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ABSTRACT

AN INVESTIGATION OF THE CHARACTERISTICS
WHICH DIFFERENTIATE INNOVATIVE FROM NON-INNOVATIVE
COLLEGE STUDENT PERSONNEL PROGRAMS

by Benjamin E. Sprunger

College student personnsl administrators have been
traditionally delegated the responsibility for minimizing the
abrasive aspects of the college environment which interfere with
the students' optimal progress. Although social scientists, be-
havioral scientists, and student personnel workers have intxroduced
many new practices and theories which may facilitats the students!®
academic progress both inside and outside the classroom and labora-
tory, 1little is known about how these practices are communicated,
or what distinguishes institutions which readily adopt new student
persomnel practices from colleges which are relatively slow in up-
dating their progranms,

Few research studies have been conducted in the area of
college student personnel work and none have been reported indicating
how student persomnel practices are communicated and adopted, The
major intent of this study, therefore, was to examine one aspect of
student persommel work, that of isolating specific variables which
would effectively differentiate colleges with immovative student
persomnel programs from non-innovative programs. Three secondary
problems were also examined: 1) Are some characteristics more potent
than others in predicting imnovative student persommel programs?
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2) What relationship if any exists between administrative-
organizational and personal-psychological variables and the innova-
tiveness of the student persomel program? 3) Could innovative and
non-innovative student personnel programs be identified based upon
measurement devices?

To provide answers to the problem under investigation, one
generalized multivariate hypothesis was formulated:

Hlt No appreciable difference exists between student
persomel programs in colleges with innovative and
non-innovative student persomnel programs.
The generalized multivariate null hypothesis allowed for the genera-
tion and testing of sixteen related statistical hypotheses. The
analysis used to test the efficacy of the hypotheses was multiple
discriminant analysis and univariate statistical techniques.

Prior to testing the hypotheses, it was necessary to estab-
lish two mutually exclusive groups from which relevant data could
be collected. An instrument, "Adoption of Student Persomel Practices
Inventory," was developed which would provide a systematic method of
identifying from the population sample those institutions having
immovative programs and those having non-innovative programs. The
two mutually exclusive groups which were identified by the adoption
scale were drawn from a population sample of 245 private, coeduca-
tional, liberal arts colleges located in the midwestern states with
student enrollments of 5,000 or less, From the 245 colleges repre-
senting the population sample, the twelve most immovative and twelve
least imnovative student personnel programs were identified and
categorized into two mutually exclusive groups.
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The statistical analysis of the generalized multivariate null
hypothesis was rejected at the ,01 level of confidence, thus lending
tentative support to the assumption that there were identifiable
differences between imovative and non-innovative college student
personnel programs. Based upon univariate F ratios, five of the
sixteen variables were found to be significant at the .05 level of
confidence or greater. From the analysis of the sixteen statistical
hypotheses, however, it was not possible to draw conclusive evidence
indicating either the relative potency of each variable or the effect
administrative-organizational and/or personal-psychological charac-
teristics had in relation to innovativeness.

Analysis of the data revealed that adoption scales can
systematically rate the relative innovativeness of college student
personnel programs., The adoption scale developed for this study was
found to have a split-half reliability coefficient of +,83., Further
analysis revealed that the frequency distribution approached almost
perfect normality.

Although definitive answers were not provided for all the prob-
lems under investigation in this study, sufficient evidence was found
vhich appeared to have direct and indirect implications for student
persomel practice. The positive findings of this initial study on
the diffusion and adoption of student persomnel practices, along with
the evidence which indicated that there is a rather large similarity
of findings between adoption practices in student personnel and in
other organizations, appeared to provide a firm basls upon which
further ex post facto and experimental studies can be built examining

the processes of change in student personnel work.
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CHAPTER I
NATURE OF THE PROBLEM

Social Milieu and Importance of the Study

One might easily interpret that innovation is the spirit of
America. Rapid social change and technological change has become the
pattern which has uniquely set America apart from other societies,
This way of life has been fostered by everyons from our most eminent
scientists who contribute to the frontiers of knowledge to the huck-
sters who peddle trivia, Madison Avenue, symbolic of the advertising
world, continually embraces and informs man that he must change with
the times or become obsolete and therefore be nothing better than a
social outcast and a drag on the great American way of life. The
propensity for change has become part of the envirommental conditione
ing which has universally affected almost all segments of our society.

The acceptance of change has not gone unnoticed by educators.
Barrington (1953, p. 4) stated that

e o o the record of history shows that in times of change
institutions which fail to make the necessary adjustments in
their programs soon drop out of the social picture, It is
necessary for educators to see permanence and change toge ther,
The schools and colleges must not emphasize one to the
exclusion of the other,

Fosdick (1947, p. 7) stated: "The illusion that security
can be found in immobility or that safety 1s dependent upon the
absence of change, is perhaps the most dangerous form of imbalance

which plagues the minds of men.," Some writers maintain that society
1
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and especially education are not changing rapidly enough (Carlson,
1965b, p. 60). On the other hand, one has little difficulty in
loca ting numerous publications decrying the rapid changes which are
continually being made both in the society and in education.

Many writers and educators are concerned about change not
from the point of view of change for change sake, but from the point
of view that education must change and keep pace with the society
which it serves. An example of this is John Dewey's statement that

e o o not all the soclal changes which are going on are
good and beneficial, But it is claimed that these changes
are here and must be faced, not ignored; education has the
responsibility of developing types of minds and characters
that can direct these newer forces toward good and that
otherwise they will surely become forces of destruction
and disintegration (Caswell, 1937, p. 12).

The process for change and the need to keep pace with society
has not gone unnoticed by supporters and critics of higher education,

Alvin Eurich (1964, p. 55) in an article in the Educational Record

stated that

e o o the contemporary world created in large measure by the
ideas which have come from universities, now demands that
higher education rcform itself, A conventional pattern of
higher education is an anachronism in today's world. The only
way to conserve the values of liberal learning is through the
full and imaginative exploitation of every tool of modern
technology. « « « Yet college teaching stands out as one of the
few fields in which immovation and improvement are neglec ted,

A study undertaken at Teachers College, Columbia University,
to investigate the diffusion of educational practices at colleges

revealed the following:

Careful examination of our educational system reveals that
a multitude of educational inventions have been introduced
during the past 100 years. It appears evident, however,

that most of these inventions lag several years behind the
cultural needs of our society and also behind the insights
into the learning process and individual behavior provided
by psychological research. In addition, the time required
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for new practices to diffuse throughout a large percentage
of school systems is discouragingly long., It hardly seems
possible that education which is primarily concerned with
change-=change in the behavior of individuals and groupse-
would be so reluctant to accept change in its methods and
procedures (Barrington, 1953, p. 6).

Despite all of the writing, research, technological advance-
ments, and social changes which have taken place in the past few
decades, there are surprisingly few studies of the diffusion process
in education (Katz, 1962, p. 55). More astounding is the conspicuous
absence of studies investigating the change process in higher educa=-
tion, especially when it is this institution in our society which is
a major contributor to change, The writer has been able to locate
only a few studies which have systematically investigated the process
by which innovations spread through higher education.

When examining diffusion research, it is readily apparent
that a considerable quantity of research has been done; however, when
one extracts that which is directly related to education, it is lack-
ing both in quality and quantity (Carlson, 1965b, p. 60). When one
further categorizes educational diffusion research into that which is
relevant to elementary, secondary and higher education, it is higher
education which has received almost no attention, and there appears
to be nothing written concerning diffusion of immovations in college
student personmnel work, Although social scientists have for many years
studied the process of change and more specifically the diffusion of
new ideas through the social system and the eventual acceptance and
adoption of the ideas by the social system, college student personnel
work has shown little if any interest in studying change within

student persomnel work.
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In most cases, innovations are in the form of new products,
procedures or methods of doing things more efficiently and economical-
ly. Thus, the motivating factor is usually financial reward. With
student persommel immovations, however, it is rather difficult to
prove or promote adoption of new ideas on the basis of monetary gain,
In fact, many imovations, if they are adopted, cost more than it does
to continue with the present methods, e.g., due process in discip-
linary procedures, in-service education, research on environmental
stress, and records by electronic data processing equipment. Thus,
many times the only motivating force for immovation centers around
me thods of communicating more information to students in an attempt
to reduce the dissonance which exists between the college and the
students,

Mort (1964, pe 317-28), a leading researcher on the diffusion
process in education, found that:t 1) decades elapse between the need
for change and acceptance of innovations, 2) diffusion of innovations
through the American school system proceeds at a slow rate, and 3)
simple and complex immovations spread at about the same rate, At the
college level, Davis (1965) verified Mort's findings when he studied
adoption rates of liberal arts colleges. Thus, it would follow that
elementary and secondary education as well as higher education could
benefit greatly if new ldeas could be diffused through the educational
system with efficiency.

With seven or more major research traditions representing more
than a thousand studies, it would appear, therefore, that ample theory
and the supportive research is available to undertake an investigation
into the role and traits that characterize and identify student
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persomel imovators. It also appears evident that an investigation

in this area would result in more extensive empirical data identify-
ing ways and means whereby college student personnel administrators
can adopt imnovations more readily, consequently allowing the total
student persomel profession to keep pace with changes in the cultural
needs rather than lagging behind due to ineffective procedures for the
diffusion of student personnel immovations,

It would seem of foremost importance to know the characteris-
tics of the student personnel innovators as well as those who are non-
innovative. The importance of this concern is based upon the theory
that early adopters serve as pilot models and local demonstrators, and
they in turn are an influence for local change and a direct line of
communication for the remainder of the social system (Rogers, 1962,

p. 184).

If, then, the characteristics of an imovative student per-
sonnel program as well as the non-innovative programs can be identi-
fied when new concepts, practices, and methods are developed, they
can be directed toward those target audiences, namely colleges with
innovative student persomel programs, that are most likely to adopt
and accept the innovation, If this is true, although there are some
critics of this theory, then systematic attempts should be made to
identify those colleges with imovative programs, and extensive effort
should be utilized in disseminating new ideas to those innovators and
in encouraging them to adopt.

Thus, if the study is able to identify immovative programs as
well as to isolate those characteristics that separate the innovator

from the non-imnovator, the study should afford valuable information
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to the researchers of the future; to those who are professionally
involved in student persommel work; and to those whose interests,
vhether they be within the profession or outside the profession, lie
in the direction of diffusing innovations through the social system
of college student persommel administrators. Perhaps more important-
ly, the information gained from this study will aid in more rapid
diffusion of innovations in college student persomel work with the
resultant effect that student persomel programs will more effectively

meet the needs of those within or dependent upon the college.

Statement of Problem

The primary problem of this research is to determine if there
are specific variables of college student personnel work which are
effective in differentiating innovative student personnel programs
from non-innovative programs, The process whereby variables relating
to imovativeness are identified gives rise to three sscondary prob-
lems, First, are some characteristics more potent in predicting
innovative student personnel programs than other characteristics?
Second, what relationship if any exists between administrative-
organizational structure and innovativeness of the program, and the
personal-psychological characteristics of the chief student personnel
administrator and innovativeness? Third, can colleges with innovative
and non-innovative student personnel programs be systematically

identified through the use of measurement devices?

Purpose of the Study

It is the purpose of this study to: 1) identify liberal arts

colleges which have imovative student persommel programs by means of
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an instrument which measures the relative innovativeness of the
institution's program contained within the population sample,
2) compare the most imovative college student persomel programs with
the least immovative programs in order to determine those character-
istics which are unique to colleges with innovative student personnel
programs, 3) determine if the variables which identify innovators in
population samples other than student personnel also identify innova-
tors in college student persommel work, l4) determine which variables
for predictive purposes are the most potent in identifying colleges
with innovative programs.

Providing the problems outlined for this study can be answered
and the purposes of the study are met, then the results of the study
should provide valuable information in establishing criteria for
identification of imovative institutions, These findings can then
be used in the process of disseminating new procedures, identification
of pilot colleges which will readily experiment with new practices,
and colleges which will serve as demonstration units for new practices.

For those who consider propensity for imnovativeness as a
value to be emulated, the findings of this research should also pro-
vide valuable information, Those chief student personnel administra-
tors wishing their program to be more innovative may find the results
helpful as a means of making their own programs more innovative, Those
who are student persomel educators may wish to stress the character-
istics which correlate highly with innovativeness in the course of

their instruction and field consultation,
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Statement of the General Hypothesis

This study's main objective is to determine variables which
have predictive value for determining the relative innovativeness of
student personnel programs, It will examine some personal, education-
al, and organizational variables of these programs within a sample
of private liberal arts colleges. In order to determine if differ=
ences existed between colleges with innovative programs and those
having non-innovative programs, the colleges included in the study
were categorized in either the imnovative group or the non-innovative
group. Based upon the instrument, "Adoption of Selected Student Per-
somnel Practices Inventory," dichotomization was accomplished by
selecting the six percent of the colleges which fell at the tails of
the distribution and therefore furthest above and below the mean,

A number of variables considered relevant to the dimension of
imovativeness will be presented and then categorized into various
hypotheses to be examined, Since the major problem of the study was
i1dentifying characteristics which separate innovative college student
personnel programs from non-immovative programs, the following major
hypothesis was generated. Hereafter, the major hypothesis will be
referred to as the generalized multivariate null hypothesis.

G. H.t No appreciable difference exists between student
persomnel programs in colleges with innovative
student persomel programs and colleges with non-
innovative programs,
The hypothesis will be tested in null form since there is little if
any supporting research regarding student persomnel programs and
immovativeness., Also since this study represents exploratory research,
it was felt that the generalized multivariate mull form would be most

appropriate.
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Because the problem of this study has generated several sub-

problems, nmamely the characteristics which are most potent in identify-
ing innovativeness, two broad research hypotheses were established.

The two research hypotheses will serve as the central focus for the
generation of numerous statistical hypotheses which will be subjected
to quantitative analysis.l

The first research hypothesis to be considered in this study
is concerned with the effect administrative and organizational proce-
dures and practices have upon whether or not the student persomel
program is immovative, Included within the domain of this hypothesis
are budget appropriation, staffing procedures, policy formation and
student persomel research. The formulated research hypothesis is:

Slz A positive relationship exists between administrative
and organizational procedures and the immovativeness
of college student persomnel programs.

The second research hypothesis generated for this study
attempts to examine the personal and psychological characteristics of
the chief student personnel administrator and how this effecte innova-
tiveness, In studying the adoption process in the institutional
setting, it is not always possible to identify whether or not it was
the individual or the institution that was instrumental in the
decision to adopt new practices or procedures. There is ample theory
and supporting research evidence available, however, which indicates
that the chief administrator stands between new ldeas received from
outside the system and those within the system which have the power to

adopt (Spindler, 1963, p. 142).

lrurther statements regarding statistical hypotheses are
presented in Chapter III,
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Theory and research, established by students of the diffusion
process, indicated that diffusion of innovations is basically a com-
munication process (Rogers and Stanfield, 1966). Consequently, the
extent to which the chief student persommel administrator introduces
new ideas to the system from information he receives outside his in-
stitution is related to his own personal characteristics. In other
words, the more the chief student personnel administrator is open to
or has had contact with those outside his institution, the more he will
be aware of potential innovations.

Since his openness to outside sources is a personal character-
istic and not under the direct control of the institution, cosmopoli te-
ness, education, and dogmatism will all be considered as part of the
following research hypothesis:

Sp: A positive relationship exists between the personal
interests and psychological characteristics of the
chief student persomel administrator and the innova-
tiveness of the student persomnel program,

Other questions were raised related to the major hypotheses
which concerned the relationship among various personal and organiza-
tional variables, For example, questions were raised regarding
relationship of: 1) the size of enrollment, 2) the comparison of
academic discipline and number and type of graduate courses taken,

3) the total budget expenditure per effectiveness in determining
innovativeness, and L) the total financial aid program per capita to
innovativeness, These questions, however, were not stated in

hypothesis form because data-collection procedures provided neither

accurate nor precise data.



Theoretical Assumptions

The inquiry into the dissemination rates of student personnel
practices and the administrators who tend to adopt new practices more
readily than others takes its orientation from assumptions derived
from existing research and established theory. Unfortunately, for
many years the research conducted by social scientists representing
the various disciplines have often failed to take cognizance of the
research being conducted outside their own discipline. Rogers and
Stanfield (1966, p. 6), however, after extensive examination of diffu-
sion studies, have recently found that there is a growing awareness on
the part of diffusion researchers which indicates a general type of
consistency from one disciplinary field to another., It is also appar-
ent from the increasing number of cross references and the inter-
disciplinary approach to the diffusion process that diffusion research
is emerging as one field of concepts and relationships even though the
research is being conducted within the separate disciplines by social
scientists loyal to their given field of study. Consequently, the
underlying theoretical assumptions of this investigation will be based
upon an interdisciplinary approach and will rely greatly upon diffusion
research,

The two-step flow theory of communications as developed by
Kates suggests that mass communication messages are mediated by refer-
ence groups of the recipient and the social structure to which he
belongs (Katz, 1957). Thus, when the chief student personnel adminis-
trator either reads or hears about a new student persomel practice,

the theory suggests that his response is not directly determined by the
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message, but that it is determined largely by his relationships
with other people whom he perceives as important.,

Therefore, for the purposes of this study, it is assumed that
the dean's openness to communication as well as his contact with
numerous opinion leaders will be related to his immovativeness.

A second basic assumption which is germane to this investi-
gation is that the period of time for which a new practice takes to
diffuse generally exhibits the following characteristics: 1) When
a new practice is introduced, there are relatively few adopters.

2) This period is followed by a rapid increase in adopters. 3) A
general decline in the mumber of adopters is noted after the majority
have adopted the imovation. Graphically represented, this distribu-
tion over time would be in the form of an "S"-ghaped curve (Carlson,
1965a, p. 7). (See Figure 1)

FIGURE 1
CUMUIATIVE PERCENT OF ADOPTION CURVE
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Carlson-(1965a, p, 6-8) has provided additional theoretical
support which indicates that adopter distributions approach
normality, His theory is based upon "interaction effect," This is
the process whereby the adopters of an immovation influence the other
members of the social system. The interaction effect results in a
type of chain reaction. Since there is intercommunication among
adopters, the potential adopters learn from each other. Therefore,
the group pressure for adoption becames more intense as the number of
adopters in a social system increases (Rogers, 1962, p. 155).
Mathematically, the interaction effect follows a binomial expansion,
i.e., one member of the social system tells two other members, they
in turn each tell two others, and each of these pass it along to two
others, etc, The resulting binomial expansion follows a normal curve
when plotted.

At the Diffusion Document Centerl, after reviewing 2,400
empirical findings from the diffusion research on file, representing
fourteen main research traditions, researchers were able to identify
fifteen separate variables that were positively related to the dimen-
sion of innovativeness (Rogers and Stanfield, 1966). They are as
follows: 1) education, 2) literacy, 3) income, 4) level of living,
5) knowledgeability, 6) attitude toward change, 7) achievement motiva-
tion, 8) aspirations for children, 9) cosmopoliteness, 10) mass media
exposure, 11) contact with change agencies, 12) deviance from norms,

13) group participation, 1) interpersonal communication exposure, and

lmme Diffusion Document Center, under the direction of Everett
M. Rogers, is sponsored by federal funds. It classifies and codes
all diffusion studies irregardless of research tradition. Currently,
there are more than 1,026 studies coded.
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15) opinion leadership. There is no consistent relationship between
age and innovativeness.
The empirical findings and assumptions of previous diffusion
research from all research traditions will constitute the basis for
the derivation of all assumptions and hypotheses concerning immovative-

ness in this investigation.

Definition of Terms

Chief Administrative Officer.--The highest individual administrator
whose major responsibilities are the supervision and administration of
non-classroom and/or non-laboratory student activities,

Cosmopoll teness.~-~The degree to which an individual or organization is
oriented outside his or its own social system.

Diffusion,-~The process by which a new idea, immovation or invention
is communicated through a social system in relationship to time.

Innovation,=-An idea, invention, technological advancement, or method-
ological procedure which is perceived as new by the individual or the
social system. The newness of the idea to the individual is of more
importance than the time lapse between discovery and awareness.

Imovation Decision Process.--The process in which an individual or
organization engages from first awareness of the innovation to final
adoption or rejection, (This is also frequently referred to as the
adoption process.)

Innovativeness.--The degree to which an individual or organization is
relatively earlier than the other individuals ¢r organizations in
adopting new ideas.

Innovators.-- Refer to those individuals, administrative units, and
college student persomel programs which represent approximately the
first 67 of the institutions studied to adopt new practices., For the
purposes of this study, the term, irmovator, represents college
student persomel programs which have scored on the instrument,
"Adoption of Selected Student Persopnel Practices Inventory", at 1.6
standard deviations above the mean.~ The imovators are those insti-
tutions which rank at the 94.52 percentile or above, The term,
imovator, then, is subjectively used to connotate those adopting
significantly before the rest of the social system under study.

J'Both the innovators and non-innovators were drawn from a
sample population having a mean of 51 and standard deviation of L.
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Non-Imovators.=-Refer to those individuals, administrative units, or
college student personnel programs which represent the last 6% of the
institutions studied to adopt new practices. The colleges classified
in this category scored 1.2 standard deviations below the mean on the
"Adoption of Selected Student Personnel Practices Inventory."l This
group represents those ranking at the 11,51 percentile or below,
Subjec tively, the non-innovator group was representative of those who
were last to adopt new student persomnel practices.

Organization of the Study

A review of the relevant literature is in the following
chapter., Chapter III contains a description of the sample population,
instrument development, derivation of the hypotheses, and an explana=-
tion of the methodological procedures. The findings will be described
in Chapter IV. The summary and conclusions as well as a discussion
of the findings and their implications for educational practice will

be discussed in Chapter V.

lBoth the innovators and non-innovators were drawn from a
sample population having a mean of 51 and standard deviation of

Lol



CHAPTER II

REVIEW OF LITERATURE

In an attempt to systematically review the research and
theory related to this investigation, this chapter will be divided
into fowr major presentations. A fifth and final section will draw
from the literature reported, the conclusions drawn, and a summary
of the findings presented.

The first section, consequently, examines briefly the
historical development leading to the contemporary position of both
student personnel work and diffusion research, The second section
presents basic concepts, operational definitions, and procedures
which provide much of the underlying support of diffusion research,

The majority of diffusion research has studied the individual
as the adoption unit, Section three, however, examines the few
existing studies which have investigated the social system as the
adopting unit. Since this study utilizes the social system as the
unit of adoption, section three and section four provide much of
the theories and models for this study.

Historical Perspective

Although student personnel work has been in existence many
years, it has by tradition taken its direction for change from

sources other than its own profession or its unique intellectual

16
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endeavors., The chief student personnel administrator has been
traditionally the individual charged by the president of the insti tu-
tion as the one responsible for keeping the status quo, that is, the
control of discipline and other non-academic, housekeeping functlons.

In recent years, however, more and more impetus has been
placed upon student personnel departments for providing not only
co-curricular activities, but also an envirommental atmosphere and
services which enhance and are compatible with the students!
ability to excel in the academic community. The traditional college
enviromment did not necessarily require that new student personnel
practices be adopted rapidly since isolation, selectivity and
autonomy were the prevailing trends of private liberal arts colleges.
This has given way to pressure brought to bear upon both public and
private higher education to provide both effective and efficient
education for the heterogeneous masses.

Today, however, when the national security of the country
depends upon a majority of the society being intellec tually and
technically educated, the total campus environment comes into play
as part of the educational process. The speed which new ideas can
be diffused, therefore, through student personnsl work, has resulted
in providing the student with a better education, The auxiliary
student personnel services assist the student in his classroom and
laboratory studies, while at the same time minimizing the aspects
of higher education which have thwarted or hindered the student's

academic growth.



18

Consequently, privately controlled higher education and its
student personnel programs, which at one time could remain isolated
and apart from the competitive and changing business and industrial
world, can no longer change and innovate at their own pace. By
necessity the college must innovate and change to meet the needs of
the changing society which the college institution serves. To be
contemporary and relevant to today's society, private colleges must
keep their channels open to new ideas. As the college must keep
aware of the changes taking place, so must student personnel programs
be continually aware of the new findings in social sciences, be-
havioral sciences, legal precedents, and innovative student personnel
practices adopted by other institutions.

When attempting to determine the factors relating to the
adoption process of new student personnel practices, little if any
research was available. Researchers from traditions other than educa-
tion, however, have compiled evidence on other organizations and how
new ideas are diffused through them. Since little evidence was avail-
able indicating how new ideas are communicated or adopted by student
personnel administrators, it may be helpful to briefly revi:ew the
diffusion of innovation research traditions,

Although diffusion research has been in existence for the
last half century, it has not been until the last decade that there
has been a rapid increase in the quantity of studies completed
(Rogers and Stanfield, 1966). It is also interesting to note that
within the last decade there has been a consolidation and cooperation

of efforts among the major research traditions. Prior to the last
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decade, few if any researchers examined work done in disciplines
other than their own. One writer indicated the following regarding
this problem:
e ¢ o tio of the intellectual traditions of diffusion were
ably represented on the same campus of one large univer-
sity and within five blocks of each other. After several
years of widely acknowledged research, these two sets of
scholars had little understanding or appreciation of each
other's findings (Rogers, 1962, p. 21-2).

As was mentioned in Chapter I, there is now considerable
evidence available which indicates that "diffusion research is
emerging as one body of concepts and relationships, even though the
investigations are conducted by researchers in many disciplines"
(Rogers and Stanfield, 1966, p. 8). The number of cross citations
over time has increased considerably. An examination of the data
contained in Table 2-1 provides supportive evidence.

Considerable academic thought and empirical research has
been done in the study of the diffusion of innovations, The Diffu-
sion Document Center, which attempts to code and file all diffusion
studies for coding purposes, lists twenty-two research traditions
under which they have filed over 1,200 diffusion studies.

Rogers, in his book, Diffusion of Imovations (1962),

provides one of the most complete summaries of diffusion theory and
research., His book represents an extensive compilation and integra-
tion of findings from all research traditions, although rural
sociology tends to have been reviewed most thoroughly. In his book,
he (Rogers, 1962, p. 23) lists anthropology, early sociology, rural
sociology, education, industrial and medical sociology as the six

major research traditions., Katz and levin (1963), however, list
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TABIE 2-1

AVERAGE NUMBER OF CROSS CITATIONS PER PUBLICATION BY YEAR

Average Number

Year of of Cross Citations Total Number of
Publication Per Publication Publications Completed
Before 1940 .083 12
1940 - 19LL 6U3 U
1945 - 19L9 «300 10
1950 - 1954 430 79
1955 « 1959 522 186
1960 - 1962+ 95U 173
1963 = 1964 975 161
1965 - 1966 1,370 3
Total — 708

# Categorization of years changes from four to two years at this
point,
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market research as an additional research tradition., The various
intellectual traditions and their respective contributors which
have studied the diffusion process are presented in Table 2-2.

The study of diffusion of educational practices has con-
tributed extensively to the body of diffusion research. The
majority ot educational diffusion studies, however, has been carried
out at one institution, Columbia University's Teachers College, under
the sponsorship of one researcher, Paul Mort. The researchers at
Columbia gathered almost all the data by mailed questionnaire from
school superintendents and principals. The concept of spread of new
educational practices has been linked to "adaptability" which was
felt to be one of the three needs of organizations., M"Adaptability
was a synonym for innovativeness and was defined as the ability of
a school to take on new practices and discard outmoded ones"
(Carlson, 1965a, p. 9)s Mort and his research associates have com-
pleted more than 200 studies of the "adaptability" of schools.

The Mort "tradition," however, is not without critics. There
is some feeling among researchers that he was unable to get his
research beyond the financial support variable in determining the
innovativeness of a school (Carlson, 1965a, p. 9). Mort also has
been criticized for ignoring research on the adoption process which
had been published by other diffusion researchers.

Since the Mort tradition, such researchers as Carlson and
Brickell have studied the diffusion of new educational practices.
Unlike their predecessor, they have borrowed heavily upon the other

research traditions for support and methods of investigation.



22

*95-85 °d 2961 ‘siedoy :eoamog

SSGUOAT} BAOUUT
JO sajeTexg00 fuots

-nJJTp ut diysiepesT uoTutTdp

SS6UBAT) BAOUUT JO 88} ¥[8IJ0)

uopnqIR TP ae3dope pedeys-g
§8S6USAT} RAOUUT JO 803 ¥TOIJ0)

uopNqQL TP I93dope pedeys
-g {ge8e18 sseooxd uomdope
98 UOT}EWIOJUT JO ©OaInos
fuorydope Jo @11 0} PeYEL
=8I $BOPT JO SOT}8TI930BIEYD
§ 880UGAT] RAOUUT JO 863 8[OII0)

SSOUSA T} BAOUUT
Jo sepersaaod fuomn

-nqrnetp J9dope pedeys-g

uoT} BAOUUT JO seduenb
=-98uo0d §xayjoue 0} £39T008
SUO WOJIJ 86SNJJTP BOPT MOH

STENPTATPUT

sT8A[eue TEISTRE}8

%» SMOTAIOQUT TEUOSIOJ

s1sfleue TeoT}

SWIT TPT.N}SNpUT -STIE}S pu® SSTPYs 658

saouaey TENPTATPUI

STENPTATPUT OST® 3nq
¢soTy TUnumod ATUTE

g1sireus TeOT}STI¥38
suejsds TOOYdS R OIFEUUOTISenb peTTEH

sTsArBUR
TeoTisTie}s pue

SMOTAIO}UT TEUOSIO

ssfiresue TeoT}STI €} 8

Jo edfy e pue soounos
A18puodes woxy w}eq

sTsfreue @AT}

~dI080p Y3 TR POUTquOO
89qL} JO S8OT}0T00G UOT}RAISSqO JuedroTyaed

W TeeH OTTqNd 430107008

£3ot0T00g TBOTPOH
Sutaeeutdue °pur
£1048TY *pur

80TwWouUode °*pur Tern snpul

uom BINpPI uoyeOnpy

£3o10T008

A3oTOT00GQ TRy

KL3oT10T008

£3o0107008 Lrxeg

A3otodoanpuy L3otodoxqjuy

83uTputy Jo
godl] xofey

syefreuy Jo
FTIn U

sysfi[euy pue
3utxeyy ep-e3eQ
JO POy o UtEy

peyuesaadey
ssutTdTos1Q
utey

TOT) PR,

» SNOILIAVYL HOYVESEIM NOISNJATQ HHI 40 HOSTUVAWOOD V

=2 TIavl



23

Presently, Richard Carlson at the Center for the Advanced Study of
Educational Administration at the University of Oregon appears to be
the most active researcher of the diffusion process of educational
imovations.,

In summarizing the historical perspective, it is evident that
Mort, Carlson and their followers have contributed much to the
research evidence on the diffusion of educational innovations,
However, little if any research has directly investigated the process
whereby student personnel programs adopt new practices. Since little
research evidence is available in this specific area, and since much
of the educational diffusion research has borrowed from other
research traditions, it would appear that any research undertaken on
the diffusion of educational practices in college student personnel
programs cannot be done in isolation and without consultation with
other research traditions, The propriety of borrowing from other
research traditions than education is given further credence when
attempting to determine the extent to which college student personnel

programs are comparable to public school programs.

Basic Concepts of Diffusion Research

Prior to examining the literature which directly addresses
itself to the formal organization, i.e., student personnel depart-
ments, and the process whereby they adopt new innovations, it is
important to consider the significant antecedent research and concepts
which have been established prior to the research on the diffusion

process among and within colleges.
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Diffusion Research.~-In an attempt to understand diffusion research

more thoroughly and its related implications to student personnel
work, it may be thought of as the spread of a new idea from its
source of invention or creation to its ultimate users or adopters.
Anthropologists have described the process as " ., . . the spread of
an item within a culture--from the innovator to a group and from
one group to another" (Etzioni, 1964, p. 4O6).

Others have defined it "as the process by which an innova-
tion is transferred from one person or aggregate of persons to
another person or aggregate of persons in a social system over time"
(1in, 1966, p. 12). The crucial elements in the diffusion of
inmovations as outlined by most researchers are: 1) the immovation

or new idea, 2) which is communicated via certain channels,

3) among the members of the social system, L) over time.

The Innovation: An innovation, whether or not in student personnel

work, may be defined as an idea perceived as new by the individual.
It is not necessarily an invention. In fact, whether or not an

idea is objectively new as measured by the amount of time elapsed
since its discovery or its first use is not as important as the fact
that it is new to the social system, the individual, or the adopting
unit. Barnett (1953, p. 7) defines an immovation as "any thought,
behavior or thing that is new because it is quantitatively different
from existing forms."

Communication: The communication process represents the centroid of

the diffusion process as was mentioned in Chapter I in the theoretical

assumptions section. Both personal and impersonal comrmnication
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medias play important roles during the adoption process through
which the individual or adopting unit passes from first hearing
about an innovation to final adoption or rejection. Communication
models such as Berlo's (1960) and academic leadership as provided by
Elihu Katz and Paul Lazarsfeld have assisted in the delineation of
the influence of the communication variable.

Social System: Although most diffusion studies have used the

individual as the adopting unit, it becomes apparent rather quickly
that the individual does not operate in isolation of his social
system when it comes to decision-making. Coleman and others (1956)
in their study of immovative physicians identified the importance
of the social and advisory reference groups as a variable effecting
adoption of innovations. The reference group to which the individual
or the adopting unit goes to seek information, sanction, approval
and/or advice determines the individual's or adopting unit's
behavior. The social system serves as the informal communication
and teaching mechanism, It would be expected then that the orienta-
tion of the social system would directly effect the innovativeness
of its members.

Time: Time of adoption has been one means for differentiating the
innovator and the non-innovator. The immovator or the traits of
innovativeness have been usually assigned to the individuals or
adopting unit which is relatively earlier in accepting or adopting

a new practice before other members of the social system adopt.

In other sections of this chapter and in Chapter III, further

evidence will be given in support of the importance of the time
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variable in the establishment of adopter categories and the
identification of innovators and non-innovators.

The Adoption Process.-=The process through which an individual or

adopting unit such as a student personnel program passes when con-
sidering the adoption and rejection of an innovation has been described
variously by different researchers. Ryan and Gross (1943) were pro-
bably the first to recognize that the adoption of a new idea consisted
of stages. They defined the stages as awareness, conviction, trial
acceptance and complete adoption. Rogers (1962, p. 81-86), in his
review of the adoption literature, analyzed other researchers!
categories and developed a five-step adoption model. These steps
consisted of awareness, interest, evaluation, trial, and finally,
either adoption or rejection. It should be noted that rejection may
take place at any one of the five stages of adoption.

In studying educational innovations, Miles (1964, p. 19-20)
created a four-stage adoption model. The stages consisted of the
following:

1) design: The innovation is discovered, developed,
invented.

2) awareness-interest: The target system becomes aware
of the existence of the designed innovation, becomes
interested in it, and seeks information about its
characteristics.

3) evaluation: The target system performs a kind of
mental trial on the innovation and it forms opinions
about its efficacy in accomplishing the system's
goals, 1ts feasibility and its cost.

L) trial: The target system engages in a small scale trial
In order to assess the imnovation consequences.
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The similarity between Rogers, Miles and other adoption stage
models is readily apparent. The various models encompass basically
the same concepts, Two researchers have designed empirical studies
to test the validity of the concept of five-stage adoption process.
Both concluded that the concept is valid (Copp, 1957, and Beal, 1957).

Fac tors Effecting Rate of Adoption of Innovativeness.--As would be

expected, not all new ideas or practices are adopted at the same
rate, Mort (1946, p. 199-200) found that kindergartens required
fifty years to reach widespread adoption. Allen (1956) found that

a period of only eighteen years was necessary for the adoption of
driver training by United States schools. Carlson (1964) showed that
only five years was required for modern math to reach almost complete
adoption among Permsylvania schools. The rate of adoption of a new
idea, practice or product varies according to how it is perceived by
the potential adopter, Generally, more rapid rates of adoption

are characteristic of imovations that:

1) Have more relative advantage over the existing ideas
being replaced.

2) Are 1less complexs new ideas that are simpler to under-
stand are adopted more quickly than ideas difficult

to grasp.

3) Are more visible; new ideas whose results are more
plainly seen are more quickly adopted than those
whose results are difficult to perceive.

L) Are more divisible for trial; new ideas which allow
small scale sample experiments are more readily
acceptable than ideas which require a complete change
at once and allow less possibility of trial.

5) Are more compatible; new ideas that fit with pre-
sently held values and attitudes more easily gain
approval than those contrary to individuals' values
(Rogers, 1962, Pe 121‘-)0



28

Adopter Categories.--Innovativeness has most frequently been defined

as the degree to which an individual or adopting unit is relatively
earlier than other individuals or adopting units in adopting new
ideas, practices, or products in a social system. A common approach
to the identification and classification of innovators, and for that
matter other adopter categories, has been to classify adopters into
categories by using time of adoption as a criterion and to identify
and compare the individuals falling in each classification. Rogers
(1960, pe 3u5-54), for example, classified individuals in a given
soclial system as innovators, early adopters, early majority, late
majority, and laggards. As was indicated in Chapter I, empirical
research has indicated that the diffusion of most immovations can

be represented on a bell-shaped curve unless same special circum-
stances occur during the adoption period. For conceptual purposes
then--although the variable innovativeness is continuous--it can be
partitioned into adopter categories. Procedures for partitioning

the continuum into categories varies with different researchers.,
Rogers (1962, p. 162), for example, partitioned the continuum accord-
ing to standard deviations. (See Figure 2) Imnovativeness also
appears to be a consistent type of behavior, If the adoption unit is
innovative on one idea, it tends to be similarly innovative for

other new ideas.

The Social System as the Unit of Adoption

Most diffusion researchers in the past have concentrated their
efforts on the study of the individual as the adopting unit almost to

the exclusion of studying the social system as the adoption unit.
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FIGURE 2

ADOPTER CATEGORIZATION ON THE BASIS OF REIATIVE
TIME OF ADOPTION OF INNOVATIONS

207 10 10

Innovators EBarly Early late laggards
Adopters Majority Majority

A recent review of the literature indicated that only seven studies
have attempted to investigate the diffusion of immovations using the
social system as the unit of analysis. Out of the seven studies, four
traced the diffusion of imovations within educational organizations
(Rogers and Shoemaker, 1968).

Lin (1966) attempted to measure two new variables as they
related to three imnovative Michigan high schools. These variables
were: 1) innovation internalization, defined as the extent to which
a member of an organization perceives the innovation to be relevant
and valuable to his role performance, and 2) change orientation,
defined as an individual's degree of general predisposition toward
change, He found that the first variable correlated with twenty-two
organizational vafiables, and the second variable correlated with

eighteen variables,
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Queeley and Street (1965) contrasted an elementary school
which had adopted multi-grading of puplls with a school which
adopted the practice at a later date. They found that the innovative
school had a greater staff participation in decision-making, was more
interested in students and had a higher pupil achievement than the
later adopting school.

The only study this writer found in the review of the litera-
ture relating to diffusion of innovations in higher education was
done by Davis (1965). His study consisted of a thorough analysis,
by utilizing a case study method, of both an innovative and a non=-
innovative college., The major problem explored by Davis was related
to the adoption of educational imnovations by private liberal arts
colleges, The problems outlined by Davis were as follows: 1) What
personal variables characterize individuals in an innovative
college? 2) What features of the organizafion normative structure
operate to promote innovation? 3) What are the factors within the
relationship between the individuals and the organization which
account for the college receptivity to educational innovativeness?

Ait.hough Davis's data collection techniques and interview
schedules were extensive and thorough, his findings must be considered
with extreme caution, His study consisted of only two institutions—
the most immovative and least imovative colleges within the population.

Based upon the limited sample, however, Davis (1965, p. 11l4)
indicated there was reason to believe that the adoption process for
a collegiate institution 1s similar to other research findings

regarding non-collegiate institutions. A college seems to go through



the sa
resear
p. 32
reluct

ctker |

be ger:
be twee:
to tre
at the
than t
Sixtee:
differy

their |

the ex
foung
in po:
Statig-



31

the same "stages" of adoption as reported by other diffusion
researchers, His findings also appeared to verify Mort's (1964,
P. 326) observations that colleges like other organizations if
reluctant to adopt one innovation tend to be reluctant to adopt
other innovations.

Davis (1965) set forth other findings, which were felt to
be germane to this study: 1) No significant difference existed
between the age of the staff at the innovative college as compared
to the age of staff at the non-innovative college. 2) The faculty
at the innovative institutions held longer tenure in the institution
than those at non-innovative colleges. 3) Results based upon a
Sixteen Personality Factor Questionnaire indicated no significant
difference between the staffs at the two colleges studied regarding
their awareness of potential innovations available for adoption.

One of the more interesting findings of Davis's study was
the extent of faculty involvement in policy determination., He
found that the innovative faculty participated to a greater degree
in policy decisions than the faculty at the non-innovative college.
Statistical significance was even greater when considering the
differences in faculty involvement in the hiring and tenure regarding
the faculty. The faculty at the non-innovative college, however,
had a significantly greater degree of participation in policy forma-
tion in student personnel decisions. The two student personnel
areas upon which these conclusions were based were admissions and
financial aid policies., He (Davis, 1965, p. 71) concluded that the

reason for the difference existing between college policy and
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student personnel policy decisions was that at the non-innovative
college, the faculty was more reluctant to set aside traditions of
establishing student controls, whereas at the innovative college,
the faculty was attempting to promote more responsibility among
the students for their own affairs,

Finally, Davis (1965, p. 118) concluded that when attempting
to effect innovation in a college, the participation by the faculty
in decision-making becomes an important variable since faculty
involvement enlists the assistance and power of the formal and in-
formal groups to enforce the decisions to adopt an innovation. This
finding tends to support a similar theory as outlined by March and
Simon (1958, p. 197). Davis (1965, p. 117) also concluded that
there were indications based on results to support Brickell's (195k,
pP. 503) findings that although faculty may lend support and give
consensus to change, it is the administrator or head of the depart-
ment who promotes or prevents innovation because he is powerful. It
is not due to his monopoly on imagination, creativity, or interest
in change, but simply because he has the authority to precipitate
a decision,

Many of the findings of Davis's study appeared to provide the
most direct and relevant data for this study; however, the limitations
of his population makes generalization to other colleges most tenu=-
ous. Nevertheless, the thoroughness and penetration in depth into
the colleges studied provides an excellent basis for replication of

tested hypotheses and for the generation of new theories and

hypotheses.
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Theories of Organizational Change

The reported research on the diffusion of innovations
examining the process through which an individual passes when
adopting a new idea was numerous, but there were only a few studies
which exist examining the social system as the unit of adoption,
Because this study examined the social system as the unit of adop-
tion, it was felt that an analysis of the theoretical models on
organizational change would provide additional information and a
more comprehensive background for understanding the process of
change which takes place in a college student personnel program.

A social system or social organization has been given
various definitions., GCriffiths (1964, p. 426) has succinctly
defined it as "an ensemble of individuals who perform a task
sanctioned by the society in which it functions, in which its mem-
bers perform interrelated and coordinated functions, in order that
one or more tasks may be completed." For the purposes of this
study, a college was considered as a social system, and therefore,
fit within Griffiths' construct.

Another method of classifying organizations has been on a
formal and informal continuum (Gallaher, 1965, p. 45). Both types of
organizations have an affect upon the adoption process. The formal
organization has frequently been defined as an organization which has
been deliberately conceived and planned and which has explicit pur-
poses and goals for existing., It is usually an organization which
the public supports or is knowledgeable of its existence. If the

formal organization is of any size, it is characterized by a
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centralized authority and an ordered status hierarchy. In relation
to directed change, the formal organization is usually slow in
changing, and it is dependent upon the ascribed roles of the legiti-
mized authorities (Gallaher, 1965, pe L5).

In contrast to the formal organization, the informal organiza-
tion develops without explicit plan, purpose, or goals, It is spon-
taneously formed to serve the needs of its individual members, for
example, groups which take work coffee breaks together, or possibly
menmbers of the same organiszation who are attracted to each other by
some unique or common interest. There is no formal plan or organiza-
tional chart., Ite significance, however, in the adoption process,
as outlined by Rogers (1968), is that it exists to protect its members.
The informal organization can directly or indirectly put sanctions
on practices which are adopted by the formal organization, This
organiszation, if it so desires, can inhibit the adoption process or
it can increase the rate of adoption.

Theories of Administrative Change.--Prior to examining models of

change which have been developed specifically for educational institu-
tions, a brief review of basic communication models should be examined.
Although the original two-step flow model of communication as
developed by Kats and lazarsfeld, Deutchmarm and Danielson, and rural
sociologists has been subject to criticism (Troldahl, 1963), its

basic concept is applicable to the process whereby new ideas are
introduced into an organization, The theorized two-step communication
pattern as applied to an educational institution is as follows:

1) The innovation is communicated to some individual or representative
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of the adoption unit, perhaps the chief student personnel adminis-
trator, and 2) the immovation is then commnicated to the members
(perhaps his staff) within the system who must either adopt or
reject the idea., For example, a student personnel administrator
while attending a professional conference learns of a new idea or
practice from some individual outside his organization. He then
returns to his college and informs his staff and others who may be
within the decision-making group, thus diffusing the idea or practice
within the organization and forcing the organization to take some
action upon the new concept which has been introduced.

The type of new practice introduced to the student personnel
organization may also effect whether it may be adopted independently
by the individuals, adopted by the student personnel department with-
out the necessity of college-wide adoption, or whether the entire
college must decide upon adoption because it effects the system as
a whole. In an attempt to conceptualize the decision-making options
available to an organization or social system, Rogers (1968) outlined
four conceptual categories. They were:

1) Optional decisions, which are made by an individual re-
gardless of the decisions of other individuals in the
social system, Even in this case, the individual's
decision is no doubt influenced by the norms of his

social system, his need to conform, or other group
pressures,

2) Contingent decisions in which the individual may adopt
an Innovation only after a majority of his social system
has already made an adoption decision; he is not forced,
however, to conform to the group decision,

3) Collective decisions, in which individuals in the social
system agree 1o adopt or reject by consensus, and all
must conform to the system's decision once it is made.







36

L) Authority decisions are those forced upon an
individual by someone in a superordinate power posi-
tion, such as a supervisor in a bureaucratic organi-
sation. The attitudes and opinions of the individual
toward the innovation do not effect his adoption or
rejection; he is simply told what behavior is expected
of him,

When Gallaher (1965, p. 39) analyzed change using the public
school as a social system, he developed a two-part conceptual para-
digm., The first concept of the change process was by non-directed
procedures, This type of change would be described as consensual
agreement by either formal or informal groups. When comparing
Gallaher's non-directed change to Rogers' model, it would be the
same as change by optional or contingent decision,

Gallaher's second concept of change was by directed change.
He indicated that this type of change is the most frequent type in
organizational systems, and it should be the one which receives the
most research attention., Directed change is change by a structured
situation in which an advocate interferes actively and purposefully.
In this situation, the change agent or advocate of change con-
sciously selects elements in a target system and by stimulating the
acceptance of innovations and inhibiting the practice of prior
patterns of behavior, he manages the direction of change. When com-
paring directed change with Rogers' concept of authority decisions,
they appeared to be similar,

Another model of organizational change which appeared to be
relevant and applicable to the educational organizations has been
formulated by Griffiths (1964, p. 430-436). In his model (See
Figure 3) of administrative change, the organization consists of

three conceptual sub-systems.
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FIGURE 3
GRIFFITHS' MODEL OF ORGANIZATIONAL CHANGE

In this model, an organizational system is comprised of
human interactions that maintain a definite boundary. He maintains
that the closer the three interacting systems come together at a
point of tangency (See arrow, Figure 3), the more open the system is
to change. He argued that when the three systems are together
(represented as tangent lines in the graphic model), there is signi-
ficantly less distortion of communication between the supra-system
and the administrative sub-system which legitimizes the decision-
making, The further the lines are from tangency, the more insular
are the qualities of the commnication from one system to another.
Thus, the resultant effect is greater message distortion, mis-
perception of attitudes and needs, and lack of understanding



38
between systems., Oriffiths' model parallels the theories of admin-
istrative change as outlined by John Gardner (1963). Griffiths and
Gardner agree that the major impetus for change in organizations is
from outside the system. Impetus for change, therefore, may come
from any one or more of the following: 1) the chief administrator
from outside the system being named the successor of a previous
administrator, 2) the appointment of staff members from outside the
system, and 3) the degree and extent of pressure brought to bear upon
the system from outside sources. This theory of administrative
change also agrees with Davis' (1965, p. 116) and Miles' (1964,
p. 643) findings indicating the importance of change coming from
members brought into the system from another social system.

Conclusions and Summary Drawn from
the Review of Literature

Conclusions,==It appeared from the review of literature that most
writers agree upon the study of authority and cooperative decisions
as being the area in need of the most study. In these types of
organizational change, an advocate of change, such as the chief stu-
dent personnel administrator, is a most important elsment in the
change process., The degree to which he is successful in advocating
change or retarding change depends primarily upon 1) how he as the
controller of organizational change is in tune with the needs of the
organigation and its constituency, and particularly how he plays his
role as an authority, and 2) how the individuals will be affected by
the change process, their perceptions of their needs and those of the

organization,
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The success of the educational administrator as an advocate
of change appears to have a definite effect upon imovation. The
chief student persommel administrator, as well as the president of
a college, has a role within the decision-making hierarchy. From
their authoritarian position, it would appear that they would be
able to advocate change in the formal organization due to their
prestige and legitimized role of controller and policy decision-maker,

This study of the diffusion and adoption of collegiate
student persommel imnovations used the institution's college student
persomnel program as the adopting unit for analysis; however, the
major emphasis has been placed on the chief student persomnel admin-
istrator as an elemsnt in the adoption unit and only incidental
attention was given to other elements within the institution.

Although the college as a whole must accept or reject most innovations,
the chief student personnel administrator is most frequently at the
center of the decision process regarding student personnel innovations.
Whether he is the advocate of change or whether he is convinced by his
subordinates, superiors, or outeide public, he is, nevertheless, in
the position to make final decisions.

Due to the paucity of literature relating to student personnel
administrators in higher education as advocates of change within their
own educational institution, it was felt that sufficient justifica=-
tion existed (Davis, 1965, p. 11) which indicated the public school
administrator could be considered analogous to the chief student
personnel administrator. The similarity which exists between the
administrative roles which both play regarding interested publics
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is, however, congruent. The student personnel administrator as well
as the superintendent has concerned public on either side of the
administrative decision process. On one side is the student popu-
lation and subordinate members of his staff., On the other side is
the outside public which sanctions the institution and the adminis-
trative persomnel who supersedes him in the hierarchy of the organi-
zation, The latter are board members, presidents, state or national
educational officials, Gallaher (1965, p. 50) defined this role as
the "man in the middle,."

Spindler (1963, p. 143) further defined this middle-man role.
However, he questioned the premise that he is an advocate of change.
He stated:

His job is in large part that of maintaining a working
equilibrium of at best antagonistically cooperative
forces. This is one of the reasons why educational ad-
ministrators are rarely outspoken protagonists of a
consistent and vigorously profiled point of view.

Given the nature of our culture and social system and
the close connection between the public and the schools,
he cannot alienate significant segments of that public
and stay in business.

Another student of educational change felt that the educa-
tional administrator may not be--and frequently is not-~the original
source of interest in a new type of program, but because of his
legitimized authority role, he can effect change (Brickell, 1961,
pe. 24). It would appear, therefore, from the available literature,
although not definitively so, the role of the educational adminis-
trator can be an advocate of change., It is evident, however, in the
change process whether it be advocate of change or middle man allow-
ing change or retarding change, the educational administrator has

played a key factor in the regulation of change.
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Griffiths as well as Rogers and Stanfield has provided
further conclusive evidence regarding the variables which effect
propensity to innovate. Griffiths (1964, p. L430) outlined eight
propositions enabling and inhibiting change. Those enabling change
in the educational organization are:

1) The major impetus for change in organizations is from
the outside.

2) The degree and duration of change is directly propor-
tional to the intensity of the stimulus from the social
system within and without the organization structure,

3) Change in an organization is more probable if the
successor to the chief administrator is from outside
the organization, than if he is from inside the organi-
zation,

k) Living systems respond to continuously increasing stress
first by a lag in response, then by an over-compensatory
response, and finally the catastrophic collapse of the
system,

Conditions which inhibit change are:

1) The number of innovations is inversely proportional
to the tenure of the chief administrator.

2) The more hierarchical the structure of an organigza-
tion, the less the possibility of change.

3) When change in an organization does occur, it will tend
to occur from the top down, not from the bottom wup.

lt) T™he greater the agreement and harmony between depart-
ments and sub-systems within the organization, the less
chance there is for change.

A more extensive and empirical attempt to pull together the
variables related to innovativeness was accomplished by Rogers and
Stanfield (1966, p. 22). They identified 2,486 research findings
relating other (independent) variables to innovativeness. Their

operational measures of innovativeness were: 1) the adoption or
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non-adoption of one new idea or set of new ideas, or 2) the degree to
which the unit of adoption is relatively earlier in adopting new
ideas than other members of his social system. The variables which
they found related to innovativeness are presented in Table 2-3.
Summary.--Even though the chief student personnel administrator has
been in existence for numerous years, it has not been until recently
that changes in society have dictated that he provide an environment
which minimiges the abrasive aspects of the college climate and
provide an environment which maximiges the student's potential, In
recent years, numerous new student persomnel practices, ideas, and
concepts have been introduced. Even though there is a rather sizable
body of diffusion research in existence, little if any research has
been done to determine how these practices are communicated among
colleges, how colleges come to adopt a new practice, or what
differentiates an institution which readily accepts innovation com-
pared to those which tend to be non-innovative.

Most of the empirical research which was found, however, was
related to the individual as the adoption unit. Ample empirical
research was found which strongly supported the theories that the
adoption process consished. of a new idea or product which is communi-
cated through certain channels among members of a social system over
a given period of time.

It was further found that the individual passes through a
series of processes before adoption, namely, awareness of the idea,
interest in it, evaluation of it, possibly some sort of trial
adoption period, and eventually adoption or rejection of the innova-

tion., The empirical evidences also indicated that potential or
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TABIE 2-3
VARIABLES REIATED TO INNOVATIVENESS

Number of Publications
with Each Type of Relationship
to Innovativeness

Characteristics Total
of the Unit of Positive None Negative Conditional Total Number of
Adoption (%) % @) (%) (%) Publication
1. Education 7h.6 16.1 5.2 hol 100 193
2. Age 32.3 hOQS 17.7 905 100 158
3. Knowledge-

ability 78,8 16,7 1.5 3.0 100 66
L. Attitude

toward Change 73.6 1.5 8.2 3.8 100 159
5. Empathy 75.0 0.0 25,0 0.0 100 L
6. Mental Rigidity 20,8 25.0 50,0 ko2 100 2L
7. Cosmopoliteness 80,8 11.0 2,7 55 100 73
8. Mass Media

Exposure 85.7 12,2 0,0 2.0 100 L9
9. Contact with

Change Agencies 91,9 6.6 0.0 1.5 100 136
10, Deviance from

Norms 53.6 1.3 28,6 3.6 100 28
11, Group Partici-

pation 78,8 10.3 6.4 k.S 100 156
12, Interpersonal

Communication

Exposure 70,0 15.0 15.0 0.0 100 Lo
13, .0pinion

Ieadership 64,3 214 7. 7.1 100 ) ]

Source: Rogers and Stanfield, 1966, p. 22, 2L and 26,
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previous adopters could be classified into adopter categories, since
the adoption of immovations is a continuous process over time.

Though mumerous studies exist which examine the individual
as the adopting unit, only seven were found which reviewed the
social system as the adopting unit. Davis's (1965) study was the
only one that investigated higher educational institutions as the
unit of adoption, He found that faculty involvement in policy forma-
tion, except in student personnel policies, was directly related to
the innovativeness of the institution.

Since a paucity of literature existed investigating the
institution as the adopting unit, a number of theoretical models of
organisational change were presented. The models attempted to pro-
vide further data explaining the process through which a social
system accepts change or adopts innovations,

Finally a discussion was presented of the role which the
administrator plays in effecting change. The evidence available
indicated that he plays a middle-man role in allowing new ideas to
penetrate the social system. He also, by his legitimized authority

role, can serve a8 the advocate of forced change.



CHAPTER III
DESIGN AND RESEARCH METHODOLOGY

There were two major phases of this particular research study.
The first was the procedures and msthodology of classifying colleges
with innovative and non-innovative student personnel programs into
mutually exclusive groups. The second was the study of different
personal, educational and organizational variables of innovative pro-
grams as contrasted to non-innovative programs. Because of the two
distinct phases of the study, the first part of this chapter concerns
itself with instrumentation, delimitations, and the population from
which two mutually exclusive groups, namely innovators and non-
innovators, could be drawn. The procedure involved in the actual
identification of the innovative and non-innovative college student
personnel program to be studied is included in the second section of
the chapter, In the final part of the chapter, the statistical
hypotheses to determine if differences exist betwsen imnovators and
non-innovators will be presented followed by a description of the
me thodology used in testing the hypotheses.

Development of Adoption Scale

Before the specific objectives of the study could be investi-
gated--imovative student personnel programs contrasted to none-

innovative programs--a means of accurately identifying imnovativeness

us
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had to be devised. Once innovativeness could be measured, it would
then be possible to classify colleges into adoptqr categories as well
as to determine the colleges which would fall within the perimeters
of the investigation,

As was stated in Chapter II, this investigator was unable to
discover any research or instrumentation which dealt directly with
college student personnel programs as related to innovativeness.
Consequently, if the investigation was to compare immovative programs
with non-innovative programs, it was also necessary to develop some
scale for objectively classifying college student personnel programs
on a continuum of immovativeness.

Rogers' (1962, p. 160=16l) review of 509 studies on adoption
and diffusion of innovations indicated three methods of measuring
innovativeness which have been utilized by previous researchers.

One procedure was to classify adopting units into adopter categories
by using "experts'" or judges' ratings. This procedure is probably
the most expedient and efficient; however, it also has inherent weak-
nesses since the blases of the judges may interfere with objec tive
ratings. Not only are representative judges difficult to locate, but
there is also evidence that the judge's position in the social
structure affects his view of the structure which he is rating (Rogers,
1962, p. 161).

A second method for rating adopter units into categories has
been the procedure whereby individual or adopting units rate them-
selves as to their own innovativeness. There is some evidence
available that this method has some validity (Rogers and Rogers,
1961). When using this procedure, however, researchers have found



L7

that the individual has a tendency to perceive himself as being more
imovative than he actually is.

A third procedure of placing adopter umite into categories
has been by means of adoption scales which use a number of immovations
adopted by the unit and the relative time of adoption for each innova-
tion, This method basically consists of the open-ended questionnaire
which asks the individual or adoption unit to respond concerning
vwhether or not they have adopted the innovation. If they have, the
date of adoption is requested. This procedure overcomes the inherent
weakness of the two previously outlined methods,

Although adoption scales have become the most popular method
of rating innovativeness, it has also been subject to criticism,
Since the adoption scales response set is recall intormation, the
critics have attacked this method on the grounds that it may lack
sufficient validity and reliability. Rogers and Rogers (1961)
attempted to answer the critics by reviewing twenty-six studies using
adoption scales, They found that adoption scales were reasonably
valid providing the adoption scale consisted of a number of imova-
tions., In analyzing the reliability of adoption scales, they found
a range of +,70 to +.84 correlation coefficient on split-half
reliability with educational adoption scales having the highest
reliability. When checking reliability of respondents' recall by
test-retest methods, they found a range of +,52 to +,93 reliability
coefficient. When analyzing internal consistency and the uni-
dimensionality of adoption scales, there was some evidence that the
scales are internally consistant, but there was no clear cut

evidence to support unidimensionality, i.e., the degree to which
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adoption scales measure a single dimension (Rogers and Rogers, 1961).
Fliegel (1965), however, concluded after testing a hypothesis of uni-
dimensionality of the adoption variable pertaining to eleven farm
practices that "adoption could be treated as a single dimension
covering a range of practices,"

After considering all factors, it was decided that an inde-
pendent means of determining innovativeness, such as offered by
adoption scales, would provide the most accurate method of ranking
colleges with innovative student personnel programs on a continuum
with colleges with non-innovatdve programs. Although this method is
not perfect in every aspect, it nevertheless appears to be the best
~ single measure available at the present time. Consequently, all
findings should be considered in relation to the instrumentation used
to identify the sample.

Rogers, Havens and Cartano (1962, p. 2) have suggested that
the reliability and validity of adoption scales can be improved if
the following precautions are taken into consideration when the scale
is being developed. They are:

1) Contain more than fifteen items.

2) Take into consideration the number of innovations adopted.

3) Consider the relative time of adoption.

L4) Include items that most of the people investigated could

5) ;:%I).:&e correc tion factors for items that do not apply to

all individuals.

An attempt was made to incorporate these points into the development
of the adoption scale used in this study.

Procedure for the Development of the Instrument.--The initial phase in

building the instrument was concerned with identifying as many as

possible of the more recent developments, ideas, practices and
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procedures incorporated into college student personnel work, It was
generally felt that the items included in the instrument should be
imovations which can be adopted by almost all respondents included
in the sample., Also, to insure better discrimination at either end
of the continuum, imnovations included on the scale should contain
both practices which have been adopted by almost all of the institu-
tions and some which have been adopted by only a few.

In order to develop a list of new practices which could be
examined for appropriateness for inclusion into the instrument, the
following procedure was followed: 1) The professional literature
was reviewed for the purpose of identifying new practices, procedures
and/or concepts relating to college student persomnel work. 2) Ten
experts were invited to "brain-storm" with this investigator in a
series of sessions with the expressed purpose of compiling a list of
relatively new practices and procedures in the organization, adminis-
tration, and practice of college student personnel work.l

These two procedures resulted in a list of seventy-five
recently developed practices. The seventy-five practices were com-
piled on a 1list and returned to the ten experts. The raters were
asked to examine each item and then rate it on a one to five scale
based upon the following criterias 1) the ability of the item to
discriminate between innovative and non-innovative programs, 2) the
recency of the innovation, and 3) the relevance of the innovation or
new practice to student persomel work. The experts were given the
following additional instructions: 1) Each item should be judged

lNa.mes of ten experts are presented in Appendix VI,
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in relation to its appropriateness to the liberal arts college only,
and 2) each item was to measure innovativeness, not the value or
quality of the practice.

The judges' ratings were analyzed and only the items that
received a median score of two or below were included in the first
draft of the instrument. (Items were rated as follows: 1 being the
most appropriate and 5 being the least appropriate.) The first draft
contained thirty-four out of the original seventy-five items, The
first draft of the instrument along with the instructions for com-
pleting it was given to a pilot sample of ten deans of students. The
deans included in the pilot sample were instructed to complete the
instrument as it applied to their institution and also to criticize
the instrument in general as well as the wording and clarity of each
item contained in the instrument, The final edition of the instrument
entitled "Adoption of Selected Student Persommel Practices Inventory"
was revised in light of the criticism of the pilot sample (See
Appendix I).

Scoring Procedure for the Instrument.--One of the major variables to

be included in the development of the instrument was relative time of
adoption., The instrument was designed to elicit this informationg
however, this apparently was more difficult than originally expected.
Many of the respondents failed to indicate the date of adoption of
given practices, indicated they had adopted the practice but did not
know the exact date, or indicated adoption of the practice with an
estimated date.
In order to determine what the overall effect of the

incomplete or inaccurate responses was, two separate scoring
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procedures were developed. The two scoring procedures were:
1) Utilising the total number of practices adopted and time of adop-
tion only as the major variables with a correction factor for non-
applicable practices (Rogers, Havens and Cartano, 1962, p. 2).
2) UHlizing a weighted score for practices adopted; i.e., an adopted
practice equals a weighted score of two, practices adopted and dis-
continued equaling two, and practices under consideration equaling
one., This method of scoring also contained a correction factor for
non-applicable practices. The coefficient of correlation between
these two scoring procedures was +,90. Since the latter procedure
as mentioned above appeared to be superior in ease of scoring and
correlated highly (+,90) with the recommended scoring procedures as
outlined by Rogers, Havens and Cartano (1962), the following formula
was decided upon:

Total weighted score
Innovativeness Score = 100

Total weighted score possible
from number of applicable practices

One hundred was inserted into the formula to facilitate handling of
decimals,
Validity, Reliability and Normality of the Instrument.--The validity

of the instrument is difficult to determine. Since each item needed

& rather high degree of expert agreement to be included in the
instrument, there was reason to believe that content validity was

high., Since no other instrument of this type was found, the question
of construct and predictive validity was unanswerable. Also since the
development of this instrument was not the main objective of the study,
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but only a means to the main objective, further attempts to ascertain
its validity were not undertaken.

In checking the reliability of the instrument, it was decided
to use the split-half method. Since the scoring of the instrument
was done by the number of practices adopted rather than by the rela-
tive time of adoption, it was felt that split-half reliability check
was more appropriate than test-retest since recall data was not used.
The spli t=half reliability coefficients based upon a sample of 193
returns was +.83.1

Since the ability to dichotomize the sample into adopter
categories is based upon the assumption of the sample population
approaching normality, the response frequency was subjected to
statistical analysis, The closer the response frequency approximates
the normal bell-shaped curve, the more appropriate the division of
adopter categories becomes., If the response frequency approaches
normality, it would also provide support of the previous research as
outlined in Chapters I and II,

In a visual analysis of the response frequency, it appeared
that the response approached normality with the mean of 51.17, a
median of 52,0, and a modal score of 52,94i. The visual survey,
however, did not indicate whether or not the distribution was
symme trical, peaked or flat. Therefore, further statistical tests
were applied to determine the skewness and kurtosis of the sampling
distribution. The overall statistical evidence of the sampling
distributions is presented in Table 3-l.

1r < 0281, p D> .01
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TABIE 3-1

FREQUENCY DISTRIBUTION AND NORMALITY CHECK FOR THE INSTRUMENT,
®ADOPTION OF SEIECTED STUDENT PERSONNEL PRACTICES INVENTORY™

Standard
Number Msan Median Mode Deviation Skewness Kurtosis

(N)=193 51.173 51 52,94 14.359 0.162 2.7h1

From an analysis of the statistical data, it can be seen that
the frequency distribution approached normality with the exception of
being slightly skewed in a negative direction and slightly lepoto-
kurtic (Interpretation of data from Peatman, 1947, p. 392, and
McNemar, 1962, p. 25-8).

Sample Population

Data Collection for Initial Sample.--The colleges which composed the

social system to be studied were sent ons copy of the instrument, a
gensral data sheet and a cover letter identifying the study and the
investigator. (See Appendix I, IT, and III) When the instrument was
returned by the respondent, it was dated, recorded as being returned,
and examined by the investigator. Three weeks after the original
mailing, the respondents who had not returned the instrument were
sent a reminder letter, (See Appendix IV) If the instrument was

not returned after six weeks from the original mailing date, a new
cover letter and instrument was sent, (See Appendix V) If the
instrument was not retirned after nine weeks from the original mailing
date, a personal reminder letter was sent., The procedure of adminis-
tering the instrument to the sample population resulted in 201
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institutions responding out of 245 (82%) in the original sample, Of
201 received, eight were not usable, leaving 193 usable returns out
of 245 or 78.77%.

Criteria for Establishing Population Sample.=-A number of unique

factors were involved in the identification of the original sample
of chief student personnel administrators who were chosen to receive
the adoption scale. Since imovations could not be considered
equally applicable to all colleges, it was necessary to define a
common type of social system which for purposes of this study repre-
sented a number of schools which were similar on a number of chare
acteristics, For example, a state supported institution of higher
education with an enrollment of 40,000 studente may have relatively
few practices, procedures, programs, and goals in common with a pri-
vately endowed, church related liberal arts college with an enrollment
of only 800. Also, researchers have found that the diffusion process
in higher education generally follows this pattern: large state
supported institutions adopt new practices first; private institutions
adopt second; teachers colleges adopt third; technical institutions
are usually the last to adopt new practices (Card, 1966, p. 11).
Since the diffusion of new ideas is gensrally dependent upon
either mass media or personal communication, it would follow that,
in a given social system, opportunity is greater for the members of
that social system to communicate within the system than outside of
the system., When comparing the adoption rate of individuals or
adopting units, a more realistic comparison can be made regarding
the diffusion rate and the variables which separate the imnovators
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from the non-innovators when the unit of analysis has meny character-
istics in common,

Also considered in the identification of the social system
to be studied was the geographic proximity of the colleges. Since
for some members of the social system the adoption process may
involve personal observation of a new practice or persomel communi-
cation with some other member who already adopted the practice, it
was decided to restrict the geographic boundaries of the social systen.
The rationale for the procedure was to eliminate extraneous variables
resulting from comparing institutions from different regions of the
country.

Another consideration in the identification of the population
to be studied was the total number of schools which needed to be
included in the original population to insure a representative sample
of imnovators and non-imovators. As stated in Chapters I and II,
there was sufficient evidence to support the assumption that the
adopting process is continuous and that it can be shown graphically
in the form of a bell-shaped curve.

The first requirements then were based upon the operational
definitions of imovator and non-innovator as described previously.
That is, to be included in the two groups to be studied the college
had to meet the following criterias

1) Student enrollment of 5,000 or less

2) Private liberal arts colleges as identified by the United
States Office of Education - Institutional Directory,
Part IIT, for Higher Education, 1966

3) Coeducational

l) Located within the following midwestern states: Arkansas,
I1linois, Indiana, Iowa, Kansas, Kentucky, Michigan, Minne-

sota, Missouri, Nebraska, North Dakota, Ohio, Pemnsylvania,
South Dakota, Tennessee, West Virginia, and Wisconsin
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S) A score of either 1,6 standard deviation above or 1.2
standard deviation below the mean on the "Adoption of
Selected Studsnt Personnel Practices Inventory"l

An additional requirement was established to control for the
extraneous variable of how long the person had been the chief student
personnel administrator in the college under study. Since the study
not only used the college student personnel program as the adopting
unit but also studied the characteristics of its chief student per-
somel administrator, it was necessary to eliminate colleges which
met the first requirement as stated above but where the chief per-
sonnel administrator actually inherited the progran from his prede-
cessor. Therefore for this study, it was necessary for the chief
student personnel administrator to have held his present position for
a minixum of four years. The adopter categories established for this

study are graphically represented in Figure k.

FIGURE L
ADOPTER CATEGORIES USED IN THIS STUDY
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— Imnovators L Average Adopters [ Non-imnovators
1,6 T 1,27

l.lddit:l.onal data indicating the use of standard deviations for
identification of innovators and non-innovators can be found on pages
58 and 59.
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Population Sample: Demographic Data.--Fach "Adoption of Selected

Student Personnel Practices Inventory" was examined to determine if
it met the established criteria, Of the 245 institutions included
in the original population sample, 201 institutions or 82.04%
returned the "Adoption of Selected Student Personnel Practices
Inventory.® Eight of the inventories returned were unusable due to
incomplete information or errors in completing the instrument. Thus,
193 institutions or 78.77% of the original sample remained. Of this
remaining group, ninety-six institutions were disqualified due to the
chief student personnel administrator's inability to meet the tenure
requirements. Consequently, ninety-seven or 50.5% of the institutions
constituted the final sample used in the selection process for deter-
mining which college student personnel programs fell within the
innovative group and the non-imnovative group.

The procedure for drawing the sample to be studied was done
by placing all the colleges in rank order according to the scores
received on the "Adoption of Selected Student Personnel Practices
Inventory," and then identifying the colleges which fell at the two
extremes of the continuum, Twelve colleges or 6% of the sample popu-
lation which met the qualifying criteria were chosen to represent
the innovative and non-imnovative groups. If a college, which was
considered either imnovative or non-imnovative according to the score
received on the instrument, did not meet the qualifying criteria, it
was rejected and the next college in rank order was included.

Chief student personnel administrators holding less than the
required minimum of four years in their present positions contributed
to a higher loss than was expected. The conxbilation of statistics
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regarding tenure indicated that non-innovative personnel programs
have a higher turnover of chief student persomnnel administrators
than any other adopter category. The data relating to the final
selection of the imovators and non-innovators appears in Table 3-2.

TABIE 3-2

NUMBER AND STANDARD DEVIATIONS FROM MBAN
OF THE INNOVATOR AND NON-INNOVATOR POPULATION SAMPIE

Average Non-
N = 193 Innovators Adopters Innovators

Met all requirements
to be included 12 73 12
Did not meet
requirements 2 69 25
Percent of loss 1% 4 18.5% 67.5%
Standard Deviation +1,6 +1,59 to =1.19 =1,2
Percentile Rank 9,52 94.51 to 11.52 1,51

As can be seen when examining the data contained within
Table 3«2, it was impossible to draw the sample of innovators and
non-innovators which would represent populations of equal distance
from the mean, This was due to the large number of chief student
personnel administrators who lacked sufficient tenure in the non-
innovative group. It was interesting to note that the percent of
innovators ineligible dus to insufficient tenure was 1l4¥ while the
percent of loss among non-innovators was 67.5%.

The number of years the administrator spends in his present
position appears in Table 3-3. As can be readily seen in the tabls,
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the primary reason for not meeting the requirements for inclusion
in the study was insufficient tenure of the chief student personnel
administrator. The average number of years in his present position

was 5.2 with a range from less than one year to twenty-three years.

TABIE 3-3
TENURE OF CHIEF STUDENT PERSONNEL ADMINISTRATORS

Met A1
Tenmure Requirements Average Adopters Administrators

in Present Innov, Non-Innov, Who Met All Who Did Not Meet

Position Grouwp Group Requirements All Requirements

1- 3 (4} 0 0 90

b - 6 5 6 27 0

7-9 L 5 16 0
10 = 22 1 1 16 0
13 =15 0 0 7 0
16 & over 2 0 7 (0]
Did not state
years of

tenure 0 0 0 6
Total 12 12 73 96

i Bohl 6008 8077 1072

An examination of the data presented in Table 3=3 reveals the
number of years of tenure held by the chief student personnel adminis-
trators for all the colleges included in the sample.

Data indicating the number of years experience represented by

the chief student persomnel administrator whether or not in his present
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position and the ages by categories of the administrators in the
population sample can be found in Appendix VII,

Instrumentation for Testing Hypotheses

The ideal method for collecting the data necessary to test the
hypotheses would have been by personal interview with each chief
student personnel administrator included in the selected innovative
and non-innovative populatipn sample., Although this procedure was
seriously considered, it was ruled out on the basis of the inability
of the researcher to travel extensively throughout the midwest.
Consequently, another approach had to be devised which would elicit
the necessary information, but in a more expeditious manner.

Since a personal interview was not feasible within the limita-
tions of this study, it was felt that a questionnaire-type instrument
combined with a telephone interview would provide the data necessary
to complete the study and with a reasonable degree of accuracy and
reliability.

The philosophy and rationale underlying the development of
the instrument for testing the hypotheses was one of designing items
which would elicit information that would make it possible to compare
the innovative institutions with the non-innovative insti tutions.
Since no instrument in its entirety was found which would elicit
responses appropriate for testing all hypotheses, it was necessary to
design an instrument.

Of the sixteen statistical hypotheses, only one--dogmatisme=
could be tested from data collected by an existing instrument. The
Rokeach Dogmatism Scale which was used to test the hypotheses
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of open-mindedness will be discussed in a later section of this
chapter,

Since no instruments were available for testing the fifteen
other hypotheses, each hypothesis was carefully analyzed to determine
what kind of information would provide the most valuable data for
testing the statistical hypotheses. From the analysis of each
hypothesis, three or four differently worded questions were generated.
The items generated for the elicitation of data for testing the
hypotheses were submitted to ten experts for rating and evaluation.
The following procedure was used in validating the items:

1) Immediately following each hypothesis, three or four alternate
questions for eliciting data were listed. 2) Each expert was asked

to rate the alternate questions in relation to the ability of the
question to elicit accurate information. 3) The experts' ratings of
the questions were tabulated and only the questions which received

the highest degree of agreement were incorporated into the first draft
of the instrument.

Rokeach Dogmatism Scale.--Of the sixieen hypotheses which were to be

tested, only one--innovators have a more open belief system than non-
innovators-=could adequately be tested by a previously developed
instrument. The Rokeach Dogmatism Scale was developed by Milton J.
Rokeach to test his theories about people's different styles of belief
systems, The theory and the resulting Dogmatism Scale was an out-
growth of work on the Authoritarian Personality.

An understanding of the terms "open" and "closed" as they
refer to the belief systems of individuals starts with the basic

premise that it is not so much what you believe that counts, but how
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you believe (Rokeach, 1960, p. 6). Rokeach further suggested

that:
A basic characteristic that defines the extent to which a
person's system is open or closed is namely the extent to
which the person can receive, evaluate and act on relevant
information received from the outside on its own intrinsic
nmerits, unencumbered by irrelevant factors in the situation
arising from within the person or from the outside (Rokeach,
1960, p. 57).

The relationship of open and closed belief systems to
innovativeness was tested by Powell (1962, p. 63). He tested the
hypothesis that relatively high dogmatic (closed-minded) individuals
are unable to separate what (the message) is said and who (the
source) is saying it. Powell attempted to demonstrate that closed-
minded individuals are less able to distinguish and evaluate inde-
pendently the source of a message and the content of a message than
are open-minded individuals.

The implications of Powell's research as well as the theory
that individuals with open belief systems are more immovative than
others would indicate that those with open belief systems are able
to imnovate without being dependent upon some authority figure,
while those with closed belief systems depend upon the approval or
support of some authority figure.

Rokeach's Dogmatism Scale, consequently, was found to be most
appropriate as an instrument for testing the hypothesis. The Dogma=-
tism Scale contains forty items and each item has a six point response
scale. The scale yields a score which can be used to compare the
belief systems of individuals or groups. Plant, Minium and Myers

(1959) reported odd-even reliability coefficients for the Dogmatism



63

Scale of +.8 for males and +,85 for females. They also found an
internal consistency reliability of +.76.

Because the respondents included in this phase of the study
would also be asked to give information for testing the other
fifteen hypotheses, it wvas felt that the forty-item Dogmatism Scale
would be too lengthy. For the purposes of economy in completing
the total instrument, a twenty-item short form of the Dogmatism
Scale was used., Troldahl and Powell (1965) conducted a study to
determine the efficiency and reliability of various shorter versions
of the Dogmatism Scale., They found the split-half reliability on
the forty-item form was +.,84, A twenty-item version of the scale,
developed by using items taken from the larger scals with the highest
reliability coefficients, had a reliability coefficient with the
original forty-item scale of +.94. They found that the scale when
using split-half reliability coefficients was +,79. (See Appendix
VIII for the items included on the scale,)

Testing the Instrument Against the Pilot Sample.--The first draft of

the instrument was designed, without listing or giving any indication
of the nature or content of the hypotheses to be tested. A pilot
sample of student personnel administrators was contacted by phone
asking if they would cooperate in this project. Upon giving their
consent, they were sent & copy of the instrument with the instructions
for completing it. Not only did the administrators in the pilot
sample complete the instrument and offer criticism, but a standardised
phone interview was developed to test out the best approaches for
contacting those who were to be included in the actual sample of
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innovators and non-immovators. Each administrator in the pilot sample
was interviewed by phone following the completion and return of the
instrument.

The instruments and criticisms received from the pilot sample
were examined and analysed. Following some minor revisions and
corrections, the final instrument was created. (A copy of the final
instrument used to collect the data can be found in Appendix VIII.)
Validity and Reliability of the Instrument.--Since no previously

developed instrument was available which would elicit the data
necessary for testing the hypotheses, it was therefore impossible

to check the construct validity of the instrument., Consequently,
the validity of the instrument remains somewhat up to question.
Content validity would appear, however, to be rather high since each
item included on the instrument received some degree of expert rater
concurrence.

Although there was no formal reliability check made on the
instrument, there was an attempt to determine reliability as part of
the follow-up telesphone interview., In the routine follow-up inter-
view, the administrator was asked to verify selected questions, In
this way, an attempt was made to check upon the consistency in
responding to the items.

Data Collection Procedures.--As was stated earlier, the ideal data

collection procedure would have been by means of a personal inter-
view with each chief student persommel administrator. This, however,
was not possible. As an alternative, a procedure consisting of a

telephone interview and questiomaire was devised. The following data
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collection procedurs was followed for each immovative and non-
innovative college included in the study. First, each chief student
personnel administrator was contacted by phone. He was not told the
nature or intent of the study, but he was asked if he would be willing
to provide some additional data which was not included on the
“Adoption of Selected Student Persomnel Practices Inventory." After
his consent to supply the additional data, he was given verbal
instructions for completing the instrument and information indicating
that there would be a follow-up telsphone interview.

Second, following the intxroductory telephone conversation, the
chief student persomel administrator was sent two copies of the instru-
ment. He was instructed to complets the instruments in duplicate. He
was further instructed to send one back to the investigator and to
keep one for his file and for the follow-up telephone interview.

(See Appendix VIII for copy of instrument, Appendix IX for copy of
cover letter, and Appendix X for copy of first reminder letter.)

Third, following the review of the instrument, the follow-up
telephone interview was initiated. During the interview, the chief
student persomel administrator was asked to provide additional data
if further clarification was needed. If there was incomplete data,
he was asked to supply information which would provide complete data.
If some items appeared to be in error, he was questioned about these,
Finally, he was asked to verify certain selected questions in an
attempt to determine the reliability of the instrument.

After the follow-up interview and final review of each instru-
ment, the data was subjected to statistical analysis to determins



66

what significant differences existed between the innovative student

personnel programs and the non-innovative student persomnel prograns,

Statement of Hypotheses
The derivation of the hypotheses as outlined in this section

was based upon evidence presented in Chapter I under theoretical
assumptions and the review of literature presented in Chapter II.

The major problem of the study was to determine if any signi-
ficant and identifiable difference exists betwesn colleges with
innovative student personnel programs and colleges with non-imnovative
programs, In order to answer the question posed by the major problenm
under investigation, the following hypothesis was developed:

G. Hot No appreciable difference exists between student
persomel programs in colleges with imnovative
student personnel programs and colleges with non-
imnovative progranms.

In order to test the generalized hypothesis, two research
hypotheses were developed which would allow for a systematic means of
generating testable hypotheses, hereafter referred to as statistical
hypotheses. A schematic diagram showing the relationship of the
generalized hypothesis, research hypotheses, and the statistical
hypo theses appears in Figure S,

Administrative and Organizational Research Hypotheses.--The research

cited in the latter part of Chapter II would support the assertion
that organizational procedures may be influential in allowing some
organizations to innovate more freely than others. Although little

or no evidence is available indicating how student persomnel depart-
ments within a college compare to other organizations, there was,
however, considerable evidence available which indicated public school
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and educational organizations can be compared with other types of
organisations. Support for the following research hypothesis was
drawn from previous studies of business, farming, and medicine which
all indicated that the innovativeness of the adopting unit is posi-
tively related to such factors as the ease of communication flow
into and within the organization. The research hypothesis formulated
from the related literature and supporting theoretical assumptions
was:

Slz A positive relationship exists between administrative
procedurses and the imnovativeness of college student
personnel progranms.

The ressarch hypothesis as stated above encompasses the
general importance and direction which administrative procedures
play; however, it cannot be subjected to statistical analysis in its
present form. It has served, however, as the base for the deriva-
tion of statistical hypotheses.

The first two statistical hypotheses are based upon Davis's
(1965) research on innovative characteristics in private liberal arts
colleges, He found that student personnel programs which were rela-
tively free of faculty influence were more imnovative than those
which looked to the faculty for direction., Ths resulting statistical
hypothesis was derived:

81-1: Colleges with innovative student personnel programs
have greatsr faculty participation in policy forma-
tion than colleges with non-imnovative programs,

The second statistical hypothesis was also based directly on
Davis's (1965) research. He indicated that the college with an
innovative program made provisions for students to have a voice in

the form of committee membership, on policy and decision-making
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committees. Therefore, the statistical hypothesis developed for
this evidence was:

81-2: Colleges with innovative student personnel programs
have greatsr student participation in policy and
decision-making comrittees than colleges with non-
innovative programs.

Rogers (1962, p. 313) indicated the innovators depend upon
sources of information which are closq to the source of newly
developed innovations, Since many innovations are developed from
within theoretical assumptions or research, the early adoptors
frequently must be knowledgeable of research practices and endeavors,
or do much of their own research to determine the efficacy of new
practices., It was assumed, therefore, that innovators would have a
greater involvement in research activities than non-innovators.
Consequently, the following hypothesis was established:

S9=3: Colleges with innovative student personnel programs
participate in and conduct more research than
colleges with non-immovative prograns.

Some research studies by Mort (1946) and his followers have
found that staffing of programs can be linked with the institution's
innovativeness, The evidence supplied by Mort for this does not make
clear whether this is independent of mone tary allotment, In order to
provide further evidence regarding the importance of staffing, the
following statistical hypothesis was generated:

Syt Colleges with innovative student personnel programs

have a greater ratio of full-time equivalent staff
per student than colleges with non-innovative

programs,

Considerable evidence has been supplied by nearly all diffu-
sion research traditions indicating that imnovativeness is related
to monetary expenditure of the adopting unit, Mort in his studies of
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public school administration has probably supplied more evidence to
support this assumption than any other researchers.l From this evi-
dence as well as other evidence supplied in Chapters I and II, a number
of statistical hypotheses were generated which would test the effects
of monetary expenditures as it effects innovativeness. The first
statistical hypothesis related to monetary expenditure was as follows:
S59=5: Colleges with innovative student personnel programs

have a greater monetary allotment per student for

salaries of student persommel workers than colleges

with non-innovative programs,

Many researchers and student personnel workers have continu-
ally emphasized the importance of in-service training research
involvement, Truitt and Gross' (1966) monograph presents theoretical
assumptions that suggest studsnt persommel staffs should budget both
time and money for in-service educations. Rural socliology has given
documentation supporting the research orientation as a variable
related to innovativeness, Developed from these theoretical assump-
tions and research evidence was the following statistical hypothesis:

S4=6: Colleges with innovative student personnel programs
have a greater monetary allotment per student for
research and ine-service education than do colleges
with non-inmnovative programs,

Rural sociologists have provided a rather large quantity of
literature as well as theoretical assumptions which would indicate
that travel or cosmopoliteness and innovativeness are positively
related, They have also supplied numerous research studies support-
ing these assumptions, Therefore, the following hypothesis was

formulated:

Icarison (19658, p. 9), however, disagrees with Mort's
findings,
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81-7: Colleges with innovative student personnel programs
have a greater monetary allotment per student for
travel for professional involvement than colleges
with non-innovative progranms.

The previously stated hypothesis and the body of research
supporting it also served as the theoretical bases for the derivation
of the eighth statistical hypothesis. However, it was based upon
actual cosmopoliteness of the individual rather than upon budgetary
allocations. To test this hypothesis statistically, the following
testable hypothesis was developed:

8y=8: Chief student personnel administrators from
innovative colleges travel more miles per year than
administrators from non-innovative colleges.

Personal and Psychological Research Hypotheses.--Much of the diffusion

literature and research in the past concentrated upon the individual
and his personal characteristics, Much of this research energy has
been devoted to adopter units where the individual can make an inde-
pendent decision, e.g., farmers and physicians, Within the framework
of this study and the review of literature as presented in Chapter II,
it would be inconceivable to assume that the student persomnel admin-
istrator can make independent decisions as does the farmer or physi-
cian. The decisionary process of the student personnsl administrator
must operate within the limits of the organisation, However, as was
pointed out in Chapter II, he serves either as the gatekeeper in the
decision process or as an authority making forced decisions, He,
therefore, has some control regarding the adoption process. For these
reasons, a second ressarch hypothesis was developed as follows:
82c A positive relationship exists between the personal
and psychological characteristics of the chief student

personnel administrator and the innovativeness of the
student personnel program.
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In order to test this research hypothesis, six statistical
hypotheses were explicitly developed to measure the direction and
extent of the chief student personnel administrator's professional
interest and past professional background.

Diffusion researchers in both medicine and education have
supplied some evidence in the form of empirical data which indicates
that a comuitment to professional growth and innovativeness is
positively related. From the evidence supplied by these research
traditions, the following statistical hypothesis was developed in an
attempt to determine if the student personnel administrator's member-
ship and involvement in professional organizations was positively
related to innovativeness:

Sp=1: Chief student persomnel administrators from
innovative colleges belong to and participate in
more professional student personnel organizations
than do administrators from non-innovative colleges.

Some supportive research as outlined earlier in Chapter I
indicated that education is positively related to innovativeness,
There was, however, little evidence which indicated that particular
disciplines were more or less related to innovativeness. For the
most part, the research evidence available only revealed a positive
relationship between years of formal education and immovativeness.
Since there was no research evidence dealing directly with student
personnel administrators, four statistical hypotheses were developed
to explore these variables:

82-2: Chief student personnel administrators from
innovative colleges hold more advanced degrees

beyond the bachelors degree than administrators
from non=innovative colleges.
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Sp=3: Chief student persormel administrators from
imovative colleges have taken more advanced
graduate credit hours beyond the bachelors
degree than administrators from non-immovative
colleges.

So<lis Chief student personnel administrators from
innovative colleges have taken more graduate
credit hours in student personnel and guidance
courses than administrators in non-immovative
colleges.

Sp=5: Chief student personnel administrators from
innovative colleges have taken more graduate
credit hours in the behavioral sciences than
administrators from non-innovative colleges,

So=63 Chief student personnel administrators in
innovative colleges have taken more graduate
credit hours in anthropology, psychology, and

sociology than administrators from non-innovative
colleges.

Two statistical hypotheses were developed to test the personal
and psychological variables. In the review of the literature, there
was no clear cut evidence to support the theoretical assumptions that
age is inversely related to innovativeness, Although the evidence
was not clear, a large enough body of literature existed which
indicated there is a possible relationship between age and imovative-
ness., Consequently, the following hypothesis was generated:

Sp=T: Chief student persomel administrators in
innovative colleges are younger in age than
administrators in non-immovative colleges.

Similar conflicting evidence existed in the literature re-
garding the relationship between open-mindedness to new ideas,
practices, materials and imovativeness. Since the evidence existed
to support the assumption that there was & relationship between open-
rmindedness and innovations but was inconclusive, a hypothesis was

formulated. The justification for the derived hypothesis was to
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provide further evidence of the existence or non-existence of any rela-
tionship between these two variables, The hypothesis which developed
wass

8,=8: Chief student personnel administrators from innova-

tive colleges have a more open belief system than
administrators from non-innovative colleges.

The Statistical Model and Computational
Procedures

Because the main problem of the study was to identify those
characteristics which differentiate an innovative student persomnel
progran from a non-immovative program, a statistical modsel would need
to be used which would discriminate between the two groups of colleges
to the greatest degree possible, As previously reported, data was
gathered on two mutually exclusive groups, namely, imnovators and
non-innovators consisting of twelve members in each group. Since meny
of the variables to be tested in the study were interrelated, it was
necessary to incorporate a statistical methodology which would:

1) identify basic independent factors which accounted for possible
group differences, 2) identify the combination of varisbles which
would discriminate maximally between the groups, and 3) identify the
intensity and direction of the differences between the groups.

Rulon, et al,, (1967) in their book, Multivariate Statistics

for Personnsl Classification, discussed at length factor analysis,

discriminant analysis and regression analysis as three possibilities
for classification of individuals into groups. When taking inte
account their discussion in relation to the stated problem of this
study, multiple discriminant analysis appeared to be the appropriate
statistical model,
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Frances E, Dunn (1959) established two procedures for classi-
fication and prediction. In her research report, she discussed the
validity of multiple discriminant analysis and multiple regression
analysis., She found multiple discriminant analysis to be the appro-
priate statistical tool. Her findings were also concurrent with
findings discussed by McNemar (1962, p. 184-87) and Cooley and Lohnes
(1962), It was felt, therefore, that multiple discriminant analysis
would be the most powerful statistical model for this study.
Description of Multiple Discriminant Analysis,--Multiple discriminant

analysis is a statistical procedure of combining test scores or other
data so as to maximige the differences between the groups and minimige
the differences within each group. Through the separation of individ-
uals who are known to belong to mutually exclusive groups, it is
possible to determine the combinmation of variables which will dis-
criminate to the greatest degree possible between the different
groupe (Cutting, 1966, p. 29).
Cooley and Lohnes (1962) gave the following description:

Discriminant analysis is a procedure for estimating the

position of an individual on a line that best separates

classes or groups, The estimated position is obtained as

& linear function of the individual's "m" test scores. Since

one "best" line may not exhaust the predictive power of the

test battery in distinguishing among the classes, additional

discriminant functions, all mutually orthogonal, may be

fitted, The maximum number of discriminants is indicated

by the lesser of the two numbers, g-l1 and "m",
Computations required for obtainming discriminant functions are
extremsly involved and numerous. It was not mntil the advent of
computer programs written for this particular statistical model that

multiple discriminant analysis received much attention or use in
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applied research studiea.]' Recently a mmber of writers have developed
in detail the theory and computational procedures for this statistical
model., This writer, therefore, will not go into detail regarding the
computational procedure, but refers the reader to work done by
Tiedeman, Bryon and Rulon (195la), Cooley and Lohnes (1962), Cramer
and Block (1966), and Rulon, et al., (1967).

Cooley and Lohnes (1962) in their book, Multivariate Proce-

dures for the Behavioral Sciences, and Ikenberry (1960) in his doctoral

dissertation presented lucid descriptions of computational procedures
for multiple discriminant analysis. The original formula for solving
the determinal function as described by Cooley and Lohnes and Iken-
berry was derived from the procedures provided by Bryan in his
doctoral dissertation, These early procedures were originally
reported by Tiedeman, Bryan and Rulon (1951b)., The basic formula
used for solving the determinal equation is |W~tA-)\|= 0,
Assumptions of the Statistical Model.--In the use of multiple dis-

criminant analysis, the assumption is made that the test scores of

the population being studied produce equal variance and co-variance
matrices, and it is a multivariate normal population., In a review of
the 11 terature, nothing was found which would indicate the availability
of a procedure to test this assumption, Ikenberry (1960) corresponded
with Tiedeman in an attempt to determine if a method of testing this
assumption was available., Ikenberry received a negative reply. Due

to the inavailability of appropriate tests, it was, therefore,

Iprogramed by Dr. P. Lohnes, University of Buffalo; modified
for the Control Data Computer 3600 by Stuart Thomas or the Computer
Institute for Social Science Research, Michigan State University,
Auguzt, 19670
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necessary for the purposes of this study to assume multivariate
normal distribution and equality of variance-covariance matrices.
Level of Statistical Significance.--Multiple discriminant analysis

as programed for the Michigan State University computer yielded data
indicating means and standard deviations, The program also provided
correlation coefficients, the latent root value of the discriminant
functions and Rao's chi square test all of which could be tested
against levels of statistical significance. For the purposes of this
study, any result which was within the 95 percent confidence limits
was considered in excess of chance expectation and consequently
tenable. In essence from any of the statistical analysis, the in-
ference was that a population mean falling within the established
confidence level has the probability of being correct 95 out of 100
times, or that the results obtained may occur by chance only five
(+05) times out of 100, The .05 level of significance was arbitrarily
chosen as the most appropriate level when considering the purpose of
the study in relation to Type I and Type II statistical errors.

Summary

Prior to the identification of innovative and non-innovative
colleges which would provide mutually exclusive sample populations
to be analyzed for significant differences, it was necessary to
develop an instrument which would systematically measure the relative
innovativeness of an institution., The instrument, “Adoption of
Selected Student Persommel Practices Inventory,* was created in order
to measure relative immovativeness. The validity of the instrument
was checked against a pilot sample of ten experts. A split-half
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reliability check resulted in a correlation coefficient of +.,83.
The normality of the population was subjected to analysis and the
frequency distribution approached normality with the exception of
being slightly skewed in a positive direction and slightly lepoto-
kurtic.

The sample population of twelve innovative and twelve non-
innovative colleges was drawn from a total population of 245 private
coeducational liberal arts colleges in the midwestern states with
student population of less than 5,000, Based upon the score which
the institution received on the "Adoption of Selected Student Per-
somel Practices Inventory," the twenty-four colleges meeting the
sslection criteria and at the extremes of the scoring continuum were
chosen for inclusion in the mutually exclusive groups to be studied.
These two groups represented approximately 6% of the total population
sampled.

A secord instrument was developed which would elicit from
the colleges to be studied, the data necessary for the testing of the
hypotheses. The instrument along with telephone interviews provided
the data upon which the hypotheses were tested.

For the purposes of this study, one generalized, multivariate,
mll hypothesis was established., Sixteen related statistical hypothe-
eses were established for the purposes of testing the generalized
multivariate hypotheses.

The statistical model chosen for testing the hypotheses was
multiples discriminant analysis, The ability of this model to maximize
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the differences between the groups and minimize the differences
within the groups was the basis for choosing this model over other

statistical models.



CHAPTER IV
ANALYSIS OF DATA

The statistical technique, multiple discriminant analysis,
as programed for Michigan State University's Control Data Computer
3600, included output data which was both directly and indirectly
related to the major problem under investigation., The output data
which was indirectly related to the major problem, however, yielded
information which may provide further assistance in understanding
the problem studied. As a matter of record, a simple combined groups
correlation matrix is j:resenud in the Appendix (See Appendix XI),
The correlation matrix presented in the Appendix indicates the rela-
tionship of each of the sixteen variables to all variables., A
criterion variable, i,e., innovative characteristics, is also con=-
tained in the correlation matrix. A correlation coefficient of .515
is significantly different from sero at the 1¥ level of confidence,
and a coefficient of 404 is significant at the 5% level of confidence
(Fdwards, 1960, formula, p. 301-3; table of significant walues,

p. 502).

Prior to the presentation of the analyzed hypotheses by the
statistical technique, multiple discriminant analysis, it may be
helpful to examine briefly the means and standard deviations, The
means and standard deviations for each of the sixteen variables are
presented in Table 4-1. From a visual examination of the means and

80
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standard deviations, large differences immediately become apparent.
The large differences, however, between means and standard deviations
should be interpreted cautiously due to the type of data collected,
@.2.y the sample population was asked to indicate the number of
research projects in which they participated or initiated., The number
of research projects, therefore, is rather small when compared to the
number of miles traveled., Iater :I.n this chapter further discussion
of the significant difference between the means will be presented.

The Test of the General Hypothesis

In order to answer the primary problem of this study, the
general hypothesis was generated in the null form. It was the encom-
passing hypothesis established for this study and the basis from which
all research hypotheses and statistical hypotheses were derived. The
general hypothesis stated the following:

G. Hot No appreciable difference exists between student
personnel programs in colleges with imnovative
student personnel programs and colleges with non-
innovative prograns,

In order to test the generalized, multivariate, null hypothesis
which states that the two groups had similar characteristics and pro-
grams, it was essential that a statistical model be used which would
maximize the between-groups differences while minimiging the within-
groups differences. As was indicated in Chapter III, the statistical
model which gave evidence of being the most powerful tool for the
purposes of this study was multiple discriminant analysis. The solu-
tion of the determinal equation |W~lA- \|=0, as well as correlation
matrices, means, and standard deviations, was part of the output data

provided by the C, D, C, 3600 at Michigan State University.
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By the use of chi square valuss, Rao (1952, p. 372-73) has
been able to establish a test of statistical significance of the
latent roots, or discriminant functions., By the use of the test
established by Rao, it was possible to test for the multivariate
discrimination among several groups. The following equation was used
for testing the statistical difference among groups:

2= -3 (p+k)log (1+2)
the total sample of 2l individuals
the total number of 16 variables

the total number of 2 groups
the latent root of the discriminant function

Y RT =

The formula yields a chi square value for each root. The
number of roots yielded is the lesser of the two numbers g-1 and
the number of variables., Since there were only two groups in this
study, the formula, g-l, provided only one root value., The signifi-
cance level obtained for the latent root is reported in Table 4-2.

The chi square value and the degrees of freedom also appear in the

table,
TABIE )4-2
IATENT ROOT VALUE, CHI SQUARE VALUE,
DEGREES OF FREEDOM AND PROBABILITY STATEMENT
FOR THE DISCRIMINANT FUNCTION
Discriminant
Func tion PN x2 DF P
Vl 7.812 33.731 16 <,01

32,1 £,01

The evidence, as shown in Table 4-2, indicates that the dis-
criminant function which tests the multivariate discrimination among

the innovators and the non-innovators was significant beyond the .0l
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level of confidence. Also the solution of the determinal equation
produced a Wilks lambda equal to 7.81279 which is over seven times
larger than the expected chance ratio of gero.

By using the latent root as an estimate of the total variance
of dispersion among the groups, the percentage of variance accounted
for by each root can be computed (Rao, p. 372). The extent to which
the latent root () accounted for the total dispersion appears in
Table 4-3. It can be seen that the variables accounted for by the
latent root ( A\) approximated the total variance.

TABIE k-3

DISCRIMINANT FUNCTION, PROBABILITY STATENENT,
IATENT ROOT VALUE AND PERCENT OF TRACE
FOR THE DISCRIMINANT FUNCTION

Discriminant Level of A latent Percentage
Function Significance Root Value of Trace
vy 01 7.812 «9999

Further evidence indicating the extent of separation of the
groups in the discriminant space was derived from an examination of
the institution's estimated position on a linear axis. The deter-
mination of each institution's position on the linear axis is based
upon & scaled vector or weight assigned to each of the sixteen
variables. The weight given to each variable is shown in Table Ll
in rank order according to the weight the variable received.,

The estimated position upon which an institution falls on the
linear axis is determined by multiplying the weight assigned to each

variable by the corresponding score which the institution received
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for that given variable. The sum of the multiplied variables gives the
estimated position for that institution within the discriminant space.
The numerical value (score) estimating the position on the linear axis
within the discriminant space for each of the twenty-four institutions
is presented in Table 4-5,

TABIE L
RANK ORDER OF VARIABLES ACCORDING TO VECTOR WEIGHTS

Variable/Hypothesis Vector Weights
Sp-2 Graduate Degrees «SL37
S1=3 Research Involvement U773
Sy1-1 Faculty Assist in Policy Formation -0
So=5 Behavioral Science Courses =s3797
Sy=6 Anthro, Psych & Sociology Courses «2807
S,=1 Involvement in Professional Associations «2107
S,=8 Open Belief Systems «1208
Sy=7 Age 0726
Sp<li Persomnel and Guidance Courses =, 0611
Sy=2 Students Assist in Policy Formation «0209
Sy-i Ratio of Staff to Students ~00L6
81-5 $ per Student for Staff Salaries «,0033
S1-8 Total Miles Traveled by Dean =, 0019
S7=6 $ for Research and In-Service Education -,0018
S1=7 $ for Professional Travel »00116
Sp=3 Oraduate Course Credit «,0011L

As can be seen from an examination of the numerical value
(score) representing the institution's position on the linear axis,
there was complete separation of the groups. (Horizontal line in
Table 4=5 represents the line of separation,)

The analysis of data revealed that there was complete separa-
tion among the groups in excess of the pre-established level of
statistical confidence a8 can readily be seen when examining the
information presented in Tables 4-2 and 4=5. From the evidence
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available, therefore, the generalized, multivariate, null hypothesis

was rejected and regarded as untenable.

TABLE L5

RANK ORDER BY VECTOR WEIGHTS
FOR INNOVATIVE AND NON-INNOVATIVE INSTITUTIONS

Code Raw Score

Number™* on Instrument Score
107 75.76 -,2017
104 78.78 1,165
105 77.94 2.3L457
103 81,82 2,86L6
101 86436 3.1768
106 77.27 3.2952
109 72,06 3.6910
11 75.00 3.7271
110 73.53 3.9623
108 Thell L.7769
112 79.41 5.0506
102 8L.85 SeTul?
204 30.88 6.5L17
203 29.L41 7.L717
210 38.2L 7.6089
202 29.41 7.8160
212 28,13 8.0859
208 34,38 8.L4386
201 12,12 8.4690
211 35.29 8.7716
206 33.82 8.9248
205 32,35 9.4258
209 35.94 9.5185
207 34.38 10,8241

#Since complete anonymity was promised during the data
collection period, the colleges have been assigned code numbers,

Determination of the Most Potent Variables

In an attempt to determine the extent to which each variable
contributed to the total identification of the variance, two basic
options appeared available, Cooley and Lohnes (1962, p. 119)
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suggested that vector weights may give some indication of the relative
contribution of each variable., The weights assigned to the variables,
however, do not provide any indication regarding the percent or level
of significance which each variabls contributes to the total variance.
The first of the alternatives, therefore, was to choose those vari-
ables receiving high vector weights. These selected variables then
could be analyzed using the multiple discriminant analysis technique
in an effort to determine the effectivensss or potency of the selected
variables for the purpose of identifying the differences between the
innovative and non-innovative student personnel programs,

The second alternative for determining the potency of the
variables represents a more traditional approach, i.e., establish a
univariate F ratio for each variable. This procedure consists of
examining each individual variable in isolation from its dependence
upon other variables. The limitations to this approach, however,
appear rather evident especially in view of the following statement:

One of the main problems with which the investigator of
data becomes interested is that of deciding whether the
means of the groups for each of the variables are signifi-
cantly different. The well-known variance analysis test
provides an answer to this question. Such tests may indi-
cate that some variables show significant differences while
others do not. However, since the variables are likely to
be highly correlated, they cannot be treated as independent.
It may well be that only a small number of the variables
with significant differences in means are contributing to
discrimination among the groups while other variables
which by themselves provide no means of discrimination may
aid considerably when taken in conjunction with the rest.
It is only by study of the entire constellation of points
that we can recognize which variables are useless and which

provide real evidence concerning group separation (Tiedeman,
1951’ Pe 7h).

Although Cooley and Lohnes (1962, p. 121) suggest that uni-
variate F ratios be established, they also indicate that there may be
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limited agreement between the results of the univariate F ratios and
the actual contribution of each variable to the identification of

the variance when the multiple discriminant technique is employed.
Although the univariate statistical techniques have represented tradi-
tionally the most popular procedure for determining the relative con-
tribution of a number of variables under consideration, it was
decided for the purposes of this study that the multiple discriminant
analysis technique represented the most sound statistical procedure
to follow. In keeping with tradition, however, the sixteen variables
comprising the generalized multivariate null hypothesis were stated
in directional hypothesis form and subjected to univariate F tests.
The sixteen univariate F tests which indicate the significance of
group differences for individual variables are summarized in the
Appendix (See Appendix XII). Five of the sixtsen hypotheses testad
by univariate F ratios were found to exceed the pre-established .05
level of confidence.

Test of Potent Variables.--Since the relative contribution of the

variables may be dependent upon other variables, it was decided that
those variables having the highest vector weights would be selected
for additional analysis. By repeating the multiple discriminant
analysis technique on only a reduced number of variables, the results
would yield an indication of the variables or combination of variables
most effective in identifying the differences between colleges with
immovative and non-innovative student personnel programs.

From an examination of the vector weights assigned to each of
the sixteen variables (See Table L), it became apparent that seven
variables represented most of the assigned weight, and the remaining
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nine variables collectively represented negligible assigned weight,
Seven variables representing the largest vector weight were used to
determine the effectiveness of identifying group differences. These
weret 1) number of graduate degrees, 2) research involvement,
3) faculty assistance in policy formation, i) number of behavioral
science courses, 5) number of courses specifically in anthropology,
psychology, and socioclogy, 6) involvement in professional associations,
and 7) open belief system of the chief student personnel administrator.
In order to test the relative efficacy of these seven variables
as potential discriminators between the imnovative and non-innovative
groups, the variables were tested in the same manner as reported
earlier for the original sixteen variables, The sigmificance level
obtained for the latent root value based upon seven variables is
reported in Table 4-6. The chi square value according to procedures
established by Rao (1952, p. 372-3) and the degrees of freedom also
appear in the table.

TABLE L-6

IATENT ROOT VALUE, CHI SQUARE VALUE, DEGREES OF FREEDOM AND
PROBABILITY STATEMENT OF THE DISCRIMINANT FUNCTION
BASED UPON SEVEN VARIABIES

Discriminant
Function >\ x2 DF P
v 8,722 12,543 7 < .10

14.07 <.05 12,017 <.10

The evidence, as presented in Table L4-6, indicates that the
discriminant function, which tests the multivariate discrimination



90
among the imovators and non-imnovators based upon seven variables,
was less than the pre-established .05 level of significance., Although
the 05 level of confidence was not reached based upon Rao's chi
square technique, the solution of the determinal equation produced,
however, a Wilks lambda equal to 8,722 which is over eight times
larger than the chance ratio of gzero.

An additional attempt was made to determine what effect the
variables had in identifying the majority of the variance. The ten
variables with the largest vector weights were analyzed. (See
Table L for rank order of weighted variables,) The results of the
discriminant function based upon ten variables which test for the
multivariate discrimination among the innovators and non-imnovators is
presented in Table L-T7.

TABIE L7

IATENT ROOT VALUE, CHI SQUARE VALUE, DEGREES OF FREEDOM AND
PROBABILITY STATEMENT OF THE DISCRIMINANT FUNCTION
BASED UPON TEN VARIABLES

Discriminant
Function )N x2 DF P
A 1.293 15,351 10 <420

18.3 <.05 10 df = 15,9 <.10 13,4 <.20

The analysis of data, which can readily be seen when examining
Table 4-7, indicated that based upon Rao's chi square test of the
discriminant function, the results failed to reach the pre-established
«05 level of significance, The solution of the determinal equation
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based upon Wilks lambda was 1,29 which is 1.3 times larger than the

chance ratio of sero.

Conclusions and Sumary

Conclusions.==The computed results from the multivariate discriminant
analysis of sixteen variables clearly indicated, based upon Rao's
test of significance, that the separation of the groups was signifi-
cant at the .01 level, The chance of producing group differences
this large or larger by drawing two random sample groups from a six-
teen multivariate space is less than one in one hundred. As was
indicated earlier, the generalized, multivariate, null hypothesis was
considered untenable. Innovative colleges did differ from non-
innovative colleges when the sixteen variables were considered
collectively.

On the basis of the data analyzed, when considering the gen-
eralized, multivariate, null hypothesis as being untenable, support
was given for the theory that there are identifiable differences
be twveen colleges with innovative student personnel programs and
colleges with non-innovative student personnel programs.

One of the secondary problems under investigation in this study
was an attempt to identify those characteristics which were most potent
and consequently contributed most to the identification of the vari-
ance between the groups. Although the well known univariate tests seem
to indicate significant differences which could be identified between
specific variables of the groups, the researcher is normally forced
to pick out and interpret the largest F ratios, t's, or correlation

coefficient, and often does so from a large number of non-independent
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statistics. The probability of the first kind of error increases,
therefore, far beyond their nominal values (Cramer and Darrel, 1966,
pPe. 605), Multivariate analysis, however, provided a statistical
model and procedure for dealing separately with each variable in
estimation, while at the same time providing tests of hypotheses
which lead to a single probability statement referring to all
variables jointly.

The univariate test provided information regarding the accept-
ance or rejection of the individual statistical hypotheses (See
Appendix XII)., The overriding superiority of the statistical technique
of multiple discriminant analysis, which accounts for the relationship
and interdependency of variables, was used as the final criterion for
accepting or rejecting the variables contributing most to the identi-
fication of the variance,

Two attempts were made to determine if the major source of
contribution to the variance could be identified using less than
sixteen variables, The seven highest weighted vectors were arbitrarily
chosen to test the discriminating power of a limited number of vari-
ables, The discriminant function obtained from testing the seven
highest weighted variables was less than the pre-established .05
level of confidence., A second attempt was made using the multiple
discriminant analysis technique. This attempt was based upon the ten
highest weighted variables in order to determine the relative potency
of variables to discriminate between the innovative and non-innovative
colleges. The resulting discriminant function and chi square test
again did not reach the .05 level of significance,
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In attempting to provide an answer for one of the problems
outlined in this study, i.e., what characteristics or variables are
more potent in identifying innovative and non-innovative student
persomel programs, the evidence from the analysis of data gave no
clear indication. It was interesting to note that when using sixteen
variables, the variables collectively differentiated between the
innovative and non-innovative programs; however, when using less than
the full sixteen variables, there was a significant loss in discrimina-
tory power,

Based upon multiple discriminant analysis which deals separate-
ly with each variable in estimation while at the sams time producing
a probability statement referring to all variables jointly, ten
variables were not sufficiently effective to produce significant
differences between groups., When testing each variable in isolation
and as an independent variable, univariate F analysis, however,
revealed five variables to be significant at the .05 level or above,
The apparent discrepancy of the two statistical tests would lesad to
the conclusion that there was a very high degree of interrelatedness
among all the variables.

Summary,--In summary the overall generalized, multivariate, null
hypothesis was regarded as untenable and rejected on the basis of
data analysis. Consequently, there was some supportive evidence for
the theory that there are identifiable differences between colleges
with innovative student personnel programs and colleges with non-

innovative student personnel programs,
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In an attempt to provide an answer for the problem of what
variables are most potent in identifying the differences between
innovative and non-immovative programs, there was no clear evidence
provided from the analysis of data.



CHAPTER V
SUMMARY, CONCLUSIONS AND RECOMMENDA TIONS

In this chapter, a general summary will be presented first
which includes the problem under investigation, theory, methodology
and major findings., Based upon the major findings, some consclusions
will be presented. Implications for further research and educational

practice will follow the conclusions,

Summary

In recent years, considerable pressure has been exerted upon
colleges to provide an education for a maximum number of individuals,
while at the same time minimiging those aspects of the college environ-
ment which may interfere with the students' optimal progress. While
society has been pressuring colleges to be more effective, social
scientists, behavioral scientists, and student personnel workers have
been developing new theories and practices which are intended to
reduce the abrasive aspects of higher education and create an environ-
ment conducive to increasing the students' academic productivity.

Although many new practices and theories have been introduced
which facilitate the students' academic progress both inside and oute
side the classroom and laboratory, little has been known about how
these practices were communicated, or what distinguished institutions
which readily adopt new student personnel practices from colleges

which are relatively slow in up-dating their programs.
95
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This research project was conducted, therefore, to examine
one part of student persomnel work, that of isolating specifie
variables which were effective in identifying colleges with innova-
tive student persomnel programs. The major problem under investiga-
tion also generated three secondary problems which required examination.
First, which of the characteristics under investigation provided the
greatest potency in identifying immovative student personnel programs?
Second, what relationships, if any, exist between the 1) organizational
and administrative structure and innovativeness and 2) the personal and
psychological characteristics of the chief student persomel adminis-
trators and imovativeness? Finally, could innovative and non-
imovative student personnel programs be identified based upon
measurement devices?

To provide a theoretical base for the study, it was found that
an interdisciplinary collation of findings from diffusion and com-
munication research represented the most fertile base upon which to
draw supportive evidence, Ample research was found which strongly
supported the theory that the adoption of a new idea consists of a new
concept or product which is communicated through certain channels among
members of a social system over a given period of time. Moreover,
empirical evidence indicated that the adoption process is a continuous
process and can be -graphically represented by an "S" curve. The
adoption process, therefore, can also be represented as a normal
distribution.

The theory and evidence indicated that the normality of

adopter distributions served as the theoretical support for identifying
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the population sample of a mutually exclusive group of innovators
and non-innovators.,

Katz (1957) developed a theory of communication which identi-
fied the process whereby a new idea or concept is passed from social
system to social system. He contended that new ideas or messages
are mediated by a reference group before the total social system
becomes aware of the new idea or message. The collation of Katz's
"two-step flow" theory with Gallaher's (1965) and Spindler's (1963)
theory that the administrator plays a mediating function or a
"middle-man" role in allowing new ideas to infiltrate the system, as
well as creating chanse and inhibiting change, produced one of the
basic theories for this study. The chief student personnel adminis-
trator, the resultant theory suggests, plays a key role in.dotarmin-
ing the propensity for imnovativeness in his college's student per-
sonnel program due to his "middle-man" role and ability to facilitate
or inhibit change by his legitimized authority role.

Theoretical support for the identification of variables related
to innovativeness was derived from a review of the empirical findings
on file at the Diffusion Document Center (Rogers and Stanfield, 1966).
A review of the findings on file indicated the following wvariables
have contributed to the identification of variance related to
imovativeness: amount of education, relative age, knowledgeability
of professional developments, positive attitude toward change, empathy,
mental rigidity, cosmopoliteness, mass media exposure, contact with
change agents, faculty involvement in policy making, ratio of staff,

monetary expenditure, and research involvement., The variables just



98

outlined served as the theoretical assumptions for the generation
of hypotheses.

Because this study represented an initial exploration into
the relationship of student persomel administration as related to
imovativeness, the major hypothesis to be tested was established as
a generalized, multivariate null hypothesis., The generalized null
hypothesis consisted of sixteen related statistical hypotheses. The
first eight statistical hypotheses were categorized as administrative
and organizational hypotheses. The remaining eight statistical
hypotheses were categorized as personal and psychological hypotheses.

It wvas necessary to develop an instrument which would enable
a systematic method of providing mutually exclusive sample popula=-
tions representing imovative and non-imovative student personnel
programs, Studies donse by other researchers (Rogers and Rogers, 1961,
P. 336) have indicated that adoption scales for measuring the relative
innovativeness can be constructeds Moreover, the research indicated
that these scales have a reasonable degree of validity and reliability.
The "Adoption of Selected Student Personnel Practices Inventory" which
was especially developed for this study was found to have a split-half
reliability coefficient of +.,83. An analysis of the returns from a
population sample of 245 colleges revealed that the frequency distribu-
tion approached normality. The mean, median, and mode all fell within
1.9 points of each other with a corresponding standard deviation of
ULy, The frequency distribution, however, was slightly skewed in a
positive direction and slightly lepotokurtie,

Twelve colleges with innovative student persommel programs

and twelve with non-innovative programs were drawn from a sample
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population of 245 private coeducational, liberal arts colleges, with
student enrollments of 5,000 or less, located in the midwestern
states, The twenty-four innovative and non-imovative colleges
chosen were based upon the score which each institution received on
the "Adoption of Selected Student Personnel Practices Inventory."
These colleges represented the extremes of the scoring continuum,

A second instrument was developed which would elicit from the
mutually exclusive colleges the data necessary for testing the
generalized, multivariate null hypothesis, and the sixteen related
statistical hypotheses. The instrument, which was developed by the
writer in consultation with ten experts, was tested on a pilot sample
before the instrument was sent to the twelve innovative and twelve
non-imovative colleges. When the instrument, which provided data
for testing the hypotheses, was returned, each student personnel
administrator included in the mutually exclusive groups studied was
interviewed by telephone, The interview provided further verification
and validation of the data contained within the instrument.

The statistical model chosen for testing the hypotheses was
multiple discriminant analysis of variance. The ability of this
technique to maximize the differences between the groups and minimize
the differences within the groups made it the most promising approach
of those investigated for use with the hypotheses and data.

The statistical analysis of the data revealed that the overall
generalized multivariate null hypothesis was rejected at the 01 level
of confidence., The rejection of the null hypothesis indicated tenta-

tive support, therefore, to the theory that there were identifiable
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differences between imovative and non-imovative college student
persomnel programs,

Al though each of the sixteen statistical hypotheses was sub-
Jected to univariate F ratios, the statistical results were considered
tenuous due to the large number of variables under consideration and
the high degree of inter-correlation found among the variables, For
the purposes of this study, the superiority of multiple discriminant
analysis as a statistical technique, which accounts for the relation-
ship and interdependency of variables, was used as the final criterion
for accepting or rejecting the variables contributing most to the
identification of the variance,

To test further the assumption that variables with high vector
weights contribute greatly to the identification of the variance, the
seven highest weighted variables were chosen for additional analysis
in an attempt to determine their relative potency in identifying the
differences between the immovative and non-innovative college student
personnel programs. The seven variables failed to significantly
discriminate between the groups at the pre-established .05 level of
confidence,

A second attempt to determine if less than sixteen variables
could adequately discriminate differences between innovators and non-
innovators was made. This attempt to determine potency of variables
was based upon ten variables receiving the highest vector weights,

The ten variables chosen for this analysis and tested by multiple
discriminant analysis also ylielded results which did not meet the
pre-established level of confidence. Since it was impossible to

identify statistically the extent the variables contributed to the
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variance, it was, therefore, impossible to provide any definite solu-
tion for the problem of what variables are most potent in identifying
the innovative and the non-imnovative student personnel programs., It
was also impossible to derive any clear evidence indicating the effect
administrative, organizational, and/or personal-psychological character-

istics had in relation to innovativeness.

Conclusions

Bagsed upon an analysis of the data collected to test the
hypotheses and problems of this study, the following represent the
major conclusions:

The primary problem under investization was that of isolating
and identifying specific variables which differentiate colleges
with innovative student persomel programs from colleges with
non-immovative programs, The analysis of data provided clear
evidence for the rejection of the generalized multivariate
null hypothesis that imnovative and non-innovative college
student persomel programs have similar characteristics.

The rejection of the null hypothesis lends tentative support
to the theory that there are identifiable characteristics
which separate innovative programs from non-imnova tive
programs,

One of the secondary problems under investigation was what
characteristics or variables were more potent in identifying
imovative student persomel programs than other character-
istics, The analysis of data yielded inconclusive evidence
indicating that one characteristic or combination of character-
istics had more or less potency or ability to identify the
significant differences existing between imnovative and non-
imovative student persommel programs,

Another secondary problem under investigation was what
relationship existed between administrative-organizational
characteristics and innovativeness, and what relationship
existed between personal-psychological characteristics of the
chief student persommel administrator and innovativeness.

It was impossible to make any statistical differences regarding
which of the variables under investigation was contributing
extensively to the identification of the differences between
innovative and non-innovative colleges., Furthermore, it was
impossible to draw any conclusions indicating the relative
importance which administrative-organizational and personal-
psychological variables play in identifying immovativeness,
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The final secondary problem under investigation was to what
extent can measurement devices systematically rate the rela-
tive innovativeness of college student persomnel programs,
An analysis of the normative data derived from the "Adoption
of Selected Student Personnel Practices Inventory" indicated
that measurement devices were effective in measuring and
comparing the relative innovativeness of college student
personnel programs. The measurement devices did not, how-
ever, provide any evidence indicating the characteristics
which differentiate the innovative from the non-innovative
progranms,

Discussion of Conclusions.--The resulis of the analysis of data per-

taining to the major problem of this study appeared to give clear
evidence that imnovative college student persomnel programs can be
readily differentiated from colleges which have non-innovative
programs. The evidence supporting this assumption was twofold,
First, the instrument, "Adoption of Selected Student Personnel
Practices Inventory," provided evidence from the normative data
indicating that instruments can measure the relative innovativeness
of college student personnel programs. Second, the analysis of
data by multiple discriminant analysis, based upon sixteen variables,
clearly and definitively indicated that there was a significant
difference between colleges with innovative and non-innovative
college student personnel programs,

Although the findings of this research project are not new
to diffusion research, the results of the data analysis have for the
first time provided evidence indicating that the characteristics which
differentiate innovative student personnel programs from the non-
innovative programs were similar to the characteristics found in other
social systems, These findings along with Davis's (1965, p. 114) have
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also provided support for the assumption that results from innova-
tion studies using other social systems may have a high relationship
to college student personnel work,

Furthermore, the results of this study have provided exception-
al documentation of the concept that there are unique and identifiable
differences between innovators and non-immovators., The basis for this
assumption rests upon the statistical technique used in the analysis
of data, Previous studies, for the most part, have relied upon uni-
variate statistical techniques in an attempt to determine differences
between groups. This procedure normally forces the researcher to
pick out and interpret the largest F ratios, t's, or correlation
coefficients, Frequently, these are drawn from a large number of
non-independent statistics. Also, many imnovation studies using
multiple correlation techniques have attempted to determine relation-
ships between specific, dependent variables and immovativeness (Rogers
and Havens, 1962, pe 38). The superiority of multiple discriminant
analysis provided a means for dealing separately with each variable
in estimation while at the same time providing a test of hypotheses
which led to a single probability statement referring to all variables
jointly (Tiedeman, 1951). The research methodology employed in this
study provided extensive statistical justification supporting the
concept that there are identifiable differences between innovators and
non-innovators based upon a number of highly related variables.

| While supporting the results of previous innovation research,
the major findings of this study did not lend support to the concept
that imovation is related to a single variable or a relatively small
combination of variables, Much of the traditional diffusion research
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has studied the individual as the adoption unit. Considerable
empirical research results based upon univariate statistics have been
compiled and collated using the individual as the adoption unit, The
resul ting evidence from this compilation of data indirectly implies
that variables related to imnovativeness may be considered and studied
as independent variables,

Although there have been few innovation research studies which
have studied the social system as the unit of adoption, the evidence
available from these studies has indicated that imovation is not
composed of a single variable or a small number of related variables,
but is far more complex (Evans, 1968, p. 152). The evidence from
this study gave further support to this premise. Moreover, part of
the methodology of this study was an attempt to determine which
variables had the most potency in identifying the differences between
innovators and non-imovators. The results of the statistical analysis
were most inconclusive and tended to support the concept that the
behavior of organizations and of the individuals who make up those
organizations forms a unified whole (Rogers and Shoemaker, 1968, p. 12).

When using traditional univariate methodology, five of the
sixteen variables were found to be greater than the pre-established
level of significance; but when using statistical techniques which
were capable of analyzing multivariate data, the multivariate test
represented, therefore, a more powerful and discriminating analysis,
The resulting evidence appeared to support the assumption that
innovativeness is a considerably more complex variable when the social
system is the unit of analysis than when the individual represents the

unit of analysis,
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Because it was impossible to demonstrate which variables con-
tributed most to the identification of the variance, it was also
impossible to indicate what relationship existed between administrative-
organizational and personal-psychological variables and innovativeness.
The relationship of organizational characteristics and personal char=-
acteristics of the chief student personnel administrator as related to
innovativeness was not answered. It remains, however, an important
problem worthy of further investigation., An examination of the exist-
ing theory (as outlined in Chapter II) would indicate that the role
which the chief administrator plays in relation to the organizational
structure of the institution cannot easily be identified (Spindler,
1963, p. 1i3). Further evidence supporting the complex relationship
between the two can be found in both Davis's (1965, p. 115) and Evans's
(1968, p. 28) research.

Even though the findings of this study demonstrated rather con-
clusively that identifiable differences exist between colleges with
innovative and non-innovative student personnel programs, and that
measurement devices appear effective in measuring the relative
innovativeness of a college student personnel program, there remained
many questions of importance which were not answered. The need for
further effort in the area of providing more precise definitions, con-
structs, and identification of variables becomes painfully obvious.

The evidence reported about the generality of the findings should
indicate the importance of identifying more specifically the true
nature of the variables which explain innovativeness and the

corresponding level of potency of the variables.



106

1imitations.~~The major limitation of this study, as seen by this
investigator, would be the degree to which the data and the con-
clusions drawn from the findings can be generalized. This study
examined only student persomnel programs in private coeducational
liberal arts colleges with student enrollments of less than 5,000,
The colleges included in the population sample were also drawn from
seventeen midwestern states, thus adding to the limitations,

A1l the colleges (2h5) which met the criteria for inclusion
in the population sample, were included in the original sample receiv-
ing the "Adoption of Selected Student Persomnel Practices Inventory."
Ninety-six of the 25 institutions or 39% of the sample population
were excluded due to insufficient tenure of the chief student personnel
administrator. In considering the relative effect of the 39% loss, it
should be noted that the loss in the criterion group, i.e., imnevators
was negligible while the majority of the loss due to insufficient
tenure was in the control or comparison group, i.e., non-innovators.
The final sample studied, consequently, did not represent a normal
sample, but rather one that was slightly skewed.

The generalizability of the findings must also be considered
in reference to the number of colleges included in the final sample
studied. Twelve immovative student personnel programs compared to
twelve non-innovative programs represented a sample size somewhat
smaller than may be considered desirable. Caution must be exsrcised in
generaliging the findings of this study to other population samples.

Caution must also be exsrcised in assuming that a cause-and-
effect relationship has been established because sixteen variables
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were shown to relate highly with innovativeness. The study did not

attempt to answer the question whether or not a college adopting
certain characteristics related to innovativeness would then tend to
become more innovative., The primary concern of this study was to pro-
vide evidence by post hoc methodology that the study of student
personnel programs and innovativeness is worthy of further research
efforts,

One further precaution must be taken to guard against the
impression that the study generally supported innovation for innova-
tion's sake. This study considered innovation irrespective of its
inherent positive or negative values., The extent to which a college
should be innovative or non-innovative, early or late to adopt new
ideas and practices, remains in the domain of the individual institu-

tion and the personnel which are responsible for it.

Implications for Educational Practice

Despite the limitation of the study, the results do appear to
have direct as well as indirect implications for student personnel
practice, First of all, the results have tended to verify that the
diffusion process, adoption process, and characteristics of innovators
of student personnel programs appear similar to other social systems
studied. The similarity would tend to support the assumption that the
large body of diffusion research findings are applicable to student
personnel work,

Second, due to the similarity in findings of this study as
compared to other diffusion research findings, it was considered
possible, based upon the generalizations of the findings, to justify
the following implications:
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1) Adoption scales can be developed with reasonable validity
and reliability which have the capacity for identifying
the extent to which a college student personnel program
is innovative or non-imnovative, and they can be used,
therefore, as future research and evaluation tools,

2) There are unique, significant, and identifiable charac-
teristics which separate a college with an innovative
student personnel program from a non-innovative pro-
gram, consequently, legltimizing the innovators as a
unique group worthy of further attention,

3) Based upon the apparent ability to identify the innova-
tors from non-innovators, the results indicate that the
chief student personnel administrator is a part of the
unique characteristics of an innovative program. It
may be possible to accelerate the diffusion of student
personnel innovations by concentrating on disseminating
the new ideas to the innovators first since they repre-
sent the most likely group to adopt and/or be receptive
to applied research,

L4) If imovativeness is a valued criteria, the character-
istics related to imovativeness may be emulated by
chief student personnel administrators who wish their
program to be more innovative or amenable to change,

5) In student personnel training programs where receptivity
to new ideas and flexibility to change are character=-
istics which represent in part the objectives of the
program, the findings then give direction to the student
personnel educator,

6) The findings of this initial study, namely, the relation-
ship of student personnel practices to innovativeness,
provide a sufficient base as well as justification for
further heuristic research endeavors.

Recommendation for Further Research

In the process of building a methodology for this study and
during the examination of the findings, more questions were genserated
than perhaps were answered. The most important and relevant questions
which have remained unanswered are those related to the generaliza-
bility of the findings., The limited geographic area from which the

original sample was drawn, and the relatively small number of colleges



109
included in the final mutually exclusive groups studied demand
replication of the study prior to generalizing these findings to all
colleges, Replication of the study should be considered with popula=-
tion samples representing geographic areas other than the midwestern
states and colleges and other than private coeducational liberal arts
colleges with student enrollments under 5,000,

No attempt was made in this s tudy to establish a cause-and-
effect relationship between the characteristics which were found to
be unique to imnovative colleges and their actual propensity for
innovativeness, One might conclude from the findings of the study
that a chief student personnel administrator who wished his program
to be more innovative, might adopt the characteristics found to be
unique to the innovative colleges. At present, however, there is
inadequate empirical research indicating that the adoption of imova-
tive characteristics will result in an innovative program. The
unknowns in this area would indicate the appropriateness of longi-
tudinal research which might examine what happens to colleges which
have the potential for innovativeness and colleges which wish to be
more imnovative and are willing to adopt the characteristics found
in the innovative colleges,

Both in this study and in Davis's (1965) study of innovation
in colleges, the findings did not clearly reveal the significance of
the inter-relationships between the personal characteristics of the
administrators and the organizational variables, Further research is

needed in this area to determine the exact effect and role which the

administrator plays.
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Further research should be focused on more precise explora=-
tion of the dimensions of innovativeness., This study revealed that
sixteen variables adequately discriminated between the innovative and
non-innovative programs. Sixteen variables, however, for practical
purposes, represent a large and unwieldy number with which to work,
Further effort, therefore, should be given to providing more adequate
and precise operational definitions, constructs, and theories. This
in turn would allow for the development of refined measurement
techniques which would make possible more valid and reliable data
collection. With more adequate theory and constructs along with
refined measurement devices, it would perhaps be possible to reduce
in number potent variables which would explain most of the differences

between innovators and the rest of the population.

In Retrospect
During the initial developmental stages of this study, it was

hoped that the major portion of the investigation would consist of
an experimental study. As the proposal for the study progressed,

it became apparent that little supportive research was available
which examined the diffusion of innovations among student personnel
workers., Without sufficient research evidence indicating either

me thods or procedures for determining immovative and non-innovative
student personnel programs, not to mention what characteristics were
representative of an imovative program, the idea of an experimental
study gave way to an ex post facto study. Although experimental
studies could possibly have been designed, it seemed that to study

cause-and-effect relationships before knowing what differentiated



111
innovative from non-imovative programs, or characteristics unique to
imovative student personnel programs, was inappropriate. The prior
study, therefore, was undertaken,

By necessity, the purpose and intent of the investigation
was designed to examine one particular aspect of student persomnel
work, namely, that of determining if immovative college student
personnel programs were significantly different from non-innovative
programs, It is hoped that the positive findings as well as the
inconclusive evidence will serve as one of the first foundations
upon which both further ex post facto and experimental studies will

be built in college student persomnel work,
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APPENDIX III

ORIGINAL LETTER

March 6, 1967

Dean John A, Smith
All-American University
Hmm, Uo s. A.

Dear Dean Smith:

The questionnaire which is enclosed is being sent to a selected group
of chief student personnel administrators in private colleges having
a liberal arts program. I am requesting your assistance and coopera-
tion in completing and returning the questionnaire. A return stamped
envelope has been enclosed for your convenience.

As student persomnel practices continue to change to meet contemporary
needs and as new practices are introduced, I am sure that all of us
can benefit from research which indicates how new ideas and practices
can be disseminated and adopted more efficiently. Therefore, the major
purpose of this questionnaire is to collect information which will
allow the investigator to study (1) the dissemination rate of new
student personnel practices and (2) the extent of adoption of the
selected practices contained in the questionnaire,

Since all institutions have not been included in this study, yowr
response is both significant and necessary. The results of the pilot
study indicate that the questiomnaire may be completed in approximately
20 minutes. Your responses to the items will be treated as confi-
dential intormation and complete anonymity will be observed in report-
ing the results. An analysis of the results from this questionnaire
will be mailed to you.

Your response to this questionnaire will assist me greatly toward the

completion of my doctoral dissertation. This study is being conducted
under the direction of Dr, Norman Stewart, Chairman of the Department

of Counseling and Student Personnel, Michigan State University.

I would certainly appreciate your immediate attention to this request.

Sincerely,

Ben Sprunger
Associate Dean of Students
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APPENDIX IV

FIRST REMINDER LETTER

March 27, 1967

Dean John A, Smith
All-American University
Homm, U. s. A.

Dear Dean Smith:

Approximately three weeks ago you received from me an inventory
requesting information concerning selected student personnel
practices adopted by your institution.

The inventory form may at first appear to be complicated; however,
you will find it is not difficult and it can be completed in

twenty minutes., T realize that at this time of the year with con-
ventions, spring break, and laying plans for next year, the demands
upon our time as deans is exceedingly great., It would, however, be
extremely helpful if you could complete the inventory and retarn it
to me. The response to this point has been very encouraging.

As stated in the letter accompanying the inventory, a copy of the
results will be sent to you.

I would certainly appreciate your immediate attention to this
request. If by chance you have already returned the inventory,
please disregard this letter.

Sincerely,

Ben Sprunger
Associate Dean of Students

BS :gw
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APPENDIX V

SECOND REMINDER LETTER

April 20, 1967

Dean John A, Smith
All-American University
Hometown, U, S, A.

Dear Dean Smith:

A few weeks ago, I sent an inventory type questionnaire to your
institution and to a number of other private liberal arts colleges,
The inventory dealt with a number of selected student personnel
practices adopted by your institution.

As of this date, over 60% of those receiving the questionnaire have
returned it. Since I have had no response from you, it is possible
that you never received it, or perhaps your busy schedule has not
permitted you to give it your immediate attention, and it has been
mislaid., Regardless of what may have happened, may I assure you
that your response is needed in order to insure an accurate and
representative analysis,

The inventory form may at first appear to be complicated; however,
you will find it is not and can be completed in approximately 20
minutes. An analysis of the results will be mailed to you.

I am enclosing another inventory questionnaire and a return envelope
for your use. Your help in assisting me to complete this study will
be greatly appreciated.

Sincerely,

Ben Sprunger
Associate Dean of Students

BS:1p

Enclosures



APPENDIX VI

CONSULTANTS IN THE DEVELOPMENT, FORMULATION AND

SAMPLING OF THE INSTRUMENTS

The following individuals acted as consultants (January - May, 1967)
in the formulation and pilot sampling of the instruments:

Mr, Walter Blook™
Dean of Students

St. Procopius College
Iisle, Illinois

Dr. Marion Chase¥
Dean of Students
North Central College
Naperville, Illinois

Dr, Roberta Christie™
Department of Guidance and
Student Personnel Services
Loyola University
Chicago, Illinois

Dr, William Denman®
Dean of Students
Elmhurst College
Elmhurst, Illinois

Dr. Richard Gross®
Dean of Students
Wheaton College
Wheaton, Illinois

Dr, James Harvey
Dean of Students

Harper College
Palatine, Illinois

Dr. Walter Johnson

Dept. of Counseling, Personnel
Services & Ed. Psychology
Michigan State University
East Lansing, Michigan

Dr, Henry Nelson
Higher Education Division
U, S, Office of Education
Chicago, Illinois

Dr, Norman Stewart, Chairman
Dept. of Counseling, Personnel
Services & Ed, Psychology
Michigan State University
East lansing, Michigan

Dr, Arthur Vo].'!.o*
Professor of Psychology and
former Dean of Students
Wheaton College

Wheaton, Illinois

*Sarved as a pilot sample for testing second instrument.
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APPENDIX VII

TOTAL YEARS OF EXPERIENCE IN STUDENT PERSONNEL WORK

Met A1l
Requirements Average Adopters Administrators
Innov. Non-Imnov. Who Met A1l Who Did Not Meet
Years Group Group Requirements All Requirements
1- 3 0 0 0 L3
L - 6 2 3 16 19
7= 9 L S 15 15
10 - 12 1 2 i) 8
13 = 15 1 2 10 6
16 & over U4 0 18 5
Total 12 12 73 96
b 4 1.6 8.5 11,8 6.3
AGES OF CHIEF STUDENT PERSONNEL ADMINISTRATORS
Met All Requirements Average Adopters Administrators
Innov. Non-Innov, Who Met A1l Who Did Not Meet
Years Group Group Requirements All Requirements
20-29 0 0 0 11
30-39 6 3 1 L1
Lo-L9 L 6 31 33
50-59 2 2 23 8
60=over 0 1 L 3
Did not
indicate 0 0 1l 0
Total 12 12 73 96

X 38.k4 L6.5 L3.1 38.7
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Survey of Demographic Data Pertaining to Deans
of Students and Student Personnel Administrative
Procedures in Liberal Arts Colleges

From: Ben Sprunger

Assoclate Dean of Studen*s
Wneaton College
Wheaton, Illinois 60187

Directions: There are three sections to be completed. In order to save time,

1.

Section I may be completed by your secretary or one of your staff
members. Please review 1t to make sure the information is cocrrect
before returning 1t.

Section II and III must be campleted by you. Please answer all
items in Section II before opening and completing Section III.
SECTION I

How many full-time undergraduate students were enrolled at your
institution at the beginning of fall semester or fall quarter for
the 1966-87 academic year?

Indicate the;number in each catagory who are under your administrative
responsibility.

2

Full-time professional staff (deans, associates, assistants,
residence hall directors, union directors, etc.) who have had
professional preparation as student personnel workers.

Part-time professional staff (List the title of each person and
percent of time spent in student personnel work.)

Position Percent of Time

(Use reverse side of page 1if add;r.iona.l space is needed.)
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4. Full-time (or the equivalent of full-time) nonprofessional staff (secretaries,
clerks, receptionists, etc.)

=or each of the following categories, what were the budzet appropriations for your adminis—
trative area for the last fiscal year?

S ____ A, Total salary appropriations for all full-time and part-time staff

A, B. Total of filnancial ald monies administered by the institution, 1.e., institu-
tional scholarships, loans, N.D.F. A Loans, Economic Opportunity Grant,
Federal Work Study Program, etc. (Do not include monies received from State
Scrolarship Agencles, National Merit Winners, unless they are sponsored by
your institution, United Student Ald, or state guarantee loan monies.)

Total allocation for travel and expenses to attend professional conferences.

.Q
o

8, D. Total for research, in-service education and consultants whom you bring to
your campus

9% _____ E Miscellaneous

10, F. What was the total budget appropriation for your administrative area for the
last fiscal year? (Do not include capital outlay for new residence halls,
unions and furnishings for new buildings.)

Please indicate each institutional policy- and decision-making comittee on which students
serve. Indicate 1f it 1s consldered a major or minor policy-and decision-making committee.
Also Indicate the extent of student voting.

'Iyge of Camittee Students Have a Vote Or:

1L, Name of Committee ajor Minor  All Matters Most Matters Same or No Matters

(Use reverse side of page 1f additional space 1s needed.)
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SECTION II

This section should be completed by the Dean of Students.

12,

13.

14,

Please complete all of the items as they pertain to your educational background.

Undergraduate ‘ Masters Post Masters
Degree Degree Work

Major

Minor

Type of Degrees Recelved
RS, M.A, Ed.D.,.Ph.D.. etc.

Year each degree was completed

Please indicate in the blanks below the fgotal number of graduate hours you have
compiled since completion of your undergraduate degrees. (Include research
credit, independent study credit, practicum credit, etc.)

semester hours, andfor _______ quarter hours
Please indicate the total number of courses which you have had in the following
areas. Do not include undergraduate courses. '
Agriculture
Anthropology
—_ Business Administration

Education: Areas other than guidance, student personnel and higher
education

Engineering

Fine and Applied Arts

Guldance, Student Personnel, andfor Administration of Higher Education
Humanities and Arts and Letters

Natural Sclence

. _ Psychology: Counseling, Clinical, Experimental and/or Social
Psychology

Soclology
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ich you are the institutional representative.

Please check appropriate colum for each organization in which you hold memdbership or in

Io not check 1f members of your depart-

ment hold membership for which they have paid from their own personal funds.

A, Gereral Student Personnel Organizations
1. Anerican College Personnel Assoclation

B.

9
5
) o 2
§ o 3‘3&“
= O H -
§ IS 2 gwg
ey be} o & 2]
& |5 g [Sdp (2§86
2 [ £ I3 S7E (82
£ §% él‘? 0 S w 5o~
8 UL o 85-% Uq’&
& o« o & < [48 %
£ [38 [g§ [£3, |85 7
o 5 8 g)"‘k o ©8&
5] S 3 m§“’ > B
2 [ S g T IR L § 8

2, merican Personnel and Guidance Assoc.
3 (Caradian Assoclation of University
4, (pllege Student Personnel Institute
5. Conference of Jesuit Student Persomnel
A& (ouncll of Student Personnel Assocla-

7. Evening Student Personnel Assoclation
8. National Assoclation of Student

9, Stucent Personrel Assoclation for

10, National Assoclation of Womens Deans

( ACPA)

(APGA)
S-udent Personrel Services (CAUSPS)

(cspi

Adninistrators (CJSPA)
tions in Higher Education (QSPA)

Personnel Adninistrators (NASPA)

Teacher Education (SPATE)

ar.d Cownselors (NAWDC)
Related Student Personnel Organizations

1. Adninistrators of Oollege and

University Qounseling Centers

2. American Assoclatlon of (blleglate Reg-
1strars and Admissions Officers (AACRAD)

% American (ollege Health Assoc. (ACHA)

4, Merican Psychologlcal Assoc. (APA)

S. Anerican Rehebilitation Oounseling

™" Association (ARCA)
8. Assoclation of (olleze Admissions

Couwselors (ACAT)
7. Association of College Unions -

International (ACU-I
A, Association of (ollege and Unlversity

Housing Officers (ACUHO)
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15, (Continued)

B. Related Student Perscnnel Organization(cant)

9, Assoclation for the Coordiration of
University Religious Affairs (ACURA)

I, Association for Counselor Education and
Sapervision (ACES)

11, Assoclation for School, College and
University Staffing (ASCUS) -

12, College Entrance Examination Board
(CEEE)
13, The College Placement Council, Ing:.(CPC)

14, Midwest Association of Student Financial
Ald Administrators

15, Midwest Association of mwer‘sl%
Student FErploiment Directors (MAUSED)

1R, National Assoclation of College and
University Chaplains and Directors of
Religlous Life (NACUC)

17. National Assoclation of (ollege and
University Trafflic and SecurltyDirectors

18, National Assoclation for Forelign Student
Affalrs (NAFSA)

19, National (ouncil of (ollege Publicatians
Advisers (NCCPA)

2, National Vocatlional Guidance Assoclation
(NVGA) _

21, Oriental Directors Conference

C Organizations of Colleges, Universities
and H!grer Bducation (Selected)

1. mmerican Assoclation of Junior Colleges
(ANIC)

2, merican Oouncil on Education (ACE)

3. Assoclation for Higher Education

4. Association of American Oolleges (AAQ)
Others (List Organization)

5.

8.

7.




18,

170

18,

13

Please make as accurate an cstlmate as possible of the numder of profes—
siona}ly related speeches you have made since September 1965. (Last two
years

Please make as accurate an estimate as possible of the number of times
you traveled as a professional consultant since September 1065,

Please indicate each professionally related conference you have attended

from the period of July 1, 1985 through June &), 1967 (last two years).

Name of Conference City State

(Use reverse side of page Iif additional space is needed.)

19, Please indicate each trip, not including attendance at professional conferences,
© you have taken to observe specific student personnel practices at other insti-
tutions from Suly 1, 1965 through June 30, 10R7 (last two years).

?ractice or facility to which you

* traveled to observe City State

3.

4.

5.

6.

00

Does your college have an institutional policy restricting the number
of conferences and number of miles allowed for travel? (Yes or no)

It yes, pr;erly 1nd1¢a;¢ the restrictions o: the policy:
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21, Since September 1.%‘3& how many professionally and/or academically related
journal articles or booxs hLave you had pudblished or have been presently -

accepted for publication? (o Dnot include book reviews.)

Title of Book or Article " Publisher Date
]

(Use reverse side of page 1f additional space 1s needed.)

22, Since September 1963, how many institutlonally conducted research projects
which have included empirical hypotheses have you corducted or participated in?
nclude questionnaires or other descriptive data which you have supplied

(Do not 1
v?% nT%%l to other researchers.)

Title of Project Sponsor Date

(Use reverse side of page 1f additional space 1s needed.)

23, Wnen establishing new student personnel policies, revising old ones, and/or
discarding obsolete ones, to wnat extent does the faculty become involved?
(Place a mark on the continuum which best indicates faculty involvement.)

|
Facul ty highly <z N Faculty has
involved N 7 relatively no
involvement




136
SECTION III

Please respond to each i{tem according to your personal feelings. I am sure you will
find yourself agreeing strongly with sime statements, disagreelng Just as strongly
with others, and perhaps uncertain about others.

Please indicate in the blank at the left of each item how much you agree or disagree
with 1t. Please respond to each item by writing +3, +2, +1, -1, -2, or -3 depending
on how you feel In each case, using tne followIng numbers:

+3 I agree very much. -3 1 disagree very much.
+2 1 agree on the whole. 7-2 I disagree on the whole.,
+1 I agree a little. -1 I disagree a little.

1. Man on his own 1s a helpless and miserable creature.

2, Once I get wound up in a heated discussion I jJust can't stop.

3. I am a methodical person in whatever I do.

4, Fundamentally, the world we live in 1s a pretty lonesome place.

S8, A person who gets enthusiastic about too many causes 1s likely to be a

pretty "wishy-washy® sort of a person.

6. In a discussion I often find i1t necessary to repeat myself several times
to make sure I am being understood. - oot s

7. I do not like everyone I know.
8. I often become so wrapped up in something I am doing that I find it
difficult to turn my attention to other matters. -

9. There are two kinds of people in the world: those who are for truth and
those who are against the truth.

10. A man who does not believe in some great cause has not really lived.
11, Once in a while I laugh at a dirty Joke.

12, I'd 1ike it if I could find someone who would tell me how to solve my
personal problems.

13. To ccmpromise with our political opponents i1s dangerous because it usually
leads to the betrayal of our own slde.

14, The United States and Russla have just about nothing in common.
15. I would rather win than lose in a game.
16. A person who thinks primarily of his own happiness is beneath contempt.

17, It I could get into a movie without paying and be sure I was not seen I
would probably do it.

18, It is better to be a dead hero than a live coward.
19. ‘ There {s usually only one best way to solve most problems.

. There are a number of persons I have come to hate because of the things
they stand for.
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APPENDIX IX

ORIGINAL LETTER

June 17, 1967

Dean John A, Smith
All-American University
Homwm’ U. S. AO

Dear Dean Smith:

You will find enclosed two copies of the questionnaire I referred
to in our phone conversation on June 16, 1967, It is only
necessary to complete one and return it in the enclosed stamped
envelope.

Since I may need to substitute an additional phone call in place
of a personal interview, the second copy may be useful as a source
of reference. Perhaps you may also wish a copy for your file.

Please be assured that the information you supply will be held in
strictest confidence., This information and the analysis of data
will neither indicate the personal nor institutional source. The
data are to be used as part of my doctoral dissertation., Dr. N. R,
Stewart of Michigan State University is serving as the director of
the dissertation,

If possible, I would appreciate your returning the questionnaire
before July 1, 1967. Needless to say, I am extremely grateful for
your willingness to assist me in this project.

Sincerely,

Ben Sprunger
Associate Dean of Students

BS:ss

Enclosures



138

APPENDIX X

MINDER IETTER

July 8, 1967

Dean John A, Smith
All-American University
Hometown, U, S, A.

Dear Dean Smith:

A few weeks ago I sent to you a questionnaire following our phone
conversation in which you agreed to participate in additional
research for my dissertation, I suggested, if possible, that the
questionnaire should be returned by July 1, 1967.

Since I have made arrangements to submit the data for analysis
at the Computer Center, Michigan State University, on July 2i, it
is extremely important that you return the questionnaire within
the next week. This will allow me approximately a week to put
the data in the necessary form for subrmdtting to the computer.

I would certainly appreciate your immediate attention to this
request. If by some chance you have already returned the
questionnaire, please disregard this letter,

Sincerely,

Ben Sprunger
Associate Dean of Students

BS:ss
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