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ABSTRACT 

This study concerned itself with examining the pres

tige hierarchy of positions within an occupational family. 

The family, student personnel work, is composed of a number 

of related positions. The primary purpose was to examine 

the hierarchy as it exists in the opinions of members of the 

occupational family. The secondary purpose was to examine 

the opinions of specific subgroups within the total respond

ent group. The subgroups were male and female respondents 

and respondents from small, medium and large institutions of 

higher education. The*?* purposes were formulated i-*>*» 

following hypotheses: 

1. There will be no significant difference in the pres

tige rankings of ten student personnel occupations 

between male respondents and female respondents. 

2. There will be no significant differences in these 

rankings between respondents from small and medium, 

small and large or medium and large educational 

institutions nor among the different sized institu

tions. 

A rank order questionnaire was selected as the 

instrument for data collection. It was used because it 

required a minimum of the respondents' time and had been 

used successfully in other similar studies. It consisted of 

vii 
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ten job titles each with a job description. The ten were 

typical and representative of the student personnel field. 

The descriptions were distinguishable enough from one 

another for the respondents to assign rankings with the 

exceptions of Dean of Men and Dean of Women. The descrip

tions for them were the same, thus forcing the respondents 

to rank one above the other. The directions at the top of 

the questionnaire asked the respondents to rank order from 

1 to 10 the ten items according to their opinion of the 

prestige of each position. 

The 300 randomly selected subjects were members of 

the American College Personnel Association. A questionnaire, 

cover letter and stamped return envelope were mailed to each 

of the subjects. The first mailing was followed by a second 

and third mailing. 

The total response to the three mailings was 275 or 

91.3 per cent. Prom this number 174 returns were finally 

selected for inclusion in the study. 

The data from the returns were analyzed using Spear

man Rank Order Correlation Coefficient and Kendall's Coef

ficient of Concordance. The results demonstrated that the 

rankings by all subgroups were similar and the differences 

were statistically insignificant. 



Ix 

The following conclusions were drawn from the study: 

With regard to the high percentage of returns, 91.3 

per cent, a ten item rank order questionnaire 

appears to be an excellent device for gathering data 

of this type. 

The close similarities in the rankings by all sub

groups show that all of the respondents not only 

readily accepted the idea that student personnel 

positions have a relative prestige factor but that 

all were able to recognize and consistently assign 

ranks from the most to the least prestigious. 

The Dean of Men has the most prestigious position in 

the hierarchy followed by the Dean of Women, 

Despite the fact that only the words Men and Women 

differed in the job titles and that the definitions 

were exactly the same, all respondents ranked Dean 

of Men first and Dean of Women second. 

Admissions Officer and Counselor shared, equally, 

third and fourth rank. The Registrar and Financial 

Aids Officer were ranked fifth and sixth. The 

College Union Director, Placement Officer and Resi

dence Hall Director were ranked seventh, eighth and 

ninth respectively and the Foreign Student Adviser 

was ranked last. 



CHAPTER 1 

INTRODUCTION 

Prestige, defined by Webster as "standing or estima

tion in the eyes of the people", is a factor that has been 

studied by many writers in many areas. One of the broad 

areas covered has been that of the prestige of occupations. 

Within this larger framework, various occupational families 

have been studied. Following such precedent, the current 

study has examined the student personnel occupational family 

in higher education and has attempted to describe its occu

pational prestige heirarchy as expressed by the opinions of 

persons actively engaged in student personnel work. 

Significance of the Problem 

Before the study reported herein student personnel 

workers have not had a formal opportunity to examine the 

prestige assigned to their respective positions by members 

of their occupational peer group. 

In a previous study of occupational prestige, using 

high school students, (see Chapter 2) the prestige factor 

was not found to be influenced by either the sex of the 

worker or the sex of the person assigning the prestige 

level. Prior to the current study, no similar research of 

this sex factor had been done with an adult population, 

1 
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The size variable of institutions has not been dis

cussed in earlier studies. This raises the point that dif

ferences might be noted in the rankings by student personnel 

workers functioning in institutions of different sizes. 

Williamson (1914-9) stated that without critical self-

study, student personnel work will deteriorate into ritual 

observance which will yield little assistance to students. 

Analyzing and describing the occupational prestige hierarchy 

of student personnel occupations added one more segment to 

the body of information essential to the self examination of 

the student personnel field. The data collected provided 

implications for the further study of the factors that 

enhance or detract from specific student personnel special

ties. 

This study was an effort to better understand the 

subtle influences at work that may either increase or dimin

ish the effectiveness of the student personnel profession in 

relating to students, faculty, administration and to each 

other. 

Statement of the Problem 

It was the purpose of this study to seek answers to 

the following questions: 

1. Will the prestige hierarchy of ten student personnel 

occupations follow a different pattern for male and 

female respondents? 
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2. Does the size of the respondent's educational insti

tution influence the responses? 

3. Will a position that is clearly and traditionally 

filled by a male be ranked higher or lower than 

those positions filled by women, i.e., do male and 

female respondents rank the positions of Dean of Men 

and Dean of Women differently? 

More specifically, in regard to the above questions, 

the study was designed to test the following hypotheses: 

1. There will be no significant difference in the pres

tige rankings of ten student personnel occupations 

between male respondents and female respondents, 

2. There will be no significant differences in these 

rankings between respondents from small and medium, 

small and large or medium and large educational 

institutions nor among the different sized institu

tions. 

Assumptions of the Study 

For the purpose of this study, it was assumed that: 

1. Those selected to fill out the questionnaire were 

sufficiently knowledgeable of the field of student 

personnel work to make legitimate choices in rank

ing. 



The job descriptions were sufficiently clear for the 

respondents to make choices, even though their per

sonal definitions of the job titles differed 

slightly. 

Limitations of the Study 

The study was limited in that: 

Only ten of all the positions in the student person

nel field appeared in the rankings. 

Only a select population, i.e., student personnel 

workers who are members of the American College Per

sonnel Association, was asked to evaluate the posi

tions. 

Other national organizations such as the National 

Association of Student Personnel Administration, the 

National Association of Women Deans and Counselors, 

and others, were not utilized as sources of selec

tion for respondents thus eliminating the opinions 

of student personnel workers who do not belong to 

the American College Personnel Association. 

In areas of student personnel services where there 

was the possibility of utilizing several job titles 

only one was selected. 

Definition of Terms 

Occupation. The principal vocation of one's life. 



Prestige. Standing or estimation in the eyes of 

other workers in the field. 

Student personnel work. All professional college 

and campus services engaged in dealing with the maximum per

sonal growth and development of the individual student but 

not engaged in formal teaching or general administration. 

Occupational families. A group of occupations 

related by common characteristics or properties. 

Prestige ranking. A relationship in which one posi

tion is held in higher esteem than another position. 

Small educational institution. A college or 'univer

sity with a student population of 3,000 or less than 3»000. 

Medium educational institution. A college or uni

versity with a student population of 3#001 to 8,999. 

Large educational institution. A college or univer

sity with a student population of 9,000 or more than 9,000. 

Summary 

The prestige hierarchy of occupations has been dis

cussed by other writers. Heretofore, the prestige ranking 

of student personnel occupations has not been examined. The 

importance of examining the prestige hierarchy of student 

personnel occupations lies in the influence such rankings 

might have on the profession. Before such an influence 

could be evaluated, basic research needed to be done. The 

present study was undertaken to provide this basic research. 
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Questions to be answered concerned with such vari

ables -as the respondent's sex and the size of his employing 

educational institution were formulated and the hypotheses 

to be tested were constructed. 

For the purposes of the study certain assumptions 

regarding the ability of the respondents to evaluate and the 

adequacy of the job descriptions for evaluation were made. 

In order to carry out the study certain boundaries 

were placed on it. Limitations, such as only using ten 

student personnel occupations and asking only members of the 

American College Personnel Association to act as respond

ents, were established. 

Finally the terms used in the study were defined. 

Topics Included in Subsequent Chapters 

In the ensuing chapters the following topics are 

incorporated. 

In Chapter 2 a detailed review of studies related to 

the prestige factor is presented. In addition, a brief his

tory of student personnel work is included as well as some 

interpretations of the role and function of student person

nel work. Finally a short overview of some elements of 

research design pertinent to this study is given. 

Chapter 3 is a comprehensive description of the 

methods and procedures used to carry out the study. 



Chapter I4. is limited to the description of the 

returns and discusses both the returns and the statistical 

analysis of the data collected. In this chapter tables are 

used to assist in understanding the text. 

In the final chapter, Chapter 5, a summary of the 

study, conclusions drawn from the analysis of the data and 

recommendations for further research are given. Some specu

lative implications, based on the research, for the student 

personnel profession are also included. 



CHAPTER 2 

REVIEW OF RELATED RESEARCH 

For more than fifty years, the subject of occupa

tional prestige has been explored by numerous writers from 

an assortment of backgrounds. They have approached the 

topic from diverse viewpoints. Some have studied children1 

perceptions of the occupational prestige factor, some have 

studied the perceptions of women. Still others have exam

ined the viewpoints of high school and college students or 

of the population in general. Studies have been done both 

on occupations in general and on specific occupations. 

There are numerous reference points on which the different 

studies have been based. Each of them has contributed a 

small segment to the whole picture of occupational prestige 

leading to a substantial accumulation of information. The 

following resume will attempt to present in coherent, chron 

ological order, the results of this past research. 

Studies on Occupational Prestige 

in General 

The first attempts at examining occupational pres

tige seems to have been made by an English physician, near 

the turn of the century. The status of occupations was 

almost incidental to the findings in a study of the 

8 



connections between fertility and the occupations of married 

couples. The first study of occupational prestige per se 

was done later in the United States. 

Counts' (1925) noted that all the writings about 

occupations had disregarded the fundamental question of 

social status. In his study he had l\.$ occupations ranked by 

372 subjects from communities in Connecticut, Minnesota and 

Wisconsin. The subjects were divided into six groups. The 

groups included school teachers, agricultural college Fresh

men, vocational high school and academic high school seniors. 

Counts asked his subjects to arrange the lj.5 occupations in 

order of their social standing. He found that according to 

the views of these teachers and students, a clear-cut dif

ference exists in the social status of occupations. The 

groups showed considerable agreement in their rankings. The 

within-group rankings demonstrated some disagreement on the 

positions of the occupations. Counts noted that differences 

in social background, vocational future, section of the 

country or occupation of parents had very little effect on 

the rankings. His pioneer study not only paved the way for 

subsequent studies on occupational prestige but provided a 

pattern for approaching such studies that was followed by 

many other writers. 

Anderson (1928) adapted Counts's pattern in his 

study with 609 college men. He used 2l|. occupations and 
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asked his subjects to rank them on the basis of the contri

bution made by the occupation to social well-being. His 

subjects were from rural farm areas and small towns. The 

data were placed into two categories, schools and classes, 

and comparisons were made. Anderson found that the atti

tudes between classes and schools agreed very closely. He 

found that each occupation, in the minds of these college 

men, has a fairly definite status. Neither the major area 

of study nor college year influenced the attitudes of the 

college men to any marked degree. For the most part Anderson 

found definite and consistent attitudes towards occupations. 

The professions are ranked high and unskilled work low. 

Nietz (1935) used Counts's methodology with the 

exception that he used I4.0 occupations and his subjects were 

1,622 high school seniors. Nietz was not only looking for 

the seniors' opinions of the social status of occupations 

but also trying to find out if the depression had any effect 

on the ratings. He also examined the influence of the dif

ferent localities of the high schools and compared his sub

jects rankings with the rankings of Counts's subjects, done 

ten years before. Nietz administered his instrument at 

three different time periods in different states. The first 

administration was in 1928, before the depression, in 

Pennsyl\'ania. The second administration was in 1932, during 

the heart of the depression, in Ohio. The third 
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administration was in 193̂ 1-* which according to Nietz was a 

period of recovery from the depression, in West Virginia and 

Ohio, but especially in Pennsylvania. Nietz found that in 

the judgments of high school seniors, certain occupations 

have higher social status than others. These seniors ranked 

the professional fields highest and the unskilled labor 

areas lowest. He also found that the depression had some 

affect on the status of certain occupations but had little 

affect overall. Nietz demonstrated, as did Counts, that 

locality has little affect on the social status of occupa

tions. In the final comparison of the ranks in both studies, 

Nietz found few marked differences in the ratings. 

Hartmann (1931+) utilized the personal interview 

technique in his search for the prestige hierarchy of occu

pations. His subjects, persons from diverse career 

backgrounds and ten different localities, were asked to 

arrange 25 occupations according to their respect and admi

ration for them. Hartmann found considerable consistency in 

the positions of the occupations derived from rankings of 

subjects from large and small communities and from agricul

tural and industrial areas. Hartmann, as others before him, 

found his subjects had ranked the professions at the top and 

unskilled labor at the bottom. 

Twenty-one years after Counts's initial study, Deeg 

and Paterson (19J+7) duplicated his study in order to find if 
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any substantial changes in the social status rankings of 

occupations had occurred. They selected 25 representative 

occupations from Counts's original instrument; however, they 

kept the descriptions Counts used. Their subjects, 1+75 in 

all, were composed of college undergraduates, graduate stu

dents in a vocational and occupational psychology class and 

high school seniors from both vocational and academic high 

schools. Deeg and Paterson found the 1925 rankings and the 

191+6 rankings very similar, as shown by a rho correlation of 

+0.97. 

In the spring of 191+7 Cecil North and Paul Hatt 

(191+7)» in conjunction with the National Opinion Research 

Center, devised a nationwide survey in an attempt to dis

cover the basis on which people choose their work. Using 

interviewers, North and Hatt approached a wide cross section 

of Americans with questions regarding their opinion of the 

general standing of 90 occupations. Their findings showed 

that the chief factors that contributed to job-prestige were 

highly specialized training and a considerable degree of 

responsibility for the public welfare. When the jobs were 

grouped by types, the government officials- classifications 

received the highest ranking and non-skilled laborers the 

lowest. The subject population was also divided into groups 

for data interpretation. Subjects in all four sections of 

the country, Northeast, Midwest, West and South, were in 



close agreement in their estimation of job prestige. There 

were some sharp differences in the way respondents from 

rural and urban areas ranked the occupations. However, 

these differences occurred in the assignment of specific 

occupations, not in the overall rankings. The rankings of 

both young people and old people were similar as were the 

rankings of different sexes. The groups, when divided by 

educational level and economic level, registered a similar 

pattern of responses. The higher educational-economic 

levels gave highest ratings to professional jobs, and the 

lower educational-economic levels gave highest prestige to 

skilled and semi-skilled occupations. The findings of North 

and Hatt did not differ greatly from the findings of other 

researchers. 

Using Deeg and Paterson's earlier study as a basis 

for comparison, Welch (19lj.9) examined the opinions of 500 

Indiana college students in order to determine whether 

teachers* college students viewed differently the social 

status of occupations. Welch was specifically interested in 

how these subjects would rank teaching occupations. The 

subjects were asked to rank 26 occupations on the basis of 

social prestige. The returns were classified on the basis 

of sex and grade levels. Welch's findings were similar to 

the findings of other studies. The subjects ranked the 

occupations in a typical pattern—professional level, 



Ill-

highest; unskilled, lowest. The sex and education level did 

not appear to affect the attitudes of the subjects toward 

the prestige of occupations. The fact that the subjects 

were potential teachers did not seem to affect their atti

tudes towards the rankings of the teacher's occupation in a 

way that was any different from the subjects in the Deeg and 

Paterson study. Welch concluded that her specialized popu

lation did not differ from the population as a whole. 

Canter (1956) felt that intelligence was a dominant 

factor governing the prestige of occupations. He took the 

rankings of civilian occupations of Army enlisted personnel 

by average AGCT scores and correlated them with rankings of 

social status of the same occupations that had been obtained 

in other studies. His rho coefficients averaged 0.92, lead

ing to the interpretation that the subjects' perception of 

intelligence of personnel in occupational groups may be a 

dominant factor in the assigning of certain positions of 

social status to occupations. 

Rose and Wall (1957) used a sample made up exclu

sively of 68 Negro junior and senior high school students in 

their study. They asked their subjects to rank 15 selected 

occupations and then compared these rankings with those of 

Counts and Deeg and Paterson. There was a remarkable simi

larity between the rankings by the Negro students and the 

rankings in the two other studies. Rose and Wall stated 
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that the real importance of their study was not the rankings 

obtained but further exploration of the reasons behind the 

assigned rankings. 

The purpose of Tuckman's (1958) study was to deter

mine whether the prestige rankings of occupations are modi

fied when a job description is given along with a job title 

and when a job description is given without any accompanying 

title. Tuckman developed three different questionnaires for 

his study. The first, job title, consisted of 15 job titles 

with a parenthetical description; the second, job title-

description, consisted of the same 15 job titles with a 

modified description taken from the Dictionary of Occupa

tional Titles; the third, job description was identical with 

the second but without a job title. All of the question

naires directed the respondents to rank the occupations 

according to its social status. The findings showed some 

shifting in the rankings for some of the occupations among 

the three listings; however, the high correlations among the 

listings indicated that the overall rankings remained 

unchanged. 

Stefflre's (1959) study attempted to find the basis 

of the social status of occupations as perceived by high 

school students. He found that the procedure used gave no 

conclusive results. Of interest in reviewing the study is 

the finding that his subjects, 121 higjh school juniors, 



ranked 20 occupations in the typical pattern of job pres

tige; that is, the professional fields received high rank

ings, and semi-skilled and unskilled fields received low 

rankings. 

The three man team of Hodge, Siegal and Rossi (1963) 

studied the stability of occupational prestige by replicat

ing the North-Hatt study sixteen years later in 1963. The 

team also examined, very carefully, all the evidence that 

had been found concerning the prestige of occupations from 

Counts' 1925 study to the time of their own study. During 

the entire period no overall systematic trends could be 

detected in the prestige of specific occupations. Some 

small change occurred between 1947 and 1963. Scientific 

occupations increased in prestige as did artisans; cultur

ally oriented occupations declined in prestige. The final 

conclusion was that the structure of the prestige of occu

pations is remarkably stable. 

Forty-two years after. Counts's initial study and 

twenty-one years after its replication by Deeg and Paterson, 

Hakel, Hollman andDunnette (1968) applied the procedure U3ed 

in the 19̂ 6 survey in a new study and compared the results 

of all of the studies. The three researchers were, as Deeg 

and Paterson, interested in examining the stability of the 

rankings of the occupations over the forty-two year span. 

Their subjects, 381 undergraduate psychology students, 
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ranked the occupations in the same way as the subjects in 

the two earlier studies. The final conclusion reached was 

that there was a strong similarity in the results of the 

three studies. There were some changes in the rankings of 

specific occupations, but overall, the picture remained the 

same. 

Clack (1968), working with a high school population 

attempted an exploration of some of the variables that may 

affect vocational choices. He constructed a five part pref

erence and opinion survey and administered it to 107 twelfth 

grade and IOI4- tenth grade pupils. 'Hie basic structure of 

the questionnaire consisted of 28 representative occupations 

drawn from the instrument used by North and Hatt. First, 

the subjects were asked to rank order five occupations from 

the list on the basis of their desire to have the job 15 

years in the future if there were absolutely nothing to pre

vent them from doing so. Clack called these "fantasy" 

choices. Second, the subjects were asked to rank order five 

occupations in which they would most likely be working 1$ 

years in the future, taking into consideration their abili

ties, interests, and any other factors which might aid in 

their final selection of occupation. Clack called these 

"reality" choices. Third, the subjects ranked all of the 

occupations on the basis of prestige. Fourth, the subjects 

ranked all of the occupations on the basis of how much money 
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a successful person in the occupation would make and 

finally, the subjects ranked all of the occupations on the 

basis of education and/or training that would be required 

for success in the various occupations. The findings of the 

study showed that both the seniors' and sophomores' prestige 

rankings were highly correlated with the results of the 

North-Hatt study. Both seniors and sophomores showed a high 

correlation between "fantasy" choices and job prestige; the 

correlations between "reality" choices and job prestige were 

low as were the correlations between "fantasy" and "reality" 

choices for both groups. High correlations again appeared 

between job-prestige and amount of money earned and between 

job prestige and the amount of education and/or training 

required in the "fantasy" selections. The opposite was true 

in the "reality" selections. Briefly summarized, when, the 

subjects were dealing with "fantasy" choices they assigned 

high prestige, large amounts of money and extensive educa

tion and/or training to the occupations. When they were 

dealing with "reality" choices, the prestige of the occupa

tion was lower; less money would be earned and they saw less 

required for preparation for the job. 

As the preceding studies demonstrate, much has been 

written about the .general topic of occupational prestige. 

The following studies deal specifically with sex-related 

concepts of occupational prestige, children's concepts of 
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occupational prestige and a resume of the literature per

taining to the prestige of specific occupations. 

Sex Related Concepts of 

Occupational Prestige 

Clara Menger (1933) was the first to examine the 

social status of women's occupations. While at Teachers 

College in 1930-31, she used Counts1 method to investigate 

prestige rankings of female occupations and later compared 

the two studies. In this study, 70i| subjects of both sexes 

were drawn from many diversified groups. The list consisted 

of 35 occupations in which women and girls find employment, 

and the subjects were directed to rank them according to 

social standing. The rankings of both Menger* s study and 

Counts' study were the same. 

Stevens (191̂ 0) asked college women to evaluate 

women's occupations. His subjects rated the occupations in 

three different ways. First, according to the contribution 

to society; second, according to the financial rewards and 

third, according to prestige. The results were as follows. 

According to contribution to society, highest rank went to 

physician and the lowest to beautician; according to finan

cial reward, highest ranking, physician, lowest, religious 

worker; and according to prestige, again the highest ranking 

was given to physician and again the lowest to beautician. 

There were no differences in the rankings between the 
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classes, freshmen to senior. There was moderate correlation 

between the three rankings, especially between prestige and 

financial reward. 

The procedure followed by Baudler and Paterson 

(1948) was similar to Counts' procedure, except that it 

dealt exclusively with women's occupations. Their subjects, 

763 in all, were asked to rank, according to social status, 

29 women's occupations. The 763 male and female subjects 

were placed into three groups—high school seniors, college 

freshmen and sophomores, and seniors and graduate students 

in special courses in personnel and vocational psychology. 

The findings showed a close similarity in the rankings of 

the occupations by both sexes and the three groups. The 

pattern of the ranking followed the typical patterns found 

in other studies: professional jobs highest, semi-3killed 

and unskilled, lowest. 

Stefflre, Resinkoff and Lezotte (1968) in a recent 

study asked the question, "Does the prestige of an occupa

tion vary with the sex of the worker?" The researchers con

structed an occupational prestige scale and asked the 

respondents to place 20 occupations on the scale according 

to the job's prestige. Two different subject populations 

were used. The first, 168, consisted of students in a 

beginning pupil personnel course in the fall, and the 

second, 136, was composed of students taking the same course 
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in the spring. The researchers, upon examining the results, 

concluded that when using their particular survey instru

ment, the assigning of occupational prestige is not influ

enced by the sex of the worker nor by the sex of the subject 

assigning the ranks. 

Children's Concepts of 

Occupational Prestige 

Making the assumption that occupational prestige 

hierarchies exist in the opinions of children, Simmons 

(1962) conducted a study in an effort to ascertain a devel

opmental pattern of awareness of occupational prestige among 

children, Simmons asked fourth, eighth and twelfth grade 

boys and girls to rank a list of occupations, for both pres

tige and interest. Separate lists of 20 occupations each 

were used for the 57 male and 56 female subjects. In order 

to test the stability of the rankings, the subjects were 

retested two months later. Analysis of the data led to the 

following conclusions. Fourth grade boys showed a high 

level of agreement with adults as to the prestige of occupa

tions; however, this degree of agreement did not appear 

among girls until the eighth grade. The retest demonstrated 

a stable prestige hierarchy two months later. Occupations 

that ranked high in prestige tended to be ranked high in 

interest. 
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Gunn (1961j.) developed a study in order to discover 

not only the order in which a child ranks occupations but 

the reasons he gives for his rankings. She selected 11 jobs 

from the North-Hatt study and asked 20 boys in each grade, 1 

through 12, to rank them in the order of their standing in 

the community and to give the reasons for their ranking. The 

results were as follows. Grades 1 and 2 ranked the jobs in 

a highly personal way. Many of them gave high rankings to 

the occupations of their fathers and high ranks to jobs that 

required bravery and had elements of danger, e.g., policeman. 

Not all of the boys were able to rank all of the jobs. Pew 

of them placed their fathers' jobs first, and there was a 

beginning pattern in the rankings similar to adult patterns. 

Grades ij., 5 and 6 emphasized the pattern that has appeared 

in the third graders. Jobs that were service oriented 

received the highest rankings. All of the boys were able to 

rank all of the jobs starting with seventh grade. As grade 

level increased, the level of sophistication in rankings as 

an adult increased. By the time boys reached the latter 

part of the tenth grade, their rankings closely resembled 

adult rankings. At this time the boys expressed awareness 

of money and social classes. It can be concluded that 

awareness of occupational prestige increases with age until 

a child's rankings resemble an adult's. 
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Studies Related to Specific Occupations 

In order to examine the prestige ranking of teaching 

occupations, Richey, Pox and Pauset (1951) tabulated the 

responses of 1,676 college students, mostly first semester 

freshmen. Their respondents ranked 18 occupations according 

to their opinion of the occupations' relative prestige. The 

data collected were divided into seven categories: (1) sex, 

(2) size of respondent's community, (3) high school scholar

ship level of the respondent, (ij.) teaching experience of the 

respondent, (5) respondent's reaction to community control 

of the behavior of teachers, (6) whether or not the respond

ent was planning to become a teacher, (7) income of parents. 

The results showed that sex, size of community, high school 

scholarship and income of parents had little effect on 

either the overall rankings or on the rankings of the teach

ing occupations. Teaching experience and reaction to com

munity control of teachers' behavior had some influence on 

the rankings of teaching jobs, but the degree to which stu

dents were committed to teaching as a future vocation had 

the most noticeable effect. Those who had definitely 

decided upon teaching assigned teaching a rank higher than 

those who were undecided or those who were entering another 

field. Richey, Pox and Pauset pointed out that the field of 

education itself had a definite hierarchy. All seven groups 
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ranked college professor highest, followed by high school 

teacher, and finally elementary school teacher. 

Granger (1958)* operating on the assumption that 

within the subspecialties of a profession a prestige hier

archy exists, developed a study aimed at discovering such a 

hierarchy within the field of psychology. He also attempted 

to establish whether there were differences in this hier

archy which were associated with the respondent's particular 

subspecialty. Granger had his subjects, 1,3̂ 8 members of 

the American Psychological Association, rank order 20 sub

specialties within psychology. Granger found that psycholo

gists perceive an occupational prestige hierarchy within 

their own job family. This hierarchy was stable and did not 

appear to be influenced by the respondents1 subspecialties, 

i.e., the respondents in any subspecialty did not rank the 

overall psychological job family differently from the entire 

population of psychologists. 

Hartmann (1931+) in reviewing the earlier studies of 

occupational prestige realized that the medical profession 

is consistently ranked high by respondents. Extending this, 

Hartmann devised a within medical field listing of 27 job 

titles. All were related to the medical art with the excep

tion of manicurist, which was deliberately included to give 

a definite "bottom" to the listing. Hartmann interviewed 

250 adults of both sexes and asked them to rank the 



occupations according to their opinion of the occupations' 

prestige. The interviews took place with three.different 

samples. The first group was comprised of 100 persons from 

an industrial and coal-mining town; the second was made up 

of 100 persons from an agricultural region; the third was 

composed of $0 upper class and graduate college students. 

The results showed that highest rankings were assigned to 

common medical specialists, e.g., physicians and surgeons 

were ranked higher than opthalmologist and bacteriologist. 

All of the samples were similar in their rankings, espe

cially at the high and low ends of the range. 

Summary 

According to Hodge, Siegal and Rossi (1963) "The 

prestige hierarchy of occupations is perhaps the best 

studied aspect of the stratification systems of modern 

society." The preceding resume of the literature on occupa

tional prestige supports their conclusion. 

Prom the studies it can be stated that occupational 

prestige hierarchies do exist, that different populations 

rank occupations in a similar fashion and that these hier

archies are stable in time and not greatly influenced by 

such variables as sex, educational level, section of the 

country or respondent's occupation. 
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The influence of occupational prestige cannot be 

ignored as one of the main factors contributing to the 

selection of vocational goals. 

History of Student Personnel Work 

The prestige factor is best understood within the 

framework of the student personnel field itself. How did it 

evolve and what place does it have on a college campus? The 

following presents a brief history of the development of the 

student personnel profession. This resume is not intended 

to be exhaustive but rather is aimed at providing an intro

duction to the field of student personnel work. 

Student personnel services of some kind exist on all 

American campuses. This is a unique feature of American 

higher education. Student personnel services have evolved 

quite naturally from a philosophy of higher education that 

differs from European philosophy. Leonard (1956) interprets 

and contrasts the two philosophies. In her interpretation 

she states that while in European colleges students are pre

sumed to be adults, in the United States they are presumed 

to be adolescents. Thus in Europe, students are expected to 

meet all of their problems by themselves. In contrast, 

United States students are thought to be incapable of meet

ing social, personal, vocational and academic problems with

out the assistance of the university. Furthermore, in 

United States colleges, the behavior of the student, 
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including academic performance, reflects upon the reputation 

of the university. This is not true in Europe, where the 

student's success or failure, in no way reflects upon the 

university's good name. Personal conduct outside the class

room is not considered to be within the university's realm 

of responsibility. Drawing a conclusion, one can say that 

in Europe the university exists to impart certain knowledge. 

How the student goes about partaking of this knowledge is 

his responsibility. The American university also exists to 

impart certain knowledge, however, the responsibility for 

assuring that the student is able to partake of that knowl

edge is assumed by the university (Leonard, 1956). 

In Shaffer and Martinson's (1966) opinion this phil

osophical viewpoint of American education manifested itself 

in the Colonial period. It was evidenced by the concern of 

the early college and universities for the welfare of stu

dents beyond the classroom. This concern was confined 

mostly to spiritual and moral supervision, but there was 

also great emphasis on the development of students as future 

citizens and political leaders. If this concern was to be 

carried out, supervision of the life of the student outside 

of the classroom had to be assumed by the university. This 

led to the boarding and housing of students where the close 

supervision of their recreation, morals and manners, 



28 

religion, welfare and studies could be carried out every 

hour of the day throughout the entire year. 

In the beginning this supervision was carried out by 

the university president and the faculty. In many instances 

students lived x*ith the faculty and administration. This 

living arrangement later expanded to the homes of "worthy" 

citizens and again expanded to a system by which students 

were housed in dormitories under the eyes of tutors. How

ever, faculty and administration still played a dominant 

role in overseeing the students' life. 

This personnel service role of administration and 

faculty was subject to many stresses. Shaffer and Martinson 

comment that faculty members required to dine with students 

in order to maintain decorum found the experience so unnerv

ing that it was one of the first personnel services turned 

over to other college officials. Other problems existed. 

The stringency of the miles and the severity of the punish

ments created a disrespect for faculty, student espionage 

systems and almost constant strife. Slowly faculty and 

administration began to withdraw from personnel services. 

However, the big change in their role in personnel did not 

come about until the late l800's. 

With the passage of the Morrill Act in 1862 a period 

of rapid expansion of higher education began. In the fifty 

years following its enactment, more than six hundred 
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institutions of higher learning were founded. Enrollments 

increased from fewer than 50,000 students to almost 500,000. 

Mere size was not the only change. Curriculums expanded far 

beyond Latin and Greek to a wide variety of programs, and 

more women began to attend college. Growth in size and com

plexity forced administration and faculty to delegate the 

responsibility for personnel services to others. Adminis

tration and faculty no longer had the time or skills needed 

to oversee the boarding and feeding of thousands of students. 

They could no longer supervise study halls, monitor -dormi

tory corridors, or provide health care for ailing students. 

Thus there was conflict between the philosophical viewpoint 

of higher education which had remained unchanged throughout 

the years and the actualities of campus life which had 

changed so radically. Prom the need of the college commu

nity to resolve this conflict was created the field of stu

dent personnel work. This body of specialists exists in 

response to a need and desire for a group of persons, in 

American higher education, to assist the university in 

assuring each student success in college. 

The Role of Student Personnel Work 

Every field has its prominent spokesmen, and the 

field of student personnel work is no exception. In the 

following review, the opinions of some of the many prominent 

writers in the field as to its place and function are 
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presented. These opinions are confined to the topic of the 

role of student personnel work; role being defined as place 

or function. 

Wrenn (1951) sees student personnel work as a young 

and growing field expanding beyond traditional advising or 

counseling to include, financial aid, health services, job 

placement and many other elements. He sees student person

nel work as being primarily for students. It exists to 

serve the needs of the individual student either directly or 

indirectly. This emphasis on the individual is based on the 

premise that increasing the competence and maturity of the 

individual leads to a raising of the effectiveness of both 

the college and society as a whole. Wrenn goes on to dis

cuss the student personnel "point of view." He sees it as a 

philosophy founded upon three assumptions regarding college 

students. These assumptions are: (1) individual differ

ences in students are expected; (2) the individual is thought 

of and treated as a whole in both his development and his 

functioning; (3) all organizational efforts of the institu

tion should start from where the student is, not from where 

the institution would like him to be. 

Shaffer and Martinson (1966) define student person

nel work as all services which include the university's 

relations with the student beyond the classroom. Basically, 

they feel that it exists to further the education of 
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students. This generalized goal of student personnel work 

is in harmony with the generalized goal of American higher 

education to assist each individual to fully develop his 

potential and to gain knowledge. These writers feel that 

student personnel work should focus upon assisting the indi

vidual in developing responsibility for his own growth and 

development. 

Their interpretation of the student personnel "point 

of view" is based on the idea that the student role consists 

of becoming a responsible, self-directing young adult, and 

that the philosophy of student personnel work should be 

geared to assist him in filling that role. 

Lloyd-Jones and Smith (19f>ij.) see student personnel 

workers as " . . . educators in a somewhat unconventional 

and new sense." They see student personnel work contrib

uting to the development of the individual student and 

through this contribution, assisting higher education to 

meet its goals. However, rather than student personnel work 

merely providing a system of services to students, they see 

the greatest opportunities for contribution existing in the 

influence the field has on faculty members. Toward this end 

they suggest collaboration with faculty in 11 . . . moving 

toward personnel work as deeper teaching, and away from per

sonnel work as an adjunct of education. ..." To help 

achieve this end they make several recommendations which 
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primarily center around two main themes. The first empha

sizes working together, as educators, faculty and personnel 

workers, to accomplish common objectives. The second empha

sizes a cooperative program by faculty personnel workers and 

students to improve the campus community of which they are 

members. 

Williamson (1961) defines student personnel work as 

both an organized program of services for students and a 

point of view about students. He elaborates further by 

noting that every campus provides certain services for stu

dents. Furthermore, these services are organized on the 

point of view that each student is an individual, and that 

there is a respect for the student's individuality and a 

desire for the optimum development of the student'3 indi

viduality. Williamson sees many personnel services acting 

in reality as corrective services rather than functioning as 

preventive programs. He feels that the preventive services 

approach is more likely to serve the optimum development of 

the individual student, and toward that end he urges the 

seeking and finding of the best administrative processes and 

techniques needed in achieving that goal. 

Arbuckle (1953) considers any service which aids in 

implementing the student personnel "point of view" a person

nel service. This point of view, which he interprets as 

seeing each student as a whole, must logically include 
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teaching as a personnel service. However, Arbuckle does not 

see the major burden of personnel work shifted from person

nel workers back to faculty. Rather, he sees personnel-

trained workers shouldering the burden, with personnel-minded 

faculty supporting and sharing the load. He appears to be 

suggesting that student personnel workers be prepared to 

influence faculty and to enlist their cooperation in carry

ing out the student personnel point of view. 

Summary 

There is a persistent theme pervading all of the 

writing in and about the student personnel profession. This 

theme pronounces student personnel work both a part of and 

an enhancer of the educative process. It declares student 

personnel work by and for the student. By the student, in 

that it is most effective when based on his individual 

unique expressed needs and for the student in that it aims 

at his maximum human development. 

Research Design 

No research study is attempted without its author 

drawing upon numerous resources to assist in its proper 

development. Of particular interest to the writer of this 

study were resources pertaining to the development of the 

questionnaire as an instrument for data collection. Of 
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additional interest was literature concerning itself with 

procedural measures regarding mailed surveys. 

Questionnaire Construction 

Oppenheim1s (1966) text on questionnaire design 

offers several important suggestions. The suggestions are 

enumerated below. 

1. Length of Questionnaire—the questionnaire needs to 

be long enough to collect meaningful data but not so 

long as to require too much of the respondents time. 

The exact number of items to be included is not 

suggested. 

2. Cover letter—Oppenheim suggests using the cover 

letter to include information regarding the sponsor

ship and stated purpose of the research. He also 

states that this is the appropriate place to assure 

the respondents of the confidentiality and anonymity 

of their replies. 

3. Pilot study—Oppenheim emphasizes the advantages of 

a pilot study in assisting the researcher in dis

covering aspects of the instrument that are vague or 

ambiguous. He suggests this is an especially good 

opportunity to check on the clarity of the direc

tions. 

A paper read before the Royal Statistical Society by 

Scott (1961) provides many valuable hints which were found 



to contribute to the success of mailed surveys. The find

ings of that paper are listed. 

1. Survey sponsorship—the study recommended that offi

cial support of some kind be used whenever possible 

but especially when surveying commercial firms or 

professional people. 

2. Return envelope—the paper stated that research 

found that stamped return envelopes created a small 

but significantly higher return than franked enve

lopes. 

3. Cover letter—the research found no significant dif

ference in the rate of response when the cover 

letter was printed on colored paper rather than 

white. The paper suggested that the cover letter be 

separate from the questionnaire and that it be 

printed rather than duplicated. 

I}.. Follow-up--the most significant contribution to the 

success of mailed surveys was found to be follow-up 

procedures. Different approaches can be used such 

as post cards, telephone calls or follow-up letters. 

5. Other variables—slightly higher responses were 

noticed when anonymity was assured, especially in 

dealing with commercial fims, The day of the week 

that the survey request arrived was found not to be 

significant in any way. 
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Parten (1950) states that the chief limitation of 

mailed questionnaires is that the people who return ques

tionnaires do not represent the group to whom the forms are 

sent. She goes on to say that this can be counteracted by 

obtaining practically total returns from every one solicited. 

Therefore she emphasizes the various techniques needed to 

aid in obtaining a high percentage of returns. Most of the 

suggestions made in her text were made in the two sources 

previously cited. 

Summary 

The advice given in the three sources cited empha

sized certain points that had been examined and found to be 

helpful in carrying out successful research using mailed 

questionnaires. 
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METHOD AND PROCEDURES 

This study was essentially a sampling survey, seek

ing to find the opinions of a selected group of respondents 

regarding the relative prestige of occupations in the stu

dent personnel job family. 

In order to carry out the survey, a representative 

sample of the total membership of the American College Per

sonnel Association (ACPA) was randomly selected to act as 

respondents. 

Subjects 

In order to have a somewhat homogeneous group 

responding, two criteria were established. The first cri

terion was membership in the American College Personnel 

Association (ACPA), a division of the American Personnel and 

Guidance Association (APGA). ACPA places its emphasis and 

interests in the field of student personnel work in higher 

education and draws its membership from both men and women 

on a nation-wide basis. The reason for the establishment of 

this first criterion was based on the assumption that mem

bership in ACPA, as well as membership in the parent organi

zation, indicated more than a passing interest in the field. 

The second criterion, active involvement in the field as 
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demonstrated by current employment in a student personnel 

job, was established assuming that those working in the 

field would have a better understanding of the entire field 

than those who were not, would be better qualified to make 

the judgments required, and would be more interested in 

assisting research. 

An initial sample of 300 was selected from the over 

seven thousand membership listing of ACPA, and the data col

lecting instrument, a questionnaire, was mailed to them. 

Permission to use the membership listing was obtained in 

writing from the President of the organization. The sample 

size (300) was considered to be representative of the ACPA 

membership. Prom the returns of the initial selection, 17lj. 

respondents who were actively employed in student personnel 

jobs were used as the final sample for the study. A more 

detailed breakdown of the final sample appears in Chapter I4.. 

Instrument for Collecting Data 

A rank order questionnaire was developed to collect 

the data. This rank order method has been traditionally and 

effectively used in many of the studies cited in the resume 

of the literature. 

A search of the available literature on question

naire construction revealed much valuable information 

regarding the length of the list of job titles to be ranked. 

Granger, in his pilot study, found that the maximum number 
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of titles to use was twenty. Counts felt that one of the 

valid criticisms of his study was that the list of 45 occu

pations he used was too long. The questionnaire in this 

study contained ten job titles and descriptions. This was 

well within the limits proposed by Granger and yet inclusive 

enough to convey an adequate picture of the jobs that do 

exist in the field. The list was also designed to elicit 

maximum response by minimum imposition on the respondents 

time (Oppenheim 1966). 

An attempt was made to select ten typical job titles 

in the student personnel area. Some job titles were elimi

nated because they had an obvious built-in prestige connota

tion, e.g., Vice President for Student Affairs; some were 

eliminated because they were peculiar to a specific campus, 

e.g., Indian Student Advisor; some job titles were deleted 

because of confusion as to the lines of authority, e.g., 

Director of Housing can be either a student personnel func

tion or a business function. Another factor which entered 

into the decision was that the jobs and their descriptions 

had to be distinguishable enough from one another for the 

respondents to assign rankings. The exceptions to this were 

the titles of Dean of Men and Dean of Women. Except for the 

words men and women, the descriptions are exactly the same. 

These were the same for two reasons. First, simply because 

according to the Dictionary of Occupational Titles the jobs 



are the same, and second because an attempt was being made 

to force the respondents to select one above the other to 

see whether a consistent pattern of ranking the two posi

tions could be found. Several areas in student personnel 

services had more than one title that could have been 

included in the questionnaire, e.g., Counselor, Psychome-

trist. Only one title from each area was selected in order 

to keep the questionnaire within reasonable limits. 

Finally, it must be acknowledged that some of the decisions 

were arbitrary ones on the part of the investigator.-

In order to give each respondent a reference point 

from which to rank the job titles, it was necessary to 

develop a job description to accompany each title. The 

descriptions are modifications of job definitions found in 

the Dictionary of Occupational Titles (1965). The DOT is 

considered an authoritative source of occupational informa

tion, and its definitions are based on direct observations 

and interviews with workers and supervisors and data 

obtained from unions, trade associations, professional 

societies and public employment offices. The DOT was used 

as a source of job definitions by Granger, Jorve and other 

researchers in similar studies of occupational prestige. 

This procedure was necessary to give reasonable assurance 

that the job titles used would have the same meaning for all 

respondents. 
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The items were placed on the questionnaire by alpha

betized key words; such as Admissions, Men, Union, Foreign. 

The directions at the top of the questionnaire para

phrase the directions used in a majority of studies con

cerned with prestige ranking. The request for personal data 

appears at the bottom of the questionnaire. An example of 

the questionnaire appears in Appendix A. 

The Pilot Study 

A pilot study using masters and doctoral students 

from the student personnel program at The University of 

Arizona was conducted. These subjects were asked to rank 

order the items on the questionnaire, to record the time 

needed to respond to the questionnaire, to evaluate the job 

descriptions for clarity and adequacy and to react to both 

the cover letter and the follow-up letter. All reported a 

time of less than five minutes needed to rank order the job 

titles. Response to the clarity of the job descriptions was 

favorably as was the response to the cover letter (Appendix 

B). The suggestions for changes in the follow-up letter 

were incorporated in the final draft. The modified follow-

up letter appears in Appendix C. 
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Random Selection Procedure 

The ACPA membership listing was in zip code order. 

The membership listing was numbered from 1-7*708. The first 

name received number one, second name, number two, etcetera. 

A table of random numbers is found in Tables for 

Statisticians (Arkin & Colton, 1950). Using this book the 

following steps were carried out. 

1. Page numbers of the table were placed on spheres; 

the spheres were put in a container, shaken and one 

randomly removed. 

2. Designations for the upper half of the page and the 

lower half of the page were placed on spheres; the 

spheres were put in a container, shaken and one 

randomly removed. 

3. Column numbers were placed on spheres; the spheres 

were put in a container, shaken and one randomly 

removed. 

4. Row numbers were placed on spheres; the spheres were 

put in a container, shaken and one randomly removed. 

The sequence of the steps outlined above provided the point 

at which the table was entered. Three hundred numbers were 

selected, discarding duplicate numbers and numbers above 

7,775. 

The numbered names in the membership list were 

matched with the corresponding numbers from the table of 

random numbers. 
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Mailing Procedure 

A questionnaire, stamped return envelope and a cover 

letter signed by the researcher and dissertation director 

were mailed on March 10, 1969 to the respondents. One week 

later another cover letter, return envelope and question

naire were mailed to the respondents who had not yet 

returned their questionnaires. Two weeks after the second 

mailing a second cover letter, return envelope and a copy of 

the questionnaire were sent to non-respondents. All the 

forms sent to the respondents were coded to facilitate data 

manipulation. The cut-off date for accepting returns to be 

used for the study was April 25, 1969. 

Statistical Methodology 

The statistical method used to discover the central 

tendency of ordinal data that has been most frequently and 

effectively used in other studies is the median rank. This 

method was used to determine the median rank order of the 

occupations for each group and for the total group. The 

median rank was also used in the computation of Spearman's 

rho and Kendall1s W. 

The Spearman rank order correlation coefficient 

(rho) method has as its function assessment of the degree of 

relationship between two sets of ranks. Rho is the most 
\ 

extensively used of the rank correlational methods. In the 

present study it wa3 used to compare the rankings by men and 
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women and to compare the rankings of the institutional sub

groups with the total group. The formula taken from Downie 

and Heath (1965) is as follows: 

The test of significance for rho is as follows: 

rho 
t = \/N - 2 
V 1 - rhô  

According to siegal (1956) when there are more than 

two sets of rankings, the association between them may be 

determined by using Kendall's coefficient of concordance 

(W). This statistical method was used to determine the 

measure of agreement between the rankings from the small, 

medium and large institutional groups. The formula is as 

follows: 

The significance of W was found using the table developed by 

Kendall• 

Summary 

Three hundred members of the American College Per

sonnel Association were asked to respond to a questionnaire 

designed to obtain their opinions regarding the relative 

prestige of ten job titles in the student personnel field. 

rho = 1 -
N (Na - 1) 



The data were collected, sorted and analyzed. The results 

are presented in the next chapter. 



CHAPTER Ij. 

RESULTS AND DISCUSSION 

In order to present the data in a comprehensible 

fashion, this chapter is organized as follows: first, the 

distribution of responses to the questionnaire are pre

sented; the rankings of the job titles by the individual 

groups are presented next; a discussion of the relative 

prestige position of each occupation concludes the chapter. 

Re turns 

Of the 300 people contacted, 2fl\. responded, a total 

of 91.3 P®r cent. Of these, 71 per cent responded to the 

initial request, 13*67 per cent to the second request, and 

5 per cent to the final request. Only I.67 per cent or $ 

returns arrived after the cut-off date. 

Prom the returns, the data from 174 questionnaires 

were used in the actual study. These returns were from • 

student personnel workers actively engaged in varying stu

dent personnel occupations and thus met the second criterion 

selected for inclusion in the study. The remaining ques

tionnaires were eliminated because, primarily, the respond

ents were not working in the field. Some additional 

questionnaires were eliminated because the respondents 

kS 
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were students, had incompletely or incorrectly filled out 

the questionnaire or had refused to take part in the study. 

The division of the returns from the respondents: 

Total number of returns: 27k 

Returns from the first mailing: 213 

Returns from the second mailing: IjJL 

Returns from the third mailing: 15 

Returns after April 25, 1969: 5 

Total applicable returns: 256 

Applicable but not currently employed: 82 

Total of returns used in the study: 17J4. 

Total returns include responses from persons who refused to 

take part in the study. Only six people actually refused 

and felt so strongly about their opinions that they took the 

time to convey their feelings through written comments. 

These comments are noted in Appendix D. Only one response 

was returned with the comment that the addressee was now in 

military service and not at his original address. None was 

returned by the Post Office as undeliverable. Some of the 

returns expressed great interest in the study. 

Applicable returns were those returns that were com

pletely and properly filled out. A total of 18 returns were 

not applicable because they were not properly filled out. 

Of the eighteen, fourteen returns disregarded the directions 

on the questionnaire and did not conform to the ranking 
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system adopted for the study. Three respondents returned 

the questionnaires declaring that they were unable to rank 

the positions because they were employed in other areas such 

as high school counseling and nursing school admissions. 

One applicable return arrived after the cut-off date and 

could not be included. Eighty-two returns were applicable 

in the above sense but were not included in the final sample 

because the respondents were not currently employed in the 

field. (See Appendix E) 

Ranking of Job Titles by 

the Total Sample 

Table I shows the median ranks and rank order of 

medians based on the applicable returns of the random sample 

which represents the opinion of 17l+» currently employed, 

student personnel workers. The rankings of the job titles 

by this group provided a logical frame of reference for com

parison and discussion for the subgroups. 

The job title of Dean of Men was assigned first rank 

by the random sample followed by Dean of Women. Third and 

fourth positions, Counselor and Admissions Officer, respec

tively, were essentially ties. There was only .08 differ

ence between them. What were essentially ties again 

appeared for the job titles College Union Director, seventh 

place and Placement Officer, eighth place. There was a 

spread of .29; less than half a point. The final tie 



TABLE I 

RANKING OP JOB TITLES BY 17k RESPONDENTS 

N = 17k 
Job Titles Median Ranks Rank Order 

Dean of Men 1.1+0 1 

Dean of Women 2.J+1 2 

Counselor 3.86 3 

Admissions Officer 3.91+ k 

Registrar 4.95 5 

Financial Aids Officer 5.98 6 

College Union Director 7.02 7 

Placement Officer 7.31 8 

Residence Hall Director 8.28 9 

Foreign Student Adviser 8.69 10 
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appeared for the job titles of Residence Hall Director, 

ninth place and Foreign Student Adviser, last place. The 

spread there was wider at .3kt still less than half a 

point. 

As the table plainly shows, the respondents had some 

difficulty in making clear cut discriminations for some of 

the job titles; thus there is some clustering of the ranks 

in three separate instances. The respondents were able to 

clearly discriminate rank position, however, in the other 

job titles. 

Ranking of Job Titles by 

Female Respondents 

Table II shows the median ranks and rank order of 

medians based on the applicable returns from female respond

ents. This N of 73 represents females currently working in 

the student personnel field. 

The job title receiving the first rank was Dean of 

Men followed by that of Dean of Women. This was similar to 

the position assigned those two job titles by the total 

sample. The first difficulty in discrimination seems to 

have appeared in the ranking of Counselor, fourth place and 

Registrar, fifth place. However there was a .75 spread and 

the female respondents had in reality, only one tie, 

occurring between Residence Hall Director, ninth place and 

Foreign Student Adviser, tenth place; there was only a 



TABLE II 

RANKINGS OP JOB TITLES BY FEMALE RESPONDENTS 
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N = 73 
Job Titles Median Ranks Rank Order 

Dean of Men l.ll-l • 1 

Dean of Women 2.21 2 

Admissions Officer 3.96 3 

Counselor i«..16 k 

Registrar 1*.91 5 

Financial Aids Officer 6.05 6 

College Union Director 6.67 7 

Placement Officer 7.53 8 

Residence Hall Director 8.1*5 9 

Foreign Student Adviser 8.53 10 
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spread of .08 of a point. The tenth and la3t ranking 

received by the Foreign Student Adviser is consistent with 

the ranking position assigned to that title by the total 

sample. 

Ranking of Job Titles by 

Male Respondents 

In Table III the median ranks and rank order of 

medians based on the applicable returns of male respondents 

are shown. The N of 101 is the largest subsample reported® 

Consistent with the rankings by the total sample and 

the rankings by the female respondents the male respondents 

ranked Dean of Men in first position followed by Dean of 

Wbmen in second. The male respondents seem to have had some 

difficulty discriminating between Counselor, third place and 

Admissions Officer, fourth place. However, there was a ,l\.$ 

point spread. The greatest difficulty in making discrimi

nations appeared in the rankings of Residence Hall Director, 

ninth place, and Foreign Student Adviser, tenth place. The 

female respondents had similar difficulties. Both males and 

females ranked Foreign Student Adviser the least prestigious 

of the job titles. 
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TABLE III 

RANKING OP JOB TITLES BY MALE RESPONDENTS 

gaasssssaagi i saxsaagac n • a»eaBcaaea«gag • i, i n eaaaocsss 

N = 101 
Job Titles Median Ranks Rank Order 

Dean of Men 1.1+0 1 

Dean of Women 2.83 2 

Counselor 3.̂ 8 3 

Admissions Officer 3.93 k 

Registrar 5.00 5 

Financial Aids Officer 5.93 6 

Placement Officer 7.20 7 

College Union Director 7*bk 8 

Residence Hall Director 8.16 9 

Foreign Student Adviser 8.86 10 
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Ranking: of Job Titles by Respondents 

at Small Institutions 

In Table IV the median ranks and rank order of 

medians based on the applicable returns of respondents from 

small educational institutions are presented. The N of 68 

represents both male and female student personnel workers 

currently employed by these small institutions. 

The respondents from the small institutions assigned 

the first rank to the Dean of Men and the second rank to the 

Dean of Women. This was consistent with the rankings by the 

total sample and the rankings by the males and females. 

There appeared to be two areas of difficulty in discrimina

tion. The first appeared between Admissions Officer, third 

rank and Counselor, fourth rank. The spread there was only 

.OI4. of a point. The second appeared between Placement Offi

cer, seventh rank and College Union Director, eighth rank. 

The spread in that instance was much larger, .67 point. 

Again, the Foreign Student Adviser was ranked last. 

Ranking of Job Titles by Respondents 

at Medium Institutions-

Presented in Table V are the median ranks and rank 

order of medians based on the usable returns of respondents 

at medium-sized educational institutions. Once more 

respondents were males and females currently employed in the 

student personnel field. 
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TABLE IV 

RANKING OP JOB TITLES--SMALL INSTITUTIONS 

N = 68 
Job Titles Median Ranks Rank Order 

Dean of Men l-Al-7 1 

Dean of Women 2.33 2 

Admissions Officer 3.79 3 

Counselor 3.83 k 

Registrar J+.17 5 

Financial Aids Officer 5.81 6 

Placement Officer 7.00 7 

College Union Director 7.67 8 

Residence Hall Director 8.38 9 

Foreign Student Adviser 9.25 10 
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TABLE V 

RANKING OP JOB TITLES—MEDIUM INSTITUTIONS 

N = ij.9 
Job Titles Median Ranks Rank Order 

Dean of Men 1.71 1 

Dean of Women 2.55 2 

Admissions Officer 3.71 3 

Counselor 3.82 k 

Registrar 5.56 5 

Financial Aids Officer 6.07 6 

College Union Director 6.56 7 

Placement Officer 7.25 8 

Foreign Student Adviser 8.11 9 

Residence Hall Director 8.36 10 
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The job title of Dean of Men received the first rank 

and the Dean of Women received the second rank. This was 

consistent with the rankings of the previous samples 

reported. A3 in the previous samples, difficulties in dis

crimination arose between Admissions Officer, third place 

and Counselor, fourth place. The spread was .11 of a point. 

There was also a small spread, .2£, between the ninth rank, 

Foreign Student Adviser, and the tenth rank, Residence Hall 

Director. For the only time the Foreign Student Adviser 

title was not ranked in last position. 

Ranking of Job Titles by Respondents 

at Large Institutions 

The final presentation of data from respondents 

appears in Table VI. These data were taken from applicable 

returns of respondents reporting from large educational 

institutions. As were all of the other reported respond

ents, this group was composed of actively employed student 

personnel workers. 

The respondents from the large institutions ranked 

the job title, Dean of Men, first and the job title, Dean of 

Women, second. This was consistent with all other respond

ent groups. As was true for all other groups, there was 

difficulty discriminating between the job titles of Counse

lor, third position and Admissions Officer, fourth position. 

At first glance there appeared to be a clear distinction but 



TABLE VI 

RANKING OP JOB TITLES—LARGE INSTITUTIONS 
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N = 57 
Job Titles Median Rank Rank Order 

Dean of Men 1*23 1 

Dean of Women 2*65 2 

Counselor 3*92 3 

Admissions Officer 1J-.23 I4. 

Registrar 5»l8 5 

Financial Aids Officer 6.08 6 

College Union Director 7 

Placement Officer 7*73 8 

Residence Hall Director 8.00 9 

Foreign Student Adviser 8.59 10 
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in actuality there was only .31 of a point spread. There 

was a larger spread, .36 of a point, between Residence Hall 

Director, ninth position and Foreign Student Adviser, tenth 

position. The greatest spread, in an apparent tie, occurred 

between Financial Aids Officer, sixth place and College 

Union Director, seventh place. In that case the spread was 

.36 of a point. 

Comparison of Rankings of Male 

and Female Respondents 

Table VII presents, in tabular form, a comparison of 

the median ranks and rank order of the medians of the sub

groups male and female. 

As can be readily seen, the rankings by males and 

females are very similar. There were only four differences 

and these differences were only one rank apart. The rho 

coefficient for the subgroups is .976. This coefficient is 

not statistically significant. 

Comparison of Rankings by Respondents 

from Small and Large Institutions 

Table VIII presents a comparison of the median ranks 

and rank order of the medians of the small and large insti

tutional subgroups, 

The ranking of the titles by the respondents from 

small institutions are similar to the rankings by the 



TABLE VII 

RANKINGS OP JOB TITLES—MALE AND FEMALE 

N = 10 
Job Titles Males Females Ranks Ranks Difference 

Dean of Men 1.̂ 0 1.U1 1 1 0 

Dean of Women 2.83 2.21 2 2 0 

Counselor 3.̂ 8 I4. .I6 3 1 

Admissions Officer 3.93 3.96 k 3 1 

Registrar 5.00 1+. 91 5 5 0 

Financial Aids Officer 5.93 6.05 6 6 0 

Placement Officer 7.20 7.53 7 8 1 

College Union Director 7.1+14- 6.67 8 7 1 

Residence Hall Director 8.16 8.1|5 9 9 0 

Foreign Student Adviser 8.86 8.53 10 10 0 



TABLE VIII 

RANKINGS OP JOB TITLES—SMALL AND LARGE INSTITUTIONS 
'  — •  •  I  I  — — M i l  • •  • •  '  

N = 10 Small Large 
Job Titles Group Group Rank Rank Difference 

Dean of Men 1.14-7 1.23 1 1 0 

Dean of Women 2.33 2.65 2 2 0 

Admissions Officer 3.79 4.23 3 k 1 

Counselor 3.83 3.92 k 3 1 

Registrar 4.17 5.18 5 5 0 

Financial Aid3 Officer 5.81 6.08 6 6 0 

Placement Officer 7.00 7.73 7 8 1 

College Union Director 7.67 6.i|4 8 7 1 

Residence Hall Director 8.38 8.00 9 9 0 

Foreign Student Adviser 9.25 8.59 10 10 0 
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respondents from large institutions. There were only four 

differences, each one rank apart. The rho coefficient is 

.976 and is not statistically significant. 

Comparison of Rankings by Respondents 

from Snail and Medium Institutions 

In Table IX, the comparison of the median ranks and 

rank order of the medians, of the small and medium institu

tional subgroups, is presented. 

Repeatedly only four differences appeared in the 

rankings. This time the differences appeared in the posi

tions of Foreign Student Adviser, Placement Officer, Resi

dence Hall Director and College Union Director. These 

differences, with the exception of Placement Officer, did 

not appear in the comparisons of the males and females, or 

in the comparisons of the small and large institutional sub

groups. However, the differences were again only one rank 

apart. The rho, .976, is not statistically significant. 

Comparison of Rankings by Respondents 

from Medium and Large Institutions 

Table X presents the median rankings and rank order 

of medians of the medium and large institutional subgroups. 

As in all other subgroup comparisons four differ

ences one rank apart appeared. The rho, as in all other 

comparisons, was .976 and is not significant. 



TABLE IX 

RANKING OF JOB TITLES—SMALL AND MEDIUM INSTITUTIONS 

N = 10 Small Medium 
Job Titles Group Group Rank Rank Difference 

Dean of Men l.kl 1.71 1 1 0 

Dean of Women 2.33 2.55 2 2 0 

Admissions Officer 3.79 3.71 3 3 0 

Counselor 3.83 3.82 k k 0 

Registrar 1̂ .17 5.56- 5 5 0 

Financial Aids Officer 5.81 6.07 6 6 0 

Placement Officer 7.00 7.25 7 8 1 

College Union Director 7.67 6.56 8 7 1 

Residence Hall Director 8.38 8.36 9 10 1 

Foreign Student Adviser 9.25 8.11 10 9 1 



TABLE X 

RANKINGS OP JOB TITLES—MEDIUM AND LARGE INSTITUTIONS 

N = 10 Medium Large 
Job Titles Group Group Rank Rank Difference 

Dean of Men 1.71 1.23 1 1 0 

Dean of Women 2.55 2.65 2 2 0 

Admissions Officer 3.71 1J..23 3 kr 1 

Counselor 3.82 3.92 k 3 1 

Registrar 5.56 5.18 5 5 0 

Financial Aids Officer 6.07 6.08 6 6 0 

College Union Director 6.56 6.kk 7 7 0 

Placement Officer 7.25 7.73 8 8 0 

Foreign Student Adviser 8.11 8.59 9 10 1 

Residence Hall Director 8.36 8.00 10 9 1 
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Comparison of Rankings by Respondents from 

Small, Medium and Large Institutions 

The final table, Table XI, presents a comparison of 

the three institutional subgroups. Unlike the previous 

tables, Table XI, does not show the median ranks but does 

show the rank order of the medians. 

The Kendall's Coefficient of Concordance, W, is 

.035. This measure of agreement among the three institu

tional subgroups, regarding the ranking of the ten job 

titles, is not statistically significant. 

The Prestige Rating of Each Job Title 

Dean of Men 

The Dean of Men job title was ranked first by all 

respondent groups. The first rank position was not tied 

with any other job title and none of the respondents 

appeared to have any difficulty in selecting the Dean of Men 

as the most prestigious student personnel occupation. 

Dean of Women 

The Dean of Women job title was ranked second by all 

respondents. This was most interesting in light of the fact 

that the definitions of the positions following each job 

title were interchangeable. None of the respondents 

appeared to demonstrate any difficulty in discriminating 

between the two titles, and there were no ties. 



TABLE XI 

RANKINGS OP JOB TITLES—SMALL, MEDIUM 
AND LARGE INSTITUTIONS 

Job Titles Small Medium Large 

Dean of Men 1 1 1 

Dean of Women 2 2 2 

Admissions Officer 3 3 k 

Counselor k k 3 

Registrar 5 5 5 

Financial Aids Officer 6 6 6 

Placement Officer 7 8 8 

College Union Director 8 7 7 

Residence Hall Director 9 10 9 

Foreign Student Adviser 10 9 10 
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Admissions Officer 

The job title of Admissions Officer received a con

sistently high rank. It was assigned to the third ranking 

position by the female subgroup and the small and medium 

institutional subgroups. The male subgroup, the total 

sample group and the large institutional subgroup ranked 

Admissions Officer in fourth position. This job title 

shared the third and fourth ranking with the Counselor job 

title. 

Counselor 

The Counselor job title was ranked third by the 

total sample group, male subgroup and large institutional 

subgroup. It was assigned fourth position by female 

respondents and the small and medium institutional sub

groups. The Counselor job title and the Admissions Officer 

job title shared equally the third and fourth rankings. 

Registrar 

The job title of Registrar was ranked fifth by all 

the groups. 

Financial Aids Officer 

The total sample, male and female subgroups and all 

of the institutional subgroups ranked the Financial Aids job 

title in sixth position. 



College Union Director 

The most frequent ranking position received by the 

College Union Director was rank seven, with two subgroups 

ranking it in eighth position. 

Placement Officer 

The Placement Officer job title was ranked eighth by 

the total sample, the female subsample and the medium and 

large institutional subsamples. The males, and the small 

institution subsample ranked it seventh. Thus, this job 

title was in either seventh or eighth position but was more 

frequently assigned the eighth position. 

Residence Hall Director 

All groups with the exception of the medium institu

tion group ranked the Residence Hall Director ninth. 

Foreign Student Adviser 

The medium institution subgroup was the single 

exception in ranking the Foreign Student Adviser job title 

in last position. All other groups ranked it tenth but the 

medium institution subgroup ranked it ninth and assigned the 

last position to the Residence Hall Director. 

The Prestige Rankings 

First rank— 

Second rank 

Dean of Men 

Dean of Women 



Third rank--— ---Counselor and Admissions Officer 

Fourth rank— —Counselor and Admissions Officer 

Fifth rank Registrar 

Sixth rank Financial Aids Officer 

Seventh rank College Union Director 

Eighth rank Placement Officer 

Ninth rank Residence Hall Director 

Tenth rank Foreign Student Adviser 



CHAPTER $ 

SUMMARY", CONCLUSIONS AND 

RECOMMENDATIONS 

This study was undertaken with the major purpose of 

examining the prestige hierarchy of positions within an 

occupation. This occupation, student personnel work, is 

composed of a number of related positions which constitute 

an occupational family. The study was undertaken not only 

to examine the prestige hierarchy of an occupational family 

but also to examine this hierarchy as it exists in the opin

ions of members of the occupational family per se. There

fore this study was designed to request, gather and examine 

the opinions of a group of specific respondents regarding 

the relative prestige of certain student personnel posi

tions. In addition to and within the overall purpose of the 

study, other related purposes existed and these purposes 

were to evaluate the opinions of certain subgroups that were 

part of the total respondent group. The subgroups were male 

and female respondents and respondents from small, medium 

and large institutions of higher education. The related 

purposes were formulated into the following hypotheses which 

helped to guide and lend focus to the study. 

70 
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1. There will be 110 significant difference in the pres

tige rankings of ten student personnel occupations 

between male respondents and female respondents. 

2. There will be no significant differences in these 

rankings between respondents from small and medium, 

small and large or medium and large educational 

institutions nor among the different sized institu

tions. 

A rank order questionnaire was selected as the most 

appropriate instrument for collecting the data. The prece

dent for using this instrument was established in other 

studies and was deemed to require the least amount of time 

and imposed minimum difficulty in compilation on the 

respondents. The questionnaire was composed of ten job 

titles and accompanying job descriptions typical of the 

field of student personnel work. These ten were selected on 

several bases, one of the more important being that the job3 

and their descriptions had to be distinguishable enough from 

one another for the respondents to assign rankings. There 

were two exceptions, however, the positions of Dean of Men 

and Dean of Women. The descriptions for these two positions 

were deliberately the same, in order to force the respond

ents to rank one above the other. This was done to see 

whether a consistent ranking pattern would emerge. The 

directions at the top of the questionnaire asked the 
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respondents to rank order from 1 to 10 the ten items accord-

ing to their opinion of the prestige of each position. 

The subjects in this study were 300 members of the 

American College Personnel Association. They were selected 

using a random selection procedure. A questionnaire, accom

panying cover letter and stamped return envelope were mailed 

to each of the subjects. 

A second and third mailing of cover letters, ques

tionnaires and return envelopes were planned and carried 

out. The total response to the three requests was 275 or 

91.3 P©r cent. Of these 275 returns 17̂ 4- were finally 

selected for inclusion in the study. These 17̂ 4- respondents 

had not only correctly followed directions in ranking the 

job titles but had met the criterion for inclusion, current 

employment in a student personnel position. 

The returns were sorted, and the data from the 

returns organized in such a manner as to facilitate statis

tical analysis. Statistical techniques such as Spearman 

Rank Order Correlation Coefficient and Kendall's Coefficient 

of Concordance, appropriate to the analysis of ordinal data 

were applied and the following conclusions drawn: 

1. Considering the high percentage of returns, 91.3 per 

cent, a ten item rank order questionnaire appears to 

be an excellent device for gathering this particular 

kind of data. It can be assumed that the length of 
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the questionnaire was in its favor, as it took very-

little of the respondents' time to read, make deci

sions, and rank order the ten items. 

2. The rankings of the ten job titles by all of the 

subgroups were remarkably similar. The differences 

in the rankings were so small as to be statistically 

insignifi cant. 

3. Prom the hierarchy pattern with its strong similari

ties, it can be seen that all subgroups not only 

readily accept the idea that student personnel posi

tions have a relative prestige factor but that all 

groups are able to recognize and assign prestige 

ranks from the most prestigious rank to the least 

prestigious rank, consistently. 

ij.. The Dean of Men has the most prestigious position in 

the student personnel field. Immediately and con

sistently following in second position is the Dean 

of Women, this, despite the fact that only the words 

Men and Women differ in the job titles and that the 

accompanying definitions were exactly the 3ame. 

Therefore, other factors must have been at work in 

assigning the first and second ranks. To suggest 

what other factor or factors might be at work is 

beyond the scope of this study and cannot be deter

mined without further investigation. 



5. While no generalizations can be made from this 

study, it can be said that in the opinion of I7I4. 

actively employed members of the American College 

Personnel Association, the following prestige hier

archy exists in the field of student personnel work. 

First rank Dean of Men 

Second rank Dean of Women 

Third rank Counselor and Admissions Officer 

Fourth rank Counselor and Admissions Officer 

Fifth rank Registrar 

Sixth rank Financial Aids Officer 

Seventh rank--College Union Director 

Eighth rank Placement Officer 

Ninth rank Residence Hall Director 

Tenth rank Foreign Student Adviser 

This study, as many other studies, raises more ques

tions than it answers. These questions are in turn answered 

by additional studies. Therefore, it is recommended that 

the suggestions below be considered for further research. 

1. This study should be replicated utilizing the entire 

membership of The American College Personnel Asso

ciation. Over 7»000 persons could be polled and 

stronger, broader conclusions could be drawn. 

2. A study should be conducted comparing the opinions 

of student personnel workers, college faculty and 
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college students. This should be done in order to 

examine divergencies, if any, among the groups, 

3. The factor or factors that may be operating in 

assigning the highest rank to Dean of Men rather 

than to Dean of Women could be sought out and 

analyzed. 

ij.. A study should be conducted comparing prestige 

rankings and actual value rankings as perceived by 

respondents. 

5. The evaluation of the prestige of a job title is 

only one evaluation of many aspects of the student 

personnel profession. Other characteristics of the 

field, its workers and the place of both on today's 

campus should be examined. 

This study and future studies that explore the stu

dent personnel profession can add not only to the profes

sion's self-knowledge but hopefully, increase its effective

ness and enhance its value to the college community. 

Further discussion 

In actuality, generalizations beyond the conclusions 

based on the data collected cannot be made. It is useful 

however, to freely speculate upon the implications of the 

findings and to discuss some of the potential indirect 
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applications of the research to the student personnel pro

fession. 

1. Studying the data, it becomes obvious that if a 

member of the student personnel profession desires 

to be held in higjiest esteem by his fellow profes

sionals he should groom himself for the role of dean 

of men. It is also obvious that women with similar 

prestige needs will have to be satisfied with the 

less esteemed job of dean of women. This can imply 

two things. First, it can be said that a profession 

that expresses as its ideal that each person is 

unique and furthermore has as one of its goals, the 

development of the full potential of each individual, 

needs to engage in some soul-searching. Somehow 

despite its credo, the stereotype, held by the 

larger society, that women are somewhat inferior 

beings, has contaminated the student personnel pro

fession. Second, it can be said that the differ

ences in prestige will have an effect upon the 

profession itself. How can the profession attract 

women who are academically prepared to assume 

leadership roles? In reality, why should any woman 

commit herself to meeting the difficult demands of 

higher education only to face second class 
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citizenship? Can student personnel education hold 

the same promise for her as it does for a man? 

Looking at the data again, it can be seen that the 

one person, the residence hall director, who has the 

greatest contact with students is held in low esteem 

by the profession. Yet, because of this contact, 

this person has the potential for exerting the most 

influence on students. This has tremendous impli

cation for both student personnel administration and 

for student personnel educators. First, administra

tors must look at the image they have established 

for residence hall directors. How do they see them? 

If they are viewed as serving buildings, not people, 

then certain expectations exist such as keeping 

damage under control, counting linen etcetera. If 

they are viewed a3 extensions of academic control 

then the expectations of bed check, room inspection 

etcetera come into being. To meet the above image 

and expectations it is necessary only to find will

ing persons who in many cases are both chronologi

cally and educationally distant from students. 

If however, student personnel educators could become 

instrumental in convincing student personnel admin

istrators that it is imperative to view residence 

hall directors in a new light, the image and 
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expectations will change. First, we must start see

ing these directors as serving people, not buildings. 

Second, they must be seen as listeners to students, 

interpreters of their needs and charmelers of their 

tremendous energies and spirit into meaningful 

experiences for them and for the college community. 

If seen in this new way, then people who are pro

fessionalized and in harmony with students need to 

be found. In this, both administrators and educa

tors need to work cooperatively in finding, educating 

and rewarding those persons who are highly skilled 

in human interaction. 

The prestige ranks per se have some implication and 

raise some questions. That a ranking did appear is 

a direct result of the forced choice structure of 

the questionnaire. Yet only three respondents (see 

Appendix D) objected to the value orientation of 

prestige. That a prestige value orientation exists 

in the student personnel profession cannot be denied, 

but it is interesting to note that a very small 

number felt that such a value is inappropriate for 

the profession. It is no doubt too strong a state

ment to say that all of those who did not object, 

accept the value orientation; it is more accurate to 

say that other respondents may have objected but not 
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so strongly as to communicate this objection. At 

this time there is no way of knowing whether efforts 

should be made to erase this prestige value orien

tation or to assume that the members of the profes

sion accept and desire it. 

A question raised concerns possible causes for the 

specific ranking that did appear. There is the 

possibility that the job titles selected have con

notations attached to them that are apparent yet not 

stated. For example, it is possible that all 

respondents are aware of the fact that the dean of 

men is usually paid a higher salary than the foreign 

student adviser. Therefore it is possible that 

financial considerations entered into the rankings. 

It is equally possible that the dean of men is paid 

more because his job has more prestige. Another 

factor that may have influenced the decisions may 

have been preparation for the job. For example, all 

respondents would know that it requires more prepa

ration to become a counselor than a residence hall 

director. This may have affected the rankings. 

Another question raised concerns possible changes 

in the rankings with the exclusion of certain posi

tions. It is possible that the traditional esteem 

attached to the title of dean in the academic sense 
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may have carried over into the student personnel 

field. This may have caused the two job titles 

containing the word dean to move automatically to 

the top to the hierarchy. The removal of the two 

titles might have created a very different hierarchy. 

Student personnel workers employed in jobs ranked 

lower than dean of men might be wise to determine 

whether their philosophy of student personnel work 

is compatible with that of the dean, since his influ

ence might be pervasive and a source of potential 

conflict. In addition, a person ranked lower on the 

prestige hierarchy might feel relatively powerless 

to inriuence policy or effect meaningful or creative 

change in the student personnel program of his 

college. Furthermore, his personal feelings of 

self-confidence and worth might be adversely influ

enced by the knowledge of how his peer group ranks 

his position. The responsibility for nullifying 

some of the assumed negative aspects of the hier

archy rests with the dean of men. It is his respon

sibility to have a firm grasp on his own philosophy 

of student personnel; to have a clear picture of his 

role in the college community; and to be able to 

state both in lucid unequivocal tenus. He must, 

furthermore, be secure and open enough to be able to 
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make a point of giving special recognition and 

attention to the opinions of those occupying less 

prestigious jobs. He can accomplish some of this by 

relegating complete authority for particular aspects 

of a total student personnel program to specific 

individuals and by assisting all members of the stu

dent personnel staff to raise and maintain profes

sional standards through in-service programs and by 

encouraging additional formal education. The dele

gation of authority by the dean encourages crea

tivity by allowing staff members to test and 

evaluate their own ideas. The dean raises the self-

confidence of the staff by giving recognition to 

individuals through his acknowledgement of their 

contributions to other personnel staff and his 

presentation and interpretation of a staff member's 

role to the college community and to the public at 

large. 



APPENDIX A 

THE QUESTIONNAIRE 

Listed below are ten job titles in the student per

sonnel occupational family. Each is followed by a job 

description. Regardless of whether the position exists, or 

exists under a different title in your institution, rank 

these titles from 'l1 to 'lO1 according to your opinion of 

the relative prestige attached to them, i.e., the esteem in 

which they are held by student personnel workers. Use «1« 

to indicate the job which seems to you to have the most 

prestige associated with it; '2' the next most, etc. with 

'10' indicating the least prestige. Read over the entire 

list before ranking. 

To help keep track of the ranks already assigned, 

you may wish to cross out the numbers below as you use them. 

1 2  3 i ] . 5 6 7 8 9  1 0  

ADMISSIONS OFFICER. Directs and coordinates admissions 
program. Reviews exceptional admissions cases. Par
ticipates in student recruitment programs. Assists in 
developing admissions policy. 

COUNSELOR. Provides educational, vocational and per
sonal counseling and guidance for groups and individ
uals through interviewing and testing, assesses 
interests, aptitudes, abilities and personality 
characteristics of students. 

FINANCIAL AIDS OFFICER. Directs and coordinates pro-
gram of scholarships,grants-in-aid, loans and student 

52 



83 

employment. Selects candidates and determines types 
and amounts of aid; and provides financial advisement, 

FOREIGN STUDENT ADVISER. Assists foreign students in 
making academic, personal-social and environmental 
adjustment to campus and community life; in complying 
with government regulations; approves students' budgets 
and requests for the release of funds from their gov
ernments to meet financial obligations. 

DEAN OF MEN. Assists in planning social, recreational 
and co-curricular programs and directs programs that 
are adopted. Responsible for supervision of student 
discipline involving violation of college rules and is 
responsible to public for student actions in such 
instances. 

_____ PLACEMENT OFFICER. Supervises and coordinates job 
placement for students and graduates. Advises appli
cants as to their eligibility for employment. Arranges 
interviews between employers and applicants. 

RESIDENCE HALL DIRECTOR. Renders to students in dormi
tory inaiviaual and group guidance relative to pi'oblems 
of scholastic, educational and personal-social nature. 
Supervises dormitory activities, students' conduct. 
Responsible for physical functioning of dormitory. 

______ REGISTRAR. Coordinates and directs college registra
tion activities. Maintains complete record of credits 
and courses of each graduating student. Advises stu
dents on college procedures on transcripts of grades. 
Issues official transcripts. 

COLLEGE UNION DIRECTOR. Plans and arranges social, 
cultural, and recreational activities of various campus 
groups. Advises groups on financial status of and 
methods for improving organizations. May also super
vise food services. 

DEAN OF WOMEN. Assists in planning social, recrea-
tional and co-curricular programs and directs programs 
that are adopted. Responsible for supervision of stu
dent discipline involving violation of college miles 
and is responsible to public for student actions in 
such instances. 

Please Check: 

Are you currently employed as a student personnel worker? 
Yes No 



Trthat is your job title? 

If you are currently employed as a student personnel worker, 

what is the approximate size of your student population? 

Under 3,000 3,001 - 8,999 

Above 9,000 

Coeducational Yes No 
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T H E  U N I V E R S I T Y  O F  A R I Z O N A  

T U C S O N ,  A R I Z O N A  8 5 7 2 1  

C O L L E G E  O F  E D U C A T I O N  

DEPARTMENT OF COUNSELING AND GUIDANCE 

We would appreciate your assistance in com
pleting a study of occupational prestige. Previous 
studies have indicated a prestige hierarchy in both 
professional and non-professional fields. We are 
trying to discover whether a similar prestige hier
archy exists within the field of student personnel 
work in higher education. If such a prestige hier
archy exists, this information will provide the 
foundation for further study aimed at discovering 
.the factors that create such hierarchies. 

We are asking your cooperation in complet
ing the enclosed questionnaire. Your name has been 
randomly selected from the membership listings of 
A.C.P.A., and your responses will be kept in 
strictest confidence and will be reported only as a 
part of a larger group. The blanks are coded to 
assist in follow-up and data collection. 

Your assistance in providing a high per 
cent of returns on the forms will be greatly appre
ciated; indeed it is vital to the successful com
pletion of the study. A stamped addressed envelope 
ha3 been included for your U3e. 

Thank you in advance for your cooperation. 

Sincerely, 

Richard L. Erickson 
Assistant Professor 

Marie Vergata 
Graduate Assistant 
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T H E  U N I V E R S I T Y  O F  A R I Z O N A  

T U C S O N ,  A R I Z O N A  8 5 7 2 1  

C O L L E G E  O F  E D U C A T I O N  

DEPARTMENT OF COUNSELING AND GUIDANCE 

We would like to remind you of the ques
tionnaire on prestige rankings of student personnel 
occupations which we sent to you about two weeks 
ago, knowing that you are a busy person and have 
probably put the questionnaire aside and have for
gotten to return it, and realizing that your assist
ance is a considerable favor to us, we hope that 
you will be able to find some time to fill it out 
and return it to us as quickly as possible. 

Enclosed i3 another blank and a stamped 
envelope for your use. 

If you have already completed and sent your 
rankings to us, please disregard our reminder and 
accept our thanks. 

Sincerely, 

Richard L. Erickson 
Assistant Professor 

Marie Vergata 
Graduate Assistant 



APPENDIX D 

COMMENTS OP RESPONDENTS 

The following comments were taken from the replies 

of the six respondents refusing to take part in the study. 

1. Prom a respondent at a large southeastern campus 

this comment was noted: 

" . . .  X  c a n  n o t  r a t e  t h e s e  p o s i t i o n s  o n  1 - 1 0  

basis—I see about three groups of positions. . . ." 

2. A respondent at a small coeducational school had 

this to say: 

"Sorry—I don't feel trying to make a prestige judg

ment on these people contributes anything to the 

profession. They are all important; that's what 

counts." 

3. A respondent from the west coast offered the follow

ing comment: 

1 1  ... I am unable to rank the titles listed 

because I believe the titles listed have little if 

any prestige of an inherent nature apart from the 

holders of the titles." 

lj.. A respondent from a midwestern school stated: 

" . . .  I  t h i n k  t h i s  k i n d  o f  ' r e s e a r c h '  c a n  o n l y  

89 



90 

lead to emphasize a 'prestige hierarchy.' . . . 

It's people who are important not job title." 

Prom an east coast respondent the following comment 

was received: 

"I prefer not to participate. I do not accept the 

value orientation that this research represents." 

Prom another midwestern institution the following 

response was noted: 

1 1  ... I cannot i n  good conscience rank the titles 

which you have included in your survey since I am in 

disagreement with the definitions of duties of a 

number of those titles which are included." 



APPENDIX E 

DISCUSSION OP EIGHTY-TWO RETURNS 

A3 a point of interest, the returns from the eighty-

two respondents not included in the study -were examined. 

These respondents had correctly filled out the questionnaire 

but were not currently employed in student personnel work 

and therefore, were not included in the final results. 

Their rankings, found below, are similar to the rankings of 

those returns incorporated into the study. 

Rank 1 Dean of Men 

Rank 2 Dean of Women 

Rank 3 Counselor 

Rank I4. Admissions Officer 

Rank 5 Registrar 

Rank 6 College Union Director 

Rank 7 Financial Aids Officer 

Rank 8 Placement Officer 

Rank 9 Residence Hall Director 

Rank 10 Foreign Student Adviser 

The ranking above differs slightly from the ranking of the 

sample used in the study in that the sample used in the 

study placed Financial Aids Officer in the sixth position 

and the College Union Director in-the seventh position. 
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