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ABSTRACT

A STUDY OF THE DEMOGRAPHICS OF THE STUDENT AFFAIRS PROFESSION

AND MID-LEVEL PROFESSIONAL ATTRITION

BY

Terry 3. Borg

The student affairs profession may be facing a future of long-

term instability in recruiting qualified practitioners. The rate of

attrition from the student affairs profession, especially at the mid-

level, combined with fewer students entering professional preparation

programs leads to the hypothesis that a shortage of professionally

prepared student affairs workers may be forthcoming. Furthermore,

staffing problems become more acute when considering the goals of

affirmative action and an apparent shortage of ethnic minority

candidates. Those institutions striving to provide student affairs

role models that proportionately represent the diversity of their

student population are finding difficulty in recruiting ethnic

minorities and Caucasian male candidates.

The purpose of this study was to: 1) Describe the gender

composition of the student affairs profession; 2) Describe the

racial/ethnic composition of the student affairs profession; 3)

Identify actual reasons mid-level student affairs professionals have

left the profession; 4) Identify chief student affairs officers'

perceptions of the reasons for mid-level student affairs

professionals' attrition: 5) Compare chief student affairs officers'

perceptions of the reasons for attrition with the actual responses of

leavers; and 6) Determine what occupations former mid-level student



affairs professionals enter upon leaving the field.

Demographic and mid-level attrition questionnaires were sent to

389 randomly selected chief student affairs officers and 69 selected

former mid-level student affairs professionals. The usable sample

response rate of the chief student affairs officers was 51.4%, while

the former mid-level student affairs professionals provided a 31.813

return.

The major conclusions of this study include:

1. There is relative gender balance in the student affairs

profession.

2. Little progress has been made in increasing the racial/ethnic

diversity of the profession over the past two decades.

3. Mid-level professionals continue to leave student affairs

primarily due to the lack of rewarding outcomes, e.g. promotion,

salary.

4. Females and males leave student affairs for similar reasons.

5. Mid-level professionals from different types of institutions

leave the profession for similar reasons.

6. Chief student affairs officers are not accurately perceiving

the actual reasons for attrition of mid-level staff.

7. Industry/Comerce is the largest employer of former mid-level

professionals.
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CHAPTER ONE

INTRODUCTION

Wfimm

Ernest 1» Boyer's 92113.99. theWWis

America (1987) identified eight points of tension which appeared with

such regularity on campuses across the United States, that these

conflicts diminished ”the vitality of the baccalaureate experience"

(p. 2). Of specific relevance to the student affairs profession is

the tension between the curricular and cocurricular where "a great

separation, sometimes to the point of isolation, between academic and

social life on campus" exists (Boyer, 1987, p. 50. Boyer (1987)

contends that many faculty and academic administrators intentionally

"distance themselves from student life and appear to be confused

about their obligations in nonacademic matters" (p. 5).

Historically, the functions associated with student life outside

of the classroom were performed by the trustees, administrators and

faculty of early American higher education institutions. The

colonial period's ‘Collegiate Way of Life' (Rudolph, 1962)

maintained, "What the student did before, after, and between his

academic studies was viewed as important, perhaps even paramount, to

the educational mission involved" (Miller & Prince, 1983, p. 5).

Delworth and Hanson (1980) identified three major themes which

explain the relinquishing of academic personnel involvement in the

cocurricular.



These are (l) the shift in emphasis from religious to

secular concerns, (2) the expansion in size and complexity

of institutions, and (3) the shift in faculty focus from

student development to academic interests (Delworth &

Hanson, 1980, p.4).

The post-Civil War period was characterized by an America with a

growing population, rapid industrial expansion, and new federal

legislation promoting public higher education. As a result of these

historical developments, higher education's mission broadened to

include the development of a more comprehensive curriculum along with

a more diverse student body. Faculty preparation and background also

changed during this period.

A. growing' number’ of faculty pursued graduate study at

German institutions where they were introduced to scholarly

research grounded in the scientific method. In the German

system, faculty showed little interest 5J1 students'

activities beyond the classroom, an attitude often

reflected by American faculty returning from study in

Europe. Although American institutions were influenced in

varying degrees by these changes, the prestigious, complex

institutions were affected most. It was at these

institutions where the student affairs field emerged

(Sandeen, 1987, p. 3).

In the early twentieth century college presidents began to appoint a

person on campus whose responsibilities included "academic advising,

personal, housing, and conduct matters” (Sandeen, 1984). This person

came from the ranks of the faculty and usually had the title of dean.

The events of World War I and WOrld War II had a dramatic impact on

the student life operations at most campuses. Advances in testing

and measurement of recruits made during Werld War I were applied to

students on college campuses, giving rise to the areas of admissions,

registration, counseling and placement programs. The post-World War

II period witnessed the unprecedented growth and expansion of higher



education in American history primarily due to the demand for further

education fueled by the G.I. Bill. As the need for student life

programs increased, professional associations and training programs

were established, national conferences occurred, standards of

practice were developed and a literature began to emerge (Sandeen,

1984).

It was from these beginnings that the student affairs profession

began to take shape. The initial fundamental mission of student

affairs was to provide direct services to students. ”Student

services emerged and evolved by default, by taking over necessary and

sometimes unpopular tasks abandoned by trustees, administrators, and

faculty" (Delworth & Hanson, 1980, p. 3). Functions such as housing,

student discipline, health programs, and counseling were merged into

student affairs divisions. By 1966, the United States Department of

Health, Education and Welfare identified nineteen student services

functions (Ayers, Tripp, & Russel, 1966, p. 112) that were common in

most institutions of higher education. The scope of functions

associated with the student services field has continued to expand.

In 1986, the Council for the Advancement of Standards for Student

Services/Development Programs (CAS) identified some twenty-two

functional areas of a student affairs program. The CAS list

includes: academic advising, career planning and placement, college

unions, commuter student programs and services, counseling services,

disabled student services, fraternity and sorority advising, housing

and residential life programs, judicial programs and services,

learning assistance programs, minority student programs and services,



recreational sports, religious programs, research and. evaluation,

student activities, student orientation programs, college health

programs, international educational exchange programs, admissions,

food service programs, intercollegiate athletics, and campus child

care (Council for the Advancement of Standards, 1986). Comparing the

functions listed in 1966 to 1986, some areas have been merged (e.g.

residence halls with married housing) or new titles have been

provided (e.g. nursing services and medical services are now entitled

college health programs), however five new functions have emerged.

These new areas are minority student programs and services, research

and evaluation, campus child care, comuter student programs and

services, and disabled student services. CAS maintains that

professional staff members are needed to operate the student services

functional areas. The recsmmended standards make it explicitly clear

that in most functional areas the person holding the director

position, or its equivalent, must possess an earned graduate degree

in a student affairs related curriculum (to be defined below)

(Council for the Advancement of Standards, 1986).

In summary, contemporary higher education can be characterized

by a division between the curricular and co-curricular. Although

academic staff originally carried out the student life functions at

early American colleges, these functions were delegated to others

when higher education institutions became secularized, more complex

and comprehensive in nature, and began placing a higher value on

faculty research. The co-curricular functional areas, i.e. student

services, have developed into the student affairs profession.



The Problem

Given the reports of recent observers, the student affairs

profession may be facing a future of long-term instability in

recruiting qualified practitioners (Burns, 1982; Harder, 1983;

Holmes, Verrier, 8 Chisholm, 1983; Keim, 1985; Rickard, 1985b).

The rate of attrition from the student affairs profession (Bender,

1980; Holmes et al., 1983) combined with the reduction of students

entering professional preparation programs (Rickard, 1985b), leads to

the hypothesis that a shortage of professionally prepared student

affairs workers may be on the horizon. Furthermore, staffing

problems become more acute when one considers the goals of

affirmative action, e.g. representation of ethnic minorities and

women at all organizational levels, and what appears to be a shortage

of ethnic minority candidates. Additionally, those institutions

striving to provide student affairs role models that proportionately

represent the diversity of their student population are not only

finding difficulty in recruiting ethnic minorities, but also white

male candidates.

Recognizing the concern that a shortage of professionally

prepared student affairs workers may be on the horizon and that this

deficit is heightened as qualified ethnic minority role models are

sought, one must be knowledgeable of the gender and racial/ethnic

composition of the current student affairs profession. The most

recent national demographic study of the student affairs profession

surveying the membership of the National Association of Student

Personnel Administrators (NASPA) was conducted in 1974 (Wilson,



1977). Other demographic studies since that time have been limited

to literature reviews (Gross, 1978), regional studies (Harter, Moden,

& Wilson, 1982), housing organizations (Welty, 1982), graduate

preparation programs (Aronson, Bennett, Moore, & Moore, 1985; Keim,

1985: Rickard, 1985b) and by position levels (Rickard, 1985a;

Rickard, 1985b). None of these studies provides a current and

accurate assessment of the gender and the racial/ethnic composition

of the student affairs profession. This assessment is needed to

evaluate the impact of contemporary attritional concerns raised

regarding the composition of the student affairs profession.

One of the student affairs profession's major concerns regarding

attrition is the loss of its mid-level professionals. The Council

for the Advancement of Standards, 1986, holds that it is important

for those holding director level positions, i.e. mid-level positions,

to be professionally trained and have earned a graduate degree in a

student affairs related curriculum. Recent studies (Bender, 1980;

Burns, 1982; Holmes et al., 1983) have revealed that it is precisely

at this level of position that professionally trained and educated

staff have left the student affairs profession. The issue of

attrition of mid-level student affairs professionals becomes more

complex when considering the gender and racial/ethnic composition of

the student affairs profession. In this situation, the loss of a

trained professional from the field may create a void in providing an

available role model for a special student population. Furthermore,

attrition of mid-level student affairs professionals could create a

situation where an institution may be unable to recruit and/or retain



a specific racial/ethnic group or gender representation on its

campus due to the lack of candidates. Ultimately attrition could

translate into unmet affirmative action goals resulting 511 a less

diverse professional staff.

Studies conducted to determine the reasons for attrition from

the student affairs profession have been of a limited regional,

professional association, or institutional nature and have not been

directed at the mid-level professional. Generally these studies

have concluded ‘that people leave the student affairs profession

because there is (1) little opportunity for advancement (Bender,

1980; Harder, 1983; Ostroth, Efird, & Lerman, 1984; Evans, 1988),

(2) professional burnout (Arnold, 1982; Forney & Wiggers, 1984;

Spicuzza, Baskind, & Woodside, 1984) and (3) low salary (Badders and

Sawyer, 1982; Badders and Sawyer 1983). The one study (Shaw, 1970)

conducted on what can be construed as mid-level professionals

(limited to the member institutions of NASPA), was conducted in a

very' different. period in the history of higher education where

growth, not retrenchment, was being experienced. It appears that

administrative and faculty positions in colleges and universities

were in far greater availability in the early 1970's (Grant & Foy,

1972) than is currently the case. Thus, the literature is limited,

especially with respect to mid-level positions, in providing

information regarding attrition from the student affairs profession.

In addition to the limited information provided in the

literature regarding attrition of mid-level professionals, there is

also a void regarding chief student affairs Officers' perceptions of



the reasons for attrition. There appears to be no published studies

reporting on chief student affairs Officers' perceptions of why

professionals are leaving the student affairs field at any level, or

specifically leaving the mid-level. A comparison of chief student

affairs Officers' perceptions with those who have left the profession

could inform the profession of the similarities and disparities in

their perceptions. Information that might be used to reduce

attrition for example, through job enrichment and/or job enlargement

strategies could be forthcoming from such an examination of

perceptions and misperceptions.

In conclusion, various authors have raised concerns regarding

the future stability of the student affairs profession given an

increasing attrition rate, especially at the mid-level position, and

a reduction in matriculants of student affairs preparation programs.

The current demographic, i.e. gender and racial/ethnic, composition

of the student affairs profession is unclear given that a national

study has not been conducted in the past fifteen years.

Additionally, the student affairs literature is lacking in providing

the reasons for and the perceptions of mid-level professional

attrition.

mg 19.: 3312 F339!

Given the field's high rate of attrition (Bender, 1980; Holmes

et al., 1983) and the reduction of students entering professional

preparation programs in student affairs (Rickard, 1985b), the

information gleaned from this study may be used to increase the



retention of current mid-level professionals in the field. The

implications for the profession drawn from this study's findings may

have long range effects in the areas of job satisfaction and

motivation for mid-level professionals.

Furthermore, a study of this nature is needed to test the

following assumptions often verbalized by members of the profession

and/or noted in the literature:

1) Females greatly outnumber males in the student affairs

profession. In order to establish gender balance, more males are

needed in the profession.

2) There is not enough racial/ethnic diversity in the

profession. Institutions of higher education committed to

affirmative action goals are finding it very difficult to recruit

minority candidates with appropriate training into student affairs

positions.

3) Student affairs professionals are generally leaving the

field due to the lack of opportunity for advancement and the lack of

financial remuneration.

4) Chief student affairs officers are accurately perceiving

the reasons for attrition from the mid-level student affairs

professional ranks.

5) Organizational development tools such as job enlargement and

job enrichment strategies will motivate potential leavers from the

student affairs profession to remain in the field.

Testing of the above assumptions will provide new information to the

student affairs profession regarding the composition of the
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profession, attrition from the profession, applicability of

organizational development motivation theories relevant to the

student affairs profession, and retention programs. Programs

directed at attaining gender and racial/ethnic diversity in the

profession, as well as retaining mid-level student affairs

professionals, could achieve higher levels of performance from the

understandings derived from this study.

Finally, this study is needed to strengthen the literature,

given its inadequacy to address the questions related to mid-level

attrition from the student affairs profession. The literature on

attrition from the student affairs profession has addressed all

position levels generically and has been drawn from limited samples

and populations. These studies (Bender, 1980; Burns, 1982; Holmes

et al., 1983) therefore have limited generalizability. A large scale

representational study is needed to provide information from actual

leavers which can then be applied to most types of public and private

two-year and four-year institutions of higher education.

National concern over the issues of mid-level student affairs

professional attrition, as well as concern for the recruitment and

retention of gender and ethnically/racially diverse student affairs

professional staffs precipitated this study. As a reflection of this

concern, the American College Personnel Association's (ACPA)

Commission I initiated a task force to study the demographics of the

profession; this task force has partially funded this study. The

findings and the implications for the ‘ profession drawn from this

study will be reported nationally to assist individual institutions
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of higher education and the profession as a whole in the pursuit of

reducing mid-level student affairs professional attrition and making

aware the current demographic composition of the student affairs

profession.

EEIEQEQ

The purpose of this study is six-fold: 1) To describe the

gender composition of the student affairs profession at all levels;

2) To describe the racial/ethnic composition of the student affairs

profession at all levels; 3) To identify the actual reasons mid-

level student affairs professionals have left the profession; 4) To

identify chief student affairs officers' perceptions of the reasons

for mid-level student affairs professionals' decisions to leave the

jprofession; 5) To compare chief student. affairs officers'

perceptions of the reasons for attrition with the actual responses of

leavers; and 6) To determine what occupations former mid-level

student affairs professionals enter once leaving the field.

mm

This study sought to answer the following questions:

1) What is the gender composition of the student affairs

profession?

2) What is the racial/ethnic composition of the student

affairs profession?

3) Why do mid-level student affairs professionals leave the

field?

4) Do females leave the student affairs profession for
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different reasons than males? (This question is responded to by

Testable Hypothesis I.)

5) Do people of different racial/ethnic origins leave the

student affairs profession for different reasons? (This question is

responded to by Testable Hypothesis II.)

6) Do mid-level student affairs professionals leave different

types of institutions for different reasons? (This question is

responded to by Testable Hypothesis III.)

7) Are chief student affairs officers accurately perceiving the

reasons which motivate mid-level student affairs professionals to

leave the student affairs profession? (This question is responded to

by Testable Hypothesis IV.)

8) What occupations do former' mid-level student affairs

professionals enter once leaving the field?

we Mass;

The analysis of this study has tested the following null

hypotheses:

Hull Hypothesis I: No difference in reasons for leaving

the student affairs profession will be found by gender in

response to the mid-level student affairs attrition study

instrument.

Hull Hypothesis II: No difference in reasons for leaving

the student affairs profession will be found by race or

ethnic origin in response to the mid-level student affairs

attrition study instrument.

Null Hypothesis III: No difference in reasons for mid-

level professionals leaving the student affairs profession

will be found by the type of institution (public and

private, two year and four year) in response to the mid-

level student affairs attrition study instrument.
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Hull Hypothesis IV: No difference in reasons for leaving

the student affairs profession will be found by comparing

chief student affairs officers' and former mid-level

student affairs professionals' responses to the mid-level

student affairs attrition study instrument.

METHODOLOGY

u a n

The subjects for this study were selected through a three step

process. The first step was to select a random sample of the

nation's two year and four year, public and private, universities and

colleges. Identification of that sample was sought from the most

complete available listing of those institutions, i.e. the Higher;

Negation general 1319;513:191; mm 1285—54 (M)° Using the

m, lists of colleges and universities were grouped into

National Association of Student Personnel Administrators (NASPA)

Regions. Within each NASPA Region the institutions were stratified

by type, i.e. two year, four year, and then by affiliation/control,

i.e. public, private. Due to the constraints of financial resources

and time, the size of the sample was arbitrarily set at a ten

percent minimum for each identified subgroup. In subgroups where a

ten percent sample did not provide a minimum of sixty institutions, a

larger percent was selected. The size of the sample population for

this study was 389 institutions, which was approximately twelve

percent of the total population. If an institution chosen for the

sample was listed in the m but not in the m 1288 Higher

WW (Torregrosa, 1988) another institution within

its stratified group was chosen to replace it utilizing a random
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selection process.

The second step of this process was to identify the chief

student affairs officers at the sample institutions through using the

the 331 mg Higher ggugagign W. Once identified, a

demographic and attrition survey was mailed to each chief student

affairs officer. Part of this survey requested that each chief

student affairs officer identify by name, address, and telephone

number two former mid-level student affairs professionals who met the

following criteria: (1) was awarded a graduate or professional

degree in a student affairs related curriculum, (2) held an associate

or assistant or director position responsible for direction, control,

or supervision of one or more student affairs functions or staff, (3)

was no longer carrying out a basic student affairs function, (4) left

the student affairs profession in the past five years, and (5) had

reasons for attrition that excluded death, retirement or temporary

leave.

The surveying of former mid-level student affairs professionals

constituted the third step of this process. Each former mid-level

student affairs professional, identified by a chief student affairs

officer, was mailed a demographic and attrition survey.

magma

Procedurally, this study had four phases:

1) Based on the review of the literature, two

questionnaires were developed by the author and pre-tested by a

select group of current and former student affairs professionals
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(Appendix K). One questionnaire was completed by the chief student

affairs officer, and the other completed by the former mid-level

student affairs professional. The questionnaires were modified from

the survey designed in the Shaw (1970) study.

2) A survey instrument was mailed to the chief student

affairs officers of the institutions identified in the sample which

requested demographic information about the institution's student

affairs division, the chief student affairs officer’s perceptions as

to why mid-level personnel are leaving the student affairs

profession, and the names, addresses and telephone numbers of former

mid-level student affairs professionals.

3) Those former student affairs professionals identified by

the chief student affairs officers were then solicited to complete a

different survey instrument which sought to secure demographic data,

their actual reasons for leaving the student affairs profession, and

their present occupation.

4) The information collected in this study was initially

analyzed through the use of descriptive statistics. Frequency

distributions, means, and percentages were used for this analysis.

The Statistical Package for the Social Sciences version x (SPSSX) was

used. The t-test and the chi-square statistic were employed as the

analytical statistical process whereby answers were derived for the

research questions and support or non-support was determined for each

hypothesis.
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Densities 22 Terms

1) M 3.3.3113. is a major administrative subdivision,

e.g. Vice President for Student Affairs, within postsecondary

education institutions concerned with the provision of student

programs and services which complement and supplement the classroom-

teaching mission of these institutions (Miller a Prince, 1976).

2) Mi§;1ggg1 pggfigggignal refers to those individuals in an

associate or assistant or director position, responsible for the

direction, control, or supervision of one or more student affairs

functions and staff. Such functions may include but are not limited

to co-curricular programs, residence hall programs, counseling,

financial aid, testing, records, admissions, unions, orientation, and

career planning and placement (Kane, 1982; Scott, 1978; Sherburne,

1970). For the purposes of this study these professionals must have

earned a graduate or professional degree in a student affairs related

curriculum.

3) 29:93; migzlgggl student gffiaigg pggfesgional refers to one

who has met the criteria for a student affairs mid-level professional

and is not carrying out a basic student affairs function. The reason

for attrition from the profession must exclude retirement, temporary

leave, and death. To be considered eligible for the purposes of this

study an individual must not have left the profession before 1983.

4) SEER: gtuggn; gfjgigg gffiggg refers to the chief student

life administrator on campus responsible for the direction of student

life programs, i.e. student affairs division (Torregrosa, 1988).

5) M refers to a gradual decrease in the number of
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members of a particular group for various reasons (Wills, 1983). For

the purposes of this study attrition refers to those individuals who

are no longer carrying out a basic student affairs function for

reasons other than death, retirement, or temporary leave.

6) W refers to an individual's frame of reference

formed by experience and upon which judgments are made (Kane, 1982).

7) M m; curriculum refers to a regionally

accredited, e.g. North Central, program of professional or graduate

education which culminates in the awarding of a graduate or

professional degree ‘that examines one or more of the following

emphases of professional preparation; (1) student development

emphasis, (2) administrative emphasis, and/or (3) counseling emphasis

(Council for the Advancement of Standards for Student

Services/Development Programs, 1986, p. 103).

Limitations

This study was conducted with the following limitations:

1) The response rate to the questionnaire was important. A

small number of responses limits generalizability, therefore a

follow-up mailing was implemented to secure as high a return rate as

possible.

2) The questionnaires were a self-reporting instrument and

their validity is limited by the perceptions and the interpretations

of the respondents and the clarity of the questions asked.

3) Since institutions vary in size and organizational

structure, the former mid-level student affairs professionals to be
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surveyed may not have held identical functions even though their

titles were similar (Kane, 1982).

4) This study included only those former mid-level student

affairs professionals who had been awarded a graduate or professional

degree in a student affairs related curriculum, held an associate or

assistant or director position responsible for direction, control, or

supervision of one or more student affairs functions or staff, was no

longer carrying out a basic student affairs function, had left the

student affairs profession in the past five years, and had reasons

for attrition that excluded death, retirement or temporary leave.

Wsfm aim

The report of this study was organized into five chapters,

appendices, and a list of references. Chapter One served as an

introduction. by’ providing’ background to the study, defining the

problem, establishing the need for this study, listing the purpose,

research questions, and testable hypotheses. Chapter One also

provided an overview of the research methodology employed, defined

the terms used in the study, stated the study's limitations, and

explained the organization of the report.

Chapter Two consists of a review of the pertinent literature

related to the demographic composition of the student affairs

profession, job satisfaction and motivation, and attrition in the

student affairs field.

Chapter Three contains the design and the research methodology

employed in the study.
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Chapter Four provides the presentation of the data. Also in

this chapter is the analysis and interpretation of the data.

Chapter Five contains a summary of the study's findings, a

presentation and disposition of the study's hypotheses, conclusions

drawn from the findings, implications for the profession, and

recomendations for further study.



CHAPTER TWO

REVIEW OF THE LITERATURE

W

This chapter is devoted to a review of the literature pertinent

to the demographic composition of the student affairs profession, job

satisfaction and motivation theory, and attrition from mid-level

student affairs professional positions. For the purpose of achieving

clarity in ‘the presentation of the literature, this chapter is

divided into four major sections. The first section of this chapter

is a review of the literature examining the demographic composition

of the student affairs profession. The second section includes a

brief review of job satisfaction and motivation theory from an

organizational behavior perspective. The third section reports on

studies related to job satisfaction in the student affairs

profession. In the final section, studies related to the general

area of attrition in the student affairs profession and the major

reasons cited for its existence are presented. The chapter concludes

with a brief sumary.

mummmw

The first of a group of studies regarding ethnic minority and

female representation in the student affairs profession using the

total membership of a professional association as a sample population

was completed in 1970. The National Association of Student Personnel

20
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Administrator's (NASPA) Division of Research and Program Development

began collecting baseline data in that year under the direction of

James R. Appleton (1971). Similar studies were replicated by NASPA

in 1972 and 1974, and were reported by Myers and Sandeen (1973) and

Wilson (1977), respectively. These later studies were broadened to

include the minority classifications of Oriental, American Indian,

and women, in addition to the Blacks and Spanish surnamed (Mexican-

Latin Americans) that were initially surveyed in 1970. Wilson (1977)

summarized:

Overall, the percentage of professional staff who

were women increased from 39% in 1972 to 42% in 1974.

Slight gains also were made in the percentages of

leadership positions held by women. The percentage of

institutions which had staff employed in women's programs

decreased as did the percentage which had staff employed in

special programs for minority students.

The percentage of professional staff who were minority

persons increased from 11% to 13.7% between 1970 and 1972,

but this trend did not continue in 1974. However, the

percentage of institutions with no minority professional

staff had declined by 1974. In all three years Black staff

comprised 9% of the professional staff. In 1974, Spanish-

Surnamed staff ranked second (2.08%), Oriental staff third

(1.09%), and American Indian staff fourth (.53%) (p. 66).

Cross (1978) conducted a review of the literature on

characteristics of student affairs professionals. His review of

thirty-three studies on student affairs workers and other college

staff were compared on the five characteristics of gender, ethnicity,

age, academic degree, and marital status. Of relevance to this study

were his conclusions on gender and ethnicity. Gross found that men

held a disproportionate amount of positions in the student affairs

profession as compared to women; 82% to 100% of the chief student

affairs officers were men; 42% to 55% of the newly hired staff and
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entry level positions went to men; and 42% to 81% of the department

heads were men.

Racial composition of the profession was found to be

overwhelmingly Caucasian. The studies Gross reviewed usually limited

the definition of minority race to include Black, Oriental, American

Indian, and those with Spanish-surnames. Some of the studies

excluded Asians as a minority, so the following data may have under

reported the actual case. Gross reported that the literature

indicated that an uneven distribution of minority persons existed in

the profession depending on the position. He also reported that a

preference existed for persons of majority over minority status in

chief student affairs officers positions (4% to 5% minority).

Finally, the studies reviewed indicated that a trend for increased

minority involvement in the profession may be forthcoming since there

was a higher proportion of minorities among new student affairs

graduates (9% to 16% minority), among those in staff positions (11%

to 24% minority), and among those in entry-level positions (11% to

14% minority). Gross concluded, given the data on sex and ethnicity

especially with respect to chief student affairs officer's positions,

"This suggests that systematic biases exclude women and minorities

from proportional representation in the highest levels of student

personnel hierarchies..." (p. 234).

Harter, Moden, and Wilson (1982) conducted a census and analysis

of women and minority professional staff in student affairs. The

sample population of the study was Region IV-East of NASPA due to its

large number of diverse institutions. The authors compared the
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survey results with that of general population figures of the seven

state region and found that student affairs divisions in this NASPA

region employed a greater proportion of ethnic minorities than were

represented in the general population. Additionally, the proportion

of male and female student affairs workers reflected precisely the

proportion in the general population. The authors categorized

student affairs functions and attempted to report on the proportion

of minorities, women, and men in each, however, Harter, Moden and

Wilson cautioned that their results were suspect given that some

respondents inadvertently included non-professional staff. The

authors also examined the supply side of credentialed minority and

female candidates for student affairs positions. They found that the

supply of credentialed minority graduates from which student affairs

can draw is small. "The potential for recruiting minorities

credentialed as specialists is even further eroded given the fact

that higher education must compete with other segments of society for

qualified candidates" (p. 47). Harter et a1. (1982) concluded that

given the relatively low minority representation in both master's and

doctoral programs nationally and the underrepresentation of women in

doctoral programs, staffing patterns in student affairs will change

little in the future.

Welty's (1982) findings in a study of the number of minority

group members employed in college and university housing programs for

the Association for College and University Housing Officers

International (ACUHO-I) Research and Information Committee, contrast

with the conclusions of Harter et al. (1982). In a survey of 512
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ACUHO-I member institutions it was found that the percentage range of

minority professional employees in ‘the functions of the central

housing office, student personnel, and food service increased in the

period of 1975-80 when compared to 1970-75. Although the percentage

of minority professionals increased, the actual number has remained

stable in this five year period. Welty also noted that the number of

minority nonprofessional employees hired has continued to rise for

this same period.

Harter's et a1. (1982) examination of the supply side of

credentialed minority and female candidates for student affairs

positions are brought into question by Aronson, Bennett, Moore and

Moore (1985). Harter et al. (1982) drew their conclusions regarding

minority representation in graduate school from national data

supplied by the American Council on Education, 1.28; 2395, m1; Lgr

MrW. Aronson's et al. (1985) survey of 137

graduate preparation programs in college student personnel revealed

that schools in the southern states experienced an increase in

master's degrees awarded to members of minority groups, while

programs in other parts of the country showed no significant

increases. Aronson et a1. (1985) reports that minority group

graduates in student affairs increased from 17% of all graduates from

1976 to 1979, to 23% of all graduates in 1983. Thus, the trend from

this study indicated that more ethnic minorities are graduating given

increasing numbers in the south and no noted decrease in other

parts of the United States.

At the American College Personnel Association convention in 1985
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two presentations were made concerning the demographics of the

profession. Marybelle C. Rockey Keim (1985) reported on the

demographics of graduate preparation programs in student affairs from

1973-1984. Scott T. Rickard (1985b) in a separate session presented

his demographic data of graduate preparation programs as well as data

on those who hold chief student affairs officer and director level

positions. Both Keim (1985) and Rickard (1985b) agree that at the

graduate preparation program level, the percentage of women enrolled

in these programs has increased significantly. Furthermore, there is

a decline in the number of men enrolled in graduate programs in

student affairs at all degree levels. For example, Keim (1985)

reported that in the 1983-1984 academic year, men made up 35.4% of

the masters students, 43.2% of the specialist degree students, and

46.2% of the doctoral students. Eleven years earlier the percentages

for the above degree levels were 54.4%, 57.9%, and 70.2%,

respectively. While the percentages of males participating in

graduate programs has decreased and females increased, the number of

graduate students enrolled in these preparation programs has also

declined significantly. Keim (1985) reported that in 1972-1973 2,586

masters students, 242 specialist degree students, and 966 doctoral

students were enrolled in graduate preparation programs. In 1983-

1984 the enrollment figures declined to 1,974 masters students, 75

specialist degree students, and 852 doctoral students.

While concurring with Keim's findings of the graduate student

population, Rickard (1985b) gave a broader focus to the profession

by reporting on the number of females and males at the chief student
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affairs officer's and director's levels. Rickard ( 1985b) reported

that although white female representation of both graduate students

as well as graduates at the masters and doctoral level in student

affairs preparation. programs was from 42% to 56%, white female

representation at the director level was 23% and 14% at the chief

student affairs officer level. While Rickard was very concerned

about the long-term. effects of the lack of males entering the

profession, he viewed the current trend of an increased presence of

white females in mid and upper level positions allowing for new

voices to be heard, increasing the vitality of the profession

through diversity of thought. Rickard also took issue with Harter et

al. (1982). Rickard's profile of masters and doctoral graduates from

1979-80 to 1982-83 indicated that white females were the dominant

group at the masters and doctoral level. Rickard found that 55% of

the masters and 42% of the doctoral graduates were white females,

33% of the masters and 36% of doctoral graduates were white males, 5%

of the masters and 10% of the doctoral graduates were minority males,

and 7% of the masters and 12% of doctoral graduates were minority

females. Rickard maintained that the staffing patterns in student

affairs were changing; there was no underrepresentation of women in

the profession. In fact, the author contended, the trend is a

continued feminization of the student affairs field.

The feminization of the student affairs profession has been

further documented by McEwen, Engstrom, and Williams (1990). In this

study, the authors sought. gender data from graduate preparation

programs, professional associations and perceptions of student
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affairs professionals. All data sources demonstrated "a clear shift

toward greater proportions of women in student affairs" (p. 47).

According to the authors, the feminization of the student affairs

profession "should be considered both as a quantitative issue, based

on available numerical data, and also as a qualitative issue related

to the role and function of student affairs work” (p. 51). The

qualitative issue refers to the care and relationship orientations

typically ascribed to females.

Recently, reports have been published on minority enrollment in

institutions of higher education (Qhrgniglg, July 6, 1988), the

demographic trends of the ‘United States' population (Hodgkinson,

1985), and the number of doctorates earned by minorities (Hirschorn,

1988). These reports are applicable to this study given some authors

(Harter' et al., 1982; Rickard, 1985a) concern for proportional

representation, i.e. the gender and racial/ethnic composition of the

student affairs professional staff reflecting the institution's

student enrollment composition. The gender and racial/ethnic

composition of students at all levels attending institutions of

higher education in the United States is listed in Table 1. The

gender composition of higher education is shown to be near balance.

It appears that there are slightly more females attending colleges

and universities than males. Furthermore, this information

demonstrated that higher education is dominated by Caucasians.

Hodgkinson (1985) identified a that the racial/ethnic composition of

the United States by the year 2000 will likely include many more

children from minority backgrounds. ”Most important, by around the
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year 2000, America will be a nation in which one of every THREE of us

will be non-white. And minorities will cover a broader socioeconomic

range than ever before..." (Hodgkinson, 1985, p. 7). This forecast

has major implications for higher education institutions if

proportional representation of student affairs professionals is

desired. As Hirschorn (1988) identified, there are fewer blacks and

males of all races receiving doctorates now than in the past decade.

Black Americans earned 820 research degrees in 1986,

26.5 per cent fewer than they received 10 years ago.

Black males earned only 321 research doctorates--down

from 684 in 1977.

By contrast, the number of doctorates awarded to black

women was 499--more than 15 per cent higher than in 1977.

Black women now earn more than 60 per cent of all

doctorates awarded to blacks in the United States

(Hirschorn, 1988, p. 1).

As racial diversity increases in America, and people of different

racial/ethnic backgrounds attend universities and colleges, it

appears that fewer minority role models possessing doctorates will be

available based upon Hirschorn’s finding. For the student affairs

profession this may mean fewer terminally degreed minority staff will

be available for employment.

£92WsagWIbsen:

Victor Vroom in his classic organizational behavior text, Egrk

31151W (1964), held that an individual's work behavior is

voluntary and consequently motivated. Vroom argues for a cognitive

model of motivation, where motivation is referred to as "a process

governing choices made by persons or lower organisms among

alternative forms of voluntary activity" (Vroom, 1964, p. 6). People
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work because they may find satisfaction in some of the following

properties: wages, expenditures of mental or physical energy,

contribution to the production of goods and services, social

interaction, and social status. Vroom's research reveals that

individuals greatly differ in their motives, values, and abilities.

These differences probably have an important bearing on the optimal

characteristics of their work role. Given these differences there is

an assumption that job satisfaction is the result of situational,

personality and environmental variables. Although the factors

which promote job satisfaction appear to be unique to the

individual, some general conclusions can be drawn according to Vroom.

First, job satisfaction is directly related to the extent to which

jobs provide rewarding outcomes (e.g. pay, variety, supervisory

consideration, promotion, social interaction, participation in

decision making, and control over the pace of work). Second, there

is a consistent negative relationship between job satisfaction and

the probability of resignation. Third, no simple relationship exists

between job satisfaction and job performance.

It is evident from the job satisfaction literature that the

behavior of people in organizations is so closely associated with

their motivations, that motivation becomes pivotal to the study of

organizational behavior in higher education (Owens, 1981, p. 136;

Vroom, 1964). Motivation theory has its roots in classical

organizational theory (March, 1958). The two main lines of

development in classical organizational theory were (1) Scientific

Management Theory and (2) Administrative Management Theory.
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Scientific Management Theory held humans were viewed as simple

machines with the focus on the basic physical activities involved in

production and was typified by time-motion and methods study.

Administrative Management Theory viewed the employee as a given, not

a variable, and as an inert instrument performing tasks. This theory

largely ignored factors associated with individual behavior and, in

particular, its motivational bases (March, 1958). The classical

management view of motivation was typified by a Theory x (McGregor,

1960) view of humankind, where individuals were assumed to be

"inherently lazy, would avoid work if possible, and must be coerced”

(Owens, 1981, p. 107). The motivating factor was perceived as money;

if the employee was paid well, they would perform well. Broader

theories of organizations and motivation were developed that explored

the possibility that people were not simple machines, e.g. Influence

Theory (March, 1955).

The Hawthorne studies (Hoslett, 1951) set the stage for the

human relations movement. It was this movement in organizational

theory that present day theories of motivation applicable to higher

education are based.

Because the precise nature of the complex relationships

between human needs and goal-setting behavior is not easy

to understand, some scientists have developed theoretic

explanations in the course of their investigations of human

motivation. No theoretic model or explanation now is

universally accepted as being fully explanatory, but there

are several major concepts of motivation at work that have

been fruitful sources of insight for practicing managers

and administrators seeking ways to make organizations more

effective (Owens, 1981, p. 111).

Two such theories shall be reviewed.

Maslow's Hierarchy-of-Needs Theory (Maslow, 1970) maintains that
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people are motivated to achieve through the process of satisfying

their needs. Maslow identified five orders of human needs,i.e. basic

physiological needs, safety and security needs, social affiliation

needs, esteem needs, and self-actualizing needs. He contended that

people satisfy these needs in a hierarchical order. The hierarchical

order of needs, however, does not imply that there will never be

ambivalence with respect to need fulfillment. The ambivalence is

especially an issue as the individual moves into the higher-ordered

needs where there are usually many options for satisfaction. "A need

that has been satisfied is not a motivator. Once a need is

satisfied, another (higher-order) need arises to take its place as a

motivator" (Owens, 1981, p. 114).

A second theory of motivation often applied to higher education

is that of Herzberg's Two-Factor Theory of Motivation (Herzberg,

1966). This theory of motivation focuses on job satisfaction, job

dissatisfaction, and no satisfaction. Herzberg maintains that

traditionally it was held that the opposite of job satisfaction was

job dissatisfaction. It was believed that if the sources of job

dissatisfaction were eliminated the job would then become motivating

and satisfying. Herzberg refuted this line of logic. It was his

belief that the opposite of job satisfaction is no satisfaction.

Herzberg held, "by eliminating sources of dissatisfaction, one may

placate, pacify, or reduce the dissatisfaction of a worker, but this

does not mean that such reduction either motivates the worker or

leads to job satisfaction" (Owens, 1981, p. 120).

Motivation to Herzberg was not the one dimensional concept that



33

Maslow proposed in the hierarchy of needs, but rather consisted of

two separate and independent factors. Herzberg recognized these two

factors as (l) motivational factors which could lead to job

satisfaction and (2) hygiene or maintenance factors which must be

present for motivational factors to have an effect (Herzberg, 1966).

In the absence of hygiene factors motivation may be hindered and job

dissatisfaction may result. Examples of hygiene factors include the

salary-benefit package, working conditions, and administrative style.

Job dissatisfaction can be reduced by improving each of these areas,

thus creating' better hygiene, i.e. maintenance, conditions.

Herzberg's research determined that motivational factors came from a

separate set of conditions that were unrelated to job

dissatisfaction. Examples of motivational factors included

achievement, recognition, challenge, responsibility, promotion, and

professional growth. To increase job satisfaction and encourage

motivation of the employee Herzberg has suggested that the work be

redesigned to create more interest and challenge (i.e. job

enrichment), that autonomy be increased on the job, and that jobs, if

appropriate, be expanded beyond their traditional emphasis of

maintenance factors (i.e. job enlargement).

Maslow's and Herzberg's theories of motivation provide insight

on the question of job satisfaction. According to Vroom (1964), job

satisfaction has a significant impact on the retention of employees.

These theoretical frameworks provide a foundation upon which. an

examination and understanding of the literature on attrition from the

student affairs profession can be viewed.
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The literature on job satisfaction of mid-level student affairs

professionals is limited. Studies were first published in this area

during the seventies (Bingham, 1974; Solmon & Tierney, 1977; Scott,

1978). These studies generally indicated that mid-level student

affairs professionals were satisfied with their work. The

conditional phrasing of this statement is important because all of

the researchers determined that there were dissatisfiers present in

this level of position. Scott (1978) noted the frustration that mid-

level student affairs professionals encountered on their campuses due

to the lack of recognition, authority, direction, respect, financial

compensation, and opportunity for advancement. In addition to the

above dissatisfiers, Solmon and Tierney (1977) determined that mid-

level student affairs professionals found lower satisfaction in

scholarly pursuit, family time and leisure time due to their

position. Bingham's (1974) conclusions regarding job satisfaction in

college placement counselors' careers provides the perspective needed

to understand the dilemma of being satisfied yet frustrated. Bingham

concluded that there is satisfaction about job content, i.e.

functions and responsibilities of position, however dissatisfaction

about job context, e.g. too many demands on time, inadequate budgets

and facilities. A. more recent study concerning’ mid-level

administrators in higher education noted that job content

satisfaction may be decreasing however (Bossert, 1982).

Job satisfaction has also been examined at the senior level

administrative positions in student affairs. These studies have
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principally centered on the chief student affairs officer, e.g. Dean

of Students, Dean of Men, Dean of Women, (Scott, 1965; Foy, 1969;

Dye, 1975; Haraway, 1977) or has included the chief student affairs

officer as a member of the executive management team of an

institution (Solmon & Tierney, 1977; Heming, 1982). The chief

satisfiers that are revealed in these studies include: working with

college students and dealing with their problems (Scott, 1965;

Heming, 1982), the challenge, achievement, congenial relationships

and responsibility in the position (Solmon & Tierney, 1977; Manning

1982), variety (Solmon & Tierney, 1977), and fulfilled security needs

(Dye, 1975). The areas that provide little satisfaction or

dissatisfaction include: lack of appreciation and support by faculty

and other administrators (Scott, 1965; Foy, 1969; Dye, 1975;

Heming, 1982), work load (Scott, 1965; Haunting, 1982), long hours

(Scott, 1965; Solmon & Tierney, 1977), lack of status (Dye, 1975;

Haraway, 1977) and lack of compensation (Haraway, 1977).

The pursuit of greater job satisfaction for student affairs

professionals, especially in mid-level positions, is essential given

it is this group who ”keep their institutions functioning” (Scott,

1980, p. 387) especially in times of crisis. A high level of job

satisfaction is also important in overcoming organizational barriers

while fulfilling the institution's mission of student development

(Strange, 1981) . Organizational programmatic innovation is heavily

reliant upon the job satisfaction of the mid-level student affairs

professional, for it is from this person's energy, enthusiasm, and

direction that a successful program originates. "Job satisfaction



36

really suggests a pride in work which is reflected in the continued

effort to improve the quality of work" (Hage, 1970, p. 53).

ALEILSLQQ Lg thg Studgnt Affairs Profession

The topic of attrition from the student affairs profession was

first addressed in the literature by Grant and Foy (1972) in their

1969 study of institutions holding membership in the National

Association of Student Personnel Administrators (NASPA). One of the

questions in this study examining the career patterns of student

personnel administrators was "Where do they go?" upon leaving the

profession. Grant and Foy collected data on this question by asking

people currently in administrative positions questions about their

predecessors. Due to the explosive growth of higher education at

that time, the authors found that 28% of their sample had no

predecessors since these positions were new. Of those who reported

having predecessors in student affairs, 22% were promoted, 31% went

to another position, 19% were unsuccessful and released, 8% undertook

further schooling, 9% retired, 2% married, 1% went on leave, 4% left

due to illness, and 2% died (Grant and Foy, 1972, p. 111). (The

authors did not define the term ”went to another position” and how

"married" relates to their predecessors departures.) Of those

student personnel administrators who remained in the work force, 41%

took on other student affairs positions through promotions (15%),

demotions (4%), or lateral moves (22%). Thirty-seven percent (37%)

moved into other areas of higher education, i.e. 22% in teaching and

15% in administration (Grant and Fay, 1972, pp. 111-112). In this
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study 78% of those who left their position remained in higher

education. Those who left higher education went into "the public

schools (4%), business and industry (6%), government or military

service (4%) or religious work (8%)" (Grant and Foy, 1972, p. 112).

Shaw (1970) conducted the benchmark attrition study specifically

aimed at student affairs professionals at the dean's, assistant

dean's and director's levels. Shaw identified leavers from the

student affairs profession through the voting delegates of NASPA. He

found significance in the reasons for leaving in the categories of

former position and the presence or absence of academic student

affairs training. Furthermore, he found there was no significance in

the reasons for leaving' by ‘the categories of gender or student

enrollment of the former institution. The most frequent reasons

cited for leaving the student affairs profession were internal

politics, lack of appreciation by superiors, level of bureaucracy,

level of decision-making, resistance of the institution to innovation

and change, and perceived resistance of much of the institution to

the goals of the student personnel department. Shaw concluded (1)

that attrition from the student affairs profession is frequent and

possibly increasing, (2) people in different positions tended to

leave for different reasons, ( 3) people with significant academic

training in student affairs tended to leave the profession for

reasons different from those with no academic training in the field,

and (4) reasons dealing with openness and interpersonal relations

were the most frequently cited causes of attrition.

After a decade's absence, the issue of attrition next appeared
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in the literature in Bender’s (1980) study of job satisfaction in the

student affairs profession. Bender's sample of NASPA Region II

indicated that 43% of males and 28% of females intended to stay in

student affairs for their entire career. Furthermore, the low

percent of female professional persistence corresponded with the data

reported by the younger age group in Bender's sample. "Both the

women and the 23-36 year old group seem to perceive little

opportunity for advancement, a factor affecting their intentions to

remain in the field” (p. 7). The Bender study also demonstrated that

the relatively large number of professionals with academic

credentials in student affairs related areas were undecided about

their longevity in the profession. With a sample of 77% holding

masters degrees and 16% holding doctorates, of the 23-36 year odd

respondents, 41% were undecided about staying in the profession.

Forty-two percent (42%) of the entire female sample were also

undecided about their persistence in student affairs. Bender

concluded, that with a sample of this professional educational

background one would expect these respondents to persistm However,

given the significant number of the sample who intended to leave the

profession and the large undecided group, indicated retention

problems are not being addressed adequately.

A retrospective study examining the work history of a group of

student affairs professionals was conducted by Burns (1982). Burns

studied the persistence of 372 graduates of two graduate programs in

student affairs at two large eastern universities between June 1970

and December 1979. Of the 182 respondents (90 male and 92 female),
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111 or 61% were still in the profession at the time of the survey.

Burns reported that (1) women left the student affairs profession in

significantly higher numbers than men, (2) the median age for those

who stayed in the profession was 28, whereas for those who leave the

median age was 33, and (3) in the first five year's from receiving

the graduate degree there were more persisters than leavers (64% and

38%, respectively), while for those who received their degree more

than five years ago there were more leavers than persisters (51% and

49%, respectively). Geographic relocation, lack of challenge and

feeling bored, and returning to school were the primary reasons given

for leaving student affairs. Burns found in her sample, that of

those who left the student affairs profession, 33.8% work in

business/industry, 28.2% work in government supported agencies, 22.5%

work in the public schools, private foundations, or non-profit

organizations, and 15.5% were unemployed, at the time of the survey.

Lawing, Moore, and Groseth (1982) compared the results of the

Burns study to that of a random sample of 150 chief student affairs

officers in NASPA affiliated institutions. Not surprisingly, the

authors found that the median age for attrition at the chief student

affairs officer's level was considerably higher than that found in

the Burn's study. Additionally, the authors reported that attrition

from student affairs does not appear to be related to position. This

conclusion was based on Burns' reporting that 16% of those currently

in the field expect to leave, which compared favorably with the 16%

of chief student affairs officers who anticipated within the next few

years to move into teaching, a college presidency, or retirement.
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This conclusion challenges the earlier finding of Shaw (1970) where

attrition was found to be related to former position.

Holmes, Verrier, and Chisholm (1983) confirmed that the rate of

attrition in the student affairs profession for women was higher than

that of men, and that in a ten year span the persistence rate for

those with graduate degrees in student affairs related areas was

greater than 60%. In this retrospective study of 170 graduates of a

masters program in student affairs from 1971-1981, 66% of the

graduates reported that they were working in the student affairs

field.

Almost 90% of the graduates were employed in higher

education in the first year after graduation, with 80.9%

employed in student personnel. The data reveal gradual

attrition from the student personnel field as each year

passes, reaching a 39% employment level by the sixth year.

During the same span of time there was a gradual increase

in the percentage of graduates employed in other higher

education work and in business and industry... The rate of

attrition for women was higher than for men, starting at a

higher level of employment in the first year (84.5%), and

falling to 42.9% by the fifth year (p. 440).

As the authors noted, this study clearly raised questions about the

long-term stability of staffing the student affairs field with

professionally educated personnel.

Attempting to find the factors that are predictive of graduates

with. master's degrees in student personnel preparation programs

remaining employed in the field after five years, Wood, Winston, and

Polkosnik (1985) surveyed candidates from the 1978 graduating class

of four nationally known student personnel programs. The authors

reported that 68% of the 1978 graduates were still in the field after

five years, which was similar to Burns' (1982) finding of 64%
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remaining in the field but much higher than that of Holmes’ et al.

(1983) finding of 39% persisting after six years. Contrasting

markedly with Burns (1982) and Holmes et al. (1983), was the authors'

finding that women were not leaving the field at higher rates than

men. Gender contributed very little to predicting who remained in

the field.

The above studies indicate ‘that attrition from the student

affairs profession is occurring. Given an approximate 40% to 60%

attrition rate after being in the student affairs profession for five

to six years (Wood et al., 1985; Burns, 1982; Holmes et al., 1983),

it appears that attrition has a profound impact on the mid-level

position. For it is at this position level that a qualified person

has five to six years of experience. Studies tangentially related to

the topic of attrition support the notion that professionals are

leaving due to the lack of opportunity and mobility in the student

affairs field (Sherburne, 1970; Armstrong, Campbell, & Ostroth,

1978; Ludewig, 1979; Harder, 1983; Ostroth, Efird, & Lerman 1984;

Sandeen, 1984; Rickard, 1985b; Evans, 1988; Sangaria & Johnsrud,

1988). Additionally, other authors have noted that burnout

(Arnold, 1982; Forney & Wiggers, 1984; Sandeen, 1984; Spicuzza,

Baskind, & Woodside, 1984) and low salary (Badders & Sawyer, 1982;

Badders & Sawyer, 1983) may also influence the decision to leave the

profession.

The literature also revealed that possibly the attrition rate

in the student affairs profession may be specifically related to the

nature of the individual person and have little bearing on the
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policies of an institution of higher education or the functions of

the field. Kuh, Greenlee, Faye, & Lardy (1978) found that recent

graduates seeking entry-level positions were taking jobs in which

they were not interested. This phenomena which may lead to leaving

the profession was labeled by Hancock (1988) as a "need-environment

mismatch". The young professional seeking an employment opportunity,

not having personally clarified what is needed/wanted, accepts an

opportunity that is offered. After a period of time, the young

professional becomes disenchanted with the position and possibly with

the profession due to the mismatch. Goodman (1984) found that those

student affairs professionals who have not committed themselves to a

specific area, i.e. function, in the field. will have a greater

likelihood of leaving the profession. Goodman's findings supported

the notion of Hancock's mismatch theory and emphasized the importance

of functional. clarification/identification in 'the student affairs

profession.

Another view of the nature of the individual person as it

related to attrition in the student affairs profession was the notion

that the student affairs field attracts people who are in the process

of discovering who they are and what they desire in life. Beyond the

notion of mid-life change for those in the student affairs field

(Arnold, 1982), Grant and Foy (1972) stated that student affairs

administrators "appear to be people in transition. Although

occupying relatively' key' administrative ;positions in higher

education, few see themselves remaining in these positions until

retirement" (p. 112). Bryan (1977) expressed a similar concept, by
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stating that many people ”fall into" student affairs rather than make

a long-term commitment. Bender (1980) commented:

While academic programs exist to prepare individuals to do

student affairs work, the lack of standardized

credentialing provides job opportunities for many who see

student affairs as a temporary phase in their lives.

Therefore, the high rate of attrition from student affairs

is not unexpected (p. 7).

Bender's observation may be accurate, however only two published

studies (Shaw, 1970; Sherburne, 1970) were found that compared

student affairs professionals who had earned a graduate degree in a

student affairs related curriculum to those who did not. Shaw (1970)

found that those student affairs workers with no significant academic

training in the profession tended to leave the field for reasons

different from those who had studied a related curriculum (p. 86).

In another study, Sherburne (1970) found that there was no

relationship between professional mobility in student affairs and the

type of formal academic preparation experienced by the respondents

(p. 122). The ramifications on attrition of those without student

affairs related curriculum degrees is not clear from the research

literature.

The literature on attrition from the student affairs profession

suggests that certain programs may be successful in increasing the

retention of current student affairs professionals. The authors

(Bender, 1980; Burns, 1982; Lawing et al., 1982) have mainly

recommended the organizational development strategies of job

enlargement and job enrichment. Such strategies include:

diversifying job tasks, increasing the number of tasks, more

opportunity for planning, more opportunity for controlling, more
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opportunity for working with others within student affairs or within

the academic community, professional exchanges with other

institutions, job sharing and job rotation (French, 1978, pp. 156-

157). Although these organizational develOpment strategies have

been recommended in the literature as possible retention measures,

there appears to be a void of publications on the topic of

implementation or evaluation of such conceptualized programs in

student affairs.

Attrition studies in student affairs have ignored the mid-level

student affairs professional. The literature on attrition from other

levels of position suggest that most former professionals left for

the structural reason of the lack of opportunity of advancement and

mobility (Sherburne, 1970; Armstrong et al., 1978; Ludewig, 1979;

Harder, 1983). Other identified reasons for leaving the profession

include burnout (Arnold, 1982; Forney & Wiggers, 1984; Spicuzza et

al., 1984), the lack of financial compensation (Badders & Sawyer,

1982; Badders & Sawyer, 1983), "need-environment mismatch" (Hancock,

1988) and the notion of student affairs attracting people in

transition (Grant 5 Foy, 1972). Authors (Bender, 1980; Burns, 1982;

Lawing et al., 1982) have suggested job enlargement and job

enrichment programs which may assist in retaining student affairs

professionals in the field, however it appears that these programs

have not been evaluated, if in fact they have been implemented.
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Summary

Chapter Two contained a review of the available published

literature related to the demographic composition of the student

affairs profession and the study of mid-level attrition from the

student affairs profession. With respect to the demographics of the

student affairs profession, it was noted that fewer people were

entering the professional preparation programs while those

credentialed and skilled continue to leave in large numbers. Women,

the largest group entering the profession, have also been identified

as the largest group leaving.

Finally, Chapter Two included a summary of the literature

pertinent to attrition in the student affairs profession. Since few

research projects have been directed at mid-level attrition, it was

necessary to review related areas of study. Job satisfaction and

motivation theory were reviewed as a theoretical framework. This

framework provided a perspective for the descriptive studies

conducted in the .student affairs profession regarding job

satisfaction and attrition. The literature suggests that long-term

stability in the development of student affairs as a profession

becomes highly questionable as those credentialed and skilled leave

the field from all levels.
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RESEARCH DESIGN, METHODOLOGY AND PROCEDURES OF THE STUDY
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Chapter Three is a detailed presentation of the research design

adopted and the methods employed in the study of the demographics of

the student affairs profession and attrition of mid-level student

affairs professionals. This chapter contains a review of the

purpose, research questions and testable hypotheses which are central

to this study. Chapter Three then includes an examination of the

development of the instrument, the selection of a sample from the

population, the data collection process, and the research design

employed in the statistical analysis of the data. The chapter

concludes with a sumary statement.

We

The purpose of this study is six-fold: 1) To describe the

gender composition of the student affairs profession at all levels;

2) To describe the racial/ethnic composition of the student affairs

profession at all levels; 3) To identify the actual reasons mid-

level student affairs professionals have left the profession; 4) To

identify chief student affairs officers’ perceptions of the reasons

for mid-level student affairs professionals' decisions to leave the

profession; 5) To compare chief student affairs officers'

perceptions of the reasons for attrition with the actual responses of

46
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leavers; and 6) To determine what occupations former mid-level

student affairs professionals enter once leaving the field.

mm

This study sought to answer the following questions:

1) What is the gender composition of the student affairs

profession?

2) What is the racial/ethnic composition of the student

affairs profession?

3) Why do mid-level student affairs professionals leave the

field?

4) Do females leave the student affairs profession for

different reasons than males? (This question is responded to by

Testable Hypothesis I.)

5) Do people of different racial/ethnic origins leave the

student affairs profession for different reasons? (This question is

responded to by Testable Hypothesis II.)

6) Do mid-level student affairs professionals leave

different types of institutions for different reasons? (This

question is responded to by Testable Hypothesis III.)

7) Are chief student affairs officers accurately

perceiving the reasons which motivate mid-level student affairs

professionals to leave the student affairs profession? (This

question is responded to by Testable Hypothesis IV.)

8) What occupations do former’ mid-level student affairs

professionals enter once leaving the field?
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The analysis of this study has ‘tested, the following null

hypotheses:

Null Hypothesis I: No difference in reasons for leaving

the student affairs profession will be found by gender in

response to the mid-level student affairs attrition study

instrument.

Hull Hypothesis II: No difference in reasons for leaving

the student affairs profession will be found by race or

ethnic origin in response to the mid-level student affairs

attrition study instrument.

Hull Hypothesis III: No difference in reasons for mid-

level professionals leaving the student affairs profession

will be found by the type of institution (public and

private, two year and four year) in response to the mid-

level student affairs attrition study instrument.

Hull Hypothesis IV: No difference in reasons for leaving

the student affairs profession will be found by comparing

chief student affairs officers' and former mid-level

student affairs professionals' responses to the mid-level

student affairs attrition study instrument.

W2: m2 Items;

The search for applicable information through the Educational

Resources Information Center (ERIC) and the subsequent review of the

literature revealed that only one questionnaire was available that

could be adapted for the purposes of this study. The questionnaire

developed by Shaw (1970), in part, addressed job satisfaction and the

reasons for attrition. This portion of Shaw's questionnaire was

adapted for the purposes of this study.

Shaw's (1970) questionnaire had a valid instrument design. The

questionnaire's development began by Shaw conducting a literature

review on unhappiness and dissatisfaction in student affairs work.
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At the time Shaw wrote, "nothing in the literature of the profession

was found which systematically investigated actual reasons for

attrition" (Shaw, 1970, p. 13). A draft instrument based on the

literature was reviewed by the National Association of Student

Personnel Administrators' (NASPA) Research and Publications Division

and several student affairs workers and graduate students. The

recommendations for revision were incorporated into the

questionnaire. The survey was also examined using the rules

delineated by Payne (1951) for bias in wording. Content validity of

the questionnaire was established by consulting experts in the

student affairs profession. Shaw concluded that the attrition

instrument "proved to be an effective means of discriminating between

categories in at least two sub-groups of former student personnel

administrators" (1970, p. 98). Thus, given that Shaw's (1970)

questionnaire is a proven instrument, provided a strong rationale for

its use in this study.

Shaw's (1970) attrition instrument was used as the base from

which this study's attrition questionnaire was developed. To

establish contemporary relevance a systematic evaluation of each item

was conducted. Relevance was evaluated in relationship to the recent

literature on attrition in the student affairs profession. Some

items, e.g. student activism, were deleted and others were added,

e.g. lack of opportunity for advancement, burnout. Other questions,

e.g. like most about position, like least about position, major

factors for leaving, were converted to closed-ended responses. The

choices for these closed-ended response questions were established
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from the literature and provided by experts in the student affairs

profession, i.e. members of the American College Personnel

Association's Commission One Task Force on the Demographics of the

Profession (Appendix I). A question on the value of job enrichment

and job enlargement programs as a tool for increasing retention was

added.

Also included was a section devoted to collecting demographic

information. The demographic information section was included in the

Chief Student Affairs Officer's Survey to answer the relevant

research questions as well as provide a brief profile of the

institution. On the Former Mid-Level Student Affairs Professional's

Survey this section was included to determine if the respondent met

the established definitional criteria, provided information to answer

the research questions and offered a profile of the former mid-level

professional.

The two surveys, i.e. the Former Mid-Level Student Affairs

Professional's Survey and the Chief Student Affairs Officer's Survey,

were first reviewed by the student affairs professionals holding

membership on the American College Personnel Association's Commission

One Task Force on the Demographics of the Profession (Appendix I) and

the investigator's doctoral dissertation committee (Appendix J).

After incorporating their collective suggestions, the Former Mid-

Level Student Affairs Professional's Survey and the Chief Student

Affairs Officer's Survey were pre-tested by a select group of former

mid-level student affairs professionals and chief student affairs

officers (Appendix K) respectively. Upon receipt of the completed
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questionnaires and suggestions from these individuals, the

instruments were again refined and prepared for printing.

wmm

The subjects for this study were selected through a three step

process. The first step was to select a random sample of the

nation's two year and four year, public and private, universities and

colleges. Identification of that sample was sought from the most

complete available listing of those institutions, i.e. the 33333;;

W m], Igfigmation Sugvey l2§4-§§ (M). Using the

m, lists of colleges and universities were grouped into

National Association of Student Personnel Administrators (NASPA)

Regions (Appendix L). Grouping by NASPA Regions was done to insure

that the sampling was representative of all parts of the United

States. NASPA Regions in particular were chosen because previous

major demographic studies used this classification to assure

representativeness. Within each NASPA Region the institutions were

stratified by type, i.e. two year, four year, and then by

affiliation/control, i.e. public, private. Due to the constraints of

financial resources and time, the size of the sample was arbitrarily

set at a ten percent minimum for each identified subgroup. In

subgroups where a ten percent sample did not provide a minimum of

sixty institutions (Borg & Gall, 1979, p. 195; Sudman, 1976, p. 30),

a larger percent was selected. The size of the sample population for

this study was 389 institutions out of a total population of 3,331,

which was approximately twelve percent of the total population. If
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an institution chosen for the sample was listed in the m but not

in the m 3.213 giggle; wW another institution

within its stratified group was randomly chosen to replace it.

The second step of this process was to identify the chief

student affairs officers at the sample institutions through using the

the m m tum;WW. Once identified, a

demographic and attrition survey was mailed to each chief student

affairs officer. Part of this survey requested that each chief

student affairs officer identify by name, address, and telephone

number two former mid-level student affairs professionals from their

institution. Since it was the intention of this study to also survey

former mid-level student affairs professionals and it was determined

that there were no adequate lists available of former mid-level

professionals, this information had to be obtained through referral.

Each referred former mid-level student affairs professional was to

meet the following criteria: (1) was awarded a graduate or

professional degree in a student affairs related curriculum, (2) held

an associate or assistant or director position responsible for

direction, control, or supervision of one or more student affairs

functions or staff, (3) was no longer carrying out a basic student

affairs function, (4) left the student affairs profession in the past

five years, and (5) had reasons for attrition that excluded death,

retirement or temporary leave. The five year time frame was selected

as part of the criteria for the former mid-level student affairs

professional's definition so that the knowledge of the person's

location would be relatively accurate. Utilization of a five year
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time frame reduced the potential problem with the referral method

where individuals who have moved away or broken off contact might be

less likely to be nominated and located (Harris, 1985, p. 58).

The surveying of former mid-level student affairs professionals

constituted the third step of this process. Each of the former mid—

level student affairs professionals, identified by the chief student

affairs officers, were mailed a demographic and attrition survey.

Execegures agd Collectiee e: gate

Three-hundred-eighty-nine Chief Student Affairs Officer's

Surveys (Appendix A) were bulk mailed to the chief student affairs

officers of the institutions in the population sample on December 8,

1987. Included with the mailing of each survey was a transmittal

letter explaining the study (Appendix C), a coding sheet (Appendix B)

and a self-addressed business reply envelope (Appendix P). On

January 8, 1988 a follow-up letter (Appendix G) was bulk mailed to

two-hundred—thirty chief student affairs officers who had not yet

responded. The transmittal and follow-up letters were signed by the

investigators of this study. The investigators included the chair of

this doctoral committee and ACPA Executive Board Member, the chair of

the ACPA Commission. One Task Force on the Demographics of the

Profession and the principal investigator/author of this study. The

second mailing again included a questionnaire, a coding sheet and a

business reply envelope. Each mailing' was given a code which

identified the NASPA Region, institution type and

affiliation/control, and an unique number for identification
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purposes. The purpose of the coding procedure was to allow for the

confidentiality of the participants; responses, while providing a

mechanism for the investigators to evaluate participation.

Respondents were given the option of receiving a detailed summary of

the study's findings.

As identified in the responses of the returned Chief Student

Affairs Officer's Survey instruments, the Former Mid-Level Student

Affairs Professional's Surveys were mailed first-class to the

individuals in this initial group on January 30, 1988. Included with

the survey (Appendix 8), were a transmittal letter (Appendix D),

coding sheet (Appendix E) and business reply envelope (Appendix F).

(The coding sheet and business reply envelope were identical to those

used. with ‘the Chief Student Affairs Officer's Surveys.) Chief

Student Affairs Officer's Surveys returned after January 30, 1988,

and which identified former mid-level student affairs professionals'

information, created a second pool of former mid-level professionals.

Subsequently, each of these former mid-level professionals were sent

a questionnaire and accompanying materials. If the questionnaire was

not returned two weeks after the initial mailing, the former mid-

level student affairs professional was sent a follow-up mailing. The

follow-up mailing again included a transmittal letter (Appendix H),

coding sheet (Appendix E), questionnaire (Appendix B), and business

reply envelope (Appendix F) . For both former mid-level student

affairs professional mailings, the 'transmittal letters were

personally prepared with the name and address at the top and

individually signed by the three investigators. A code was assigned



55

to each mailing with the NASPA Region, institution type and

affiliation/control of the institution of the chief student affairs

officer who identified the leaver, and an unique number for

identification purposes. As was the case with the Chief Student

Affairs Officer's Survey, the purpose of the coding procedure was to

allow for the confidentiality of the participants' responses, while

providing a mechanism for the investigators to evaluate

participation. Respondents were given the option of receiving a

detailed summary of the study's findings.

Some chief student affairs officers were unable to provide

complete and accurate information regarding the location of the

former mid-level student affairs professional. For example,

referrals sometimes lacked complete address information. Telephone

bookn. £119.92 nabs. LL- 29.9311. Lie m: 121355.922. and American

Telephone and Telegraph Directory Assistance were consulted in order

to ascertain the missing information.

MM

As the Chief Student Affairs Officer's Surveys and the Former

Mid-Level Student Affairs Professional's Surveys were returned, the

information was coded. If a chief student affairs officer failed to

include the information requested on the question concerning the

number of full-time student affairs professionals in the demographic

portion of the questionnaire, it was assumed that the institution had

none for that category and a zero was entered, except for

Caucasian/Other where any unidentified personnel were classified.
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The final assumption made when coding the demographic data was the

number of males plus the number of females equaled the total number

of professionals. For all other questions in both surveys, a

response was excluded from computation if it were left blank. Other

responses to questions were excluded from computation and surveys

were deemed unusable if the respondent noted on the instrument that

the response included numbers or perceptions that were not within the

definitional parameters of this study, e.g. the former mid-level

student affairs professional failed to meet the defined criteria;

the reported campus student affairs division full-time professional

staff count included clerical and maintenance employees. These

exclusions occurred in order to maintain the integrity of the

findings of this study.

Data from the returned questionnaires were transferred to

Michigan State University's IBM 3090 VP Mainframe Computer. Using

the Statistical Package for the Social Sciences version X (Nie, Hall

Jenkins, Steinbrenner, & Bent, 1986), data analysis techniques were

performed. Descriptive data, i.e. frequencies, percentage

frequencies of responses, means, standard deviations, ranges, were

compiled on all questionnaire items using the subprogram Frequencies.

The independent sample t-test of statistical significance was

computed for hypothesis testing by the subprogram T-Test Groups. The

t-test was utilized in comparing the responses between the groups of

chief student affairs officers and the former mid-level student

affairs professionals. Additionally, the t-test was employed in

testing for differences within the groups of chief student affairs
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officers and former mid-level student affairs professionals. The t-

test was the most powerful statistical analysis available given the

nature of the data, and the most appropriate given the small sample

size. Before considering the assumptions necessary to use the t-

test, two important clarifications must be made. First, the ordinal-

rank data, utilized in the attrition survey, may be conceived as

continuous variables and assumed to be interval scales given their

directional connotations (Blalock, 1964, pp. 34-35, 184-188).

Second, although the former mid-level student affairs professionals

were not selected through random sampling techniques, the t-test is

still appropriate "Because [when] the nominators are representative

groups located through random methods, ...[there is] confidence that

the nominees are also a broadly representative sample” (Harris, 1985,

p. 58). By using the t-test the following assumptions were made:

(1) two random samples were selected, (2) the two random samples have

the same population variance, and (3) the distribution of the means

of each random sample is approximately normal (Norusis, 1986).

The chi square statistic was utilized in testing for independent

variables on survey questions soliciting discrete data responses.

Discrete data precludes quantitative analysis, e.g. t-test, because

the responses are not viewed as being continuous and having an

interval scale. The chi square test was accessed through the SPSSX

subprogram Statistics.

For all hypothesis testing, the .05 level of significance was

adopted as the criterion. It was concluded that a larger alpha

level, e.g. .10, would have allowed for too great a probability of a
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Type I error, while a smaller alpha, e.g. .01, would have been

unnecessarily stringent and might possibly lend itself to Type II

error (Borg & Gall, 1979, p. 424). Therefore, the conventional .05

level of significance was selected.

§BEE§£¥

The research design, methodology and procedures employed in the

study were presented in Chapter Three. This study was an effort to

describe the idemographics of 'the student affairs profession and

explore the reasons for mid-level student affairs professional

attrition.

Following a review of the literature, a questionnaire was

identified from a previous study that had application to the central

purpose of this study. Part of the questionnaire was adapted for use

in this study. The questionnaire was further developed to include

additional components given the research questions of this study and

modified for use with two different populations. The questionnaires,

one for each population, were then revised and refined based on the

comments of student affairs professionals holding membership on the

American College Personnel Association's Commission One Task Force on

the Demographics of the Profession and the investigator's doctoral

dissertation comittee, as well as pre-tested by two select groups

from the populations.

The questionnaires were then mailed to the two representative

samples identified from the populations of all chief student affairs

officers listed in the BER 12§8 figgge; zgeeee;en pggee§egy and the
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names and addresses provided by the chief student affairs officers of

former mid-level student affairs professionals. Follow-up mailings

occurred with both groups.

Descriptive data were compiled on all items using the

Statistical Package for the Social Sciences version x. The four

stated hypotheses were tested at the .05 level of significance, using

the independent sample t-test. Chi square was utilized on items

where quantitative analysis was precluded due to discrete data.

Chapter Four will contain the analysis of data collected and

analyzed through the above procedures.



CHAPTER FOUR

ANALYSIS OF DATA

MM

The data presented in this chapter were gathered through a

nationwide survey of chief student affairs officers and selected

former mid-level student affairs professionals. A mailed

questionnaire was used to collect data concerning the demographics

of the respondents within the student affairs profession and their

perceptions regarding mid-level professional attrition.

Wflmm

The purpose of this study is six-fold: 1) To describe the

gender composition of the student affairs profession at all levels;

2) To describe the racial/ethnic composition of the student affairs

profession at all levels; 3) To identify the actual reasons mid-

level student affairs professionals have left the profession; 4) To

identify chief student affairs officers' perceptions of the reasons

for mid-level student affairs professionals' decisions to leeve the

profession; 5) To compare chief student affairs officers'

perceptions of the reasons for attrition with the actual responses of

leavers; and 6) To determine what occupations former mid-level

student affairs professionals enter once leaving the field.

The following is a presentation of the findings of the study.

60



61

Mam}; 9f __9.p_o_Qa_Ren nta

W

The purpose of this section is to (1) report the response rates

of the respondents and (2) establish that the findings are

representative and generalizable to the population. The discussion

focuses on the groupings identified in the hypotheses. Therefore,

the presentation related to chief student affairs officers relies on

the groupings of all public, private, two, and four year

institutions.

mammmm

mmmm

The survey population of institutions included approximately a

twelve percent stratified random sample of the nation's two year and

four year, public and private, universities and colleges. The

sampling frame was stratified by National Association of Student

Personnel Administrators (NASPA) Regions and further grouped by

institutional type and control to assure representativeness. The

chief student affairs officers of each institution represented in the

sample were asked to complete a questionnaire seeking demographic

information about their institution, their perceptions regarding mid-

level professional attrition from the student affairs field, and a

referral to two former mid-level professionals from their

institution. A total of 200 sample members returned usable survey

responses, which could be included in statistical analysis, providing

an overall sample (n) response rate of 51.4% or 6% of the total

population (N). A fifty percent response rate of the sample
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population was established as an acceptable return in the planning

stage of the study. Table 2 provides a breakdown of usable survey

responses for all responding chief student affairs officers of the

sampled institutions. As is indicated in Table 2, response rates

varied by NASPA Region such that Region V (Alaska, Idaho, Montana,

Nevada, Oregon, Utah, and Washington) had a sample response rate of

72.2%, while Region I (Connecticut, Maine, Massachusetts, New

Hampshire, Rhode Island, and Vermont) had a sample response rate of

38.7%. The remaining NASPA Regions had sample response rates between

45.0% to 55.0% and were NASPA Regions II (Delaware, District of

Columbia, Maryland, New Jersey, New York, and Pennsylvania), III

(Alabama, Florida, Georgia, Kentucky, Louisiana, Mississippi, North

Carolina, South Carolina, Tennessee, Texas, and Virginia), IV-East

(Illinois, Indiana, Iowa, Michigan, Minnesota, Ohio, west Virginia,

and Wisconsin), IV-West (Arkansas, Colorado, Kansas, Missouri,

Nebraska, New Mexico, North Dakota, Oklahoma, South Dakota, and

Wyoming), and.‘VI (Arizona, California, and Hawaii). The total

response rate trends mirrored the sample response rates ranging from

4.6% for NASPA Region I to 8.1% for NASPA Region V. The aggregate

response rate for the sum of all NASPA Regions was 6.0%.
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Table 2

RESPONSE RATES OF ALL INSTITUTIONS

SAMPLE TOTAL

NASPA TOTAL SAMPLE RESPONSE RESPONSE RESPONSE

3:519! E B; 3; 22‘21 Lil Elia L11

I 263 31 12 38.7 4.6

II 651 76 34 44.7 5.2

III 864 103 53 51.5 6.1

IV-E 689 79 44 55.7 6.4

IV-W 368 44 23 52.3 6.3

V 161 18 13 72.2 8.1

VI 335 38 21 55.3 6.3

COLUMN

TOTALS 3331 389 200 51.4 6.0

Institutions were also grouped by affiliation/control and type

in reviewing response rates to the survey. Table 3 contains the

institutional response rates broken down by affiliation/control, i.e.

public and private. One-hundred-four (104) public institution

representatives returned the Chief Student Affairs Officer’s Survey

out of a population of 1501. With the exception of NASPA Region I,

the public institution representatives in the other NASPA Regions

provided a sample response rate in excess of 60%, giving an aggregate

total response of 6.9%. Private institution representatives provided

a marginally smaller response rate. From a population of 1830

private institutions, a sample (of 222 institutions was randomly

chosen yielding a response of 96 institutional representatives, i.e.

a total response of 5.3%. The percent response of private

institution representatives was similar across all NASPA Regions,

with a variation noted in Region V where almost twice as many

institutional representatives responded. However, although Region V
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may be overrepresented in this sample, consideration must be given to

the fact that only 6 institutions provided a response.

Table 4 provides a break down of response rates by institutional

type, i.e. two year and four year institutions. As is revealed in

this table, the total percent response rates for’ both types of

institutions were identical, i.e. 6%. The sample percent response

rates were also similar, averaging 50%. One variation meriting

coment occurred in NASPA Region V - Four Year Institutions. On a

percentage basis almost twice as many institutional representatives

of this type from this NASPA Region responded. However, the actual

number of responding institutional representatives was 9. A response

rate of 9 institutions for this category is relatively small compared

with the number of institutions responding from other NASPA Regions.

WofW

Obie: mesa; Affairs mo9 8

To determine generalizability, further analysis was undertaken

to establish the representativeness of the sampled and respondent

institutions through chief student affairs officers responses. ‘The

analysis was based upon determining (1) internal consistency of

response rates and findings, and (2) consistency of the findings with

other established studies (Sudman, 1983).

The analysis to determine internal consistency initially focused

on examining, by NASPA. Regions, the percent composition. of the

sampled and respondent groups as compared to the population. As

Table 5 reveals, when considering the population, approximately equal

proportions of institutions were sampled and their representatives
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responded. Although minor deviations occurred, the similarity of the

percentage distribution of all institutions indicated that there was

the appropriate weighting of responses, thus establishing that no

bias existed in the respondent sample.

Table 5

All Institutions

Distribution by NASPA Regions

(Percentage)

NASPA Population Random Sample Respondents

Regien (N8333l) (n=389) (n=200)

I 7.90 7.97 6.00

II 19.54 19.54 17.00

III 25.94 26.48 26.50

IVB 20.68 20.31 22.00

IVW 11.05 11.31 11.50

V 4.83 4.63 6.50

VI 10.06 9.77 10.50

The above procedure was employed to test for generalizability at

the institutional affiliation/control and type levels. Institutions

were stratified by NASPA Regions and then grouped by

affiliation/control and type. Tables 6 and 7 display these

percentage distributions. The tables clearly demonstrate that the

respondent percentage distributions were similar to those

distributions of the population and random sample for each of the

groupings. Although some deviations were present, i.e. Public

Institutions-NASPA Region I, Private Institutions-NASPA Region II,

Four Year Institutions-NASPA Region V, the effect was minor

considering the similarities of the overall respondents, random
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sample, and jpopulation. The similarity' of the percentage

distribution of the institutions in these groupings indicated that

there was the appropriate weighting of responses, thus establishing

that no bias existed in the respondent sample.

The percentage distribution of the respondents provided support

that the findings of this study may be generalizable to the

population, i.e. postsecondary institutions contained in the Higher

figeeegien seeege; IDIQIEQELQB Sugvey 1284-8 , given that it appeared

that the self-weighting nature of the respondents allowed for the

establishment of no bias. However, to validate that the responses

were accurate, thus allowing for the conclusion that the sample was

representative and the findings were generalizable, external validity

must be established. This ad hoc procedure sought to establish that

the findings of this study were consistent with other definitive

studies, thereby legitimizing the findings (Sudman, 1983). The Chief

Student Affairs Officer's Survey requested information regarding the

gender and racial/ethnic composition of the student affairs division

of each of responding institutional representatives. 'Table 8

compares the gender and racial/ethnic data acquired in this survey

with that of the 1980 United States Census of the Population. The

most striking feature of Table 8 is the similarity of the data

acquired from this survey to that of the US Census Population data.

Considering the data acquired from All Institutions, the gender and

racial/ethnic composition of the student affairs profession was a

reflection of the total US population. The subgroups of Public

Institutions, Two Year Institutions, and Four Year Institutions also
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provided a similar demographic composition comparing the student

affairs profession with census data. The Private Institutions

subgroup appeared to be an exception to the similarities found above.

Given the unique nature and tradition of private institutions it was

not surprising to find that their employee demographic composition

differed from that of the general population. Table 9 provides a

comparison of the racial/ethnic data found in this study to the data

reported in the most recent national student affairs profession

demographic study to date (Wilson, 1977). The Private Institutions

subgroup racial/ethnic data found in this study appeared extremely

consistent with that found in the Wilson study. Therefore, it

appeared that the data acquired from the Chief Student Affairs

Officer's Survey was valid given its similarity with the 1980 US

Census of the Population and the Wilson (1977) student affairs

profession demographic study.

Table 9

A Comparison of the

Racial/Ethnic Composition of the Student Affairs Profession

at Private Colleges and Universities 1988 and 1977

(Percentages)

Private Private

Racial/Ethnic Institutions Institutions

§§e§ee 1988 Study* (Wilson, 1977)

1&9 mm

Asian 0.9: 1.1 0.5

Black 7.6: 4.2 7.2

Caucasian/Other 89.8124.1 90.3

Hispanic 1.2: 0.8 1.6

Native American 0.51 0.5 0.4

*95% Confidence Interval

The confidence intervals are broad due to the variance in each

institutions' number of employed student affairs professionals.
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The findings of the Chief Student Affairs Officer's Survey were

generalizable to all public and private, two year and four year,

institutions of higher education in the United States, i.e. the

student affairs profession. The respondent sample size of 200 was

satisfactory for generalization to a national population given that

the population members were institutions and that optimum stratified

sampling procedures were utilized (Sudman, 1983, p. 181).

Furthermore, there was confidence that the subgroups of

affiliation/control and type of institutions were also representative

given that there was in excess of fifty individual institutions

represented in. each subgroup (Sudman, 1983, p. 157). Internal

consistency was also demonstrated in this study through the similar

percentage distribution of all respondents. This finding established

that the survey was self-weighting and lacked bias, i.e. allowed for

the assumption of a random non-response rate. Finally, external

validity of the findings was established through an examination of

previous documented studies, i.e. 1980 US Census of the Population,

and Wilson (1977). The consistency in the data supports that the

findings of the Chief Student Affairs Officer's Survey were reliable.

Thus, the sample of chief student affairs officers was representative

and the findings of this survey were generalizable to the student

affairs profession.
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Eegme; Mid-Level Student Affairs Professionals

The former mid-level student affairs professionals identified by

the chief student affairs officers were mailed a questionnaire

seeking demographic information about their career paths and their

reasons for leaving the student affairs profession. Forty-seven

chief student affairs officers of the 200 usable survey respondents

identified 69 former professionals. (The remaining 153 chief student

affairs officers who did not identify any former mid-level student

affairs professionals indicated that they were not aware of any

meeting the stated criteria or preferred not to provide the

information so as not to violate the former employee's privacy.) Of

the 69 former student affairs professionals who were mailed a

questionnaire, 49 provided usable responses for statistical analysis,

4 responses lacked the necessary information for meaningful

statistical analysis, 5 letters were returned as undeliverable and 11

requests went unanswered. Of the 49 returned usable responses

from the former professionals, only 22 met the criteria established

to define former mid-level student affairs professional, i.e. (1) was

awarded a graduate or professional degree in a student affairs

related curriculum, (2) held an associate or assistant or director

position responsible for direction, control, or supervision of one or

more student affairs functions or staff, (3) was no longer carrying

out a basic student affairs function, (4) left the student affairs

profession in the past five years, and (5) had reasons for attrition

that excluded.¢death, retirement or temporary leave. Thus, the

following analysis was based on the responses of 22 former mid-level
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student affairs professionals.

Wfim—UndentS:

mwmmw

There was confidence that the former mid-level student affairs

professionals who responded by completing and returning a survey were

a representative sample Tgiven 'that their nominators, i.e. chief

student affairs officers, were a .representative group identified

through random methods (Harris, 1985). However, due to the limited

number of referrals and the small number of respondents, i.e. 22,

the findings of this study relevant to former mid-level student

affairs professionals were only generalizable to the respondent

sample.

ELDQLBQE 91 SEE DSEQQIARBLE £2122!

sander. 999mm 21 theMmMien

The first research question posed in this study was "What is the

gender composition of the student affairs profession?” To answer

this question, the chief student affairs officers were requested to

provide the 'gender composition of their divisions. The number

reported included. all full-time jprofessional staff. The gender

differential, i.e. the number of males as compared with females, in

the profession appears marginal. As shown in Table 10, females held

approximately six percent more of all positions at all institutions

in the student affairs profession. A greater percentage of females

were employed at two year institutions and private institutions, i.e.

approximately an 8% and 14% differential respectively. Public



T
a
b
l
e

1
0

G
e
n
d
e
r

C
o
m
p
o
s
i
t
i
o
n

o
f

t
h
e

S
t
u
d
e
n
t

A
f
f
a
i
r
s

P
r
o
f
e
s
s
i
o
n
*

N
u
m
b
e
r

o
f

R
e
s
p
o
n
d
i
n
g

M
a
l
e

F
e
m
a
l
e

T
o
t
a
l

I
n
s
t
i
t
u
t
i
m
m
l
W
W

T
M

A
l
l

I
n
s
t
i
t
u
t
i
o
n
s

2
0
0

1
4
3
6
/
4
7
.
0
1
1
0
.
8

1
6
2
2
/
5
3
.
0
1
1
0
.
8

3
0
5
8

F
o
u
r

Y
e
a
r

I
n
s
t
i
t
u
t
i
o
n
s

1
2
1

1
0
5
8
/
4
7
.
3
1
1
4
.
3

1
1
7
7
/
5
2
.
6
1
1
3
.
9

2
2
3
5

T
w
o

Y
e
a
r

I
n
s
t
i
t
u
t
i
o
n
s

7
9

3
7
8
/
4
5
.
9
1

9
.
0

4
4
5
/
5
4
.
1
1
1
2
.
3

8
2
3

P
u
b
l
i
c

I
n
s
t
i
t
u
t
i
o
n
s

1
0
4

1
1
0
9
/
4
8
.
4
1
1
3
.
1

1
1
8
3
/
5
1
.
6
1
1
2
.
8

2
2
9
2

P
r
i
v
a
t
e

I
n
s
t
i
t
u
t
i
o
n
s

9
6

3
2
7
/
4
2
.
7
1
1
3
.
1

4
3
9
/
5
7
.
3
¢
1
5
.
9

7
6
6

*
T
h
e

s
t
a
t
e
d

9
5
%

c
o
n
f
i
d
e
n
c
e

i
n
t
e
r
v
a
l
s

a
r
e

v
e
r
y

b
r
o
a
d

i
n

m
a
n
y

c
a
s
e
s

d
u
e

t
o

t
h
e

v
a
r
i
a
n
c
e

i
n

t
h
e

n
u
m
b
e
r

o
f

s
t
u
d
e
n
t

a
f
f
a
i
r
s

p
r
o
f
e
s
s
i
o
n
a
l
s

e
m
p
l
o
y
e
d

b
y

t
h
e

i
n
d
i
v
i
d
u
a
l

i
n
s
t
i
t
u
t
i
o
n
s

o
f

h
i
g
h
e
r

e
d
u
c
a
t
i
o
n
.

T
h
i
s

a
n
a
l
y
s
i
s

w
a
s

n
o
t

b
a
s
e
d

o
n

t
h
e

s
t
u
d
e
n
t

e
n
r
o
l
l
m
e
n
t

o
f

t
h
e

i
n
s
t
i
t
u
t
i
o
n
.

S
t
u
d
e
n
t

e
n
r
o
l
l
m
e
n
t

o
f
t
e
n

d
e
t
e
r
m
i
n
e
s

t
h
e

s
i
z
e

o
f

t
h
e

i
n
s
t
i
t
u
t
i
o
n

a
n
d

i
t
s

r
e
s
p
e
c
t
i
v
e

n
e
e
d

f
o
r

t
h
e

s
t
a
f
f
i
n
g

o
f

a
s
t
u
d
e
n
t

a
f
f
a
i
r
s

d
i
v
i
s
i
o
n
.

T
h
u
s
,

t
h
e

a
b
o
v
e

a
n
a
l
y
s
i
s

i
n
c
l
u
d
e
s

a
r
a
n
g
e

f
r
o
m

0
t
o

1
9
6

s
t
u
d
e
n
t

a
f
f
a
i
r
s

p
r
o
f
e
s
s
i
o
n
a
l
s

d
e
p
e
n
d
i
n
g

o
n

t
h
e

s
i
z
e

o
f

t
h
e

i
n
s
t
i
t
u
t
i
o
n
,

w
h
i
c
h

h
a
s

u
l
t
i
m
a
t
e
l
y

p
r
o
d
u
c
e
d

t
h
e
w
i
d
e

v
a
r
i
a
n
c
e

a
n
d

b
r
o
a
d

c
o
n
f
i
d
e
n
c
e

i
n
t
e
r
v
a
l
s
.

74



75

institutions have a near equal gender balance with females holding

approximately 3% more of the student affairs professional positions.

Wmum at Lhe __Student Maire Leisaion

The second research question posed in this study was "What is

the racial/ethnic composition of the student affairs profession?" To

answer this question the chief student affairs officers were

requested to provide the racial/ethnic composition of all full-time

professional staff in their divisions. The racial/ethnic information

from four public institutions (two, two year institutions and two,

four year institutions) was excluded from the racial/ethnic

demographic analysis due to the bias they introduced into the study

(Sudman, 1983, p. 157). These four institutions were classified by

the Higher 292952193 mere}.W Sam! m; as having

fifty percent or more of their enrollment being black-non-hispanic.

The large number of minority professional staff at these institutions

had a disproportionate effect on the data. For example, had the

racial/ethnic demographic information of these four institutions been

included, the percent of Black professional staff would have

increased by approximately 5% for respondents of all institutions.

Recognizing this bias, i.e. the effect of these institutions'

information on the sample population information, the racial/ethnic

data provided by these four respondents were excluded from the

racial/ethnic demographic analysis.

The racial/ethnic composition of the student affairs profession

appears fairly consistent across the different types of institutions

with some differences noted for private institutions (see Table 11).
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Caucasians/Others hold the vast majority, i.e. approximately 85%, of

the student affairs professional positions. Blacks hold

approximately 9% of all full-time professional positions. Hispanics

follow Blacks with approximately 4% of the positions, while Asians

and Native Americans each make up approximately 1% of the full-time

professionals. The break down of private institutions displays

differences from the trends noted in the other categories. On a

percentage basis, private institutions employ fewer racial/ethnic

minority persons and more Caucasian/Others in full-time student

affairs professional positions. It appears that the two most

underrepresented racial/ethnic minority groups at private

institutions are Blacks and Hispanics.

Lindinsssftnsatiuitisnfinrxsx

Intrsssstien

This study sought to identify the actual and perceived reasons

for mid-level student affairs professionals' attrition. Former mid-

level student affairs professionals were asked to provide their

actual reasons for leaving the student affairs field, while chief

student affairs officers were solicited to provide their perceptions

on this issue. Each respondent evaluated the degree of importance

attached to the twenty-eight statements on leaving the student

affairs profession. The response range included evaluating the item

as a major consideration (M), a contributing factor (C), having

little influence (1.), or being not applicable (N) (see Appendix M).

The responses were coded as having a value of one to four, with one
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equal to a major consideration, two equal to a contributing factor,

three equal to little influence, and four equal to not applicable.

To determine if significant differences existed between respondents,

the t-test was selected as the appropriate statistical manipulation.

One major assumption of the t-test is that the data must be of a

continuous nature (Norusis, 1986). The not applicable response was

eliminated from the statistical computations because it was not

viewed as being on a continuum with the other responses.

We at 32:12:19.: Sitters-.1 assent __f_iL_Afa a _L£Po assignals:

32392.85 :2: Attrition

The third research question posed in this study was "Why do mid-

level student affairs professionals leave the field?" This question

was answered from the former mid-level student affairs professional

perspective using two approaches. The first approach involved each

respondent evaluating the degree of importance attached to the

twenty-eight attritional statements in their decision to leave the

student affairs profession. The second approach involved each

respondent identifying the three major factors influencing their

decision to leave the student affairs profession.

Appendix M contains the former mid-level student affairs

professionals' responses to the twenty-eight attritional statements.

The statements identified by fifty percent or more of the respondents

as being a major or contributing factor in their decision to leave

the student affairs profession were (1) Lack of opportunity for

advancement [68.2%], (2) Inadequate salary [63.6%] and (3) Internal

politics [50.0%].
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Similar reasons for leaving the student affairs profession were

identified by the respondents in their replies to the question "What

were the three major factors influencing your decision to leave the

student affairs profession?" As Table 12 reveals, the major factors

influencing a mid-level professional to leave the student affairs

field includes (1) greater career opportunity outside of student

affairs, (2) low salary, (3) no opportunity for promotion, and (4)

the lack of support from within the institution.

This select group of former mid-level student affairs

professionals left the profession primarily for reasons of career

advancement and personal gain. It was their view that the student

affairs profession did not offer the opportunities and quality of

life they desired.

mummwmw

mmmm

The fourth research question posed in this study was "Do females

leave ‘the student affairs ‘profession for different reasons than

males?” This question was responded to by Testable Hypothesis I:

Null Hypothesis I: No difference in reasons for leaving

the student affairs profession will be found by gender in

response to the mid-level student affairs attrition study

instrument.

As Table 13 reveals, male and female respondents generally ranked

their consideration given to each of the twenty-eight attritional

statements in similar fashion. Both groups identified that the lack

of openness to change in their department, the lack of understanding

and appreciation by their superiors, and the lack of congruence

between their attitudes and the department's goals, were contributing



Table

The Three Major Factors

80

12

Influencing a Mid-Level Professional's Decision

to Leave the Student Affairs Profession

(Percentages,

1m

Found greater career opportunity

outside of student affairs

Incompatible with immediate superiors

Wanted to teach

Opposition to the president or other

executive officers

Stale, just needed change

Unable to influence policy

Talents not compatible with department

Philosophy not compatible with

department

Wanted to do graduate work

Internal politics

Physical health

Too much work involved

Marriage/Intimate relationship

No opportunity for promotion

Too much resistance from faculty

Demands of family life

Too much involvement with

student discipline

Lack of support from within the

institution

Burnout

Incompetence

Low salary

Notes 2

Superscript pertains to overall rank of response

HI I Most Important

2I - Second in Importance

31 - Third in Importance

T - Sum (total) of three responses

n=22)
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factors in their decision to leave the profession. The lack of

prestige and non-student affairs duties had little influence in the

decision to leave for both males and females. Although not a

significant difference at the .05 level (see Chapter 3, pp. 57-58),

some items provided an insight into the gender differences.

Considering attritional statements with a mean difference in excess

of .50 as an arbitrary measure, males indicated that direct

involvement in student disciplinary matters and the demands of

family life weighed heavier in their decision to leave the profession

than these items did for females. Conversely, females reported that

the lack of involvement in departmental decision making, a low level

of involvement in the educational function of the institution and the

lack of opportunity for advancement provided a greater impetus to

leave the profession. Although both genders reported inadequate

salaries played a major to contributing role in their decision to

leave student affairs, this item was more consequential for males. T-

tests were conducted to test for significant differences between

groups based on gender. No significant difference at the .05 level

was found for each of the twenty-eight items of the Attrition Survey.

Thus, Null Hypothesis I was not rejected.
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Table 13

Gender Comparison of

Degree of Consideration Given to Attritional Reasons

by Former Hid-Level Student Affairs Professionals

19m

The lack of openness to change in the

department of the former professional.

The lack of professional freedom.

The lack of faculty status.

The lack of prestige of the former

professional's position in the eyes of

the rest of the institution.

The compatibility of the former

professional's training with that of

the new position.

Non-student affairs duties.

Bureaucracy.

The lack of authority present in the former

professional's position.

The lack of understanding and appreciation

superiors had for the problems inherent in

the former professional‘s position.

A high degree of direct involvement in

student disciplinary matters.

I

I
S

 Sig. Level

1.000

0.824

0.141

0.826

0.360

1.000

0.457

0.484

1.000

0.157



Table 13 (cont'd.)

m

Geographical location as a factor

contributing to the change in position.

The covert or overt resistance to the

goals of the student affairs department

by the institution.

Lack of congruence between the former

professional's attitude and the

department's goals.

The institutional resistance to

innovation and change.

Inadequate salary.

The lack of involvement in departmental

decision making.

The lack of appropriate training and

preparation for the position held.

The lack of confidence as expressed by

supervisors.

A conflict between counseling and discipline.

The demands of family life placed on the

former professional.

83

3

1
:
3

0
"

U
I

 

N .43

Sig. Level

0.684

0.403

0.946

0.408

0.295

0.123

0.541

0.207

0.374

0.219



Table 13 (cont'd.)

m

The demands of marriage/intimate

relationship.

Personal physical health.

The low level of involvement in the

educational function of the institution.

The lack of clear objectives for the

former professional's position.

Internal politics.

Personal mental health.

Burnout.

Lack of opportunity for advancement.

Notes:

M - Male

P - Female

3.0. - Standard Deviation

Sig. Level - Significance Level

84

I
: Sig. Level

0.387

0.798

0.068

0.407

0.476

0.879

0.247

0.142
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W of Ernst nisL-Lmi Mat Affairs Pr.___e_ofesaion1.9.:

mutants PAW in ____Attrition

The fifth research question posed in this study was "Do people

of different racial/ethnic origins leave the student affairs

profession for different reasons?" This question was responded to by

Testable Hypothesis II:

Null Hypothesis II: No difference in reasons for leaving

the student affairs profession will be found by race or

ethnic origin in response to the mid-level student affairs

attrition study instrument.

Since all of the responding former mid-level student affairs

professionals indicated 'that they'iwere Caucasian/Other, t-tests

could not be conducted based on race or ethnic origin. Thus, due to

the lack of response, this research question remained unanswered in

this study and Null Hypothesis II was not rejected.

mmmwmmw

mmmmmmm

The sixth research question posed in this study was ”Do mid-

level student affairs professionals leave different types of

institutions for different reasons?" This question was responded to

by Testable Hypothesis III:

Null Hypothesis III: No difference in reasons for mid-

level professionals leaving the student affairs profedsion

will be found by the type of institution (public and

private, two year and four year) in response to the mid-

level student affairs attrition study instrument.

Table 14 contains the responses of all former mid-level student

affairs professionals stratified by institutional control and type.

Institutional stratification. of responses was based on the most

recent student affairs employment situation of the former mid-level
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professional.

Stratification of the responses of the former mid-level student

affairs professionals by institutional affiliation/control revealed

similar patterns in the level of importance associated with each of

the twenty-eight attritional statements. The former mid-level

student affairs professionals, regardless of institutional

affiliation/control, identified 'the lack. of opportunity' for

advancement and inadequate salary as being the major considerations

for their departure from the profession. Those respondents employed

at private institutions indicated that the lack of advancement

opportunities and salary played a greater role in their decision to

leave the jprofession than these factors did for those formerly

employed at public institutions. Furthermore, former private

institution mid-level student affairs professionals indicated a

greater concern. with institutional resistance to innovation and

change.

Former mid-level student affairs professionals’ responses

stratified by institutional type, i.e. two year and four year,

revealed similar patterns in the level of importance associated with

each of the twenty-eight attritional statements. The former mid-

level student affairs professionals, regardless of institutional type

identified the lack of opportunity for advancement and inadequate

salary as being the major considerations for their departure from the

profession. Four year institution respondents identified direct

involvement in student disciplinary matters, differences between

personal attitude and department’s goals, and the demands of family
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life, as carrying greater weight in their decision to leave the

profession than these issues did for the two year respondents.

T-tests were conducted to test for significant differences

between groups based on institutional control/affiliation and type.

In each of the twenty-eight attritional statements tested on the

basis of institutional control (public/private) and type (two

year/four year) no significant differences were found at the .05

level. Thus, Null Hypothesis III was not rejected. Former mid-level

professionals from different types of institutions left the student

affairs profession for similar reasons.

mammmm'cea:

mmmm

Chief student affairs officers were requested to provide their

perceptions of mid-level student affairs professionals' attrition

from the field. These perceptions contributed additional

understanding to the third research question posed in this study,

i.e. "Why do mid-level student affairs professionals leave the

field?”, as well as provided the necessary information to answer the

seventh research question posed in this study, i.e. ”Are chief

student affairs officers accurately perceiving the reasons which

motivate mid-level student affairs professionals to leave the student

affairs profession?" Chief student affairs officers perceptions on

attrition were collected using two approaches. The first approach

involved each of the respondents identifying their perceived degree

of importance attached to the twenty-eight attritional statements in

a mid-level student affairs professional's decision to leave the
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field. The second approach involved each of the respondents ranking

their perceptions of the three major factors influencing a mid-level

professional's decision to leave the student affairs profession.

The findings of the first approach where chief student affairs

officers' identified their perceived degree of importance to the

twenty-eight attritional statements, are contained in Appendix M.

The statements identified by fifty percent or more of the respondents

as being a perceived major or contributing factor in the decision to

leave the student affairs profession are (1) Inadequate salary

[85.6%], (2) Lack of opportunity for advancement [82.9%], (3) Burnout

[72.7%], (4) Bureaucracy [61.5%], (5) Resistance to the goals of

student affairs by the institution [59.9%], (6) Lack of authority

[59.7%], (7) Internal politics [58.6%], (8) Lack of understanding

and appreciation by superiors [58.3%], (9) Lack of prestige in the

eyes of the institution [56.3%], and (10) Institutional resistance

to innovation and change [54.3%].

The second approach involved the chief student affairs officers

ranking their perceptions of the three major factors influencing a

mid-level professional's decision to leave the student affairs

profession. As Table 15 reveals, the ’five highest ranked major

factors influencing a mid-level professional to leave the student

affairs field, as perceived by the chief student affairs officers,

included (1) Found greater career opportunity outside of student

affairs [57.3%], (2) Low salary [42.4%], (3) Burnout [36.6%], (4) No

opportunity for promotion [36.0%], and (5) Lack of support from

within the institution [17.2%].
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Table 15

Chief Student Affairs Officers' Perceptions

of the Three Major Factors

Influencing a hid-Level Professional's Decision

to Leave the Student Affairs Profession

(Percentages,

Em

Pound greater career opportunity

outside of student affairs

Incompatible with immediate superiors

Wanted to teach

Opposition to the president or other

executive officers

Stale, just needed change

Unable to influence policy

Talents not compatible with department

Philosophy not compatible with

department

Wanted to do graduate work

Internal politics

Physical health

Too much work involved

marriage/Intimate relationship

No opportunity for promotion

Too much resistance from faculty

Demands of family life

Too much involvement with

student discipline

Lack of support from within the

institution

Burnout

Incompetence

Low salary
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Chief student affairs officers attributed mid-level student

affairs professional attrition to factors related tn: (1) the

institution, e.g. salary level, position availability, bureaucracy,

and (2) the mid-level professional's personal issues, e.g. desire

for career advancement, burnout, authority, support, prestige.

Primary among the perceptions of chief student affairs officers was

the fundamental realization that there is more opportunity for career

advancement and increased income potential outside of the student

affairs profession for the skilled mid-level student affairs

professional.

89.9mm 22 91119.; mm;m ___0fficera:

Min Sim 1.9m

Having identified the perceptions of all responding chief

student affairs officers with respect to mid-level professional

attrition, it became evident that perceptual differences existed

among the respondents. These perceptual differences of the responding

chief student affairs officers appeared to be based upon their

providing a response to the question requesting specific individual

information on former mid-level professionals. Two groups of chief

student affairs officers emerged: (1) those who provided the former

mid-level student affairs professionals' names and addresses, and (2)

those who did not list a response. Based upon these two groups of

chief student affairs officer respondents, between group tests were

conducted on their responses to the twenty-eight attritional

statements. Table 16 contains this information. The purpose of the

comparison of responses was to assess the degree of similarity of the
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Table 16

Comparison of Responses of

Chief Student Affairs Officers

who identified former mid-level professionals (CSAOI) to

Chief Student Affairs Officers who provided no usable former

mid-level professional information (CSA02) on

the Reasons for Attrition

11514. G 009 g MEAN a go.

LEM

The lack of faculty

status. CSA01 26 2.65 .485 .033*

CSA02 124 2.40 .709

Bureaucracy. CSA01 31 2.35 .755 .032*

CSA02 141 2.04 .741

The covert or overt

resistance to the goals of CSAOI 32 2.47 .761 .002*

the student affairs CSA02 137 2.03 .717

department by the institution.

A conflict between counseling

and discipline. CSA01 25 2.76 .436 .035*

CSA02 115 2.53 .640

*Significant at the .05 level.

CSA01 I chief student affairs officers who identified former mid-

level student affairs professionals

CSA02 I chief student affairs officers who provided no usable

information on specific former mid-level student affairs

professionals

SD I Standard Deviation
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two subgroups. The t-test was adopted as the tool for the comparison

of the responses. Significant differences were found on four items.

In each of the four items, i.e. lacking faculty status, bureaucracy,

institutional resistance to student affairs goals, conflict between

counseling and discipline, those chief student affairs officers who

did not provide ‘usable formem' mid-level professional information

assessed those items as having greater influence in the decision to

leave the profession than those chief student affairs officers who

provided usable former professional information.

Chief student affairs officers who identified former mid-level

student affairs professionals differed from those chief student

affairs officers who provided no usable former mid-level professional

information. The two groups of chief student affairs officers

differed in their perceptions of the reasons for mid-level attrition.

The group who identified former mid-level professionals did not have

as extreme of view on the relative importance of four attritional

statements. The chief student affairs officers who made the

identification of former mid-level student affairs professionals also

made finer distinctions in the relative importance of faculty status,

bureaucracy, institutional resistance to student affairs goals, and

conflict between counseling and discipline, as reasons for attrition.

92mm at 32mm 3.9 the Attritionm

Affairs 2:32;:

The seventh research question posed in this study was ”Are chief

student affairs officers accurately’ perceiving the reasons which

motivated mid-level student affairs professionals to leave the
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student affairs profession?" This question was responded to by

Testable Hypothesis IV:

Null Hypothesis IV: No difference in reasons for leaving

the student affairs profession will be found by comparing

chief student affairs officers’ and former mid-level

student affairs professionals' responses to the mid-level

student affairs attrition study instrument.

Appendix H. contains the responses of all former mid-level student

affairs professionals and chief student affairs officers who

participated in the attrition questionnaire. Four items were found

to have significant differences existing at the .05 level between

these two groups. Significant differences between the actual

responses of the former professionals and the perceptions of chief

student affairs officers were found to exist in the areas of

prestige, non-student affairs duties, institutional resistance to the

goals of student affairs, and burnout. As Table 17 reveals, chief

student affairs officers perceived each of these four items as being

nearer the contributing factor end of the continuum, while the former

mid-level professionals viewed these reasons as possessing little

influence upon their decision to leave the student affairs

profession. Given these findings Null Hypothesis Iv was rejected.

Former mid-level student affairs professionals did not view the

aspects of their positions, which appeared negative to chief student

affairs officers, as reasons for attrition. Chief student affairs

officers did not accurately perceive the reasons which motivated mid-

level student affairs professionals to leave the student affairs

profession.
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Table 17

Comparison of Responses of All Responding

Chief Student Affairs Officers (CSAO) to

Former Mid-Level Student Affairs Professionals (FMLP) on

the Reasons for Attrition

m @922 a MEAN SD £19.;

mm

The lack of prestige of _

the former professional's CSAO 169 2.14 .766 .008*

position in the eyes of PMLP 12 2.75 .622

the rest of the institution.

Non-student affairs duties. CSAO 144 2.51 .626 .028*

FMLP 8 3.00 .000

The covert or overt

resistance to the goals of CSAO 169 2.11 .743 .004*

the student affairs FMLP 14 2.71 .611

department by the institution.

Burnout. CSAO 171 1.88 .721 .006*

- PMLP 14 2.43 .646

*Significant at the .05 level.

CSAO I chief student affairs officers

FNLP I former mid-level student affairs professionals

SD I Standard Deviation

The seventh research question posed in this study was "Are chief

student affairs officers accurately' perceiving 'the reasons which

motivated mid-level student affairs professionals to leave the

student affairs profession?" The corresponding Testable Hypothesis

IV was:

Null Hypothesis IV: No difference in reasons for leaving

the student affairs profession will be found by comparing

chief student affairs officers' and former mid-level

student affairs professionals' responses to the mid-level

student affairs attrition study instrument.

Both research question seven and Null Hypothesis IV were responded to
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by the attrition instrument's question regarding the three major

factors influencing a mid-level student affairs professional's

decision to leave the field. Each responding former mid-level

student affairs professional and chief student affairs officer

identified the three major factors influencing a mid-level student

affairs professional's decision to leave the profession. The

respondents indicated their choices by ranking the three major

factors of the twenty-one listed. Since the items provided were

discrete data, precluding quantitative analysis (e.g. t-tests), the

chi square statistic was utilized. Results of the chi square

analysis showed that there were not enough observations available in

each cell to produce a correct significance level based on the chi-

square distribution; thus rendering the test unreliable. Given the

lack of observations, Null Hypothesis IV could not be rejected

utilizing this statistical approach in answer to the question

regarding the three major factors influencing a mid-level student

affairs professional's decision to leave the field. However, a

review of the rankings indicated some observable trends in the data.

As Table 18 reveals, both chief student affairs officers and former

mid-level student affairs professionals agreed that the two most

prominent factors influencing one’s decision to leave the profession

were greater career opportunity outside of student affairs, and low

salary. Also cited by chief student affairs officers and former

professionals as playing a major role in the decision to leave the

profession was the lack of opportunity for promotion.

Although consensus on the primary reasons for attrition was
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evident, former mid-level professionals and chief student affairs

officers differed on the role of burnout in relation to attrition.

Chief student affairs officers cited burnout as being the third most

important reason for attrition, whereas former mid-level

professionals ranked this item as fifth. Lack of support from

within the institution was a more critical factor in the decision to

leave student affairs for the mid-level professional than was

burnout.

Burnout was the only attritional item in contention between the

former mid-level student affairs professionals and the chief student

affairs officers. Each of these groups recognized the critical role

that financial compensation and career opportunities played in the

attrition decision for mid-level student affairs professionals.

mummmmm

29m: mmW MWW :2

3.2913955132291923: WWW

Given that some significant differences at the .05 level were

found on the responses to the attrition instrument between the chief

student affairs officers who identified former' mid-level student

affairs professionals and the chief student affairs officers who

provided no usable former mid-level student affairs professional

information, t-tests were also conducted between the chief student

affairs officers who identified the former mid-level student affairs

professionals and the former mid-level student affairs professionals.

As Table 19 presents, these tests revealed significant differences at

the .05 level in two items. First, the lack of openness to change in

the department was cited as a contributing factor for leaving by the
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former professionals, while the chief student affairs officers viewed

it as carrying little influence. Second, former professionals

identified non-student affairs duties as bearing little influence in

their decision to leave the student affairs profession, while this

select group of chief student affairs officers recognized this item

as being a contributing factor in the decision to change fields.

Table 19

Comparison of Responses of

Select Chief Student Affairs Officers (CSAO)

who identified the Former Mid-Level Professionals to

Former Mid-Level Student Affairs Professionals (FMLP) on

the Reasons for Attrition

1m ERG—UR .11 5331! £12 as.

HEEL

The lack of openness to

change in the department CSAO 17 2.71 .588 .040*

of the former professional. FMLP 14 2.14 .864

Non-student affairs duties. CSAO 13 2.54 .519 .022*

FMLP 8 3.00 .000

*Significant at the .05 level.

CSAO I chief student affairs officers

FHLP I former mid-level student affairs professionals

SD I Standard Deviation

The seventh research question posed in this study was "Are

chief student affairs officers accurately' perceiving 'the reasons

which motivated mid-level student affairs professionals to leave the

student affairs profession?” The corresponding Testable Hypothesis

IV was:
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Null Hypothesis IV: No difference in reasons for leaving

the student affairs profession will be found by comparing

chief student affairs officers' and former mid-level

student affairs professionals' responses to the uddrlevel

student affairs attrition study instrument.

Considering both research question seven and Null Hypothesis IV, it

appeared that this select group of chief student affairs officers

more accurately perceived the attritional reasons of former mid-level

professionals, than did the chief student affairs officers who

provided no usable former mid-level student affairs professional

information. This observation was warranted given that significant

differences at the .05 level were found on two items, i.e. the lack

of openness and non-student affairs duties, in this test, as compared

with the four items, i.e. prestige, non-student affairs duties,

institutional resistance to the goals of student affairs, and

burnout, which were found to be significantly different at the .05

level in the t-tests of former mid-level student affairs

professionals to all chief student affairs officers. Null Hypothesis

IV was rejected. The select group of chief student affairs officers'

perceptions and the former mid-level student affairs professionals'

actual reasons were not absolutely consistent. Differences did exist

between these two groups, however to a lesser degree than was the

case with the chief student affairs officers who did not provided any

former mid-level student affairs professional information.
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W91 Regpgnsgs y; me Attrition Sugvey ;

£19.11; £11.29 1193214 21 L__id-Level _____Student 11:31::M

191199.: 1115129191 5133__tden Affairs Male to

91219.1 Mat Affairs 211129.12

Bach responding former mid-level student affairs professional

and chief student affairs officer was asked to identify the three

most liked aspects of a mid-level student affairs position by ranking

the three most liked aspects of the nine listed in the instrument.

Since the items provided were discrete data, precluding quantitative

analysis (e.g. t-tests), the chi square statistic was utilized.

Results of the chi square analysis showed that there were not enough

observations available in each cell to produce a correct significance

level based on the chi-square distribution; thus rendering the test

unreliable. However, a review of the rankings indicated some

observable trends in the data. As Table 20 reveals both chief

student affairs officers and former mid-level student affairs

professionals agreed that the two most prominent aspects enjoyed in a

mid-level student affairs position were working with students, and

gaining experience. Also cited by chief student affairs officers

and former professionals as aspects most enjoyed in this level of

position were co-workers, freedom offered by the position, and the

opportunity to influence policy. Chief student affairs officers and

former mid-level student affairs professionals shared similar

opinions regarding the most liked aspects of a mid-level student

affairs position.
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WQWQmJLL—At'tioniLxuve ::

Leeee Likeg Aspecte e; gig-Level Student Affairs Positions:

Items: 8191-1933.]. £11923. Mfai L__1__rofess'onals t_o

Qfligfi fitggeee Affairg Officers

Each responding former mid-level student affairs professional

and chief student affairs officer identified the three least liked

aspects of a mid-level student affairs position. The respondents

indicated their choices by ranking the three least liked items of the

fourteen listed in the instrument. Since the items provided were

discrete data, precluding quantitative analysis (e.g. t-tests), the

chi square statistic was utilized. Results of the chi square

analysis showed that there were not enough observations available in

each cell to produce a correct significance level based on the chi-

square distribution; thus rendering the test unreliable. However, a

review of the rankings indicated some observable trends in the data.

As Table 21 reveals, both chief student affairs officers and former

mid-level student affairs professionals agreed that the one most

least liked aspect of a audrlevel student affairs position was the

lack of opportunities for advancement. The two groups differed on

the selection of the second least liked aspect of a mid-level student

affairs position. Comparing combined responses, 46% of the chief

student affairs officers cited too much to do as ranking second,

whereas this item was ranked sixth by the former professionals.

Former mid-level professionals identified greater concern with

salary/benefit package issues by ranking this aspect second. Chief

student affairs officers and former mid-level student affairs

professionals' combined. responses ranked third the lack of

understanding of student affairs work by top administrators as being
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a least liked aspect of a mid-level student affairs position.

Former mid-level student affairs professionals were consistent

in interpreting ‘their primary least liked aspects as the major

reasons for their attrition. Although chief student affairs officers

were consistent in listing their primary least liked aspect to their

primary reason for attrition, the other items selected did not

directly correspond (see Table 18, p. 99).

99.939.411.919 AfterW Affairs

The final research question posed in this study was ”What

occupations do former mid-level student affairs professionals enter

once leaving the field?" This question was approached by requesting

former mid-level student affairs professionals to indicate on the

survey (1) their current economic sector of employment, and (2) their

current position title. As Table 22 reveals, upon leaving the field

most former mid-level student affairs professionals found employment

in the Industry/Commerce economic sector with the next most frequent

career paths in the Education and the Non-profit/Religious sectors.

Table 22

Former Hid-Level Student Affairs Professionals

Current Economic Sector of Employment

§££EQ£ EEQQEEDE! 121 2§££§2£1

Industry/Commerce 10 45.5

Education 5 22.7

Non-profit/Religious 5 22.7

Government 1 4.5

Agriculture 1 4.5

*Percent column does not equal 100 due to rounding.
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The former mid-level student affairs professionals also listed

their current position title. Table 23 reveals that most of these

respondents acquired mid-level to senior management position titles.

The majority of those who remained in education, i.e. attending

school, planned to enter other fields, e.g. law.

Table 23

Former Mid-Level Student Affairs Professional

Current Position Title by Economic Sector

Industry/Commerce: Commercial Lending Trainee

Vice President

Career Consultant & Staff Development

Principal Owner

Executive Vice President

President .

Assistant Director of Human Resources Training,

Development 8 Education

District Manager

Realtor

(One respondent title not reported)

Education: Professional/Graduate School Student (3)

Area Representative

Assistant to the Director of Division of

Evening & Summer Studies

Non-profit/Religious: Counselor/Teacher

Pastoral Minister

Meeting Events Planner

Management, Events & Membership Coordinator

Executive Director

Government: Psychologist

Agriculture: Farmer

Former mid-level student affairs professionals have entered all

sectors of the economy upon leaving the student affairs profession

with the greatest percentage entering Industry/Commerce. The
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position titles of former mid-level student affairs professionals

indicated that they entered their new occupations in mid-to-senior

level positions.

9:183; 113319.93 21 12113Wm

19:183.: 1113:1321 $1333.81; Affairs 23113331211113

W 28133132193193; 91:33: P3311 211331833

Former' mid-level student affairs professionals reported

information regarding their career paths. The mean age of leaving

the profession reported by the respondents was 36.9 years. The mean

number of years as a full-time student affairs professional was 9.4

years. The mean number of full-time student affairs positions prior

to leaving the profession was 3.2. As a full-time student affairs

professional, the respondents were employed at an average of two

different institutions of higher education before changing career

paths. Table 24 displays the respondents' mean number of years

worked in different types, i.e. public/private, two/four year, of

higher education institutions. It appears that the respondents were

relatively equally divided between public and private institutions,

with some respondents having had work experience in both types of

institutions. The total number of respondents in Table 24 exceeded

22, i.e. 29 respondents, due to the reported multiple work

experiences of the respondents. Those respondents who worked in

public institutions tended to have longer tenures as compared with

those from private institutions.
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Table 24

Mean Years Worked in

Different Types of Higher Education Institutions

 

12311331128 Type Ngmbe; e; Respegdents* Mean Years

Public-Two Year 4 9.8

Public-Four Year 12 7.5

Private-Two Year 3 4.0

6.3Private-Four Year 10

*The total number of respondents exceeds an n=22 due to reported

multiple work experiences

Table 25 presents the respondents' mean number of years worked

in institutions of higher' education by student population, i.e.

headcount. It appears that the respondents were relatively equally

divided among the student population groupings, with some

respondents having had work experience in more than one size of

institution. The total number of respondents in Table 25 exceeded

22, i.e. 34 respondents, due to the reported multiple work

experiences of the respondents. The former mid-level student affairs

professionals who responded to this survey indicated tenures longest

at institutions with enrollments of 2,750 to 7,499 students (8.0

years). The remaining four student population groupings revealed

briefer tenures for the responding former student affairs

professionals.
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Table 25

Mean Years Worked in Higher Education Institutions

by Student Population (Headcount)

33133113 2923131123 M3; 91mend nt * Mean Years

Less than 1,500 students

1,500 to 2,749 students

2,750 to 7,499 students

7,500 to 20,000 students

Over 20,000 students Q
O
M
Q
G

0
%
“
!
t
h

m
H
O
U
Q

*The total number of respondents exceeds an n=22 due to reported

multiple work experiences

1'33 8213 of 193 W132 ____Enrichment Mama

1.8 1.83W at 81.216391 __Student £11113 L_3___rofsalonals

In. order* to glean additional insight into the question of

attrition, the role of job enlargement and job enrichment programs as

a tool for retention of mid-level student affairs professionals was

included in this survey. Chief student affairs officers and former

mid-level student affairs professionals were requested to evaluate if

job enlargement and job enrichment programs would reduce mid-level

student affairs jprofessional attrition. Each respondent indicated

yes, no, or undecided to each of the nine programs listed. An

examination of Table 26 reveals that in almost every job enlargement

and job enrichment program listed, there was agreement between chief

student affairs officers and former mid-level student affairs

professionals that ‘the [effect. on retention of mid-level student

affairs professionals was minimal. The only exceptions to this

general observation were the responses of the chief student affairs

officers with respect to the item a greater opportunity for more
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controlling. For this item a majority of chief student affairs

officers perceived that a greater opportunity for more controlling

by mid-level professionals would lead to increased retention of mid-

level student affairs professionals in the field. The majority of

responding former mid-level student affairs professionals disagreed

with this perception. It was their contention that any job

enlargement or job enrichment programs aimed at increasing control

did little to increase retention.

Since the responses to the job enlargement and job enrichment

questions were discrete data, precluding quantitative analysis (e.g.

t-tests), the chi square statistic was utilized. Contingency tables

were created. whereby each of the nine job enlargement and job

enrichment programs were tested for independence by the status of the

respondent, i.e. chief student affairs officer or former mid-level

student affairs professional. In two items, i.e. greater variety of

tasks and increased number of tasks, it was inappropriate to use the

chi square test since more than twenty percent of the cells had

expected values of less than five (Norusis, 1986, p. 238). The chi

square test was appropriately conducted on the remaining seven items.

Table 27 presents the results of the chi square test. Significant

relationships at the .05 level were found to exist in the items

concerning a greater opportunity for more planning and a greater

opportunity for more controlling. The low probability found in each

item indicated that it was quite unlikely that the involved variables

were independent in the population. Therefore in these two items,

the status of the respondent is related to the perception of the role
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Table 27

Chi Square Test of Job Enlargement and Job Enrichment Programs:

A Comparison of the Responses of Chief Student Affairs Officers

to the Responses of Former Mid-Level Student Affairs Professionals

13% mmmm

Level

A greater variety of tasks on which

the employee could have worked. _

An increased number of tasks on

which the employee could have worked. _

A greater opportunity for more

planning. 7.618 2 0.022*

A greater opportunity for more

controlling. 8.711 2 0.013*

A greater opportunity for more

team participation on the part of

employees within student affairs. 2.982 2 0.225

A greater opportunity to work with

other members and programs in the

academic community. 3.303 2 0.192

Professional exchanges with other

institutions. 1.314 2 0.518

Job sharing. 0.956 2 0.620

Job rotation. 4.051 2 0.132

Notes:

D.F. I degrees of freedom

* Significant at the .05 level

that more planning or more controlling may play in the retention of

mid-level student affairs professionals. The chi square tests

conducted on ‘the other five job 'enlargement and job enrichment

program items failed to produce chi square values significant at the
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.05 level; revealing no other significant relationships. Thus, it

is likely that the job enlargement/job enrichment program items and

the status of the respondents were independent variables.

§2Efl§£¥

This chapter contained the presentation and analysis of the data

collected for this study. The major purposes of the study were to

(1) describe 'the student affairs profession at all levels with

respect to gender and racial/ethnic composition, (2) identify the

actual and perceived reasons for mid-level student affairs

professional attrition from former mid—level professionals and chief

student affairs officers, (3) compare former mid-level student

affairs professionals' actual reasons for leaving the field with

chief student affairs officers' perceptions regarding attrition, and

(4) determine what occupations former mid-level student affairs

professionals enter once leaving the field.

A mailed questionnaire was used to gather the data. The survey

sample included 389 chief student affairs officers and 69 former mid-

level student affairs professionals. The Chief Student Affairs

Officer's Survey population was selected through a stratified random

sample of higher education institutions based on geographical

location, i.e. National Association of Student Personnel

Administrators Regions, institutional type, i.e. two year and four

year, and institutional control, i.e. public and private. The former

mid-level student affairs professionals were identified by the chief

student affairs officers who volunteered the information in the
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completion of the survey. Approximately 51.4% of the chief student

affairs officers surveyed returned usable questionnaire responses,

while 31.8% of the former mid-level student affairs professionals

returned usable survey responses.

Chief student affairs officers reported that the gender

composition of their student affairs divisions were similar, 47% male

and 53% female. The similarity of the gender composition persisted

when examining four year institutions and public institutions.

However, there appeared to be greater imbalances in two yeer

institutions, i.e. 46% male and 54% female, and private institutions,

i.e. 43% male and 57% female.

Chief student affairs officers reported a relatively consistent

racial/ethnic composition across all institutions. While

Caucasians/Other made up the vast majority of the profession (85%),

the minority racial/ethnic composition was reported as 1% Aeian, 9%

Black, 4% Hispanic, and 1% Native American. A deviation was noted at

private institutions where fewer racial/ethnic minorities were

reported as being employed.

Former mid-level student affairs professionals and chief student

affairs officers fundamentally’ agreed on the major factors

influencing mid-level attrition. Both groups identified greater

career opportunity outside of student affairs, low salary, and the

lack; of opportunity for promotion, as being the major factors.

However, significant differences were found to exist between chief

student affairs officers' perceptions and former mid-level

professionals' actual reasons for leaving. Chief student affairs
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officers identified the lack of prestige of the former professional's

position in the eyes of the rest of the institution, non-student

affairs duties, resistance to the goals of student affairs, and

burnout as being significantly more important reasons for attrition

than did the former professionals.

The former mid-level student affairs professionals who responded

to the questionnaire primarily entered the Industry/Commerce sector

of the economy. The 45.5% of the former student affairs

professionals who entered Industry/Commerce obtained mid-level to

senior management positions. The remaining portion of this sample

remained in Education as either students or full-time employees

pursuing interests outside of student affairs, or are employed with

Non-profit/Religious organizations.



CHAPTER FIVE

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

1111293933128

Chapter Five contains a review of the development of the study,

i.e. problem, need, purpose, research questions, testable hypotheses,

population, research design. Subsequently, the chapter then includes

a sumary of the major findings, the derived conclusions for each

research question, and concludes with implications of the findings

for the field of student affairs and recommendations for further

study.

SUMMARY OF THE DEVELOPMENT OF THE STUDY

1113 21921311

Given the reports of recent observers, the student affairs

profession may be facing a future of long-term instability in

recruiting qualified practitioners. The rate of attrition from the

student affairs profession combined with the reduction of students

entering professional preparation programs leads to the hypothesis

that a shortage of professionally prepared student affairs workers

may soon be present. Furthermore, staffing problems become more

acute 'when. one considers the goals of affirmative action, e.g.

representation of ethnic minorities and women at all organizational

levels, and what appears to be a shortage of ethnic minority

123
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candidates. Additionally, those institutions striving to provide

student affairs role models that proportionately represent the

diversity of their student population are not only finding difficulty

in recruiting ethnic minorities, but also white male candidates.

Recognizing the concern that a shortage of professionally

prepared student affairs workers may be eminent and that this deficit

is heightened as ethnic minority role models are sought, the

profession must be knowledgeable of its gender and racial/ethnic

composition. None of the studies to date provide a current and

accurate assessment of the gender and the racial/ethnic composition

of the student affairs profession. Such an assessment was deemed

needed and appropriate for evaluating the impact of contemporary

‘ attritional concerns regarding the composition of the student affairs

profession.

One of the student affairs profession's major concerns regarding

attrition is the loss of its mid-level professionals. Recent studies

have revealed that it is precisely at this level of position that

many professionally trained and educated staff have left the student

affairs profession. The issue of attrition of mid-level student

affairs professionals becomes more complex when considering the

gender and racial/ethnic composition of the student affairs

profession. In this situation, the loss of a trained professional

from the field may create a void in providing an available role model

for a special student population, as well as produce a less diverse

professional staff if recruitment efforts did not attain affirmative

action goals.
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The literature on attrition from the student affairs profession

was limited. Studies conducted to determine the reasons for

attrition have been of a limited regional, professional association,

or institutional nature, and have not been directed at the mid-level

professional. As well, these studies have lacked generalizability.

In addition to the limited information provided in the literature

regarding attrition of mid-level professionals, there was also a void

regarding chief student affairs officers' perceptions of the reasons

for attrition. A comparison of chief student affairs officers'

perceptions with those who have left the profession could inform the

profession of the similarities and disparities in their perceptions.

This information could then be used to reduce attrition through the

establishment of retention programs.

1 In conclusion, various authors have raised concerns regarding

the future stability of the student affairs profession given an

increasing attrition rate, especially at the mid-level position, and

a reduction in matriculants of student affairs preparation programs.

The current demographic, i.e. gender and racial/ethnic, composition

of the student affairs profession is unclear given that a national

study has not been conducted in the past fifteen years.

Additionally, the student affairs literature was found to be lacking

in. providing the reasons for and the perceptions of mid-level

professional attrition.
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Given the field's high rate of attrition and the reduction of

students entering professional preparation programs in student

affairs, the information gleaned from this study could be used to

increase the retention of current mid-level professionals in the

field. The implications for the profession drawn from this study's

findings could have long range effects in the areas of job

satisfaction and motivation for mid—level professionals.

Furthermore, a study of this nature was needed to test the

following assumptions often verbalized by members of the profession

and/or noted in the literature:

1) Females greatly outnumber males in the student affairs

profession. In order to establish gender balance, more males are

needed in the profession. ‘

2) There is not enough racial/ethnic diversity in the

profession. Institutions of higher education committed to

affirmative action goals are finding it very difficult to recruit

minority candidates into student affairs positions.

3) Student affairs professionals are generally leaving the

field due to the lack of opportunity for advancement and the lack of

financial remuneration.

4) Chief student affairs officers are accurately perceiving

the reasons for attrition from the mid-level student affairs

professional ranks.

5) Organizational development tools such as job enlargement and

job enrichment strategies will motivate potential leavers from the
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student affairs profession to remain in the field.

Testing of the above assumptions could provide new information to the

student affairs profession regarding the composition of the

profession, attrition from the profession, applicability of

organizational development and motivation theories relevant to the

student affairs profession, and retention programs. Programs

directed. at attaining' gender' and racial/ethnic diversity in the

profession, as well as retaining mid-level student affairs

professionals, could achieve higher levels of performance from the

understandings derived from this study.

Finally, this study was needed to strengthen the literature,

given its inadequacy to address the questions related to audrlevel

attrition from the student affairs profession. The literature on

' attrition from the student affairs profession has addressed all

position levels generically and has been drawn from limited samples

and populations. These studies therefore have limited

generalizability. A large scale representational study was needed to

provide information from actual leavers which can then be applied to

most types of public and private two-year and four-year institutions

of higher education.

National concern over the issues of audrlevel student affairs

professional attrition, as well as concern for the recruitment and

retention of gender and racially/ethnically diverse student affairs

professional staffs precipitated this study. As a reflection of this

concern, the American College Personnel Association's (ACPA)

Commission I initiated a task force to study the demographics of the
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profession; ‘this task. force partially funded this study» The

findings and the implications for the profession drawn from this

study will be reported nationally to assist individual institutions

of higher education and the profession as a whole in the pursuit of

reducing mid-level student affairs professional attrition and making

aware the current demographic composition of the student affairs

profession.

2212212

The purpose of this study was six-fold: 1) To describe the

gender composition of the student affairs profession at all levels;

2) To describe the racial/ethnic composition of the student affairs

profession at all levels; 3) To identify the actual reasons mid-

level student affairs professionals have left the profession; 4) To

identify chief student affairs officers' perceptions of the reasons

for mid-level student affairs professionals' decisions to leave the

profession; 5) To compare chief student affairs officers'

perceptions of the reasons for attrition with the actual responses of

leavers; and 6) To determine what occupations former mid—level

student affairs professionals enter upon leaving the field.

w meetions

This study sought to answer the following questions:

1) What is the gender composition of the student affairs

profession?

2) What is the racial/ethnic composition of the student

affairs profession?
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3) Why do mid-level student affairs professionals leave the

field?

4) Do females leave the student affairs profession for

different reasons than males? (This question is responded to by

Testable Hypothesis I.)

5) Do people of different racial/ethnic origins leave the

student affairs profession for different reasons? (This question is

responded to by Testable Hypothesis II.)

6) Do mid-level student affairs professionals leave different

types of institutions for different reasons? (This question is

responded to by Testable Hypothesis III.)

7) Are chief student affairs officers accurately perceiving the

reasons which motivate mid-level student affairs professionals to

'leave the student affairs profession? (This question is responded to

by Testable Hypothesis IV.)

8) What occupations do former mid—level student affairs

professionals enter once leaving the field?

13333313 8193133332

The analysis of this study has tested the following null

hypotheses:

Null Hypothesis I: No difference in reasons for leaving

the student affairs profession will be found by gender in

response to the mid-level student affairs attrition study

instrument.

Null Hypothesis II: No difference in reasons for leaving

the student affairs profession will be found by race or

ethnic origin in response to the mid-level student affairs

attrition study instrument.
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Null Hypothesis III: No difference in reasons for mid-

level professionals leaving the student affairs profession

will be found by the type of institution (public and

private, two year and four year) in response to the mid-

level student affairs attrition study instrument.

Null Hypothesis IV: No difference in reasons for leaving

the student affairs profession will be found by comparing

chief student affairs officers' and former mid-level

student affairs professionals' responses to the mid-level

student affairs attrition study instrument.

9383133188

The subjects for this study were selected through a three step

process. The first step was to select a random sample of the

nation's two year and four year, public and private, universities and

colleges. Identification of that sample was sought from the most

complete available listing of those institutions, i.e. the 5.19.831

5311333128 93.831281 181318181128 1.1.3.211v 19.14.15 (85113» Using the

@915, lists of colleges and universities were grouped into

National Association of Student Personnel Administrators (NASPA)

Regions. Within each NASPA Region the institutions were stratified

by type, i.e. two year, four year, and then by affiliation/control,

i.e. public, private. Due to the constraints of financial resources

and time, the size of the random sample was arbitrarily set at a

ten percent minimum for each identified subgroup. In subgroups

where a ten percent sample did not provide a minimum of sixty

institutions, a larger percent was selected. The size of the sample

population for this study was 389 institutions, which was

approximately twelve percent of the total population. If an

institution chosen for the sample was listed in the HEELS but not in
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the m m Highs);wMy another institution within

its stratified group was chosen to replace it utilizing a random

selection process.

The second step of this process was to identify the chief

student affairs officers at the sample institutions through using the

the m 1,183 3.131131. Men M. Once identified, a

demographic and attrition survey was mailed to each chief student

affairs officer. Part of this survey requested that each chief

student affairs officer identify by name, address, and telephone

number two former mid-level student affairs professionals who met the

following criteria: (1) was awarded a graduate or professional

degree in a student affairs related curriculum, (2) held an associate

or assistant or director position responsible for direction, control,

or supervision of one or more student affairs functions or staff, (3)

was no longer carrying out a basic student affairs function, (4) left

the student affairs profession in the past five years, and (5) had

reasons for attrition that excluded death, retirement or temporary

leave.

The surveying of former mid-level student affairs professionals

constituted the third step of this process. Each former mid-level

student affairs professional, identified by a chief student affairs

officer, was mailed a demographic and attrition survey. The

responses of the former mid-level student affairs professionals who

did not meet the above defined criteria were discarded. Of the 49

returned usable responses from the former professionals, only 22 met

the criteria established to define former mid-level student affairs
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professional.

sea E3198

Procedurally, this study had four phases:

1) Based on the review of the literature, two

questionnaires were developed by the author and pre-tested by a

select group of current and former student affairs professionals.

One questionnaire was completed by the chief student affairs officer,

and the other completed by the former mid-level student affairs

professionals The» questionnaires ‘were modified from the survey

designed in the Shaw (1970) study.

2) A survey instrument was mailed to the chief student

affairs officers of the institutions identified in the sample which

requested demographic information about the institution's student

affairs division, the chief student affairs officer's perceptions as

to why mid-level personnel are leaving the student affairs

profession, and the names, addresses and telephone numbers of former

mid-level student affairs professionals.

3) Those former student affairs professionals identified by

the chief student affairs officers were then solicited to complete a

different survey instrument which sought to secure demographic data,

their actual reasons for leaving the student affairs profession, and

their present occupation.

4) The information collected in this study was initially

analyzed through the use of descriptive statistics. Frequency

distributions, means, and percentages were used for this analysis.
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The Statistical Package for the Social Sciences version x (SPSSX) was

used. The t-test and the chi-square statistic were employed as the

analytical statistical process whereby answers were derived for the

research questions and support or non-support was determined for each

hypothesis.

MAJOR FINDINGS AND CONCLUSIONS

89.222128223311281; mummmhtion2.__the_8_28_etdt

effaigg profeseion?

The findings of this study with respect to the gender

composition of the student affairs profession further substantiates

the literature (Harter, Moden, & Wilson, 1982; Keim, 1985; Rickard,

1985b; McEwen, Engstrom, & Williams, 1990). The findings of this

study revealed that:

1. Females hold approximately 6% more of all student affairs

positions at all institutions than males;

2. Two year institutions employ approximately 8.2% more

females than males in student affairs professional positions;

3. Four year institutions employ approximately 5.2% more

females than males in student affairs professional positions;

4. Public institutions employ approximately 3.0% more females

than males in student affairs professional positions;

5. Private institutions employ approximately 14.6% more

females than males in student affairs professional positions.
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From the review of the literature and the findings of this

study, the following conclusions may be made.

1. A 6% gender differential at the all institution level does

not merit the phrase "feminization of the profession" as found by

Rickard (1985b).

The studies in the literature appear to have limited

themselves to either professional association rosters or graduate

preparation programs (Myers & Sandeen, 1973; Wilson, 1977; McEwen

et al., 1990). NASPA member institutions number 1,080 (NASPA, 1989,

p. v), only 32% of the total 3,331 institutions. Clearly, by virtue

of being' a NASPA. member institution, these institutions may be

different and thus not representative of all institutions and the

numbers employed in student affairs.

2. There is a relative gender balance of males and females at

public institutions (see Table 10, p. 74).

3. There is a relative gender imbalance of males and females

at private institutions (see Table 10, p. 74).

4. There is gender proportional representation in the

student affairs profession.

The current 'gender composition of the student affairs

profession for all institutions, i.e. 47.0% male, 53.0% female, is a

reflection of the gender composition of college student enrollments.

This conclusion is based upon the Fall 1987 college enrollments of

46.5% male and 53.5% female for all institutions as reported by the

281281212 21 81282: 522222128 (June 28. 1989) (see Table 1. p- 28)-
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5. The gender composition of the student affairs profession is

a reflection of the national population, therefore indicating gender

balance and representation.

Given the United States' gender population of 48.6% male

and 51.4% female (.1292 m g: :33; 11291113311211: volume I) it is

apparent that the current gender composition of the student affairs

profession for all institutions, i.e. 47.0% male, 53.0% female (see

Table 8, p. 69), is a reflection of the national population.

W 9229;151:121 11.1.91anng

student affairs progggsion?

The racial/ethnic composition of the student affairs profession

appears consistent across all institutions when examined by

control/affiliation and type, i.e. 1.1% Asian, 9.4% Black, 84.8%

.Caucasian, 3.9% Hispanic, 0.8% Native American. The variations which

exist are primarily noted in the private institution category, i.e.

0.9% Asian, 7.6% Black, 89.8% Caucasian, 1.2% Hispanic, 0.5% Native

American. Private institutions employ fewer racial/ethnic minority

student affairs professionals.

W

From the review of the literature and the findings of this

study, the following conclusions may be made.

1. Little progress has been made in increasing the

racial/ethnic diversity of the student affairs profession over the

past two decades.

Blacks continue to constitute approximately 10% of all

In
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student affairs professionals (see Table 11, p. 76). This has been

the case since the first census conducted in 1970 (Appleton, 1971)

(see Appendix P). The marginal increases noted in some racial/ethnic

groups, e.g. Asian, Hispanic, may possibly be due to sample error.

If these increases are true increases, the Caucasian population of

student affairs professionals has experienced a minimal decrease in

representation.

2. The racial/ethnic composition of the student affairs

profession does reflect the racial/ethnic composition of the national

population.

Given the United States' racial/ethnic population data

(1.219 93933; 91 3313 W, volume I) it is apparent that the

racial/ethnic composition of the student affairs profession for all

institutions is a near reflection of the national population (see

Table 8, p. 69).

3. The student affairs profession proportionately represents

the students it serves in terms of racial/ethnic composition.

Given Fall 1986 college enrollments, the most recent data

available, (gttggttlg 91 gtgtg; 292235123: July 6, 1988) (see Table

1, p. 28), the racial/ethnic composition. of the student affairs

profession (see Table 11, p. 76) is a reflection of student

enrollments. The one notable exception to this conclusion is the

Asian subgroup.

4. The proportional racial/ethnic representation of the

student affairs profession as compared with the national population

may be only a short term phenomenon.
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Hodgkinson (1985) noted, by the year 2000 the United

States' population is likely to be 33% non-Caucasian. The

demographic information collected in this study indicates a total

racial/ethnic minority student affairs professional population for

all institutions of approximately 16%. The forecast is not bright

for increasing the minority proportion of student affairs

professionals since minority enrollments in graduate school are not

increasing at the same level (Hirschorn, 1988).

Emma 929.93.19.93; Wh_.1$l<2_i___1md-leve L._n_tudet__a_r_affi8W
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Fifty percent or more of the respondents to the Former Mid-Level

Student Affairs Professional's Survey identified the following three

reasons as being a major or contributing factor in their decision to

leave the student affairs profession: (1) lack of opportunity for

advancement; (2) inadequate salary; and (3) internal politics. The

respondents provided a rank ordered list of the three major factors

influencing their decision to leave the student affairs profession.

The highest ranked factor influencing a mid-level professional to

leave student affairs was finding greater career opportunity outside

of the profession. Second ranked was the low salary found in student

affairs work. The third ranked factor was no opportunity for

promotion. The findings of the rank ordered list corroborated the

major or contributing factor items identified above.



138

929219119332

Although a major limitation of this study was the small

respondent sample (n=22) of the former mid-level student affairs

professionals, the findings substantiate the literature (Shaw, 1970;

Bender, 1980; Burns 1982) and provide insight into the reasons for

attrition. From the review of the literature and the findings of

this study, the following conclusions may be made.

1. Vroom's (1964) holding that job satisfaction is directly

related to the extent to which jobs provide rewarding outcomes, e.g.

promotion, pay, social interaction, decision making, is supported by

the responses of the former mid-level student affairs professionals.

Since there is a consistent negative relationship between

job satisfaction and the probability of resignation (Vroom, 1964) it

follows then that these former mid-level professionals experienced a

low level of job satisfaction given the primary reasons for

resignation included the lack of opportunity for advancement,

inadequate salary, and internal politics.

2. The findings from this study further substantiates that the

primary causes for attrition, adopting Maslow’s (1970) model, were

germane to issues related to physiological, safety and security, and

social affiliation needs.

The student affairs literature (Shaw, 1970; Bingham, 1974;

Burns, 1982) provided reasons for attrition that pertained to the

above levels of Maslow's hierarchy-of-Needs configuration.

3. Former mid-level student affairs professionals lost their

motivation to achieve in the profession because need fulfillment was
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perceived as improbable.

Maslow (1970) maintained that people were motivated to

achieve by satisfying their needs. The primary reasons for

attrition, i.e. lack of opportunity for advancement and inadequate

salary, are issues that mid-level professionals have little power to

resolve. Resolution of these issues usually occur at the senior

management level.

4. Utilizing a Herzberg (1966) conceptual framework of

motivation theory, the primary cause of job dissatisfaction for this

sample of former mid-level student affairs professionals, while in

the profession, was the maintenance factor of inadequate salary.

Herzberg (1966) argued that maintenance, i.e. hygiene,

factors (see Chapter Two p. 33) must be present for motivational

factors to have an effect. The inadequate nature of the maintenance

factor of salary, according to Herzberg, would have prevented the

motivational factors in the profession to have the desired effect.

Other authors noting maintenance factors, i.e. salary, working

conditions, having similar effects upon motivation include Bingham

(1974) and Scott (1978).

5. The lack of Herzberg's motivational factors influenced

former mid-level student affairs professionals to leave the

profession.

As other authors identified in the literature (Sherburne,

1970; Armstrong, Campbell, & Ostroth 1978; Ludewig, 1979; Harder,

1983; Ostroth, Efird, & Lerman, 1984; Sangaria & Johnsrud, 1988),

and once again emerging in this study was the nearly absent primary
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motivational factor of promotion. Without motivational factors, e.g.

the perceived opportunity for advancement, mid-level student affairs

professionals lose the motivation to persist in the field.

6. Expressed mid-level student affairs professionals'

dissatisfaction is increasing with respect to materialistic concerns

and the quality of individual lifestyle demands.

Shaw's (1970) findings reflected less emphasis being placed

on salary, geographic location, demands of family life, and the

demands of marriage/intimate relationships, as being factors in the

decision to leave the student affairs profession (see Appendix Q).

However, in each of these items of the current study, the respondents

identified these issues as having more influence in their decision to

leave the student affairs profession (see Appendix M).

m Misuse mmmmmm
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Hull Hypothesis 1: No difference in reasons for leaving

the student affairs profession will be found by gender in

response to the mid-level student affairs attrition study

instrument.

Null Hypothesis I was not rejected. Although no significant

differences in gender group responses were found for each of the

twenty-eight items of the attrition survey, certain trends were

observed (see Table 13, p. 82). In examining mean differences in

excess of .5 as an arbitrary measure, males noted that student

disciplinary matters and the demands of family life weighed heavier

in their’ decision to leave the student affairs profession than

females reported. However, females reported that the low level of
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involvement in the educational function of the institution and the

lack of opportunity for advancement provided a greater impetus to

leave student affairs than did males. Both genders reported that

inadequate salary’ played. a major to contributing role in their

decision to leave the profession. Other contributing factors

influencing the decision to leave for both genders included (1) the

lack of openness to change in their department, (2) the lack of

understanding and appreciation by superiors, and (3) the lack of

congruence between attitudes and departmental goals. Gender

consensus in factors having little influence in the decision to leave

the student affairs profession included (1) the lack of prestige, and

(2) the carrying out of non-student affairs duties.

Finally, the gender rate of attrition from mid-level student

affairs professional positions cannot be ascertained from this study.

Given the small sample size and therefore the lack of generalizable

results to a larger population, no inferences may be drawn from the

nearly equal number of male and female respondents. Further study is

needed to clarify the literature (Bender, 1980; Burns, 1982;

Holmes, Verrier, & Chisholm, 1983; Wood, Winston, Polkosnik, 1985).

QQBElHfiiQfl!

From the review of the literature and the findings of this

study, the following conclusions may be made.

1. Females and males leave the student affairs profession for

similar reasons.

No significant differences were found on the twenty-eight

items of the attrition survey based on gender. The findings of this
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study related to the reasons for attrition from the student affairs

profession with respect to gender supports the conclusions of Shaw

(1970). However, since some means of particular items of the

attrition survey expressed a difference in excess of .5, more study

is necessary given the small sample size. The items cited have a

relationship to non-traditional sexist views of gender, i.e. males

are less comfortable with confrontive roles (discipline) and value

relationships (family life) more, while females have the greater need

to achieve (promotion). Further study is necessary to clarify these

relationships to gain a more comprehensive understanding of

attrition, while also challenging the sexist stereotypes that exist

in today's American culture.

2. Female and male former mid-level student affairs

professionals could not achieve job satisfaction based on Herzberg's

conceptual framework.

Since the maintenance factor of adequate salary was not

present for both male and female former mid-level student affairs

professionals, motivational factors lacked effect. Inadequate salary

played a prominent role in both genders decision to leave the student

affairs profession.

mmnmmammm
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Null Hypothesis II: No difference in reasons for leaving

the student affairs profession will be found by race or

ethnic origin in response to the mid-level student affairs

attrition study instrument.

There is a void of findings related to Research Question 5 given
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that all responding former mid-level student affairs professionals

indicated that they were Caucasian/Other. Due to the limitation of

the responses all originating from one racial/ethnic group, valid

comparisons for the establishment of findings were unavailable. Null

Hypothesis II was not rejected.
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Null Hypothesis III: No difference in reasons for mid-

level professionals leaving the student affairs profession

will be found by the type of institution (public and

private, two year and four year) in response to the mid-

level student affairs attrition study instrument.

Null Hypothesis III was not rejected. Although no significant

differences were found in the responses of former mid-level student

affairs professionals by institutional type groupings, i.e.

public/private and two year/four year, for each of the attrition

survey's twenty-eight items, certain trends were observed.

In examining the responses grouped by institutional

control/affiliation, i.e. public and private, having mean differences

in excess of .5 as an arbitrary measure, the following trends were

noted (see Table 14, p. 86). Former public institution mid-level

student affairs professionals reported that the lack of involvement

in departmental decision making played a greater role in their

decision to leave the profession than it did for those previously

employed at private institutions. Former private institution mid-

level student affairs professionals reported that their personal

physical health and the institution’s resistance to innovation and
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change played a greater role in their decision to leave the

profession than did these factors for those previously employed at

public institutions.

In examining the responses grouped by institutional type, i.e.

two and four year, having mean differences in excess of .5 as an

arbitrary measure, the following trends were noted (see Table 14, p.

86). Former four year institution mid-level student affairs

professionals reported that a high degree of direct involvement in

student disciplinary matters, a lack of congruence between their

attitude and the department's goals, and the demands of family life,

played a greater role in their decision to leave the profession than

did these factors for those previously employed at two year

institutions. No trends were evident from former two year

institution mid-level student affairs professionals' responses since

there were no items that had a mean difference in excess of .5 and

that played a greater role in the decision to leave the profession as

compared with the responses of those previously employed at four year

institutions.

Regardless of institutional control/affiliation or type, all

former mid-level student affairs professional respondents were

consistent with respect to the primary reasons for their departure

from the profession. ‘The primary reasons noted as major

considerations for departure were the lack of opportunity for

advancement and inadequate salary.
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From the review of the literature and the findings of this

study, the following may be concluded.

Mid-level student affairs professionals from different types of

institutions, i.e. public/private, two ‘year/four year, leave the

profession for similar reasons.

The void in the literature on the 'topic of attrition of mid-

level student affairs professionals based on former institutional

control/affiliation and/or type, makes essential more study on this

topic. The trends noted in the findings of this study raise question

as to the relationship of institutional control/affiliation and

factors of departmental decision making, physical health, and

institutional resistance to innovation and change. Additional

clarification is needed as to the relationship, if any, between

institutional type and the factors of disciplinary matters, attitude

and departmental goals, and family life. The small number of

respondents to this survey requires that further testing be done to

justify additional conclusions based on the above trends.
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Null Hypothesis IV: No difference in reasons for leaving

the student affairs profession will be found by comparing

chief student affairs officers' and former mid-level

student affairs professionals' responses to the mid-level

student affairs attrition study instrument.

Fifty percent or more of the respondents to the Chief Student

Affairs Officer's Survey identified the following ten reasons as



146

being a perceived major or contributing factor in the mid-level

student affairs professional’s decision to leave the student affairs

profession (see Appendix M): (1) inadequate salary; (2) lack of

opportunity for advancement; (3) burnout; (4 ) bureaucracy; (S)

resistance to the goals of student affairs by the institution; (6)

lack of authority present in the former professional's position; (7)

internal politics; (8) lack of understanding and appreciation

superiors had for the problems inherent in the former professional's

position; (9) lack of prestige of the former professional's position

in the eyes of the rest of the institution; and (10) institutional

resistance to innovation and change.

The respondents to the Chief Student Affairs Officer’s Survey

provided a rank ordered list of the three perceived major factors

influencing the decision of a mid-level student affairs professional

to leave the student affairs profession (see Table 15, p. 93). The

highest ranked perceived factor influencing a mid-level professional

to leave student .affairs ‘was finding greater career opportunity

outside of the profession. Second ranked was the low salary found in

student affairs work. The third ranked factor was burnout followed

closely by no opportunity for promotion. The findings of the rank

ordered list corroborated the perceived major or contributing factor

items identified above.

Having identified the perceptions of all responding chief

student affairs officers with respect to mid-level professional

attrition, it became» evident that perceptual differences existed

among the respondents. These perceptual differences of the responding
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chief student affairs officers appeared to be based upon their

providing a response to the question requesting specific individual

information on former mid-level professionals. Two groups of chief

student affairs officers emerged: (1) those who provided the former

mid-level student affairs professionals' names and addresses, and (2)

those who did not list a response. Based upon these two groups of

chief student affairs officer respondents, between group tests were

conducted on their responses to the twenty-eight attritional

statements (see Table 16, p. 95). Significant differences were found

on the responses to the items concerning (1) the lack of faculty

status, (2) bureaucracy, (3) resistance to the goals of student

affairs by the institution, and (4) the conflict between counseling

and discipline. Chief student affairs officers who identified the

former mid-level student affairs professionals perceived these items

as having less influence in the decision to leave student affairs by

mid-level professionals, than did the group of chief student affairs

officers who did not identify any former mid-level student affairs

professionals.

The perceptions of attrition 'given by all responding chief

student affairs officers were compared to the actual reasons for

attrition given by the responding former mid-level student affairs

professionals. Of the twenty-eight items listed in the attrition

survey, significant differences were found to exist between these two

groups on four of the items (see Table 17, p. 98). Chief student

affairs officers consistently perceived that (1) the lack of prestige

of the former professional's position in the eyes of the rest of the
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institution, (2) non-student affairs duties, (3) the covert or overt

resistance to the goals of the student affairs department by the

institution, and (4) burnout, bore more consideration in the decision

to leave student affairs than the former mid-level professionals

maintained. There was agreement between these two groups as to the

relative importance of the other items. In identifying the three

major factors influencing a former mid-level student affairs

professional to leave the profession, both chief student affairs

officers and former mid-level student affairs professionals agreed

that the two most prominent factors were greater career opportunity

outside of student affairs and low salary (see Table 18, p. 100).

They also recognized the important, but less prominent, factor of the

lack of opportunity for promotion.

Further testing between groups was conducted utilizing the

responses of those chief student affairs officers who identified

former mid-level student affairs professionals to the responses of

the former' mid-level student affairs professionals. Significant

differences were found to exist on two items of the attrition survey

(see Table 19, p. 104). Former mid-level student affairs

professionals maintained. the lack of openness to change in the

department was a contributing factor in their decision to leave the

profession while this select group of chief student affairs officers

perceived this factor as having little influence. The second item of

significant difference between these two groups was non-student

affairs duties. Former mid-level student affairs professionals

maintained that non-student affairs duties bore little influence in
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their decision to leave the student affairs profession. The select

group of chief student affairs officers, however, perceived non-

student affairs duties as playing a greater role in the decision to

leave the student affairs profession.

Null Hypothesis IV was rejected.

22221221222

From the review of the literature and the findings of this

study, the following conclusions may be made.

1. Chief student affairs officers are not accurately

perceiving the actual reasons for attrition of mid-level student

affairs professionals.

Significant. differences for leaving the student affairs

profession were found in comparing chief student affairs officers'

with those of former mid-level student affairs professionals'

responses to the student affairs attrition study instrument. Chief

student affairs officers identified a broader range of factors

leading to attrition and attributed a much higher level of

dissatisfaction with the characteristics of a mid-level position than

did the former mid-level student affairs professionals. Of the ten

major or contributing factors of attrition that were cited by 50% or

more of the chief student affairs officers, only 3 of these items

were identified by a majority of the former mid-level student affairs

professionals. Identified by a majority of chief student affairs

officers as major or contributing factors for attrition were burnout,

bureaucracy, resistance ‘to the goals of student affairs by the

institution, lack of authority present in the former professional's
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position, lack of understanding and appreciation superiors had for

the problems inherent in the former professional's position, lack of

prestige of the former professional's position in the eyes of the

rest of the institution, and institutional resistance to innovation

and change. The majority of former mid-level student affairs

professionals only cited inadequate salary, lack of opportunity for

advancement, and internal politics as major or contributing factors

for their attrition. In each of the attritional factors listed,

chief student affairs officers perceived them as having greater

influence in the decision to leave the profession than did the former

mid-level student affairs professionals.

2. Former mid-level student affairs professionals are far more

focused in their reasons for leaving the profession, than chief

student affairs officers perceive them to be.

Former mid-level student affairs professionals focus their

reasons for attrition on the issues of remuneration, career

advancement, and internal politics. Once these issues are addressed

and resolved, mid-level attrition may decline.

3. Those chief student affairs officers who identified former

mid-level student affairs professionals for the purposes of surveying

their responses to the attrition survey, had a more accurate

perception of the reasons for attrition than did the chief student

affairs officers who failed to identify any former mid-level student

affairs professional.

The select group of chief student affairs officers who

identified former mid-level student affairs professionals were found
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to have fewer significant differences in their responses to the

attrition instrument compared with the former professionals, than did

those chief student affairs officers who did not identify former mid-

level student affairs professionals.
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The respondents to the Former Mid-Level Student Affairs

Professional's Survey identified that the Industry/Commerce sector of

the economy offered the greatest opportunity to the former mid-level

student affairs professional. These findings were consistent with

previous authors (Burns, 1982; Holmes et al., 1983). Approximately

46% of the responding former mid-level professionals are currently

working in Industry/Commerce (see Table 22, p. 111). Other

opportunities for post-student affairs employment included other

areas of Education (23%), Non-profit/Religious work (23%), Government

service (5%) and Agriculture (5%). Specific positions of the

respondents varied, however most former mid-level student affairs

professionals acquired titles indicating mid-level to senior

management positions (see Table 23, p. 112). The majority of the

respondents who (entered. other’ areas of education were attending

school to gain qualifications for other professions.

22221221222

From the review of the literature and the findings of this study

based on this sample of former mid-level student affairs

professionals, the following conclusions may be made.
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1. Industry/Commerce is the largest employer of former mid-

level student affairs professionals.

This study' has revealed that almost half of those 'who

attrited entered the Industry/Commerce sector of the economy.

Similar findings were presented by Burns (1982) and Holmes et al.

(1983).

2. Opportunities in Industry/Commerce meet the needs of former

mid-level student affairs professionals in terms of salary and

opportunities for advancement.

Given that former mid-level professionals attrited from

student affairs primarily due to the lack of opportunity for

promotion and inadequate salary, it may be deduced that these two

factors were of paramount importance in the former professional's

position selection.

3. The skills that are developed in achieving and maintaining

mid-level student affairs positions are transferable to other

careers.

Skill development is a necessary component in achieving and

successfully maintaining a mid-level student affairs position.

Former mid-level student affairs professionals are acquiring

employment outside of the profession at similar or higher

organizational levels. It may be deduced that the skills utilized as

a mid-level student affairs professional are being used in the

these new occupations.

4. The skills that are developed in achieving and maintaining

mid-level student affairs positions are viewed as desirable by



153

employers in other occupations.

Former mid-level student affairs professionals have earned

mid to senior level positions in non-student affairs related careers.

It may be deduced that employers have viewed these former mid-level

student affairs professionals as being desirable due to the skills

that they possess.

22222112212222 222222212222222221221222f221‘2222222

The major findings of this study with respect to the career path

of the fermer mid-level student affairs professional further

substantiates the literature. This study found that:

1. The mean age of leaving the student affairs profession for

this sample of former mid-level student affairs professionals was

36.9 years. This finding was consistent with Bender's (1980)

research.

2. The mean number of years as a full-time student affairs

professional for this sample of former mid-level student affairs

professionals was 9.4 years. The findings of this study exceeded the

estimates found by Burns (1982) and Holmes et al. (1983). In these

studies it was found that by the fifth to sixth year after completing

graduate school, the leavers from the student affairs profession

outnumbered the persisters.

3. The mean number of full-time student affairs positions for

this sample of former mid-level student affairs professionals was 3.2

positions.

4. Prior to leaving the student affairs profession, the mean
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number of colleges/universities this sample of former mid-level

student affairs professionals worked at was two institutions.

5. Respondents to the Former Hid-Level Student Affairs

Professional's Survey who worked in public institutions tended to

have longer tenures as compared to those from pmivate institutions

(see Table 24, p. 114).

6. Respondents to the Former Mid-Level Student Affairs

Professional's Survey had the longest tenures in the student affairs

profession at institutions with student headcount enrollments of

2,750 to 7,499 (see Table 25, p. 115).

22221221222

From the review of the literature and the findings of this study

based on this sample of former mid-level student affairs

professionals, the following conclusions may be made.

1. Former mid-level student affairs professionals did not view

their initial career choice of student affairs as a temporary

endeavor.

Former mid-level student affairs professionals invested

approximately one or more years in graduate school and another ten

years in student affairs work before leaving the profession.

Substantial resources, e.g. money, time, were directed to this career

endeavor by the individual. The individual's commitment of these

resources indicates that former mid-level student affairs

professionals viewed extended involvement in the profession as an

important life decision, yet a decision that they were willing to

change. The experience of the former mid-level student affairs
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professional is contrary to Grant and Foy's (1972), Bryan's (1977)

and Bender's (1980) contention that student affairs administrators

view this career choice as temporary.

2. There is adequate opportunity for advancement in the student

affairs profession in the initial stages of a career path.

This conclusion was substantiated in this study by career

mobility as demonstrated by the mean number of positions held, i.e.

3.2, and the mean number of formerly employed at institutions, i.e.

2.

552221122122222222u222_2_21__1mn Job§2212222222 22___22221_Alte22.12
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The respondents to the Chief Student Affairs Officer's Survey

and the Former Hid-Level Student Affairs Professional's Survey agreed

that in almost every job enlargement and job enrichment program

listed, the effect on the retention of mid-level student affairs

professionals would be minimal (see Table 26, p. 116). A majority of

the responding chief student affairs officers offered one exception

in the area of to mid-level student affairs professionals. It was

their perception that such a job enlargement/job enrichment program

would lead to increased retention of mid-level student affairs

professionals. However, a majority of the responding former mid-

level student affairs professionals disagreed with this perception.

It was their contention that any job enlargement or job enrichment

programs aimed at providing "A greater opportunity for more

controlling” did little to increase retention.

A significant relationship was found to exist in the items ”A
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greater opportunity for more controlling," and "A greater opportunity

for more planning." This indicated that the status of the

respondent was related to the perception of the role that more

controlling and more planning may play in the retention of mid-level

student affairs professionals.

22221221222

From the review of the literature and the findings of this

study, the following conclusions may be made.

1. Job enlargement/job enrichment programs are of no value as

tools of retention for mid-level student affairs professionals.

2. "A greater opportunity for more controlling" of resources,

decision making, etc., is no substitute for the lack of opportunity

for advancement and inadequate salary in attriting mid-level student

affairs professionals.

RECOMMENDATIONS FOR THE PROFESSION

As a result of this study's major findings and conclusions, the

following recommendations are offered:

1. Demographic surveys of all student affairs professionals

must be done at regular intervals. These studies must be based on a

sampling frame of all institutions of higher education, not the

membership list of a single professional association. As the United

States becomes more ethnically and racially diverse, if: is critical

that the student affairs profession maintains pressure on itself to

mirror this national diversity. Such demographic studies assist in

documenting the progress made while making clear future challenges.
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2. Two year and private institutions need to evaluate the

gender balance of their student affairs staffs. The findings of this

study with respect to two year and private institutions indicates

that there is a gender imbalance. Such an imbalance impedes the

success of those institutions striving to provide student affairs

role models that proportionately represent their student population.

3. Increased racial/ethnic diversity is needed in the student

affairs profession for the future. Given that little progress has

been made in the racial/ethnic diversity of the student affairs

profession since the first demographic study in 1970 (Appleton, 1971)

and considering the minority population's growth forecast by the year

2000 (Hodgkinson, 1985), it is imperative that current student

affairs professionals recruit and nurture prospective student affairs

professionals of different races and ethnicities. Without such

active recruitment it is unlikely that the student affairs profession

will be able to maintain a proportional racial/ethnic profile.

Proportionality, or at the very least racial/ethnic diversity, in a

student affairs division is appropriate and necessary given the need

of role models for racial/ethnic minority students. For role

modeling to be effective, the student needs to be able to initially

identify with the role model. For racial/ethnic minority students

originating from areas where there is little identification with the

Caucasian population, a role model who has similar physical

attributes may provide the necessary initial identification for the

process to occur.

4. The findings of this study have demonstrated that one of
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the major factors leading to the attrition of mid-level student

affairs professionals is inadequate salary. Insufficient

compensation has a powerful effect on the job satisfaction and

motivation of the worker. Without appropriate compensation levels,

job satisfaction and motivation will decline ultimately leading to

attrition. If institutions of higher education value the maintenance

of mid-level student affairs professionals, compensation packages

must be enhanced.

5. The findings of this study have demonstrated that one of

the major factors leading to the attrition of mid-level student

affairs professionals is the lack of opportunity for advancement

within student affairs, while there is the perception that there is

greater career opportunity elsewhere. Opportunity for advancement

has a powerful effect on the job satisfaction and motivation of the

worker. Without promotion opportunities, job satisfaction and

motivation will decline ultimately leading to attrition. If

institutions of higher education value the services of mid-level

student affairs professionals, these organizations must create new

opportunities for advancement, e.g. promotion from within,

restructuring the student affairs divisions to accommodate different

levels of promotion.

6. Job enlargement and/or job enrichment programs are not

effective tools in the reduction of attrition from mid-level

positions in the student affairs profession, contrary to some of the

advocacies of Herzberg (1966).

7. To encourage the retention of mid-level student affairs
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professionals at public institutions, direct involvement in decision

making must be increased. To accomplish this goal, chief student

affairs officers could (I) adopt team decision making models where

mid-level student affairs professionals are active members of the

team, (2) provide broad policy statements allowing for mid-level

professionals to develop the specific objectives, and/or (3) schedule

regular meetings with mid-level professionals to promote

communication, i.e. the free exchange of ideas. Furthermore, mid-

level student affairs professionals should be encouraged to serve on

all-university comittees thus providing an opportunity for their

involvement and ownership in broader campus issues.

8. To encourage the retention of mid-level student affairs

professionals at private institutions, the institution must become

less resistant to innovation and change. If private institutions

value continuity in student affairs staffs, the organizational

leadership must be open to having traditions and practices altered to

meet today's needs. The first step in this process is to involve

mid-level student affairs professionals in conducting annual

assessments of the campus's needs. The institution's leadership

must be committed to acting upon such need assessments appropriate to

the institution, and support those changes as they occur.

9. Chief student affairs officers should conduct exit

interviews with departing mid-level student affairs professionals.

This contact would make the chief student affairs officer

knowledgeable of the current critical issues facing mid-level

professionals that are cause for attrition. The chief student
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affairs officer would then have first hand information regarding

reasons for mid-level attrition from his/her particular institution.

If the problem of mid-level attrition merited attention, action could

then be taken based on accurate information. Furthermore, the action

to be taken would be supported by the credibility and authority of

the chief student affairs officer.

10. Life stage and age theories need to be applied more

directly to student affairs professionals. The literature (Bender,

1980; Burns, 1982) and the findings of this study confirm that

attrition from the student affairs profession generally occurs for

mid-level professionals from the mid-to-late-thirties. Furthermore,

authors (Grant & Foy, 1972) suggest that people enter the student

affairs profession in a transitional stage of life. An applied

understanding of stage and age theories to the members of the

student affairs profession would assist in clarifying career path and

career expectations for' both. current and. aspiring professionals.

Professional conferences as well as further study shouLd be devoted

to these topics.

11. A student affairs professional association, e.g. American

College Personnel Association, National Association of Student

Personnel Administrators, should sponsor a broad based study of all

institutions of higher education every five years to determine and

assess professional compensation, job satisfaction, and career

satisfaction of all position levels within the student affairs

profession. The purpose of such a longitudinal study is to develop a

knowledge base, determine success and problem areas, be able to make
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comparisons and projections, anticipate needs and trends, and to

affect association programming as well as professional preparation.

RECOMMENDATIONS FOR FURTHER STUDY

This study was successful in describing the gender and

racial/ethnic composition of the student affairs profession, as well

as, identifying chief student affairs officers perceptions of the

reasons for mid-level professional attrition. This study's major

limitation. was the small sample of identified former mid—level

student affairs professionals. As a result of the literature

reviewed in Chapter Two and the findings of this study, a number of

questions were raised. which jpoint. to 'the need for further

investigation.

1. This study's approach in identifying former mid-level

student affairs professionals proved to be inadequate for generating

enough respondents' names and addresses to make generalizations to

the entire jpopulation. Speculation is that some chief student

affairs officers used restraint in providing this information to the

investigator primarily due to the legal ramifications of making

public personnel information and issues associated.‘with privacy.

Shaw's (1970) success with a similar approach preceded such laws

regulating this information. It is recotmnended that further study

relating to former student affairs professionals utilize another

approach for identification of a sample population. One approach is

to contact current professionals and ask them to provide the relevant

information, e.g. names, addresses, telephone numbers, regarding
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former student affairs professionals. The difference in this

approach is that the relationship between current and former student

affairs professional is not necessarily one of employer-employee.

2. This study employed a macro approach to the gender

proportional representation question. From a review of the data

collected, it is apparent that all institutions did not employ a

male:female ratio reflective of the national population or the 1987

fall student enrollments in American higher education. Given this

assessment, it is recommended that future study on this question

employ a micro approach whereby the gender ratio of student affairs

professionals of a specific campus be evaluated against the student

gender composition of that same specific campus. Such an approach to

the question of gender representation on the campus level would yield

specific data for the institution to achieve, if desired,

proportional staff representation. Furthermore, a micro approach to

this question would yield national data on an institutional basis

with respect to gender' balance, thus eliminating the moderating

effect of a large population.

3. It is recomended that additional study be given to the

question of the organizational level attained, i.e. position, and

that of the gender composition of the student affairs profession.

The literature has suggested that women have been making gains in

acquiring chief student affairs officers positions, have been

entering student affairs professional preparation programs in larger

numbers, and have been leaving the profession in larger numbers.

Although it is apparent that the gender ratio is in near-balance and
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is reflective of the nation's college student gender population, it

is unclear as to what organizational level and type of position males

and females currently hold.

4. This study employed a macro approach to the racial/ethnic

proportional representation question. From a review of the data

collected it is apparent that all institutions did not employ a

racial/ethnic composition reflective of the national population or

the 1986 fall student enrollments in American higher education.

Given this assessment, it is recommended that future study on this

question employ a micro approach whereby the racial/ethnic

composition of student affairs professionals of a specific campus be

evaluated against the student racial/ethnic composition of that same

specific campus. Such an approach to the question of racial/ethnic

composition on the campus level would yield specific data for the

institution to achieve, if it desired proportional staff

representation. Furthermore, a micro approach to this question would

yield national data on an institutional basis with respect to

racial/ethnic composition, thus eliminating the moderating effect of

a large population.

5. It is recomended that additional study be given to the

question of the organizational level attained, i.e. position, and

that of the racial/ethnic composition of the student affairs

profession. Utilizing a micro, i.e. institutional, approach to

assess the current status of racial/ethnic diversity in student

affairs organizations would provide meaningful information regarding

the progress of incorporating diversity in the various position
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levels of the organization.

6. Additional investigation must be conducted in the area of

reasons for attrition from the student affairs profession as related

to gender. To date, only two studies have addressed this issue, i.e.

this study and that of Shaw (1970). Although this study found no

significant differences in the reasons for attrition based on gender,

the sample was too small to make generalizations with respect to the

population. This study did find some trends based on gender that do

merit further study.

7. The literature revealed 'that females are leaving ‘the

student affairs profession in greater numbers than males. This study

found that private institutions employ a greater percentage of women

than men and that a major reason for mid-level student affairs

professional attrition is inadequate salary. Given the above

conditions, it is recommended that a gender equity salary study he

conducted at private institutions to determine if the salary issue is

related to the profession or related to gender.

8. Further study is recommended on the question of attritional

reasons from the student affairs profession as related to

racial/ethnic classifications. There is a void in the literature on

this topic. This study was unable to provide any information on this

question since all former mid-level student affairs professional

respondents were Caucasian/Other.

9. Chief student affairs officers identified a far broader

range of reasons for mid-level staff members leaving the student

affairs profession and attributed a much higher level of
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dissatisfaction than did the former mid-level student affairs

professionals. This observation raises the question, ”Are chief

student affairs officers unhappy themselves and projecting their own

dissatisfaction on those who attrited?" Study relating to chief

student affairs officers' job satisfaction and. motivation. merits

review.

10. This study found ‘that the average mid-level student

affairs professional who attrited, left the profession in their mid-

thirties. Mid-life re-examination, a prelude to mid-life crisis,

also takes place in this age range (McCoy, 1977). Further

investigation may be appropriate on the topic of mid-life's effects

on professional commitment to the student affairs profession.

11. This study has confirmed the major reasons cited in the

literature for attrition. It comes as no surprise that the lack of

opportunity for advancement and inadequate salary are major

considerations in the decision to leave the profession. Given that

this is not new knowledge and that the problem remains, the question

meriting future study is ”Do chief student affairs officers have the

authority/control to improve salary and organizational structure

issues?"

12. Student affairs organizations need to examine other

professions' models for organizational development in order to

determine and apply applicable tools to stem the tide of attrition.

It is apparent from the findings of this study that Herzberg's (1966)

job enlargement/job enrichment programs are ineffectual tools for

retention. Maslow's hierarchical conception of needs as motivators
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do little, if the most basic of needs are not being fulfilled.

Therefore, perhaps a new perspective on the problem may provide

alternatives heretofore not considered that may be within an

institution's and/or the profession's resource base. One such area,

which shares some similarities with student affairs, is human

services or volunteer organizations. An examination of motivational

strategies for human service organizations may provide the new

approaches needed in student affairs (Bunker & Wijnberg, 1988).

13. Although job enlargement/job enrichment programs are

ineffectual tools for retention of uddrlevel student affairs

professionals, further experimentation must be conducted on the

implementation and evaluation of these organizational development

strategies to identify if job enlargement/job enrichment programs

offer student affairs professionals other benefits not examined in

this study.
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CHIEF STUDENT AFFAIRS OFFICER’S SURVEY

Please complete and return this survey by DECEHBER 31. 1987.

To assist you in the cosplation of this survey, the following definition of

terns are offered:

student affairs - a sajor administrative subdivision, e.g. Vice

President for Student Affairs, within postsecondary education

institutions concerned with the provision of student programs and

services which complement and supplement the classroom-teaching

lission of these institutions.

add-level student affairs professional - an individual in an

associate or assistant or director position responsible for the

direction, control, or supervision of one or more student affairs

functions and staff, who has been awarded a graduate or

professional degree in a student affairs related curriculum.

DEMOGRAPHIC INFORHATION

Q-l Please identify the type of your institution by placing a check next to

the appropriate descriptors:

Public Four year

Private Two year

0-2 Please identify the head count anrollssnt of your institution:

0-3 Please identify the number of all full-ties student affairs professionals

esployed in your institution’s student affairs unit for each of the

following categories: (If none, write '0')

Ffl'm

Hales

 

Females

Black

Asian Aserican/Pacific Islander

’Hispanic

Aserican Indian/Alaska Native

Other/Caucasian

I
I
I
I
I
I
I
I
E
E

Total: All full-time student affairs staff in

professional positions

60 T0 NEXT PAGE

.1€F7
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ATTRITION SURVEY

In this section, your general perceptions are sought as to why professionally

prepared student affairs workers are leaving the field after achieving a mld-

level position. Please circle the appropriate letter in the answer column

which reflects your perception of the degree of importance each item may have

in a mid-level student affairs professional’s decision to leave the field.

 

N- NAJOR CONSIDERATION: This item is a major

consideration in the decision to leave the

student affairs profession.

C - CONTRIBUTING FACTOR: .This item is a

contributing factor in the decision to leave

the student affairs profession.

L - LITTLE INFLUENCE: This item bears little

influence in the decision to leave the

student affairs profession.

N - NOT APPLICABLE: This item is not applicable in

the decision to leave the student affairs    
 

profession.

ANSNER COLUNN

0-4 The lack of openness to change in the

department of the former professional. (0-4) N C L N

0-5 The lack of professional freedom. (0-5) N C L N

O-S The lack of faculty status. (0-6) N C L N

0-7 The lack of prestige of the former

professional’s position in the eyes of the rest

of the institution. (0-7) N C L N

0-8 The compatibility of the former professional’s

training with that of the new position. (O-B) N C L N

O-B Non-student affairs duties. (0-9) N C L N

O-IO Bureaucracy. (D-IO) N C L N

0-11 The lack of authority present in the former

professional’s position. (D-ll) N C L N

Q-lz The lack of understanding and appreciation

superiors had for the problems inherent in the

former professional’s position. (D-lZ) N C L N

O-13 A high degree of direct involvement in

student disciplinary matters. (0-13) N C L N  
60 T0 NEXT PABE
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N - NAJOR CONSIDERATION

C - CONTRIBUTING FACTOR

L - LITTLE INFLUENCE

N - NOT APPLICABLE

ANSNER COLUNN

O-14 Geographical location as a factor contributing

to the change in position.
(0-14) N C L N

O-IS The covert or overt resistance to the goals of

the student affairs department by the

institution.
(0-15) N C L N

Q-IG Lack of con ruence between the former

professiona 's attitude and the

department’s goals.
(0-16) N C L N

0-17 The institutional resistance to innovation and

change.
(0-17) N C L N

D-IB Inadequate salary.
(Q-IB) N C L N

0-19 The lack of involvement in departmental

decision making. ‘ (D-IB) N C L N

Q-ZO The lack of appropriate training and preparation

for the position held. (Q-ZO) N C L N

0-21 The lack of confidence as expressed by

supervisors.
(D-Zl) N C L N

0-22 A conffiict between counseling and discipline. (D-ZZ) N C L N

0-23 The demands of family life placed on the former

professional. (0-23) N C L N

0-24 The demands of marriage. (0-24) N C L N

O-ZS Personal physical health. (O-ZS) N C L N

0-26 The low level of involvement in the educational

function of the institution. (0-26) N C L N

D-27 The lack of clear objectives for the former

professional’s position. (0-27) N C L N

D-ZB Internal politics. (O-ZB) N C L N

0-29 Personal mental health. (0-29) N C L N

D-SO Burnout. (Q-30) N C L N

O-3l Lack of opportunity for advancement. (0-31) N C L N

GO TO NEXT PAGE
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ANSUER COLUMN

0-32 Are there any other factors meriting a major

consideration in one’s decision to leave the

student affairs profession that have not

already been mentioned? (Please circle response) (0—32) YES NO

If yes, please list-in the answer column.—~ ——-;

 

 

   
 

For questions 33. 34. and 35. choose only three responses and rank the

responses in order of their importance.

Please place the letter of the item of choice for each level of importance in

the answer column to the right.

 

ANSHER COLUMN

O-33 Hhat do you perceive mid-level professionals

like most about their position? (O-33)

(Please rank your top three choices.)

(A) Prestige or power

NOST IMPORTANT ____

(B) Horking with students

(C) Co-workers

SECOND IN

(D) Opportunity to influence policy IMPORTANCE

(E) Geographical location

THIRD IN

(F) Experienced gained IMPORTANCE

(a) Freedom offered by position

(H) Reputation of institution

(1) Salary/Benefits package

(J) Other    

 

60 TD NEXT PAGE
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ANSHER COLUMN

Q-34 Hhat do you perceive mid-level professionals

like least about their positions? (Q-34)

(Please rank your top three choices.)

(A) Lack of trust MOST IMPORTANT

(B) Lack of authority

SECOND IN

(C) Lack of responsibility IMPORTANCE

(D) General direction of department

THIRD IN

(E) Lack of understanding of student IMPORTANCE

affairs work by top administrators

(F) Student discipline

(G) Superior:

(H) Resistance to change

(I) Overall position responsibilities

(J) Too much to do

(K) Interference by people outside of

the department

(L) Salary/Benefits package

(N) Lack of opportunities for

advancement

(N) Hork too routine

(0) Other
    

60 T0 NEXT PAGE
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ANSHER COLUMN

0-35 Hhat do you perceive are the three major factors

influencing a mid-level professional’s decision

to leave the student affairs profession? (0-35)

(Please rank your top three choices.)

(A) Found greater career opportunity MOST IMPORTANT

outside of student affairs

(B) Incompatible with immediate superiors SECOND IN

IMPORTANCE

(C) Hanted to teach

(D) Opposition to the president or other THIRD IN

executive officers IMPORTANCE

(E) Stale, just needed change

(F) Unable to influence policy

(G) Talents not compatible with department

(H) Philosophy not compatible with

department

(I) Hanted to do graduate work

(J) Internal politics

(K) Physical health

(L) Too much work involved

(M) Marriage

(N) No opportunity for promotion

(0) Too much resistance from faculty

(P) Demands of family life

(0) Too much involvement with

student discipline

(R) Lack of support from within the

institution

(S) Burnout

(T) Incompetence

(U) Low salary

(V) Other
    

GO TO NEXT PAGE



173

For question 36. please circle the appropriate letter in the answer column

to the right of the item.

 

Y I YES

N I N0

U I UNCERTAIN   
 

 

ANSHER COLUMN

0-36 Do you believe a former mid-level student

affairs professional would have stayed in the

field if your institution had offered:

(A) A greater variety of tasks on which

the employee could have worked. (A) Y N U

(B) An increased number of tasks on

which the employee could have worked. (8) Y N U

(C) A greater opportunity for more

planning. (C) Y N U

(D) A greater opportunity for more

controlling. - (D) Y N U

(E) A greater opportunity for more

team participation on the part of

employees within student affairs. (E) Y N U

(F) A greater opportunity to work with

other members and programs in the

academic community. (F) Y N U

(G) Professional exchanges with other

institutions. (G) Y N U

(H) Job sharing. (H) Y N U

(I) Job rotation. (I) Y N D

(J) Other (J) Y N U    
PLEASE TURN TD LAST PAGE
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Please assist us in this study by identifying two (2) former mid-level student

affairs professionals of your institution who have left the profession during

the past five (5) years. A former mid-level student affairs professional is

defined as one who has (1) been awarded a graduate or professional degree in a

student affairs related curriculum, (2) held an associate or assistant or

director position responsible for the direction, control, or supervision of

one or more student affairs functions or staff, (3) is no longer carrying out

a basic student affairs function, and (4) had reasons for leaving that

excluded death, retirement or temporary leave.

I am not aware of any former student affairs professionals

fitting the above stated criteria. (Please check here.)

It is our intent to contact the individuals that are identified below and ask

them to complete a survey similar to this one. Your responses will not be

revealed to your former staff members.

(PLEASE PRINT)

NAME:

ADDRESS:

 

 

 

 

TELEPHONE: [ ]

 

ADDRESS:
 

 

 

TELEPHONE: [ 1

Thank you for the time and effort you invested in this study.

Please return this survey by DECEMBER 31, 1987 in the enclosed pre-paid

envelope to:

Michigan State University

Vice President for Student Affairs and Services

153 Student Services Building

East Lansing, Michigan 48824-9983
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FORNER HID-LEVEL STUDENT AFFAIRS PROFESSIONAL'S SURVEY

Please complete and return this survey by FEBRUARY 12, I988.

DEMOGRAPHIC INFORMATION

Please answer the following questions by circling the appropriate letter or

providing the requested information in the answer column. This survey assumes

that you are no longer employed in the student affairs profession. All

responses will be held confidential.

 

ANSHER COLUMN

O-I Have you earned a graduate or professional

degree in a student affairs related curriculum? (O-l) YES NO

O-Z In your last student affairs employment

situation did you hold an associate or assistant

or director position responsible for the

direction, control, or supervision of one or

more student affairs functions or staff? (O-Z) YES NO

0-3 Are you currently working in a

division/department which is responsible to the

chief student affairs officer of an institution? (O-3) YES NO

0-4 Have you left the student affairs profession in

the past five years? (O-4) YES NO

O-S Did you leave the student affairs profession due

to retirement or temporary leave? (O-S) YES NO

0-6 Your gender. (A) MALE (0-6) A

(B) FEMALE 3

O-7 Your race. (A) BLACK (0-7) A

(3) ASIAN AMERICAN/PACIFIC {smote e

(C) AMERICAN INDIAN/ALASKAN NATIVE C

(O) HISPANIC D

(E) OTHER/CAUCASIAN E

O-B Your age when you left the student affairs   profession. (O-B) YEARS

0-9 How many years did you work in student

affairs as a full-time professional? (O-9) YEARS

 

GO TO NEXT PAGE
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ANSHER COLUNN

O-lO Hhat was your most recent former position

title in Student Affairs? (Q-lO)

 

O-II Hhile you were in the student affairs

profession, how many different full-time

positions did you hold? (O-Il) POSITIONS

0-12 Hhile you were in the student affairs field as a

full-time professional, how many different

higher education institutions employed you? (O-IZ)

O-13 As a full-time student affairs professional how

many years, if any, did you work at each of the

following types of higher education

institutions? (If none, write '0')

(A) Public - two year (0-13) A ___ YEARS

(B) Public - four year 8 ___ YEARS

(C) Private - two year C ___ YEARS

(D) Private - four year D ___ YEARS

(E) Headcount enrollment less than 1,500 E ___ YEARS

(F) Headcount enrollment 1,500 to 2,749 F ___ YEARS

(G) Headcount enrollment 2,750 to 7,499 G ___ YEARS

(H) Headcount enrollment 7,500 to 20,000 H ___ YEARS

(I) Headcount enrollment over 20,000 I YEARS

0-14 Hhat job title do you currently hold? (O-IA)

 

O-IS The sector of the economy that you are currently

emloyed in is:

(A) Education (O-IS) A

(B) Industry/Commerce B

(C) Government C

D(D) Non-profit/Religious

(E) Other, please list E    
GO TO NEXT PAGE
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ATTRITION SURVEY

In the following section, please circle the appropriate letter in the answer

column reflecting your perception of the item’s degree of importance in your

decision to leave the profession.

 

M I MAJOR CONSIDERATION: This item was a

major consideration in your decision to

leave the student affairs profession.

C I CONTRIBUTING FACTOR: This item was

a contributing factor in your decision to

leave the student affairs profession.

L I LITTLE INFLUENCE: This item bore little

influence in your decision to leave the

student affairs profession.

N I NOT APPLICABLE: This item was not applicable

in your decision to leave the student

affairs profession.   
 

 

ANSHER COLUMN

O-IG The lack of openness to change in my former

department. (O-16) N C L N

O-I7 The lack of professional freedom. (0-17) M C L N

O-IB The lack of faculty status. (O-IB) M C L N

0-19 The lack of prestige in my former position

in the eyes of the rest of the institution. (0-19) N C L N

O-ZO The compatibility of my training with that

of the new position. (O-ZO) M C L N

Q-ZI Non-student affairs duties. (O-Zl) M C L N

O-ZZ Bureaucracy. (O-ZZ) N C L N

O-23 The lack of authority present in my former

position. (0-23) N C L N

O-24 The lack of understanding and appreciation

superiors had for the problems inherent in my

former position. (0-24) N C L N

O-ZS A high degree of direct involvement in

student disciplinary matters. (0-25) N C L N   
GO TO NEXT PAGE
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0-26 Geographical location as a factor contributing

to the change in position.

O-27 The covert or overt resistance to the goals of

the student affairs department by the

institution.

O-ZB Lack of congruence between my attitude and

the department’s goals.

O-29 The institutional resistance to innovation and

change.

Q-3O Inadequate salary.

0-31 The lack of involvement in departmental

decision making.

O-32 The lack of appropriate training and preparation

for the position held.

O-33 The lack of confidence as expressed by

supervisors.

Q-34 A conflict between counseling and discipline.

O-35 The demands of family life.

O-36 The demands of marriage/intimate relationship.

0-37 Personal physical health.

O-BB The low level of involvement in the educational

function of the institution.

O-39 The lack of clear objectives in my former

position.

O-QO Internal politics.

0-41 Personal mental health.

O-QI Burnout.

O-43 Lack of opportunity for advancement.

GO TO NEXT PAGE
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ANSNER COLUNN
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0-44 Here there any other factors meriting a major

consideration in your decision to leave the

student affairs profession that have not

already been mentioned? (Please circle response)

 

ANSHER COLUMN

(0.44) YES NO

 

If yes, please list in the answer column.

 

I

 

 

 

 

For questions 45, 46, and 47, choose only three responses and rank the

responses in order of their importance.

Please place the letter of the item of choice for each level of importance in

the answer column to the right.

O-45 Hhat did you like most about your former

iii;1::°l.::"3::: 2551;333:223.)

(A) Prestige or power

(8) Horking with students

(C) Co-workers

(D) Opportunity to inf1uence policy

(E) Geographical location

(F) Experiences gained

(G) Freedom offered by position

(H) Reputation of institution

(I) Salary/Benefits package

(J) Other
 

GO TO NEXT PAGE

 

THIRD IN

 

ANSHER COLUMN

(0-45)

MOST IMPORTANT

SECOND IN

IMPORTANCE

IMPORTANCE
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ANSHER COLUMN

0-46 Hhat did you like least about your former

mid-level student affairs position? (0-46)

(Please rank your top three choices.)

(A) Lack of trust MOST IMPORTANT

(B) Lack of authority

SECOND IN

(C) Lack of responsibility IMPORTANCE

(D) General direction of department

THIRD IN

(E) Lack of understanding of student IMPORTANCE

affairs work by top administrators

(F) Student discipline

(G) Superiors

(H) Resistance to change

(I) Overall position responsibilities

(J) Too much to do

(K) Interference by people outside of

the department

(L) Salary/Benefits package

(M) Lack of opportunities for

advancement

(N) Hork too routine

(0) Other
    

GO TO NEXT PAGE
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ANSHER COLUMN

Q-47 Hhat were the three major factors

influencing your decision to leave the

student affairs profession? (0-47)

(Please rank your top three choices.)

(A) Found greater career opportunity MOST IMPORTANT

outside of student affairs

(8) Incompatible with immediate superiors SECOND IN

. IMPORTANCE ____

(C) Hanted to teach

(D) Opposition to the president or other THIRD IN

executive officers IMPORTANCE

(E) Stale, just needed change

(F) Unable to influence policy

(G) Talents not compatible with department

(H) Philosophy not compatible with

department

(I) Hanted to do graduate work

(J) Internal politics

(K) Physical health

(L) Too much work involved

(M) Marriage/Intimate relationship

(N) No opportunity for promotion

(0) Too much resistance from faculty

(P) Demands of family life

(O) Too much involvement with

student discipline

(R) Lack of support from within the

institution

(S) Burnout

(T) Incompetence

(U) Low salary

(V) Other     
PLEASE TURN TO THE LAST PAGE
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For question 48, please circle the appropriate letter in the answer column

to the right of the item.

 

Y I YES

N I NO

U I UNCERTAIN    

 

ANSHER COLUMN.

0—48 Hould you have stayed in the student affairs

profession had your former employer offered:

(A) A greater variety of tasks on which

you could have worked. (A) Y N U

(B) An increased number of tasks on

which you could have worked. (8) Y N U

(C) A greater opportunity for more

planning. (C) Y N U

(D) A greater opportunity for more

controlling. (D) Y N U

(E) A greater opportunity for more

team participation on the part of

employees within student affairs. (E) Y N U

(F) A greater opportunity to work with

other members and programs in the

academic community. (F) Y N U

(G) Professional exchanges with other

institutions. (6) Y N U

(H) Job sharing. (H) Y N U

(I) Job rotation. (I) Y‘ N U

(J) Other (J) Y N U    

 

Thank you for the time and effort you invested in this study.

Please return this survey by FEBRUARY 12, 1988 in the enclosed pro-paid

envelope to:

Michigan State University

Vice President for Student Affairs and Services

ATTN: T. E. Borg

153 Student Services Building

East Lansing, Michigan 48824-9983
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CHIEF STUDENT AFFAIRS OFFICER'S TRANSMITTAL LETTER

AMERICAN COLLEGE Apia—deem

reesonua. Assocmnom W‘“"““‘“°"“""‘

December 8. 1987

Dear Colleague:

Co—ission I of the American College Personnel Association is sponsoring a

survey to study the demographics of the student affairs profession and find-

level professional attrition. Both are critical areas when considering the

recruitment and retention of professionally prepared student affairs workers.

You were selected to be a participant of this national study by our taking a

random sale of higher education institutions from the Higher Education

General Information Survey and referring to the 19.8.8. mm Eguggtign

01mm

As you may be aware. there are only a few studies related to attrition in

student affairrs work. none of which have been directed at the mid- level

professional. Additionally, the last demographic study of the profession with

respect to gender and race was conductedi n197‘. Through your participation

we can contribute to this literature by providing the profession with

important information about its current composition, identifying why

professionals choose to leave the field. and where they go once leaving.

Completion of this survey should take only about fifteen minutes. You and

your institution will not be identified by name in the study and all

information collected will be kept in the strictest confidence. The page

attached to the questionnaire will be discarded before any tabulation or

analyws‘:1 is begun. It is included to act only as a control on the surveys

re u .

It is our hope that you will comlete this brief questionnaire and return it

in the enclosed ore-paid envelope by Dec-her 31.1907. Through your

participation. we hope to offer you and our colleagues in student affairs a

more thorough understanding of attrition from the profession and knowledge

about the current racial/gender cowosition.

Thank you for your assistance.

Si ncerely,

    

 

Louis C. Stamatakos. Ed ..D s O.

fifessor of Higher Education

ame Studer. Ph.D.

Assistant Vice President for

Student Affairs and ServicesanState University

Michigan State University

L-ZfllfamPrincipal

Director of Student Affairs

Lyman Briggs School/Holmes Hall

Michigan State University

”99mm I Mill-jade 1130‘
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PUPPERHDIDI D

FORMER MID-LEVEL STUDENT AFFAIRS PROPESSIONAL’S TRANSMITTAL LETTER

  
ANIIICABICINAEGE «II-qgr-EE'E._II

PEISDIN'I.A§!DIINRKNN ‘ “’

February 9, 1988

Dear

He need your help. He are interested in why you left the student affairs

profession. By taking only about fifteen minutes you can provide the

information which may help others make sound career decisions. aid higher

education institutions retain professionally qualified student affairs

practioners, and assist the American College Personnel Association in

responding to the needs of its members and the profession. He are concerned

about the great loss of talent the student affairs profession is currently

experiencing through attrition. You can provide the anwers to HHY?

You are one of a small number of individuals to whom we are writing. without

your response, our study may lack the validity necessay to generalize results.

He were referred to you by a former employer who knew of your decision to

leave the student affairs profession. This employer believed that although

you have left the field you would be willing to help the profession gain a

better understanding of itself. You will not be identified by name in the

study and all information collected will be kept in the strictest confidence.

The page attached to the questionnaire will be discarded before any tabulation

ortana.ldysis is begun. It is included to act as a control on the surveys

re urn .

Please take the fifteen minutes needed to complete this brief questionnaire

and return it in the enclosed pre-paid envelope by February 19, 1988. Through

your generous participation, we hope to provide the student affairs profession

with factual information that will aid in the retention of current employees,

as well as make the profession more attractive for newcomers and those who may

wish to re-enter.

Thank you for your help.

Since y,

i ' '

Louis C. Stametakos, Ed.D. ames D. Studer. Ph.D.

Professor of Higher Education Assistant Vice President for

Michigan State University Student Affairs and Services

Michigan State University

by?
Terry E. Borg

Principal Inves ator

Director of Student Affairs

Lyman Briggs School/Holmes Hall

Michigan State University

”Q’s-”Mum- e mini-a 2230a
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CODING SHEET

CODE
 

The information on this sheet will be kept separate from your responses to the

attached survey. Since this is an anonymous questionnaire, the number in the

upper right hand corner will be used only to insure that a second

questionnaire is not sent to you. If you would like to receive a summary of

the results of this study, please provide the information requested below.

Your name.

Address
 

 

 

Please return this sheet and the questionnaire in the enclosed, pre-paid

envelope by December 31. 1987.

Upon receipt, we will separate this sheet from your responses to the survey.

Thank you for your assistance.

1135
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BUSINESS REPLY ENVELOP

 

153 Student Services Building

Michigan State University

Vice President for Student Affairs and Services

East Lansing, nichigmn 68026-9983

   
 

v-zm BUSINESS REPLY MAIL
mum». In small-It'll

roe'raeewueeruoevm

   

Michigan State ihiversity

Vice Presid-It for Stud-It Affairs and Services

I” sum-e Services Isilding

East Lansing. Michip cease-sees

ATTN: T. BORG
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CHIEF STUDENT AFFAIRS OFFICER'S FOLLOW-UP LETTER

  

AMERICAN COLLEGE

PRSONNE. ASSOCIATION

Ame-—nun—deem

wbum-Um

January 8. 1988

Dear Colleague:

Hithin the past four weeks you were sent a questionnaire seeking your expert

opinion on the demographics of the student affairs profession and mid-level

professional attrition. As of this date, your reply has not been received.

Unless more colleagues respond, the study cannot reach its potential for

va 1 ity.

Commission I of the American College Personnel Association, the sponsor of

this study, has identified the recruitment and retention of professionally

prepared student affairs workers as a critical area deserving study. Through

your participation in this study we can provide the student affairs profession

with important information about its current composition, identifying why

professionals choose to leave the field, and where they go once leaving.

Another copy of the questionnaire is enclosed for your convenience.

Completion of this survey should take only about fifteen minutes. You and

your institution will not identified by name in the study and all

information collected will be kept in the strictest confidence. The page

attached to the questionnaire will be discarded before any tabulation or

analysi: is begun. It is included to act only as a control on the surveys

return .

Hill you please complete this brief questionnaire and return it in the

enclosed pre-paid envelope by January 25. 1988? If by some chance our letters

have crossed in the mail, disregard this letter and accept our thanks for

participating in this study.

     

    

Sincer

ouis C. tamatakos, Ed.D.

Profe r of Higher Education

Mich n State University

  

  

Student Affairs and Services

Michigan State University

T rry . or

Principal Investig or

Director of Stude Affairs

Lyman Briggs School/Holmes Hall

Michigan State University

”99mm 0 MAI-viii 2230‘

187



APPENDIX H



APPENDIX B

FORMER HID-LEVEL STUDENT AFFAIRS PROFESSIONAL'S FOLLOW-UP LETTER

   

mm ”(HALE

PEISDIUNI.ASSDCIAINJN "'

February 20, 1988

Dear

He continue to need your help. Several weeks ago you were sent a

questionnaire seeking your reasons for leaving the student affairs profession.

As of this date, we have not received your reply.

He need your response because you are one of a small number of individuals to

whom we are writing. Hithout your response, our study may lack the validity

necessary to generalize results. By taking only about fifteen minutes you can

provide the information which may help others make sound career decisions and

aid higher education institutions retain professionally qualified student

affairs practitioners. Only you can provide the answers as to why people

leave the profession?

Another copy of the questionnaire is enclosed for your convenience. As you

will recall, we were referred to you by a former employer who knew of your

decision to leave the student affairs profession. This employer believed that

although you have left the field you would be willing to help the profession

gain a better understanding of itself. You will not be identified by name in

the study and all information collected will be kept in the strictest

confidence. The page attached to the questionnaire will be discarded before

any tabulation or analysis is begun. It is included to act as a control on

the surveys returned.

Hill you please complete this brief’ questionnaire and return it in the

enclosed pro-paid envelope by March 4, 1988? If by some chance our letters

have crossed in the mail, disregard this letter and accept our thanks for

participating in this study.

Thank you for your help.

Sincerel

    \ ’ I [’5‘

Louis C. Stamatakos, Ed.D. James D. Studer. Ph.D.

Professor of Higher Education Assistant Vice President for

Michi State University Student Affairs and Services

Michigan State University

§

Terry'E. Borg

Principal Investi or

Director of Student Affairs

Lyman Briggs School/Holmes Hall

Michigan State University

IGOWMIII—e INV“2230‘
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Dr.

Dr.

MB.

Dr.

MB.

Dr.

Dr.

Dr.

“8.

APPENDIX I

MEMBERSHIP OF THE AMERICAN COLLEGE PERSONNEL ASSOCIATION

COMMISSION I TASK FORCE ON THE DEMOGRAPHICS OF THE PROFESSION

Louis C. Stamatakos, Michigan State University, Co-chairman

James D. Studer, Michigan State University, Co-chairman

Terry 3. Borg, Michigan State University

Anne E. Cocks, Michigan State University

Suzanne E. Gordon, University of Arkansas

Mike Stevens, University of Georgia

Jane Thompson, Georgia Southern University

Ralph Ford, Delhi State University Agricultural

and Technical College

Narboth Emmanuel, University of Vermont

Joan Apple Lamoine, Western Connecticut State University
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DOCTORAL DISSERTATION COMMITTEE

Dr. Louis Stamatakos, Chairman

Dr. Keith Anderson

Dr. Cassandra Book

Dr. James Studer
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Ms.

Dr.

Dr.

MB.

Dr.

Dr.

Dr.

APPENDIX K

PRE-TEST GROUPS

Former Mid-Level Student Affairs Professional's

Survey Instrument Reviewers

Sandy Anderson, Training Consultant

Zenger Miller Corporation

William Latta, Assistant Budget Officer

Michigan State University

Lee Meadows, Organizational Consultant

General Motors Corporation

Nancy Stiller, Director, Internship Program

James Madison College

Michigan State University

Chief Student Affairs Officer's Survey Instrument Reviewers

William Schaar, Lansing Community College

Shirley Erickson, Olivet College

Ruth Renaud, Michigan State University

Pete Marvin, Michigan State University
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NATIONAL ASSOCIATION OF STUDENT PERSONNEL ADMINISTRATOR'S

REGIONS-STATES LIST

Region I:

Region II:

Region III:

Connecticut

Maine

Massachusetts

New Hampshire

Rhode Island

Vermont

Delaware

District of Columbia

Maryland

New Jersey

New York

Pennsylvania

Alabama

Florida

Georgia

Kentucky

Louisiana

Mississippi

North Carolina

South Carolina

Tennessee

Texas

Virginia

Region IV-East:

Region IV-West:

Region V:

Region VI:
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Illinois

Indiana

Iowa

Michigan

Minnesota

Ohio

West Virginia

Wisconsin

Arkansas

Colorado

Kansas

Missouri

Nebraska

New Mexico

North Dakota

Oklahoma

South Dakota

Wyoming

Alaska

Idaho

Montana

Nevada

Oregon

Utah

Washington

Arizona

California

Hawaii
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LETTER OF PERMISSION FOR USE OF SHAW'S SURVEY INSTRUMENT

ELIZABETHTOWN COLLEGE

ELIZABETHTOWN, PENNSYLVANIA 1'7022

Iquidquhp

July 25. 1988

Mr. Terry E. Borg

Director of Student Affairs

Lyman Briggs/Homes Hall

Michigan State University

East Lansing. Michigan 48825-1107

Dear Mr. Borg:

You have my permission to use any or all parts of the

survey instrument I developed in my 1970 study of attrition

of former student personnel administrators.

Best wishes for a successful study.

Cordially.

\

Walter 3. Shaw

Dean of the College

NS/np
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GENDER COMPOSITION OF THE STUDENT AFFAIRS PROFESSION 1972 & 1974

Table 29

Gender Composition of the Student Affairs Profession

Male

Female

1972 5 1974

(Percentages)

I972 1975

(Myers & Sandeen, 1973) (Wilson, 1977)

n-473 n=480

61.0 58.0

39.0 42.0

Table 30

Gender Composition of the Student Affairs Profession

by Institutional Control/Affiliation and Type

may;

Public

Private

Two Year

Four Year

Four Year Plus

1974

(Wilson, 1977)

(Percentages)

Hale lanai:

58.0 42.0

58.0 42 O

66.0 34.0

55.4 44.6

57.3 42.7
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RACIAL/ETHNIC COMPOSITION OF THE STUDENT AFFAIRS PROFESSION

1970, 1972, & 1974

Table 31

Racial/Ethnic Composition of the Student Affairs Profession

1970, 1972, & 1974

(Percentages)

Bagel m 1.912 1L.”

Ethnigity (Appleton, (Myers 5 (Wilson,

1971)1 Sandeen, 1973)2 1977)

n=537 n=473 n-480

Asian * * 0.8

Black 9.2 9.3 9.1

Caucasian/Other 88.2 86.3 87.0

Hispanic 1.4 * 2.3

Native American * * 0.8

Total Minority 11.8 13.7 13.0

*sData not reported.

1Appleton (1971) specifically reported the number of Blacks and

Hispanics, however he noted as "Other Minorities" 1.2% predominantly

composed of Asians and Native Americans. This additional 1.2% is

reflected in the sum of Total Minority.

Myers and Sandeen (1973) did not report the data in a format

consistent for comparison. The authors only included a specific

number for Blacks and Total Minority.

Table 32

Racial/Ethnic Composition of the Student Affairs Profession

by Institutional Control/Affiliation and Type - 1974

(Wilson, 1977; Percentages)

Institutien Asian £1523 sausasian Mniseanis Retire Amati

Public 0.9 9.7 85.9 2.6 0.9

Private 0.5 7.2 90.3 1.6 0.4

Two Year 0.1 9.6 87.7 1.7 0.9

Four Year 0.2 6.1 92.4 0.5 0.8

Four Year Plus 1.0 9.6 85.9 2.7 0.8
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ATTRITIONAL DATA FROM SHAW'S (1970) STUDY

Tab1e 33

Reasons for Attrition Among Selected

Former Student Personnel Workers

(Shaw, 1970; n-377*)

(Percentages)

1m 89

The lack of openness to change in the

department of the former professional. 16.4

The lack of professional freedom. 11.5

The lack of faculty status. 3.1

The lack of prestige of the former

professional's position in the eyes of the

rest of the institution. 6.2

The compatibility of the former professional's

training with that of the new position. 12.4

Non-student affairs duties. 5.1

Bureaucracy. 22.3

The lack of authority present in the former

professional's position. 9.6

The lack of understanding and appreciation

superiors had for the problems inherent in

the former professional's position. 24.5

A high degree of direct involvement in

student disciplinary matters. 10.7

Geographical location as a factor contributing

to the change in position. 4.5

The covert or overt resistance to the goals

of the student affairs department by the

institution. 15.6

200

23.4

22.8

19.4

20.6

18.6

30.4'

18.6

26.8

23.7

29.5

60.2

65.7

87.3

74.4

67.0

76.3

47.3

71.8

48.7

65.6

86.7

54.9
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Table 33 (cont'd)

Item

Lack of congruence between the former

professional's attitude and the

department's goals.

The institutional resistance to innovation

and change.

Inadequate salary.

The lack of involvement in departmental

decision making.

The lack of appropriate training and

preparation for the position held.

The lack of confidence as expressed by

supervisors.

A conflict between counseling and discipline.

The demands of family life placed on the

former professional.

The demands of marriage/intimate relationship.

Personal physical health.

The low level of involvement in the

educational function of the institution.

The lack of clear objectives for the

former professional's position.

Internal politics.

Notes:

*Not all of the respondents answered all of the questions:

the total 'n' varies from question to question.

15.7

11.2

16.3

4.2

14.3

5.6

9.8

5.1

5.9

10.4

28.7

91 112

20.0 71.8

28.9 55.4

20.8 68.0

25.3 58.4

11.5 84.3

17.4 68.3

21.3 70.6

9.8 84.6

11.2 79.0

12.1 82.8

18.3 75.8

25.4 64.2

22.8 48.5

therefore

MC 2 A major consideration in the decision to leave the student

affairs profession.

CF I A contributing factor in the decision to leave the student

affairs profession.

NF 8 Not a factor in the decision to leave the student affairs

profession.
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