Student 
Services 

Texas A SM
College S ta tio n , TX 77843

Vice P residen t Student Services 
U niversity  o f Texas 
A rling ton , TX 76109

Vice P residen t Student 
Services 

Utah S ta te  U niversity  
Logan, Utah 84322

Dean of Students 
Weber S ta te  College 
3750 H arrison Blvd.
Ogden, Utah 84408

Vice P resid en t Student 
Services 

George Mason U niversity  
4400 U niversity  Drive 
F a irfax , VA 22030

Vice P resid en t Student 
Services 

James Madison U niversity  
H arrisburg , VA 22807

Dean o f Students
Old Dominion U niversity
5215 Hampton Blvd.
N orfolk, VA 23508

Vice P resid en t Student 
A ffa irs  

U niversity  o f V irg in ia  
C h a r lo tte s v il le ,  VA 22903

Vice P residen t Student 
Services 

V irg in ia  Commonwealth 
910 West F ranklin  S t. 
Richmond, VA 23284

Vice P resid en t Student 
Services 

V irg in ia  Poly technic and 
S ta te  U niversity  

Blackburg, VA 24061

Vice P residen t Student 
Services 

U niversity  o f Washington 
S e a tt le ,  WA 98195
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Vice P res id en t and Dean 
o f  S tudent Services 

Western Washington 
U n iv ers ity  

516 High S tre e t 
Bellingham , WA 98225

Vice P res id en t Student 
A ffa irs  

West V irg in ia  U niversity  
Morgantown, VA 26506

A ss is ta n t C hancellor 
Student Services 

U n iversity  o f Wisconsin 
Eau C la ire , Wis. 54701

Dean o f S tudents 
U niversity  o f Wisconsin 
1725 S ta te  S tre e t 
La C rosse, Wis. 54601

Dean o f Student A ffa irs  
U n iversity  o f Wisconsin 
500 L incoln Dr.
Madison, Wis. 53706

A ss is ta n t Chancellor 
Student Serv ices 
U niversity  o f Wisconsin 
P.O. Box 413 
Milwaukee, Wis. 53201

A ss is ta n t C hancellor 
Student Services 

U n iversity  o f Wisconsin 
800 Algoua Blvd.
Oshkosh, Wis. 54901

A ss is ta n t C hancellor 
S tudent Serv ices 

U n iversity  o f  Wisconsin 
Stevens P o in t, Wis. 54481

A ss is ta n t Chancellor 
S tudent Services 

U n iversity  o f  Wisconsin 
800 West Main 
White W ater, Wis. 53190
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APPENDIX E:

ROTATED SKILLS IN NUMERICAL ORDER
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ROTATED FACTOR PATTERN

SKILLS

Control change 027

A ssis t s t a f f  to  develop g o a ls/ 
o b jec tiv es  #28

Understand the  in s t i tu t io n  as 
a whole system #29

Lead and m otivate o th e rs  #30

Make decisions under u n certa in  
cond itions #31

Represent studen ts  to  fa c u lty  
and ad m in is tra tio n  #32

Work e f fe c t iv e ly  w ith and r e la te  
to  d iv e rse  types o f people #33

Display o ra l and w ritte n  
communication s k i l l s  #34

B uild and u t i l i z e  inform ation 
network #35

Engage in  system atic  p lanning  #36

A llocate  resources (tim e, 
p ersonnel, budget, e t c . )  #37

U til iz e  inform ation systems 
and da ta  p rocessing  #38

Manage personnel ( s ta f f in g ,  
t r a in in g ,  ev a lu a tio n , and wage 
and sa la ry  management) #39

Evaluate programs and 
personnel #40

Demonstrate f a i r  and 
e f fe c t iv e  d is c ip lin e  of 
s tuden t misconduct

Understand th eo rie s  of 
p e rso n a lity  development #42

FACTOR 1 

.20254

.49641

.65445

.73954

.57975

.46451

.64198

.69770

.48128

.67551

.58188

.37256

.56135

.52572

.25459

.32603

FACTOR 2 

.02144

.10882

-.04345

-.00384

-.06669

.20080

.13550

.13253

.14570

.20463

.14570

.50684

.21217

.17501

.42860

.54496
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SKILLS

M anifest w ell-developed 
in te rp e rso n a l and human 
re la t io n  s k i l l s  #43

Mediate c o n f l ic ts  between 
in d iv id u a ls  and groups #44

Conduct group and in d iv id u a l 
counseling w ith  studen ts  
and s t a f f  #45

Counsel and advise s tu den ts  
involved in  c a ree r choice and 
ca ree r deve-opment #46

In te ra c t  and communicate 
w ith  peers #47

In te rp re t  in s t i tu t io n a l  
governance and policy-making 
to s tu d en ts  #48

FACTOR 1

,63769

.40060

-.06359

-.10032

.62664

.57377

Understand and form ulate 
goals and o b jec tiv es  o f
the  in s t i tu t io n  #49 .62654

Understand s tu d en t personnel 
fu n c tions in  f u l f i l l i n g
in s t i tu t io n a l  o b je c tiv es  #50 .67907

Have knowledge o f community
o rg an iza tio n s  and agencies and
have s k i l l  in  outreach #51 .26173

U til iz e  p o l i t i c a l  s k i l l  as a
powerbase #52 .30067

U til iz e  assessm ent techniques
in  determ ining needs o f studen ts  #53 .26714

Understand p r in c ip le s  o f
s t a t i s t i c a l  an a ly s is  #54 .03454

In te rp re t  research  as reported
in  p ro fe ss io n a l l i t e r a tu r e  #55 -.31956

Adm inister and in te rp re t  
p e rso n a lity  t e s t s  and
measures #56 -.32969

FACTOR 2

.16972

.38225

.57831

.65971

.21222

.29730

.09174

.11144

.57266

-.02575

.57306

.62750

.55834

.58586
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SKILLS FACTOR 1

Have knowledge o f d iv e rse  types
o f In s t i tu t io n s  ( ju n io r  c o lle g es ,
p u b lic , l ib e r a l  a r t s ,  e t c . )  #57 .09937

Understand trends and issu e s  of 
post-secondary education  #58 .51938

Understand th e  financing  o f
h igher education #59 .57057

Display fa m ilia r i ty  w ith  th e
p ro fess io n a l l i t e r a tu r e  #60 .30784

U til iz e  resources o f p ro fess io n a l 
o rgan iza tio n s  #61 .22362

Manage s t r e s s f u l  and an x ie ty -
producing s i tu a t io n s  #62 .59789

Organize and ad m in ister s tu d en t
personnel d iv is io n  #63 .61121

A rtic u la te  and id e n tify  the
c h a ra c te r is t ic s  and developmental
s tages o f the  American College
Student #64 .13113

Design c o -c u rr ic u la  programs,
a c t iv i t i e s  and rem edial programs
to  f a c i l i t a t e  s tu d en t development #65 .11805

Understand re la tio n s h ip  between 
environm ental fa c to rs  and
dynamics o f change #66 .45659

E s ta b lish , m ain ta in , and modify
means fo r  implementing goals and
ev a lu a tin g  r e s u l ts  #67 .63465

Act as con su ltan t #68 .12858

U til iz e  time management
techniques #69 .21720

Conduct in s t i tu t io n a l  research  #70 -.12454

In s tru c t c la sses  w ith  academic c re d it  #71 .08549

Have c v is ib le  e th ic a l  and
personal philosophy #72 .59089

FACTOR 2

.57282

.25129

.11549

.58504

.57435

.11549

-.10645

.65393

.63376

.31547

.18235

.57640

.53654

.68499

.59921

.04865
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APPENDIX I :  

UNIQUE SKILLS



186

UNIQUE SKILLS

CbllecCive bargain ing ;
Understanding tren d s in  education;
Working harmoniously w ith o th e rs ;
Demonstrates in te r e s t ;
L isten in g ;
A b ility  to  work w ith  o th e rs ;
Understand c h a ra c te r is t ic s  o f s tu d en ts ;
Work w ith  d iverse  groups;
Understand the  theory and p ra c tic e  o f studen t personnel work; 
Have m arketing and r e t a i l  s k i l l s ;
Second curriculum  management ;
Manage l iv in g  le a rn in g  environment;
Know a l l  functions o f s tu d en t personnel;
Good judgment;
S e n s i t iv i ty ;
Goal s e t t in g ;
Evaluate perform ances;
Provide feedback;
Openness ;
A v a ila b il i ty ;
Fairness ;
Loyalty to  s tu d en ts ;
P ro fe ss io n a l team member;
A d ap tab ility ;
A n tic ip a tes  change;
Diplomacy and t a c t ;
Caring and firm ;
A d ap tab ility  and f l e x ib i l i ty ;
Sense o f  ju s t i c e ;
R elate  to  d iv e rse  groups;
Good judgment;
In te rp e rso n a l re la tio n s h ip  w ith  s tu d en ts ;
Understand co llege  s tu d en t;
Advocacy of s tuden t concerns ;
Management o f f i s c a l  resou rces;
Know p r io r i t i e s  o f d iv is io n ;
Keep on ta rg e t  o f  goals;
Moral and e th ic a l  standards;
L isten in g  s k i l l s  ;
In te rp re t  po licy  to  s tu d en ts ;
Know c h a ra c te r is t ic s  o f s tu d en ts ;
C o n c ilia tio n ;
Group dynamics ;
Knowledge o f human behavior;
A b ility  to  r e la te ;
Moral and e th ic a l  standards;
Represent in s t i tu t io n  to  p u b lic ;
P e rsp ec tiv e ;
Understand co llege  s tu d en t;
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Representing co lleg e  s tu d en t concerns;
Human behavior s k i l l s ;
P o l i t ic a l  s k i l l s ;
Student advocate;
Caring a t t i tu d e ;
Development o f co lleg e  s tu d en t;
A b ility  to  r e la te  to  people;
A b ility  to  handle c r i s i s ;
S k il l  to  in te g ra te  education ;
Leadership and management s k i l l s ;
Know c h a ra c te r is t ic s  o f  co lleg e  s tu d en ts ;
Understand p e rso n a lity  development ;
C onflic t re so lu tio n ;
A b ility  to  work w ith  o u ts id e  groups;
Improve human co n d itio n ;
Change management ;
Understand developmental s tag es  o f co llege  s tu d en ts ;
Patience and understanding;
Represent s tu d en ts  involved in  government;
Handling s tu d en t le a d e rs ;
Reducing an x ie ty ;
Knowledge o f s tu d en t pe rso n n el;
C re a tiv ity  in  human and f i s c a l  resources management ;
P rospective o f  s tu d en t personnel in  in s t i tu t io n ;
Managing change;
Developmental s tag es  o f co llege  s tu d en ts ;
Understand s tu d e n ts ;
E ffec tiv e  problem so lv e r ;
E ffec tiv e  p u b lic  speaker;
Understand complex human needs;
Remove b a r r ie r s  fo r  human development;
M aintain re la tio n s h ip s  between divergent groups;
Legal r ig h ts  o f s tu d e n ts ;
Change agen t;
Legal knowledge;
Knowledge o f s tu d en t c u ltu re ;
Involvement w ith  government and o ther extended p o l i t i c a l  agencies; 
A dm inistrative r e p e r to ire ;
L isten ing  s k i l l s ;
Represent s tu d en ts  to  o th e r a d m in is tra to rs ;
Focus on needs o f  s tu d e n ts ;
Serves as communication l in k  between studen t and u n iv e rs ity  admini

s t r a to r s ;
Work with c u l tu ra l ly  d iv e rse  s tu d en ts ;
Knowledge of s tu d en t r ig h ts ;
Knowledge of various c u ltu re s  on campus;
Human re la t io n  s k i l l s ;
A b ility  to  work w ith d iverse  e th n ic , age and population  groups; 
In te rp erso n a l s k i l l s  w ith  d iv erse  groups;
Recognize and id e n tify  s tu d en t needs to  respond to  e f fe c t iv e  ways to  

b ring  about necessary  changes in  the  in s t i tu t io n  as a whole;
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Sense o f ro le  th e  s tu d en t serves in  h is  h igher education community; 
B u ilder o f b ridges between d iv e rse  groups;
A b ility  to  work w ith  a l l  types o f people;
A b ility  to  r e la te  to  d iv e rse  s tu d en ts  population ;
Budget development and management ;
Represent studen t to  a d m in is tra to rs ;
Work w ith d iv e rse  s tu d en t popu la tion ;
Understand s tu d en t r ig h ts ;
Understand value o f e x tra c u r r ic u la r ;
Tolerance fo r  am biguity;
Sense o f  humor;
Patience  ;
A rb itra tio n  s k i l l s ;
Need to  balance d if f e r in g  in t e r e s t ,  needs, go a ls , and p r io r i t i e s  

of d if f e r e n t  in d iv id u a ls  in  changing u n iv e rs ity ;
Sense o f  humor;
A b ility  to  accept d iv e rs i ty ;
Emphasis on m ental h e a lth ;
Consunication s k i l l s ;
Knowledge o f urban environm ent;
Human re la t io n  s k i l l s ;
Counseling, e v a lu a tio n , assessm ent technique;
In te rp e rso n a l re la t io n  s k i l l s  ;
A b ility  to  work towards compromise;
A b ility  to  work w ell w ith  o th e rs ;
Understanding and m otivating  changes in  h ig h er education in s t i tu t io n ;  
Advocacy ro le  fo r  s tu d e n ts ;
M aintain p e rsp ec tiv e  on p lace  in  in s t i tu t io n ;
N egotiate  s tu d en t problems;
C ris is  in te rv e n tio n ;
C reative  problem -solving.
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APPENDIX G:

INDEX OF SKILLS

(A l i s t i n g  of each s k i l l  id e n t i f ie d  in  the 
l i t e r a tu r e  and com prising the  item s on 
the  survey instrum ent by so u rce .)
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INDEX OF SKILLS

Instrum ent 
Item Number

27

28

29

30

31

32

33

34

35

36

S k il l

Control Change

A ss is t s t a f f  to  
develop goals/ 
o b jec tiv es

Understand the  
in s t i tu t io n  as a 
whole system

Lead and m otivate 
o th e rs

Make D ecisions under 
u n certa in  conditions

Represent s tu d en ts  to  
fa c u lty  and 
a d m in is trâ tion

Work e f fe c t iv e ly  w ith  
and r e la te  to  d iverse  
types o f people

Source/Reference

Dewey, 1977, p. 84-85; Hunt,
1976, p . 6-16; Hanson, 1977.

Hunt, 1976, p . 6-16; Matson,
1977, p. I I 6 - I I 9 ;  McDaniel,
1972, p . I0 I-I0 5 ; M clntrye, 
1974; COSPA, 1975.

Matson, 1977, p . 6-16;
B laesse r, 1977, p . 169;
Borland and Thomas, 1976, 
p . 146-149.

G reenleaf, 1968, p . 29-32;
Hunt, 1976, p. 6-16;
G reenleaf, 1977, p . 157; 
O stro th , 1975, p. 321.

Hunt, 1976, p . 6-16; McIntosh 
and M aier, 1976, p. 89; 
Appleton, Briggs and Rhatigan,
1978, p. 149; M intzberg,
1973, p. 189-193.

O'Banion, 1968, p . 239-253; 
M ille r , 1980, p . 429; Matson, 
1977, p . I I 6 - I I 9 .

W illiamson, 1958, p. 3-5; 
G reenleaf, 1968, p. 420; 
Borland and Thomas, 1976, 
p . 146-149; Hedlund, 1978, 
p . 325.

D isplay o ra l  and w rit te n  Appleton, B riggs and Rhatigan,
communication s k i l l s

Build and u t i l i z e  
inform ation network

Engage in  system atic  
p lanning

1978, p . 149-150; Gierhan,
1972, p . 28; O stro th , 1975, 
p . 321-322.

Abel, 1978, p . 238; Greenwood, 
1980, p . I IO - I I I ;  M intzberg,
1973, p. 189-193.

Bolman, 1964, p . 279-280; 
Gierhan, 1972, p. 146-149; 
M ille r , 1980, p. 429; Borland 
and Thomas, 1976, p. 277-280.
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37

38

39

40

41

42

43

44

45

A llocate  resources 
(tim e, personnel, 
budget, e tc . )

U til iz e  inform ation 
systems and data  
p rocessing

Manage personnel
( s ta f f in g ,  t ra in in g , 
evalua tion  and wage 
and sa la ry  
management)

Evaluate programs and 
personnel

Demonstrate f a i r  and 
e f fe c t iv e  d is c ip l in e  
o f s tu d en t misconduct

Understand th e o r ie s  of 
p e rso n a lity  
development

Bolman, 1964, p. 277-280; 
Gierhan, 1972; McDaniel, 
1972, p. 101-105; M cIntyre, 
1974, p . 487-491.

Rodgers, 1977, p . 27; M ille r , 
1980, p. 429; M innetti, 
1977, p . 165.

Hunt, 1976, p. 6-16;
G reenleaf, 1977, p . 157.

Matson, 1977, p. 116-119; 
Dewey, 1977, p . 84-85.

M innetti, 1977, p . 165.

Trueblood, 1966, p . 83; 
Hedlund, 1971, p. 325.

M anifest w ell-developed W illiamson, 1958, p . 3-5;
in te rp e rso n a l and 
human re la t io n  
s k i l lo

Mediate c o n f l ic t  
between in d iv id u a ls  
and groups

Conduct group and
in d iv id u a l counseling 
w ith s tu d en ts  and 
s t a f f

Abel, 1978, p . 238;
Hedlund, 197-, p . 325; 
McDaniel, 1972, p . 101-105; 
Borland and Thomas, 1976, 
p . 149.

Hunt, 1977, p . 6-16; COSPA,
1975, p . 527-528; M intzberg, 
1973, p . 189-193.

W illiamson, 1958, p. 3-5; 
P arker, 1966, p . 259-260; 
Shoben, 1967, p . 243; Hunt,
1976, p . 6-16; Rodgers, 1977, 
p . 27; G reenleaf, 1977,
p. 157-158; R iker, 1977, 
p . 136; O stro th , 1975, p. 
301-302.

46 Counsel and adv ise  
stu d en ts  involved in  
caree r choice and 
career development

R iker, 1977, p. 136; 
M in e tti, 1977, p. 165.
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47

48

In te ra c t and
communicate w ith 
peers

In te rp re t
in s t i tu t io n a l  
governance and 
policy-m aking to  
s tuden ts

M cIntyre, 1974, p. 116-119; 
Appleton, Briggs and Rhatigan, 
1978, p. 149; B loland, 1979,
p . 62.

Hunt, 1976, p. 6-16; Gierhan, 
1971; O’Banion, 1968, p. 239.

49

50

51

Understand and formu
l a t e  goals and 
o b jec tiv es  o f th e  
in s t i tu t io n

Understand studen t 
personnel functions 
in  f u l f i l l i n g  
in s t i tu t io n a l  
o b jec tiv es

Have knowledge o f 
community organi
za tio n s  and agencies 
and have s k i l l  in  
outreach

G reenleaf, 1977, p. 151-165; 
McDaniel, 1972, p. 101-105; 
M cIntyre, 1974, p. 487-491; 
COSPA, 1975, p. 524-528; 
Borland and Thomas, 1976, 
p . 145-149.

Bolman, 1964, p. 272;
M cIntyre, 1974, p . 487-491; 
B loland, 1979, p. 62.

Matson, 1977, p . 116-119; 
Gierhan, 1971; O stro th , 
1975, p . 321-322.

52

53

U til iz e  p o l i t i c a l  
s k i l l s  as a power- 
base

U til iz e  assessment 
techniques in  
determ ining needs of 
s tuden ts

Bolman, 1964, p . 272; Abel, 
1978, p . 238; Borland and 
Thomas, 1976, p. 145-149.

W illiam son, 1958, p . 3-5; 
Bolman, 1964, p . 272; 
G reenleaf, 1968, p . 30.

54

55

Understand p r in c ip le s  
o f s t a t i s t i c a l  
an a ly s is

In te rp re t  research  as 
reported  in  
p ro fess io n a l l i t e r a 
tu re

Rodgers, 1977, p. 34; 
G reenleaf, 1977, p . 156; 
Buchen, 1974, p. 43.

O stro th , 1975, p. 30; 
Buchen, 1974, p . 500; 
M in e tti, 1977, p . 165.

56 Administer and in te rp re t  
p e rso n a lity  te s t s  and 
measures

G reenleaf, 1977, p. 156; 
Hunt, 1976, p. 6-16.
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57

58

59

60

61

62

63

64

Have knowledge of 
d iverse  types o f 
in s t i tu t io n s  (Jun ior 
C ollege, P ub lic , 
l i b e r a l  ? r t s ,  e tc .)

Understand trends and 
issu e s  o f p o st
secondary education

Understand the
fin a ncing o f h igher 
education

Display fa m il ia r i ty  
w ith  th e  p ro fess io n a l 
l i t e r a tu r e

U til iz e  resources of 
p ro fe ss io n a l 
o rg an iza tio n s

Manage s t r e s s f u l  and 
anxiety-producing  
s itu a t io n s

Organize and adm in ister 
stu d en t personnel 
d iv is io n

Hunt, 1976, p. 6-16; 
G reenleaf, 1977, p. 156; 
Hedlund, 1971, p. 325; 
O stro th , 1975, p . 321-322.

W illiamson, 1958, p. 3-5; 
Hunt, 1976, p . 6-14.

Hunt, 1976, p. 6-16;
McIntosh and Maier, 1976, 
p. 89.

G reenleaf, 1968, p. 30;
Newton and Richardson, 1976, 
p. 429.

M ille r , 1980, p . 201-202;
Newton and Richardson, 1976, 
p . 420; Matson, 1977, p. 116-119; 
O’Banion, 1969, p . 239-253.

Rodgers, 1977, p . 27; Appleton, 
Briggs and Rhatigan, 1978, 
p . 149-150.

Skipper, 1976, p . 139-141; 
G reenleaf, 1977, p. 156;
Borland and Thomas, 1976, 
p . 145-149.

A rtic u la te  and id e n tify  G reenleaf, 1968, p. 30; Hunt,
th e  c h a ra c te r is t ic s  
and development 
s tag es  o f th e  
American co llege  
studen t

1976, p . 6-10; Matson, 1977, 
p. 116-119; G reenleaf, 1977, 
p. 156; O stro th , 1975, p. 31.

65

66

Design co -c u rric u la  
programs, a c t i v i t i e s  
and rem edial programs 
to  f a c i l i t a t e  studen t 
development

Understand re la tio n sh ip  
between environmental 
fa c to rs  and dynamics 
o f change

Rodgers, 1977, p . 29; 
G reenleaf, 1977, p. 156.

Hunt, 1976, p. 6-16; G reenleaf, 
1977, p . 156; Hanson, 1977, 
p. 37-38; Greenwood, 1980,
p. 110-111.
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67

68

E sta b lish , m aintain  
and modify means 
fo r  isq>lementing 
goals and ev a lu a tin g  
re s u lts

Act as consu ltan t

Appleton, Briggs and 
Rhatigan, 1978, p . 149; 
Buchen, 1974, p. 500; 
McIntyre, 1974, p . 487-493; 
Greenwood, 1980, p . 110-111.

Matson, 1977, p. 116-119; 
Hanson, 1977, p. 37-38; 
Hedlund, 1971, p . 325;
COSPA, 1975, p . 524-528; 
R iker, 1977, p . 136.

69

70

71

72

U tiliz e  time 
management 
technique

Conduct in s t i tu t io n a l  
research

In s tru c t c la sse s  w ith 
academic c re d i t

Have a v is ib le  e th ic a l  
and personal 
philosophy

Abel, 1978, p . 238;
Hanson, 1977, p . 37-38.

Kauffman, 1964, p. 292;
Hunt, 1976, p . 6-14;
Matson, 1977, p . 116-119; 
O stro th , 1975, p . 321-322.

Hanson, 1977, p . 37-38;
Rodgers, 1977, p . 27;
Matson, 1977, p . 6-16.

NASPA Convention, 1983;
Appleton, Briggs and Rhatigan, 
1978, p. 149; H unsicker,
1978, p. 619-621;
M intzberg, 1973, p . 189-193.


