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This study used the theories of human, social and cultural capital as a lens to
study the career aspirations of éenior administrators, specifically vice presidents and
deans already in the pipeline to the college presidency, particularly as they related to
race and gender.

More than 2,700 vice presidents and deans at American Association for State
Colleges and Universities (AASCU) member institutions were asked to provide
demographic information, ant to respond to survey items assessing their accumulation
of capital, their experiences with discrimination and their aspirations. More than 1,600
surveys were returned resulting in a 61% response rate.

The typical senior administrator at state colleges and universities was a 54 year
old, White, male from a middle to upper class family. Approximately 30% of the senior

administrators were women. People of color made up approximately 13% of the senior

administrators. African Americans represented the largest number of people of color at



8% of the respondents, followed by Latinos/as (3% of the le) and other 'nc “es
(2% of the sample).

The study found that most senior administrators did not aspire to be college
presidents. Forms of capital were found to have a strong relationship with aspirations.
Greater accumulation of human, social and cultural capital led to higher levels of
presidential aspirations.

Race and gender also were related to presidential aspirations. African Americans
were significantly more likely than Whites to aspire to the presidency, and women were
significantly less likely than men to want a presidential post, even after controlling for
capital and discrimination.

The majority of women and people of color in the study experienced
discrimination in their career. For women, their experiences with discrimination
appeared to have a negative im|  t when predicting some of the measures of
aspirations. For people of color, their reported experiences had little impact on their
presidential aspirations.

The findings of this study highlighted the importance of issues of netwc¢ * i and
mentoring. It also furthered the understanding of the impact of forms of capital, the

pipeline to the presidency and discrimination on the aspirations of senior administrators.
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INTRODUCTION

Every year approximately 13% of all college presidents leave their position
(Kerr & Gade, 1989). This suggests that, during any given year, more than 300
presidents are involved in a separation from their institution. As a result, every year
hundreds of institutions are faced with the daunting task of searching for a new
president.

The large turnover of presidents each year requires enough qualified candidates
to fill the vacancies. Historically, vice presidents and deans have been considered the
most likely sources from which to draw presidential candidates. However, in one of the
few comprehensive studies of senior administrators’ presidential aspirations, the
Association of Governing Boards of Colleges and Universities (Commission on
Strengthening Presidential Leadership, 1984) concluded that many vice presidents
believed the presidency is no longer an attractive position. They stated that many
believed the presidential role had evolved and become politically intense. The emphasis
had changed from a focus on internal tasks, such as working with faculty and students,
to external tasks, such as fund-raising and public relations (Commission on
Strengthening Presidential Leadership, 1984).

With only one comprehensive study on the aspirations of senior-level
administrators, vital information about administrators’ desires to become a president is
lacking. While it appears to some that candidate pools continue to be large, the
Commission data suggest that colleges looking for a new president might have a hard

time finding qualified candidates who want to assume that position.



The paucity of information about administrators’ desires to become presidents
has left several questions unanswered. To what extent do vice presidents and deans
want to become presidents? What factors influence senior administrators’ aspirations to
become presidents?

The Formation of Aspirations

Much of the research on career aspirations conceptualized aspirations as the
expectation of selecting a particular career (Farmer, 1985). However, recent work
focused on the extent to which people aspire to leadership positions in their chosen
career (Dukstein & O'Brien, 1995; Nauta, Epperson, & Kahn, 1998; O'Brien &
Fassinger, 1993). This latter form of aspirations has been called higher-level career
aspiration and is the focus of the current study.

Before exploring these higher-level career aspirations of senior administrators,
one must understand how aspirations are formed. Much of the psychological literature
attributed the formation of career aspirations to the satisfaction of needs, primarily
needs of survival, pleasure and contribution (Astin, 1984; Roe, 1956). Survival needs
refer to physical needs, such as food, shelter and clothing. Pleasure needs are those
derived from the emotional pleasure and satisfaction of work activities. Contribution
needs refer to the need to feel that one is contributing to the good of others.

The formation of aspirations goes beyond the satisfaction of needs. Relying on
Bandura’s (1986) social cognitive processes, many psychologists have suggested that
aspirations are influenced by social and structural factors as well as psychological and

cognitive factors. Cognitive psychologists have pointed to self-efficacy as a primary



determining factor in the formation of aspirations (Bandura, 1977, 1982). Self-efficacy,
or a person’s beliefs about his or her ability to succeed, has been linked to career
aspirations, job persistence and career achievement.

While each of these cognitive theories plays a role in the formation of
aspirations, a large body of research has indicated that social structures must also be
considered (A: " , 1984; Bandura, 1986; Gottfredson, 1981; Hackett & Betz, 1981;
Kanter, 1993; Kanter, Darrow, & Maccoby, 1979). Astin (1984) suggested that
aspirations are formed through socialization processes where “the values of a particular
society are gradually inculcated through word and example by parents, teachers and
other adults” (p. 121). This process continues as individuals become socialized through
experiences in school and work. Research has suggested that the structure of
opportunity, which includes social factors such as family structure, occupational
structures, economic conditions and discrimination, impacts the creation of aspirations
(A "1, 1984).

The present study specifically explored these and other social factors that
influence the aspirations of senior administrators. Drawing from research outside of
education, a framework for examining these social factors was applied.

Aspiring to Become a College President and Forms of Capital

The current study drew on research in sociology and economics regarding

theories of three different forms of capital: human capital, social capital and cultural

capital. Specifically, this study explored the relationship between these forms of capital



and the career aspirations of senior administrators. Particular attention was given to the
accumulation of these forms of capital and their relationship to race and gender.

Forms of capital are a set of constructs that explain the way in which resources
are exchanged and distributed in a society (Bourdieu, 1986). Central to these constructs
is the notion that individuals accumulate capital that can be exchanged for career
advancement, status and power. The present study draws specifically on research that
ties these forms of capital to career aspiratic -

Financial capital is the fundamental construct in which all of the other forms of
capital are grounded. Individuals accumulate financial capital, in the form of wages,
investments and net worth, and are able to exchange this capital for resources or goods.
Less tangible forms of capital (human, social and cultural) are used as frames for the
current study; like financial capital, human, social and cultural capital can be
accumulated and exchanged for power and status.

H e

Economists have used human capital theory to explain the non-physical
attributes of an individual that affect career aspirations and mobility. The most common
attributes discussed by human capital theorists are an individual’s knowledge, skills,
education and training (Becker, 1993). Human capital theorists suggest that individuals
accumulate human capital through investments in education, training and work
experiences, which then can be exchanged for career advancement (Rosenbaum, 1986).
Individuals are the primary actors in career achievement, and their opportunities depend

on the amount they invest in education, training and work experiences (Rosenbaum,



1986). Thus, human capital theorists argue that career success is based almost solely on
merit and that factors such as race, gender and social class play no part in career
opportunities.

The application of human capital theory to the careers of presidents has been
well documented. An advanced degree appears to be a requirement for most institutions.
As most would expect, the most common degree among all presidents at all institution
types is the Ph.D. In fact, almost all presidents hold a Ph.D., an Ed.D. or an advanced
professional degree (Ross & Green, 2000).

Career experiences that appear to allow for the greatest accumulation of human
capital have been well documented as well. The normative path to the presidency has
been described as one that begins with an appointment to the faculty, followed by a
position as department chair, followed by a deanship, then a vice presidency and then
the presidency (Bimbaum & Umbach, 2001; Cohen & March, 1974; Moore, Salimbene,
Marlier, & Bragg, 1983). Individuals that follow this path appear to accumulate the
human capital that allows for the most mobility.

“--*-" and Cultural Capital

Sociologists have suggested that in addition to human capital, symbolic forms
of capital, in particular social and cultural capital (Bourdieu, 1977b), may influence
careers and aspirations. They argue that social structures are reproduced because those
from lower social classes are unable to accumulate the social and cultural capital
required by the dominant class. As a result, those in power stay in power, and those

from lower socio-economic backgrounds remain marginalized. Researchers use both



social and cultural capital to explain the influence that social class has on educational
and occupational aspirations and career mobility.

Social capital is often described as the accumulation of social networks, social
norms and expected behaviors that are established as a result of parents’ social class
(Coleman, 1988). Children who come from families with a low social status often do
not have the important cc  ections that are necessary for academic and occupational
success. More recently, this type of capital has been expanded beyond the impact of
parents’ social class to refer to the accumulation of “networks” or “connections” in the
workplace (Zweigenhaft, 1993). As individuals accumulate social capital by building
networks, they are able to exchange the capital for status and achievement.

Cultural capital, or cultural reproduction as it is often called, is a type of capital
that is transmitted from generation to generation (Bourdieu, 1977b). The factors that
compose this type of capital define an individual’s social class. The concept of cultural
capital covers symbolic resources such as verbal ability, general cultural awareness and
aesthetic preferences. Members of the dominant class often possess the most valued
types of cultural capital, which places them in a position of power within an
organization and society (Bourdieu & Passeron, 1977).

It is important to note that cultural capital can extend beyond the impact of
parent’s social class. Because the dominant culture of an orgar = tion dictates the
cultural capital required for status within the organization, one must understand what is

valued within a particular organization. For example, the value of ade e from a



prestigious institution like Harvard provides greater accumulation of cultural capital
within society than a degree from a state teacher’s college.

An individual’s accumulated cultural capital is translated into what Bourdieu
calls the habitus, which includes an individual’s enduring preferences, expectations and
aspirations (Swartz, 1997). Bourdieu (1977a, p. 331) argues that aspirations are “an
internalization of objective probabilities for success.” In other words, “* - notion of
habitus suggests that individuals unconsciously or consciously estimate the likelihood
of success. Individuals from families of lower socioeconc ': status often have lower
aspirations and may self-select out of particular situations (Bourdieu & Passeron, 1977).
Therefore, they may view high-status positions, such as the presidency, to be
unattainable and unrealistic.

The habitus is a dynamic concept that is impacted by other past experiences
such as socialization processes, actions and observations (McClelland, 1990).
Therefore, social capital also plays a role in forming the habitus. Information gained
through connections and networks * 1pe an individual’s expectations and aspirations.
As they calculate their opportunity for success, individuals weigh the information
gained through networks and the socialization process before establishing aspirations.

In comparison to the extensive attention given to the effects of human capital,
little work has been done on the effects of social and cultural capital on college
administrators. Most studies of the impact of cultural capital have focused on
educational attainment (McDonough, 1997; Perna, 2000) or success early in individual

careers (Alwin, 1974). Other studies have focused on the impact of mentoring, a form



of networking or social capital, on career mobility (Moore, 1982, 1990; Moore &
Salimbene, 1981; Sagaria, 1988).

Some recent studies indicate the importance of understanding the impact that
social class, and the subsequent accumulation of cultural and social capital, has on the
career successes of college faculty (Bieber, 1999; Dews & Law, 1995). Faculty from
lower socio-economic classes face challenges as they try to become socialized in
organizations dorr~  ted by the middle and upper classes. " earch on faculty from
working-class backgrounds has described feelings of isolation and the obstacles faced
because of the lack of accumulated culture as dictated by the dominant class in higher
education (Dews & Law, 1995). As one working-class academic suggests that

...it is hard to come from the working class and be an academic (with its

implication of upward mobility). For some of us, it means not really belonging

to either culture...I am not comfortable with middle class gentility...My
upbringing did not equip me with polite manners. The decorum is what I mean
by gentility...and the great majority of academics come equipped with middle

class manners. (LaPaglia, 1995, p. 177)

While little work has been done applying the theories of social and cultural
capital to careers of administrators in higher education, these constructs provide an
interesting lens through which to study aspirations.

The Intersection of Race, Gender and Capital

The three forms of capital discussed above may provide some explanation as to

why so few women and people of color are presidents. Although stud” have indicated

that the diversity of presidents has increased somewhat over the last ten years, the

number of women and people of color that become president is still very small (Green,



1988a; Ross & Green, 1998, 2000; Ross, Green, & Henderson, 1993). Research points
to several explanations for the relatively low numbers of women presidents and
presidents of color. Many have identified problems associated with the pipeline to high-
level administrative positions (Trower & Chait, 2002; Moore, 1990). Breakdowns in the
pipeline have been identified at each stage in the career ladder: undergraduate education
(Mazon & Ross, 1990; Ogbu, 1978), graduate education (Mazon & Ross, 1990;
Vaughan, 1996), appointment to the faculty (Tack & Patitu, 1992), promotion in the
faculty ranks (Aguirre, 2000; Milem & Astin, 1993) and promotion to increasingly
responsible administrative posts (Vaughan, 1986; Vaughan, 1996).

Others have argued that people of color and women lack the appropriate
credentials to succeed in higher education administration. Research suggests that
personal circumstances such as marital status, family responsibilities and an inability to
relocate all impact the careers of women in administration (Chliwniak, 1997; Glazer-
Raymo, 1999; Mann & Smith, 1990; Sederberg & Mueller, 1992). A large portion of
administrators of color in higher education follows the student affairs career path
(Harvey, 1999; Vaughan, 1996), a somewhat uncommon path to the presidency (Green,
1988b). The mobility of a large percentage of people of color in higher education is
further limited by an earned doctorate in education (Harvey, 1999), a degree seen by
many as not being as presidential asa«  ze in the arts, humanities or sciences.

An important factor in the careers of women and people of color in higher
education is their experiences with discrimination. Some have argued that women and

people of color encounter a “glass ceiling” as a result of the discrimination they fa as
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they climb the administrative career ladder. Women often experience differential hiring
practices (Kolpin & Singell, 1996) and lower recognition and rewards (Hearn, 1999;
Johnsrud & Heck, 1994). Several women have chronicled the unique challenges,
discrimination and har ment they experienced throughout their career and still
encounter as deans, vice-presidents and presidents (Mitchell, 1993; Sturnick, 1991;
sown d, 1995). Re ntly, senior adn " ° trators of color have begun to the
discrimination and chilly climate they faced as they rose through the administrative
ranks (Benjamin, 1997; Bowen & Muller, 1996; Harvey, 1999; Lomotey, 1997).

While each of these explanations of why there are so few women and people of
color in the presidency are significant, perhaps there are larger social factors that reach
beyond discrimination that limit their careers. Differences in the accumulation of
cultural and social capital may have an impact on the aspirations of minority and
women administrators, resulting in significant differences in career attainment.

The three forms of cap”  are particularly useful in understanding the
aspirations of women and people of color. Several studies suggest that the impact of
social and cultural capital on career success and aspirations is significant, particularly
for people of color and women. Some have found that pe __le from dif ________:es and
social classes accumulate human capital differently, which may lead to differences in
their occupational and educational aspirations (Bourdieu & Pas « 1977). Women
and people of color from low socio-economic backgrounds not only face the challenge
of being in a White, male dominated society, but they work in a culture ¢~ | by

the upper and middle classes. People of color and women from lower socio :onomic
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backgrounds are not only subject to discrimination because of their race or gender, but
they face additional discrimination because of their working-class upbringing (Dews &
Law, 1995). One black academic suggests that issues of race are compounded by issues
of class (Warren, 1995). She further argues that middle-class black faculty have
additional resources needed to climb the academic career ladder that lower class blacks
do not. These faculty are given the tools and the language necessary to succeed in the
White, middle-class academy.

Few studies have examined administrators of color and female administrators
already in the pipeline to the presidency to understand their qualifications and
aspirations. Are minority and women candidates in the pipeline less likely to want to
become presidents? Many would assume that those who have reached the level of dean
or vice president are qualified to become a president. If there are qualified
administrators of color who desire to become a president, but are overlooked, one could
conclude that the pipeline argument is weakened. Before any assertions are made as to
the causes of the low representation of people of color in the presidency, the aspirations
of those considered most qualified to become president must be explored.

Purpose of the Study and Research Questions

The current study used the theories of human, social and cultural capital as a
lens to study the career aspirations of senior administrators, specifically vice presidents
and deans, already in the pipeline to the presidency. These forms of capital also
provided a frame through which to examine the intersection of race, class and gender

with social structures and career aspirations. Given the lack of information on senior
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administrators’ aspirations and the impact of the intersection of race, gender and class
on careers, the purpose of this study was to examine the relationship between the
different forms of capital and the aspirations of college deans and vice presidents. The
present study addressed the following research questions:
1) Who were the senior administrators at state colleges and universities?

a) How diverse were senior administrators at state colleges ¢ ' universities?

b) What human, social and cultural capital had they accumulated?
2) What were the aspirations of senior administrators?
3) What was the relationship between the forms of capital (human, social and cultural)

and the aspirations of senior administrators?
4) What saliency did race and gender have in the prediction of presidential aspirations?
5) How did experiences with discrimination relate to the aspirations of senior

administrators?
6) To what degree did forms of capital and experiences with discrimination explain

racial and gender differences in presidential aspirations?

Method of Study
To answer these questions, 2,757 vice presidents and deans from 339 state

colleges and universities were surveyed. Because research indicates that less prestigious
institutions tend to have more diverse administrations, a sample of administrators drawn
from 371 state colleges and universities was selected in order to obtain a large and
diverse sample. All the institutions studied were members of the American Association

of State Colleges and Universities (AASCU).
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AASCU, an organization located in Washington D.C, has played an important
role in developing women and minority leaders within its member institutions. AASCU
provides training for women administrators and administrators of color in hopes of
diversifying senior administrators in state colleges and universities. Given this goal,
AASCU found this study important for its membership and provided support for the
survey implementation.

A survey instrument was designed to address several factors that may be related
to senior administrators’ desires to become a president. First, human capital was
addressed through questions about education and career experiences. Second,
background questions were asked to ascertain the accumulation of social and cultural
capital. Third, career goals and aspirations were addressed through questic -~ about
future career plans. Finally, the attractiveness of the presidency was addressed in
questions pertaining to the respondents’ opinions about the different roles of the
president.

The analyses of the survey data were conducted in several stages. First, an
exploratory factor analysis was conducted to explore the constructs underlying the
survey data. Given the complexity of the different forms of capital and the limited work
done applying these theories to senior academic administrators, this stage of the data
analyses was particularly important. The factor analysis allowed scales to be built that
measured human, social and cultural capital, as well as presidential aspirations.

Next, descriptive statistics were used to describe the senior administrators of

state colleges and universities. Because so little is known about college deans and vice
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presidents,'this analysis offered one of the first extensive descriptions of senior
leadership of colleges and universities.

Finally, four models were constructed using ordinary least squares regression
(OLS) and logistic regression to explore the relationship between the forms of capital
and aspirations. The demographic variables, forms of capital and experiences with
discrimination were entered into OLS models to pr« ** 't presidential aspirations.

Significance of the Study

The present study filled several holes in the literature on administrators and
administrative careers in higher education. First, it was the first study to provide a
comprehensive understanding of senior administrators at state colleges and universities.
Very little research has been conducted examining vice presidents and deans,
particularly at state colleges and universities. The study was one of the first to provide a
detailed description of leaders at these institutions.

Second, few studies have explored the aspirations of senior administrators, and
in particular, their desire to become presidents. More importantly, this study sought to
determine if there were differences in aspirations between men and women, and Whites
and people of color. Until scholars have an understanding of the desire of senior
administrators to become president, theories about the causes of inequities in number of
women and minority presidents are difficult to defend. Researchers studying the reasons
for the lack of diversity among senior higher education administrators may benefit from

these findings.
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Third, the study advanced the theories of human, social and cultural capital as
they apply to careers in higher education. While several scholars have applied human
capital theory to administrative careers, few have studied administrators using cultural
and social capital as a theoretical lens.

Fourth, this study expanded the understanding of the forms of capital senior
administrators believe they need to possess in order to be a president. Administrators
who have not accumulated the cultural or social capital necessary to become a president
may not be likely to see themselves as worthy of a presi *-~“ial post. In other words,
those who lack the necessary social networks and cultural knowledge may have
suppressed aspirations because they have not accumulated the capital required to be a
president.

The implications of such findings may inform policy. If policy makers hope to
build programs that develop young administrators to become president, an
understanding of aspirations and the factors affecting them would be extremely
beneficial. Programs could be developed to address the factors influencing aspirations
rather than addressing the symptoms of these factors. Mentoring programs, training and
new recruiting techniques could be developed with the knowledge gained from this
study.

The most significant contribution may be on college campuses that hope to
encourage diversity in the presidency. Trustees, presidents, vice presid: 3 and deans
may find it useful to have an understanding of the issues that affect minorities and

women as they advance in their careers. Until a deeper understanding of the factors that



affect the career mobility of people of color and women is provided, little change is

likely to occur.

16






18

terms of normative trajectories, those sequentially ordered positions that begin with a
single entry position and end with a fixed top position. Each position along the
trajectory develops the skills needed for the individual for the subsequent position. So,
in higher ¢ * :ation terms, an individual who reaches the level of vice president at a
college or university would be particularly qualified for the presidency.

It is important to note that human capital theorists argue that * lividuals are the
primary actors in determining their own opportunity. Individuals determine how much
they are willing to invest through education, training and work experiences, and as a
result, will advance accordingly. Human capital theory suggests no structural barriers to
advancement exist (Rosenbaum, 1986). According to human capital theorists, racism,
sexism and classism are not considered to influence career success. Individuals with the
same education and work experience will have the same opportunities for advancement.
Little or no work has been done relating career aspirations to human capital. Studies of
careers often control for human capital and examine other influences, such as cultural
and social capital.

Social and Cultural Capital

Some sociologists have found theories of human capital inadequate in the
explanation of career attainment. Unlike those that support human capital theory, many
sociologists argue that not every form of capital can be easily translated into career
achievement and focus primarily on class-based variations of capital (Swartz, 1997).
They argue that human capital theory overlooks the social realities of organizations and

society (Rosenbaum, 1986).
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Researchers suggest that the dominant cultures dictate career opportunities for
all individuals. A power structure exists within society (and organizations within that
society), and those in the dominant culture create systems by which this structure is
reproduced (Bourdieu, 1977b). In order to advance within society, individuals must
accumulate the capital required by those cultures.

The form of capital they describe is quite different than human or financial
capital. Bourdieu (1977c¢) argues that social class is an important influence on career
aspirations, opportunities and successes. The impact of social structures often takes the
form of symbolic capital, which Bourdieu calls cultural and social capital. The
financial, educational and social status of parents and the knowledge, skills and values
they impart, have a tremendous impact on the lives of their children "™ xcker, 1993). As
a result, those from lower social classes face greater challenges as they attempt to
accumulate human capital. The theories of social and cultural capital have been used to
explain the differences in the career attainment of different racial groups. These two
concepts must be explored in greater detail.

Social Capital

Social capital refers to the accumulation of resources as a result of relationships
(Bourdieu, 1977a). More recently, this type of capital has been referred to as
“networking” or “connections” (Zweigenhaft, 1993). These relationships most often are
related to group membership. The accumulation of social capital can translate into a
form of credentialing (Bourdieu, 1986). These credentials form a type of credit that can

be used when attempting to advance in a career.
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In the past, social capital was largely a function of family and familial
relationships. In recent years, sociologists recognized that social capital is accumulated
through individual efforts throughout their career. An individual can build a lasting
network that can be mobilized when pursuing career advancement.

Nevertheless, social capital has a cultural component that is important to
understand. Social networks create rules of conduct. These networks or connections
involve mutual obligations and norms borne out of reciprocal relationships (Putnam,
2000). These norms can be specific in that an individual’s action is predicated upon a
reciprocal action. However, these reciprocities can be general and can become credits
for future action.

The literature suggests that social capital has both individual and collective
components. While individual accumulation of social capital is important, social capital
can have an impact on communities as well. Networks (by definition) are built on
relationships. Acor " nto s« ne whe * accumulated little human capital is
1 "kely to be of great benefit. “(A) well-connected individual in a poorly connected
society is not as productive as a well-connected individual in a well-connected society.
And even a poorly connected individual may derive some of the spillover benefits from
living in a well-connected community” (Putnam, 2000, p. 20).

T"  collective nature of networks suggests two dimensions of social capital:
bonding and bridging (Gittell & Vidal, 1998). Bonding social capital refers to exclusive
groups that tend to look inward and “reinforce exclusive identities and homogeneous

groups” (Putnam, 2000, p. 22). Common examples of these are country clubs and
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college fraterities. In these examples, social capital, like all forms of capital, can be
harmful and even anti-social. Bonding social capital can be harmful because often those
in power can use it to dominate. For example, for decades Whites from the upper class
dominated country clubs and forbade people of color to join. The effect created a bond
between members while preventing those who could not join from gaining the same
benefits and resources. However, networks of people of color and specific r*~ic groups
can provide support for communities that may not have the symbolic power of
dominant groups. For example, a black student union on campus can provide a
community of support for African American students.

Bridging social capital are networks that include diverse social, racial and
economic groups. They tend to be outward looking and work to bridge differences.
Bridging social capital creates a culture that is quite different than that formed by
bonding social capital. Bridging social capital works to break down antagonism
between groups. Civil rights organizations and service groups are examples of bridging
social capital.

Researchers use three theoretical approaches — weak tie theory, structural hole
theory and social resource theory - when describing the properties of networks as
representations of social capital. Each of these theories suggests something about
networks as they pertain to career succ: Wk tie theorys  :sts that strong ties are
likely to exist in a social clique, and the information possessed by any it ber of the
clique is likely to be shared or to be redundant with information possessed by others in

the clique (Granovetter, 1973). Weak (rather than strong) ties often serve as a way of
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bridging close-knit groups, providing a broader and more diverse set of information and
resources. The diversity of information gained through weak ties aids in individual
career attainment.

Unlike weak tie theory, the structural holes approach to social capital focuses on
the pattern of relations among members of an individual’s network rather than on the
characteristics of the individual’s ties. According to structural holes theory, individuals
who are connected to many people who are themselves unconnected will have a greater
advantage in the workplace (Burt, 1992). In other words, when an individual is
connected to someone with few connections, that individual is likely to receive
information from the connection that they might get from another member of their
network. Networks with many structural holes will have access to unique infc ~ ~*"on,
greater visibility, stronger bargaining power and greater career opportunities.

The third theoretical approach, social resources theory, focuses on the content of
a network. Social resources theorists /" *~ "~ ~2l, & Vaughn, 1981) suggest that it is not
the weakness of the tie that gives an individual an advantage, but that weak ties tend to
provide the type of resources necessary for the individual to advance. In other words, a
connection within a network that possesses resources useful for career advancement can
be considered a social resource. Research has shown that weaker ties reach higher status
connections and that the occupational prestige of a connection is positively related to
the prestige of the job secured by an individual (Lin et al., 1981).

While the three theories suggest a controversy about how social capital is

conceptualized, some research suggests that integration is possible. This integrated
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and competence (Gist & Mitchell, 1992) and can lead to greater job satisfaction
(Hackman & Oldham, 1980). Some research indicates that feelings of powerlessness
and low job satisfaction cause individuals to feel “stuck” and stifles their aspirations
(Johnsrud & Rosser, 1999; Kanter, 1993). Individuals with little accumulated social
capital have limited information from which to draw when making decisions about
career aspirations, thus narrowing their perceived opportunities.

Cultura] Capital

Cultural capital is another form of capital closely related to social capital. Some
researchers suggest that cultural capital, or cultural reproduction as it is often called, is
what is transmitted from generation to generation (Bourdieu, 1977). Again, cultural
capital is a symbolic resource rather than an economic resource like financial capital.
Many consider this type of capital to be the attributes that parents pass on to children.
An individual’s social class defines most of these attributes. Members of dominant
classes possess the most valued kinds of cultural capital. Cultural capital includes such
things as verbal facility, cultural awareness and aesthetic preferences.

Cultural capital exists in three forms: the embodied state, the objectified state

and the institutionalized state (Swai._, 1997). The .__> = Istated 1
imerous dispositic  tha ot

socialization process. Much of this socialization begins in early chil™ " and

an investment of time from p: yn [] T

this process, cultural distinctions are ____bodied within the individual. In attempts to help

children become more cultured, parents may take their children to the or
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museums. Because this acquisition of cultivated dispositions occurs within each family,
socio-economic inequalities become dramatic cultural differences. Those accumulating
more cultural capital will have greater successes in educatic~-"and  zer attainment
than those with less cultural capital.

The objectified state, which is closely related to the embodied state, refers to
material ob’ s such as paintings, writings or bo« ©  (Bourdieu, 1986). Those who
embody cultural capital are able to serve to define what is cultural capital in its
objectified state. Those who are able to understand and interpret writings, play
instruments and appreciate museums determine what is of value. Therefore, those who
have accumulated a great deal of cultural capital in the embodied form wield a great
deal of power in determining what is objectified capital (Bieber, 1999).

The institutionalized state of cultural capital is often associated with education.
In most cases, the institutionalized state refers to the ¢ lentials earned through
education but has been extended to other credentials or competencies earned through
training and job experiences (Bourdieu, 1986). The institutionalized state in the form of
credentials is critical in gaining access to desirable jobs. So the investment in a good
education is important in the job market.

Some have suggested that higher education has become a critical component in
the reproduction of social class structure. ~ >urdieu and Passerson (1977) a  that
schools reproduce class structures by translating class differences into d: ices in

merit. In other words, students with higher levels of cultural capital, as a result of family
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social class, are able to use the familial cultural capital to accumulate even more
cultural capital through socialization processes in education.

Bordieu (1977b) claimed that this reproduction of class structures is a result of
symbolic systems stemming from the way in which cultural capital is accumulated. He
claims that these symbolic systems are “structuring structures” in that they provide a
means for understanding the social world. They are also “structured structures” because
they provide a shared meaning for all members of a ¢--*ire and serve as ~  truments for
communication. Most important, symbolic systems serve as instruments of domination.
They allow for dominant groups to maintain hierarchical structures and legitimate social
rankings.

Because dominant groups within society and organizations define the
accumulated cultural capital necessary for career attainment, the concept of cultural
capital can be extended beyond the impact that family has on an individual’s career. For
example, an individual can accumulate a great deal of cultural capital by atter ' za
prestigious college or university, regardless of the parents’ social class. That capital can
be exchanged for greater earnings and career success (Zweigenhaft, 1993).

Thus, cultural capital not only provides a framework to examine career
achievement but also suggests that cultural capital is closely related to individual
aspirations. For the current study, a particularly important component of cultural (and
social capital) is the concept of habitus. Habitus is a system of enduring dispositions
that incorporates previous experiences (Bourdieu, 1977b). Habitus has1 . described

as the “cultural unconscious, habit-forming force, set of basic deeply interiorized
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master-patterns” (Swartz, 1997, p. 101). In practice, it functions as a matrix of social
class differences in attitudes and aspirations based on experiences with family and
environments. In other words, individuals with similar levels of cultural and social
capital will have similar expectations and career aspirations.

According to Bourdieu and Passerson (1977), the habitus shapes individual
actions, which in turn perpetuates existing opportunity structures. Aspirations
correspond to individuals’ environmental conditions and social class. What individuals
judge as reasonable expectations or aspirations relates to their social standing (Bourdieu
& Passeron, 1977). Therefore, those from a lower social class would have much
different (and perhaps lower) aspirations than those from higher social classes.

The notion of habitus then has a relationship with cognitive decision-making
processes. In effect, the habitus provides unconscious limits on what individuals see as
rational career aspirations. The notion of habitus appears critical to understanding
administrator aspirations. Perhaps, those from lower socio-economic backgrounds do
not see the life of an academic as a possible career. However, if they do become a
member of the faculty, they then may see the presidency as a plausible aspiration.

It is important to consider that habitus is a dynamic concept that also is impacted
by past experiences, such as socialization processes, actions and observations
(McClelland, 1990). As individuals become socialized in an organization and
accumulate cultural and social capital, their habitus may undergo change. Because
aspirations are a large component of the habitus, these aspirations are subject to change

as capital is accumulated.
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The Careers in Higher Education and Capital
Using the forms of capital s the theoretical framework for this study of senior
college administrators requires an anderstanding of the capital required to reach the
presidency. Because little or no wark has been done to apply these theories to the
population of the current study, it is important to examine the literature on presidents to
understand the culture of higher education.

Capital and the Co”™™  "re~*~'~ncy

What forms of capital are rzquired to become a president? A large body of
research has focused on the human capital required to be a president.

As most would expect, the education typically required of presidents is a
doctorate, usually in traditional disciplines like the arts and sciences (Cohen & March,
1974; Ferrari, 1970). Degrees other than the doctorate are seen infrequently in the
presidency, particularly at prestigious institutions (Ross & Green, 2000).

The accumulation of human capital in the form of work experiences also appears
to be important in earning a presidential position. After earning their doctoral degree,
most presidents appear to have followed similar trajectories (Bimbaum & Umbach,
2001; Cohen & March, 1974; Moore et al., 1983). They begin their careers with full-
time faculty appointments followed by a series of administrative positions, such as
department chair, dean and academic vice president (Carbone, 1981; Cohen & March,
1974; Ferrari, 1970; Kerr & Gade, 1989; Moore et al., 1983). These experiences are so
common that some have termed this the normative path to the presic  :y. For the past

20 years, approximately two-thirds of all presidents reached the presidency having
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accumulated the necessary human capital by taking this normative path (Bimbaum &
Umbach, 2001; Cohen & March, 1974; Moore et al., 1983).

It seems that other career experiences also allow for the accumulation of the
necessary human capital to become president. While many presidents have acquired
similar human capital by taking the normative path, other paths to the presidency are
taken with some frequency. Next to the normative path, the most common trajectory is
the administrative path. The administrative path to the presidency involves a series of
administrative positions with no full-time experience as a member of the faculty
(Bimbaum & Umbach, 2001; Moore et al., 1983).

In addition to acquiring the necessary human capital to become president, it
appears that presidents also must accumulate cultural capital. It seems that certain
disciplines in which presidential hopefuls earn their degrees may accumulate different
levels of cultural capital. The most common fields of study of presidents, or those fields
that seem to afford the greatest accumulation of cultural capital, are arts, humanities and
the sciences (Cohen & March, 1974; Ferrari, 1970). However, degrees in education,
particularly the Ed.D., appear to restrict the options of those aspiring to be president
(Birnbaum & Umbach, 2001). In addition, others have suggested that degrees in applied
fields, such as nursing, also limit administrative opportunities (Gmelch, Wolverton,
Wolverton, & Hermanson, 1996).

Cultural capital is also accumulated through work experiences. For 1 ince,
while these administrative presidents reach the presidency with great frequency, very

few have reached the same position at more prestigious Research and Doctoral
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institutions (Ross & Green, 1998, 2000; Ross et al., 1993). So, while nearly two-thirds
of all presidents still obtain the necessary human capital required to become a president
(Birnbaum & Umbach, 2001), they may not obtain the requisite cultural capital to
become president.

As with cultural capital, little work has been done on applying the social capital
framework to presidents. Yet, a closer look at presidents also sug sts that socia”  pital
may play a role in their careers. Approximately 10% of all presidents come to their
presidency without any experience in higher education or directly from a position
outside of higher education (Birnbaum & Umbach, 2001). Many of these presidents are
former politicians, military officers or religious leaders. Their entry into higher
education suggests that they accumulated the necessary social capital through a broad
network of connections that could be translated into a presidential post.

Additionally, the largely external role of the president requires presidential
hopefuls to accumulate social capital. In an age where fundraising is largely a
responsibility of the president, one would expect that presidential candidates have
connections within higher education and with leaders in business and industry (Murphy,
1997). The ability to call upon established networks is important to the success of
presidents.

While each of these arguments suggests the importance of using all three forms
of capital when examining careers to the presidency, they do not link the capital

framework to aspirations of college administrators. The research that uses these frames
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to study the careers of faculty and administrators must be examined to strengthen this
link.

Cultural Capital and Careers Higher Education

The bulk of the research on cultural capital and careers in higher education has
been done on college faculty. One researcher (Bieber, 1999, p. 378) argued that faculty
who come from upper class backgrounds “are in step with institutionalized educational
agencies and systems” and benefit “in some way from participating in “* 1se agencies.”
As aresult, they “exert more power and influence in perpetuating” those systems. He
extends this understanding of the power held by certain academics to the undue
influence that some disciplines have on the organization. Certain disciplines, namely the
hard sciences, have the cultural capital needed to influence administrative decision
making.

While this research suggests there is a relationship between power and cultural
capital on college campuses, the impact of social class on academic careers is much
more profound. Studies have found that class background and the subsequent
accumulation of cultural and social capital not only impact whether one becomes a
professor, but also influence the prestige of the institution where they work (Bieber,
1999). Although higher education is expanding to include less privileged individuals,
the faculty continue to be dominated by those from privileged family origins (Dews &
Law, 1995). Even more telling is that prestigious research institutions
disproportionately draw from the higher social classes (Lipsett & Ladd, 1976). The

higher the education and occupational prestige of parents, the more likely that their
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offspring will teach at America’s most prestigious institutions. Faculty from working-
class families are most heavily represented in lower-tier institutions.

Research also suggests that social class origins impact the discipline in which
faculty teach. Faculty from less privileged upbringings were more represented in fields
such as education and applied disciplines, which are perceived by many as having lower
status in higher education (Lipsett & Ladd, 1976).

Not only does family status impact where and what faculty members teach, but
it also impacts the work they do as a faculty member. Those from lower class
backgrounds appear to prefer teaching to research. Faculty from working class
backgrounds teach more, publish less and receive fewer grant dollars than those from
wealthier upbringings (Lipsett & Ladd, 1976). In fact, those from middle and high
social class origins overwhelmingly preferred teaching to research, which is in
contradiction to the reward structures of most colleges and universities.

While these data are illuminating, recent research on faculty from working-class
backgrounds provides a deeper understanding of the impact that social class origins
have on academic careers. Faculty from lower social classes experience ambivalent
feelings over their current social status and their working-class upbringing. While their
working-class upbringing significantly influences how they view the world (Sennett &
Cobb, 1972), they have moved to a middle-class profession, which offers a different
view of the world. This incongruity between the social class upbringing and the socijal
class of faculty creates conflict and discontent for working-class faculty (1

Sackrey, 1996). Class movement of this kind creates feelings of being out of place in a



33

social class higher than one’s origin. Researchers (Sennett & Cobb, 1972) have coined
the phrase “status incongruity” to describe the feelings of discontent that result from
upward mobility experienced by working-class faculty.

Many working-class faculty have described the feelings of “living on the edge”
and not belonging to either the working-class or middle-class worlds. One faculty
member of low social class orig” des ™ zs faculty lifeas a

...borderline state. The sense of being neither here nor there persists: the

working-class academic can never fully “move in.” The people from your

former life refuse to understand what you do; in your new one, what happens at
the dinner table will always give you away: arranging silverware was not part of
your training. You know and you don’t know, and what you don’t know is worth

more to your professional position. (Capello, 1995, p. 130)

The status incongruity felt by working-class faculty has a profound | ‘on
their careers, motivation and aspirations. Working-class faculty often feel marginalized
in the academic environment (Gardner, 1993). In addition to feelings of
marginalization, working-class faculty often feel insecure about their abilities and have
fears of inadequacy in professional and social situations (Barker, 1995). Faculty from
working-class backgrounds often are dissatisfied with their academic lives (Dews &
Law, 1995). These feelings have led an overwhelming number of faculty from lower
social status origins to state that they would leave their current faculty post in the next
three years or leave higher education altogether (VanderPutten, 1999a).

Although many faculty from working-class origins have feelings of status

incongruity that impacts their aspirations, their motivations are quite ~ ffer n

those from the middle class. Faculty from lower class origins often state that their
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reasons for pursuing academic work and upward mobility in the fa “yr-——"sisto

a difference in the lives of students (Dews & Law, 1995; VanderPutten, 1999b) and, in
particular, a difference in the lives of students from social backgrounds similar to their
own (Va ~ 7utten, 1999b). Many of them stated they hoped to be a symbol for those
in their community and expressed the desire to change the entire system of higher
education (Warren, 1995).

M aA A peer e TR R paating

Higher education officials have long understood the importance of social capital
as an aid for career success in colleges and universities. The concepts of sponsorship
andn torship now have been identified as important aspects of encouraging the career
advancement of college administrators (Johnsrud & Ro.. .., 1999; Moore, 1982; Moore
& Salimbene, 1981; Sagaria, 1988).

This recent research explores the important information that administrators get
from being mentored or sponsored. Some have suggested that an individual’s networks
within an organization and outside an organization are important to perceived
opportunity (Kanter, 1993). Johnsrud and Rosser (1999) suggest that administrators
who have a broad range of external relationships are likely to have higher aspirations.
These networks provide © “ormation and support that allow for individuals “to
effectively deal with the wider organization and mobilize resources” (Johnsrud &
Rosser, 1999, p. 137). This information, in turn, creates a perception of greater

opportunity and higher aspirations.
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Beyond these few studies of human, social and cultural capital, little work has
been done applying these frames to administrative careers. More importantly, in the
context of the present study, no work has been done to apply these concepts to the
aspirations of senior administrators. This is important for several reasons. First, what do
senior administrators perceive to be the necessary acci ' tion of the forms of capital
to become president? If the presidency is unattractive to senior administrators, perhaps
it is because they feel they do not have the necessary capital required to do the job
effectively. Second, perhaps applying the forms of capital to senior administrators will
provide some explanation as to why so few women and people of color become
presidents.

Race/Ethnicity and Gender and the College Presidency

Many in higher education have begun to recognize the need for diversity in their
faculty and staff. Yet the most visible position on college campuses, the president,
continues to be held mostly by White men. Over the last decade, the diversity of
presidents has increased, but the position continues to be held mostly by White men in
their fifties (Green, 1988a; Ross & Green, 1998, 2000; Ross et al., 1993). In 1998, only
19% of all presidents were women, and only 11% were people of color (Ross & Green,
2000).

Some research indicates that the percentage of women presidents drops
somewhat when women’s colleges and Historically Black Colleges and Universities are
removed from the sample (Birnbaum & Umbach, 2001). Of the 2,297 presidents who

responded to the American Council on Education’s survey of presidents in 1995, only
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103 were African American (Ross & Green, 1998). When historically black colleges
and universities are removed from the sample, the number of African American
presidents drops to 80 (Birnbaum & Umbach, 2001).

Likewise, gender and race/ethnicity appear to have a relationship with the type
of institution presidents lead (Birnbaum & Umbach, 2001; Vaughan, 1996). In 1995,
only 6.1% of all presidents at doctoral-granting institutions were people of color, and
only 10.3% were women (Birmbaum & Umbach, 2001). How can such low
representation of women and minorities in the presidency, particularly at doctoral-
granting institutions, be explained?

Pipeline Problem

Most argue that the number of women and people of color in the career pipeline
to the presidency is very small; thus, few actually become president. Proponents of this
argument suggest that few minorities and women enter the career pipeline to the
presidency (Vaughan, 1986, 1996). A number of articles have identified problems
associated with the pipeline to high-level administrative positions. Breakdowns in the
pipeline have been identified at each stage in the career ladder: undergraduate education
(Mazon & Ross, 1990; Ogbu, 1978), graduate education (Mazon & Ross, 1990;
Vaughan, 1996), appointment to the faculty (Tack & Patitu, 1992; Vaughan, 1996) and
increasingly responsible administrative posts (Vaughan, 1996).

While this argument is important, other research suggests alink1  veen race
and gender and the prestige of an institution at which an individual becomes president.

One study found that even when controlling for education and career path, African
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Americans are underrepresented within doctoral-granting institutions (Birnbaum &
Umbach, 2001). Still others posit that minorities and women are more likely to become
presidents at community colleges than at doctoral-granting institutions (Vaughan, 1986,
1996). These studies suggest that there are factors other than career path and education
that inhibit the careers of women and minorities and restrict them from becoming
presidents or becoming presidents at certain types of institutions.

Discrimination and the “Chilly Climate”

One possible explanation is that women and administrators of color experience
discrimination as they attempt to move up the career ladder. In the past 10 years, several
collections of autobiographical stories of women who have reached high-level
administrative posts have appeared. The women chronicle the unique challenges, “chilly
climate”, discrimination and harassment they experienced throughout their career and
still encounter as deans, vice-presidents or presidents (Mitchell, 1993; Sturnick, 1991;
Townsend, 1995). Other research suggests that women often experience differential
hiring practices (Kolpin & Singell, 1996) and lower recognition and rewards (Hearn,
1999; Johnsrud & Heck, 1994). Women also encounter personal circumstances, such as
marital status, family responsibilities and an inability to relocate, which impact their
careers in administration (Chliwniak, 1997; Glazer-Raymo, 1999; March & March,
1977; Sederberg & Mueller, 1992).

Minorities tell of the discrimination and chilly climate they faced as they rose
through the administrative ranks and that they still face today (Benjamin, 1997; Bowen

& Muller, 1996; Harvey, 1999; Lomotey, 1997). They also describe the frustration that
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comes from the differential treatment they get when applying for senior positions in
higher education. Researchers (Jackson, 2001; Oliver & Davis, 1994; Wiley, 2001)
have found the discrimination of African American administrators has a negative
impact on their retention at predominantly White institutions.

Others have suggested that the discrimination of people of color and women
prevents them from even entering the pipel: =~ to " ainistrative positions (Trower &
Chait, 2002). The discriminatory climate causes many women and people of color to
choose not to attend graduate school or to withdraw while in a graduate program. If they
overcome these barriers and obtain a tenure-track slot, many encounter isolation
(Aguirre, 2000). These experiences often results in them not getting promoted or
leaving higher ‘ucation altoget” (Aguirre & Martinez, 1993; Rausch, Ortiz, Dot * ",
& Reed, 1989).

Each of these explanations is important in understanding the challenges faced by
won  and people of color as they attempt to advance in higher education. However,
little research has been done to understand the factors that affect the desire of Ii~h-level
academic administrators to become president. More importantly, do these factors
influence people of color and women differently than White men? The literature
suggests that this question may be answered by using  iita” ©  work.

Race, Gender and the Forms of Capital in Higher Education

The implications of the accumulation of human capital appear to be somewhat

different for minorities, women and White men. Some have sug tl

racial and ethnic groups accumulate human capital differently, which may have a
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significant effect on career aspirations. The rewards minorities receive for their
investment in human capital have been found to be lower than Whites because of the
lower levels of social and cultural capital accumulated by minorities (Bourdieu &
Passeron, 1977).

Research suggests that that the reputation of the institution from which one
receives a degree affects occupational attainment (Alwin, 1974). However, some have
found that the reputation of colleges has a greater impact on the occupational attainment
of women than of men (Garrison, 1982) and minorities than of Whites (Pascarella et al.,
1989). Additionally, women and people of color have historically earned degrees in
fields that appear to lead to fewer opportunities for presidential posts than traditional
degrees in the arts and sciences (Bimbaum & Umbach, 2001). Women often earn
degrees in nursing (Gmelch et al., 1996), and people of color often earn degrees in
education. Both of these degree areas appear to accumulate less cultural capital than
degrees in the hard sciences or engineering.

It also appears that women and administrators of color may follow paths that do
not allow them to accumulate a great deal of cultural capital. Historically, people of
color and women appear to take career paths that have not been considered as those that
lead to the presidency. Another factor that appears to affect the career path of women is
the large proportion who follow a student affairs career track. In 1991, only 16% of
chief academic officers were women (Walton, 1998), while at approximately the same

time, 28% of all chief student affairs officers were women (Creal & Beyer, 1993).
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tell very little of the factors influencing these plans and only provide data on college

deans.

The second study examined the aspirations of administrators and faculty of color
in the Pennsylvania State System of Higher Education (Taliaferro & Montoya, 1995).
This study found that less than half of the women in the sample aspired to be a
university vice president compared to almest 90% of the men in the sample.
Additionally, they found that only 15% of the female administrators said they would
like to be a president compared to 35% of the male administrators.

These studies suggest differences between male and female administrators of
color but, because of the limited sample, do not allow for comparisons across race. The
studies also did not perform any muitivariale analyses on the data to examine the
complex relationships between race, class, gender and aspirations.

Summary

The review of the literature establishes several important premises on which the
present study is based. Because almost no work has been done on the aspirations of
senior administrators, the higher ecducation literature provides little guidance as to the
appropriate framework to use to guide the study. However, a review of the literature
outside of higher education suggests that forms of capital influence aspirations. This
literature provides insight into the aspirations of senior administrators.

Yet applying the forms of capital to aspirations required an in-depth

examination of the theories. While most view capital as something that ¢ be
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exchanged for career achievement, the current study argues that the literature suggests a
strong link between capital and aspirations.

Social capital is a critical component of the calculation of aspirations. As
individuals are socialized to an organization and accumulate capital, they obtain
information that shapes their aspirations. The make-up of an individual’s network and
the information received from those within the network becomes part of the calculation
of what is a reasonable aspiration. Most within an orge~"~1tion are socialized to
understand the cultural capital required for advancement.

The accumulation of social capital is particularly important for presidents.
Presidents are required to have a broad network of connections from which they can
draw information, political power and financial resources. Senior administrators who
are deciding whether they would like to be a college president must assess their
personal networks to determine whether they have the social capital required to be an
effective president.

Cultural capital is also a critical component of an individual’s calculation of
aspirations. Individuals assess their accumulation cultural capital as they develop their
aspirations. Through this assessment, they determine whether they have the cultural
capital required to be a president. More important, much of the process of forming
aspirations is not done consciously. If individuals who do not have the cultural capital
required in a particular culture are likely to feel like outsiders, they subconsciously may

not even consider a presidential appointment as a possibility.
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The literature also suggests that the forms of capital alone cannot explain career
aspirations. Because race and gender impact the accumulation of capital, they cannot be
overlooked in a study of aspirations. However, the forms of capital provide a lens

through which to examine possible differences in aspirations.



METHODOLOGY
The purpose of this study was to provide an understanding of the career
aspirations of college vice presidents and deans. The theories of human, social and
cultural capital provided the foundation for this study of career aspirations as they
related to the desires of vice presidents and deans to become presidents. This study

hoped to uncover the different influences these constructs have on the aspirations of
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women and minority deans and vice presidents. Given these purposes, the present study

addressed the following research questions:

1) Who were the senior administrators at state colleges and universities?
a) How diverse were senior administrators at state colleges and universities?
b) What human, social and cultural capital had they accumulated?

2) What were the aspirations of senior administrators?

3) What was the relationship between the forms of capital (human, social and cultural)

and the aspirations of senior adminis " tors?

4) What saliency did race and gender have in the prediction of presidential aspirations?

5) How did experiences with discrimination relate to the aspirations of senior
administrators?
6) To what degree did forms of capital and experiences with discrimination explain
racial and gender differences in presidential aspirations?
Method
Only vice presidents and deans were selected for the present study for two

reasons. First, the majority of presidents report that immediately prior to becoming a
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president they served as a dean or vice president. In 1998, of those presidents who had
not been presidents before assuming their current post, 56% had been vice presidents,
and 16% had been academic deans (Ross & Green, 2000). Given that almost three
quarters of all first-time presidents came from one of these positions, the current study
focused on vice presidents and deans.

Second, by selecting a sample that included only vice presidents and deans, the
current study went to the top of the pipeline to the presidency to try to provide an
explanation for the small number of minority and women presidents. Given the lack of
knowledge of the aspirations of senior administrators, it is difficult to provide evidence
that fully verifies the pipeline argument. Do the most qualified women and people of
color want to be president? Do women and people of color want to become president,
but have not been given the opportunity? Only by surveying vice presidents and deans
can these questions be answered.

Because of the diversity of senior administrators at state colleges and
universities, the American Association of State Colleges and Universities (AASCU)
was approached for help in conducting the study. With the assistance and support of
AASCU, this study surveyed vice presidents and deans in state colleges and universities
in an attempt to provide an understanding of their aspirations for becoming president.
Design

Sample

The population of senior administrators used in this study comes from the 393

AASCU member institutions within the United States. A database, which included the
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393 institutions, addresses of those institutions, 7 —~—es o~ ‘ministrators within
those institutions, title codes of the administrators, and email addresses of the
administrators, was created using the Higher Education Directory (Rodenhouse, 2001).
Vice presidents included within the database were chief academic officers, chief
business officers, chief administrative officers, chief research officers (not fundraising),
chief development officers and chief student life officers. Deans included in the
database were deans of arts and sciences, agriculture, business, education, engineering,
fine arts, nursing, allied health sciences, humanities, mathematics and sciences, social
and behavioral sciences, and graduate programs.

The population database was merged with institutional characteristics found on
the Integrated Postsecondary Education Data System (IPEDS) created by the National
Center for Education (NCES). An examination the Cammegie Classification (1994) of
393 AASCU population institutions revealed that most of the AASCU members were
classified as Master’s (Comprehensive) Colleges and Universities. Because of the lack
of diversity among senior administrators at Research Universities (Birmmbaum &
Umbach, 2001; Ross & Green, 1998; Ross & Green, 2000; Ross et al., 1993; Vaughan,
1996; Wolverton, 2001) and the desire to create a sample of administrators employed at
institutions with similar cultures, the administrators from the nine AASCU Research
Universities in the population were dropped from the study. Administrators from seven
Two-year Colleges and six Specialized Institutions were also removed from the sample
because of the unusual organizational structures at these institutions. Additionally, 30

Historically Black College and Universities were removed. The final sample included
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2,980 administrators from 341 institutions. After correcting for retirements and
administrators who had taken new positions at other institutions, the final sample
consisted of 2,757 participants from 339 institutions.

Inetmeent

The instrument (see Appendix A) used was based loosely on previously tested
questionnaires of college administrators (Gmelch et al., 1996; Moore, 1983; Ross &
Green, 2000) and faculty (Higher Education Research Institute, 1998). Given the
limited nature of those surveys, additional questions were added regarding career
aspirations and perceptions of accumulated cultural and social capital. The survey was
pilot tested with a group of 14 deans and vice presidents to ensure the clarity of the
questions and to determine the amount of time needed to complete them. Several
changes were made to the survey based on the comments of those who participated in
the pilot test.

Several questions were asked on the survey related to human capital, social
capital, cultural capital, demographics and institutional characteristics. Other questions
included were measures of general career aspirations, perceived attractiveness of the
presidency and presidential aspirations. A figure outlining the concepts used to

construct the survey was included in Figure 1.
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Procedure

With the assistance and support of AASCU, a mixed-methods technique of
survey implementation was employed. Participants were contacted using electronic mail
(email) ' traditional mail. The electronic mail messa;  provided a link to the web
site that contained the survey. Prior to entering the electronic survey form, participants
were asked to agree or not agree to the informed consent (see Appendix B). If they did
not agree to the informed consent, they were taken to a web page that asked for their
email address and explained that they would not be included in any future
correspondence concerning the study. If they agreed to the informed consent, they were
taken directly to the survey form. Upon completion and submission of the survey, they
were directed to a new page that asked for their email address. This page explained that
the email address would be stored in a different database from their responses and
would remove them from any lists for future correspondence.

A modified Dillman (1986, 2000) method of survey implementation was
employed to obtain high response rates. Dillman’s method encourages contacting
participants multiple times when doing large-scale mail and electronic surveys.

First, the sample was contacted via email on a Wednesday. Dillman
recommended that the email be sent in the middle of the week to prevent respondents
from deleting the message as they clean out their mail collected over the weekend. The
email directed them to a web site where they could fill out the survey. In the email (see

Appendix C for all email and paper correspondence), the proj¢ ~ and the importance of
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the individual’s participation was explained. A phone number and email address were
included in the email in the event that the participants had questions or wanted to
remove themselves from the study.

Prior to sending the second email, bad email addresses were checked on
university web sites and corrected. If the administrator was no longer at the institution,
that individual was removed from the sample. Those who indicated they did not want to
participate in the study or had completed a survey were not included in subsequent
contacts.

One week after the first email, a second email was sent to those who had not
responded to the first request. In the second email, they were reminded of the survey
and provided a link to the web site. The email explained the importance of completing
the survey if they had not and thanked them if they had already done so. They were
provided a phone number and email address in the event that they had questions or
wanted to remove themselves from the study.

One week later, a third email was sent to nonrespondents. The email included all
the components of the previous two email notifications. It also explained that shortly
they would be receiving a survey in the mail if they preferred to complete a paper
version.

Three weeks after the third email was sent, the paper version of the survey was

mailed to all nonrespondents. Included with the survey were a self-addressed, stamped
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envelope, an informed consent form and a cover letter providing a brief description of
the research project and the importance of their participation.
Responses

These efforts yielded 1,689 responses or a response rate of 61.2%. Of the 1,689
res " mnts, 1,271 responded electronically (75.3%) and 418 completed the paper
version of the survey (24.7%).

Because surveys were not linked to individuals, it was quite difficult to verify
the representativeness of the sample. This studied attempted to determine
representativeness in two ways. First, on the few measures where a comparison could
be made, the respondents looked very much like the sample. Table 1 compares the
sample and respondents on four measures.

A comparison of characteristics of the sample and respondents suggested few
differences. The sample group and respondents were statistically equal in terms of
institution type, region and current position. The only measure where the respondents
were statistically different than the sample was enrollments. Examining the
unstandardized residuals suggested that the only real significance was for those
reporting enrollments of 20,000 or higher. The respondent were slightly over-
representative of administrators for those institutions.

The differences observed on the enrollment variable may be di  to measurement
error. Although the number used for the enrollment comparisons were the most recent

data reported by IPEDS, the numbers were more than three years old. Perhaps the size
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of the institutions changed since the last reporting. Additionally, many of the
respondents may not know the actual enrollment data of their institution and may have

ove itimated student headcounts.
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- - Jo=~ ¢~~~ ~~enaring sample and respondents
Sample Respondents x> Sig.

Institution Type 0.107 0.948
Baccalaureate 11.9 11.6

Master's/ Comprehensive 63.3 63.8
Doctoral/Research 24.8 24.6

Total 100.0 100.0

N 2,757 1,661
Undergraduate and graduate enrollment 23.903 0.002
Less than 2000 4.2 4.0

2,000-3,999 15.4 13.4

4,000-5,999 15.4 14.7

6,000-7,999 14.3 13.0

8,000-9,999 11.7 13.3
10,000-11,999 8.9 7.8
12,000-14,999 9.6 10.0
15,000-19,999 11.0 10.4

20,000 or more * 9.4 13.4

Total 100.0 100.0

N 2,757 1,658

Region 1.865 0.967
New England 49 5.4

Mid-Atlantic 14.6 14.4

Great Lakes 15.2 15.4

Rocky Mountains 4.5 3.8

Plains 9.9 10.2

Southeast 30.6 30.0

Southwest 11.2 11.3

Far West 9.2 9.5

Total 100.0 100.0

N 2,757 1,669

Note.* Indicates a standardized residual greater than two.

Table 1 continues
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S x“  Sig.
Current Position 21.938 0.065
Dean of Agriculture 0.9 0.7
Dean of Arts and Sciences 8.4 9.2
Dean of Business 8.7 6.2
Dean of Education 8.4 8.4
Dean of Engineering 34 2.5
Dean of I~ arts 49 4.0
Dean of Allied Health and Nursing 5.1 5.2
Dean of Math and Science 3.9 4.1
Dean of Social and Behavioral Science 1.8 1.9
Chief Academic Officer 12.2 13.8
Chief Business Officer 13.9 13.4
Chief Development Officer 9.4 9.2
Chief Student Affairs Officer 114 13.9
Chief Research/Dean of Graduate 7.6 7.6
Total 100.0 100.0
N 2,757 1,679

Note.* Indicates a standardized residual greater than two.

The second way in which this study verified whether the respondents were

representative of the population of senior administrators was to examine the literature

on deans and vice presidents. In terms of race and gender, other studies suggested the

data collected were representative of the population of senior administrators.

Wolverton (2001) found a similar representation of people of color in her study

of deans. Approximately 12% of the deans in their study were people of color, and

12.5% of the respondents in the current study were people of color. Because they over

sampled disciplines where they believed they were more likely to find won 1, gender

comparisons were difficult to make. Their sampling strategy yielded a sample that was
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41% female, almost half of whom were deans of nursing. When nursing deans were
removed from the sample in the current study, women represented approximately 24%
of the deans, a proportion close to that of the Wolverton study with nursing deans
removed.

The gender and racial make-up of respondents was also quite similar to college
presidents (Ross & Green, 2000). People of color held approximately 11% of the
presidencies in 1998. The proportion of women presidents was somewhat smaller than
the proportion of women respondents. Women held only 19% of the presidencies in
1998, while approximately 30% of the respondents were women.

Data Analysis
Missing Data

Prior to conducting an analysis of the data, missing data were examined. An
analysis of all of the questions revealed no more than 5% missing on any given variable.
However, some cases were ultimately removed from the analysis. Thirty-four
respondents were removed from the sample because they were missing either a variable
for current position, race/ethnicity, gender or age. An additional 25 cases were removed
because they were missing one of the measures that made up a composite dependent
variables or they were missing the majority of the variables that were included in any
one of the composite independent variables. The resulting analytic sample included

1,620 cases. Any of the remaining missing data on attitudinal questions, parents’
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to which they believed they were qualified to be a president and their plans to be a
college president. Factor loadings ranged from 0.694 to 0.811, and the scale had an
alpha reliability of 0.86.

The second scale represented administrators’ accumulation of social capital. Five
of the “ mns in this scale were related to mentoring, and two items were related to

networks. The alpha reliability for this scale was 0.84, and the factor loadings ranged

from 0.519 to 0.854.

Table 2

F: i analysis of expectations, capital and discrimination constructs

Constru~t Loading
- B St | (V- 7 | Rt et
Have the necessary connections to be a president 0.712
Qualified to be a president 0.811
Had the necessary experiences to be president 0.773
Told would be good president* 0.715
One day would like to be a president 0.762
Next position likely to be a presidency 0.749
Never want to be a college president (recoded) 0.694
Alpha=.86
S~~iq] capital-networks/mentoring
Mentor played role in advancement 0.854
Mentor taken interest in career 0.824
Several mentors in career 0.766
Mentor provided info/advice* 0.740
Have someone consider a mentor 0.654
Networks helpful in success 0.614
Have a broad network 0.519
Alpha=.84

Note. *Response category ranges from 0 to 2 (O=never, 2 = frequently). All other

attitudinal responses range from 1 to 4 (1=strongly disagree, 4= strongly agree).
Table 2 continues
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MAancotvnnt

Loading
& tem Sl AAmAwSal mamenfasase nan
Enjoy theater 0.802
Enjoy symphony 0.780
Enjoy museums/art exhibits 0.752
Enjoy lectures 0.716
Enjoy reading books 0.629
Alpha=.79
Coltuy -~ TToT T T T \ctivities
Rank 0.945
Tenured 0.919
Years as full-time faculty 0.881
Articles published 0.792
Alpha=.83
Clipg © " rimination
Career-discriminated gender 0.838
Advancement limited by gender 0.786
Advancement limited by race 0.782
Career-discriminated race/ethnicity 0.746
Gender discrimination*® 0.703
Racial discrimination* 0.613
Alpha=.84

‘==~ *Response cates

A third scale emerged representing cultural preferences as a measure of

accumulated cultural capital. Five items were included in this scale that assessed

from O to 2 (O=never, 2 = frequently). All other
attitudinal responses range from 1 to 4 (1=strongly disagree, 4= strongly agree).
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administrators level of enjoyment of museums, symphonies, plays, lectures and books.

The factor loadings ranged from 0.629 to 0.802. The scale had an alpha reliability of

0.79.

A second cultural capital scale was developed with items assessii

which administrators engaged in scholarly activities. Four measures included in this

the extent to
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scale were academic rank, tenure, years as a full-time faculty member and journal

articles published. This four-item scale had an alpha reliability of 0.83 with factor

loadings ranging from 0.792 to 0.945.

A fifth scale represented administrators’ experiences with discrimination. The

six-item s~ " included three measures of gender and three measures of racial

discrimination. The alpha reliability for the factor was 0.83, and factor loadings ranged

from 0.613 to 0.838.

Multivariate Analysis

Two modeling techniques, ordinary least squares regression (OLS) and logistic
regression, were used to understand the relationship between forms of capital and
presidential aspirations.

- " “Tariables

Because of the complexity of the idea of aspirations, two components of
aspirations were modeled. The first component was the expectations senior
administrators had about becoming a college president. Two measures of expectancy
were modeled: general expectancy and immediate expectancy. OLS regression was
used to predict general expectancy, the composite variable described earlier, which
included measures of beliefs about qualifications and whether one day they would like

to be a college president. Immediate expectancy was the respondents’ beliefs that their

next position was likely to be a college president. Logistic regression was employed to
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model the probability that senior administrators would report their next position was
likely to be a presidency.

The second component of aspirations modeled in this study was senior
administrators’ behaviors related to the pursuit of a presidency a presidency. This
component provided a better understanding of senior administrators’ immediate career
plans. Two measures of application behavior, whether they applied and whether they

were nominated for a presidency in the past two years, were modeled using logistic

regression.

Independent Variables

To ascertain the impact of demographic variables, accumulated capital and
experiences with discrimination in the prediction of the dependent variables,
hierarchical blocked regression was used. The predictor variables were entered in three
blocks: demographic variables (age, gender, race/ethnicity, marital, family SES and
marital status); capital accumulation (human capital, social capital, and cultural capital)
and experiences with discrimination. Because the relationship between race and gender
and the dependent variables were of particular interest, entering the variables into the
equation in blocks allowed for the examination of the effect capital accumulation and
discrimination had inex;* * "1g ' 1itional differences betw: oups. See Table 3

for a description of the independent variables included in the model and Appendix D for

a correlation matrix of the variables.
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Table 3 Continued

Sta: |

Mirie Maximum = Mean  Deviation
Major-other u.uuu 1.000 0.040 0.196
High degree
selectivity* 1.000 4.000 3.158 0.751
Preferences™* -4.661 1.375 0.000 1.000
Scholar** -1.485 1.175 0.000 1.000
Climate** -0.998 4.065 0.000 1.000
Climate x female -0.998 4.065 0.163 0.586
Climate x Af. Am. -0.998 4.065 0.083 0.419
Climate x Latino/a -0.998 2.520 0.014 0.180
Climate x Other -0.998 4.065 0.019 nn26

Note. “Descriptive statistics calculated using unstandardizea variaoles. Variables were
standardized prior to being entered in the models,

**Composite variable created using standardized weights from principal components
analysis.

Demographics

Because career development research has indicated that age (Crandall & Battle,
1970; Farmer, 1985; Gottfredson, 1981), race (Chung & Loeb, 1996; Gottfredson, 1981,
Gump & Rivers, 1975), gender (Astin, 1984; Farmer, 1985; Farmer & Chung, 1995;
Kanter, 1993), socio-economic status (Farmer & Chung, 1995; Gottfredson, 1981;
Hauser & Featherman, 1977), marital status (Chliwniak, 1997; McElrath, 1992; Milem
& Astin, 1993) and children (Chliwniak, 1997, McElrath, 1992) impact aspirations or
career success, respondents were asked to answer a of dem¢ 1phic items. Their
responses to several of the demographic questions were included in the models.

Du y-coded (1=yes, 1=no) variables for race/ethnicity were included in the

models. Because so few Asian Pacific American and multi-racial strators
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participated in the study, they were placed into an “other minority” category. The
resulting models included variables for African Americans, Latinos/as and other
minorities, with Whites being the omitted category. Gender (1=female, ' 1ale) was
also dummy-coded and included in the model with males being the omitted category.

Marita! “ * 1s or partner was entered into the model as a dummy-coded variable.
Respondents who were  arried or unmarried living with a partner were coded as one,
and those who were single were coded as zero. . interaction term of female by partner
was entered to determine the relative impact that having a partner has on the aspirations
of women.

Socio-economic status (SES) was estimated using measures of family
background characteristics, including mother’s educational attainment, mother’s
occupational prestige, father’s educational attainment and father’s occupational
prestige. Occupational prestige was measured by coding parents’ occupations into the

seven-level occupational prestige scale from Hollingshead’s (1965) Two-Factor Index

of Social Position.
The seven levels of the scale are as follows:
1. Higher executives of large organizations and major professionals (e.g., executive
business officers, lawyers, doctors, mayors, professors)
2. Business managers, proprietors and lesser professionals (e.g., branch managers,

executive assistants, office/store managers, accountants, librarians, pharmacists)
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3. Administrative personnel, small busit  ; owners and minor professionals (e.g.,

credit managers, sales representatives, interior decorators, travel agents)

4. Clerical and sales workers,t ~ °°  and owners of little businesses (e.g.,

c , bank tellers, dental technicians)

5. Skilled manual employees (e.g., barbers, electricians, bakers, mechanics,

homemakers)

6. Machine operators and semi-skilled employees (e.g., hospital aides, bartenders,

bus drivers, waitresses)

7. Unskil  employees (e.g., janitors, laborers, cafeteria workers)

Parental education was recorded on a six-point scale ranging from completed ___.1e
high school or less to completed a professional or ‘adua iegree. Father’s -lon
and occupation were used except where data were missing. In those cases, mother’s
education and occupation were used.

Because of the relative importance of the occupational prestige, Hollingshead
(1965) recommended weighting education and occupational prestige when creating a
construct. The social status measure was computed by employing weights where
education was multiplied by four and occupational prestige by seven.

Age was included in the models as a standardized variable. In addition, it was
p! -that - between age and aspirations would be nonlinear. In other
words, it was expected that aspirations would decline, but as people _ :w older, the

decline in aspirations would become greater.
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Capital

Measures of human capital included the highest degree earned, current position
of the administrator and career path. Highest degree earned was collapsed into five
categories: ' ™., Ed.D., professional degree and other. Other consisted of those
respondents who earned either master’s or bachelor’s degrees. Dummy-coded education
variables were entered into the model with Ph.D. as the ¢~ "“ted cat-~ry.

A s of dummy-coded variables (0=no, 1=yes) were entered for current
position. Five dummy coded variables were entered for the different vice presidential
positions with the vice president of academic affairs as the omitted category.

The 12 different dean’s positions were collapsed into the four different Biglan
(1973a, 1973b) disciplinary categories as modified by Becher (1987). B = ‘s1  :sted,
that based upon the nature of inquiry as viewed in the group and the nature of the
culture in the group, faculty can be classified into four categories: hard pure, soft pure,
hard applied and soft applied. The yure group focuses on quantities and
simplifications and includes faculty in physics and the physical sciences. The soft-pure
group includes historians, anthropologists and other social scientists who focus on
understanding and interpretation. The hard-applied group includes engineers and faculty
from other science technology fields who focus on physical environments that result in
the development of new products or techniques. Finally, those in the soft-applied group

are concerned with the improvement of professional practice and include disciplines
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the Becher/Biglan categories were applied to these disciplines, creating a series of
dummy-coded variables to be included in the models.

Individuals who earned their highest degree at prestigious “~~“itutions in fields
that are culturally acceptable accumulate more cultural capital than those that do not
(Zweigenhaft, 1993). A selectivity measure was used to represent the prestige of the
institution where the respondents earned their degrees.

Additionally, most presidents follow a career path to the presidency that
includes time as a faculty member (Birnbaum & Umbach, 2001; Cohen & March, 1974;
Moore et al., 1983). This finding suggests that the culture of higher education expects
faculty to have had a scholarly career. Those in the sample that were full-time faculty
members and were productive scholars were expected to have accumulated more
cultural capital than those that have not. Because the culture of higher education expects
its leaders to have been scholars at one time in their career, senior administrators with
strong scholarly records possess more cultural capital than those who were never
academics. The scale for scholarly activity was included in the model to represent the
capital accumulated from being a scholar.

Cultural capital also is accumulated through awards (Swartz, 1997).
Respondents were asked to indicate whether they had received awards in the form of
memberships to undergraduate honors societies or national societies of distinguished
scholars. They were also asked to indicate whether they had received awards for

teaching, service or research. Awards of national research fellowships and honorary
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degrees were included, as well. A summative measure of awards that included
membership in an undergraduate honor society, membership in national societies of
distinguished scholars, awards from professional or scholarly organizations and
honorary degrees was entered into the model.

Because cultural capital is defined by cultural awareness and aesthetic
preferences (Swartz, 1997), measures of cultural activities were = * * d on the survey.
The instrument measured the frequency that adt = * ° "irs participated in culturally
acceptable activities, such as attending concerts, attending the theater, visiting art
exhibits, attending intellectual lectures and visiting museums. Also included in this
measure were the number of books they read and the number of times they volunteered
in their community.

Other conside=~*i~=-

In an attempt to provide additional insight into the relationship between the
independent variables and presidential aspirations, structural equation modeling was
employed. A model was built in an attempt to disaggregate the expectancy variable into
presidential aspirations and beliefs about qualifications. Because the relationships were
so strong between these two constructs, the results suggested that it was reasonable to
treat them as one construct. Several model combinations were attempted using the
single presidential expectancy composite as the outcome variable. No additional

information was gleaned from the structural models built, so only the sion results

were presented.
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Additionally, for the sake of parsimony, several variables were tested in the
regression equations but were subsequently dropped because they were not significant
and did not impact the relationships between other independent variables and the
dep ° '+ ‘ab . The number of children and an interaction term for gender and
children were both non-significant predictors of the dependent variables and were
dropped from the models. Because of the age of the respondents only a small proportion
had ct " "ren living at home, so this finding came as no surprise. Race and gender were
interacted with both of the social capital variables and several of the cultural capital
variables, and none were statistically significant predictors of the dependent variables.

These interaction terms were subsequently dropped from the analyses.
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People of color, particularly African Americans, were significantly over-
represented in the position of chief student affairs officer. Few people of color held the
position of chief business and administrative officer and chief development officer.
Among deans of math and science, people of color were slightly under-represented.

In order to ob*~*~ a measure of family socio-economic status, respondents were
asked the highest degree of their parents and their parents’ jobs while the respondent
was in high school. Highest degree was scored on a six-point scale rar 'ng from some
high school or less to completed a graduate or professional degree. Parents’ jobs were
coded into the 7 categories used by Hollingshead (1964).

Table 6 shows the highest level of education, job prestige and social class of
parents of senior administrators. Nearly one third of all respondents’ parents’ highest
level of education was a high school degree. In fact, for almost half (49.2%) of all
respondents neither parent attended college. Only 15.1% of the respondents had at least
one parent with an advanced graduate or professional degree.

Some substantial differences between racial ethnic groups were seen in parents’
education. The parents of almost 60% of African Americans and 60% of Latinos/as did
not attend college. Nearly one third of the parents from both racial groups did not hold a
high school diploma. The parents of White respondents were much more likely than
Latinos/as and African Americans to complete high school, earn a bachelor’s degree

and earn an advanced graduate or professional degree. More than half of the parents of



Table 6
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" eco~~—1ic status of parents of senior administrators examined by rac~ ~~- ~=~er

_ o Bihainiey Gender
Atrican Other
White American Latino/a Minority Male Female
o4 % % % n "6
fl_i_gnest-l—evel of parental -
education
Some HS or less 14.6 313 325 15.6 19.1 10.1
Completed HS 333 28.1 27.5 375 34.1 29.8
Some college 18.0 12.5 2.5 21.9 160 202
Completed BA/BS 14.5 94 10.0 6.3 12.6 16.5
Some prof'l/grad school 43 6.3 12.5 6.3 3.9 6.4
Completed prof'l/grad
school 154 12.5 15.0 12.5 14.2 17.1
Total 100.0 100.0 100.0 100.0 100.0 100.0
Highest prestige job of
parents*
Unskilled employees 1.3 13.6 2.6 0.0 7.3 52
Machine operators/semi-
skilled 8.4 16.0 17.9 12.9 10.6 6.4
Skilled manual 17.1 24.0 5.1 22.6 24.1 255
Clerical/sales/technical 15.0 7.2 17.9 12.9 9.6 10.1
Administrative
personnel/minor prof'l 12.5 32 7.7 9.7 13.5 10.5
Business man:  s/lesser
profl  27.6 28.8 282 355 202 215
Higher executives/major
prof'l 18.1 7.2 20.5 6.5 146 208
Total  100.0 100.0 100.0 100.0 100.0  100.0
Social Class**
I 1.1 12.9 2.6 0.0 23 1.5
I 17.4 33.1 15.4 19.4 20.6 14.2
I 294 18.5 333 387 298 265
v 30.1 25.0 25.6 19.4 282 319
vV 220 10.5 23.1 22.6 19.1 259

Total 1000 1000 1000 1000  “~°= °n°
Note. *Hollingshead (1965) occupational prestige scale

**Hollingshead (1965) SES score derived using (education*4)+(occupation*7).

I=11-17, 1=18-27, lII=27-43, IV=44-60,V=61+

Total

[+74

16.4
32.8
17.3
13.8

4.7

15.1
100.0

6.7

9.4
24.5
9.8

12.6
20.6

16.5
100.0

2.0
18.7
28.8
29.4
21.2

00
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White respondents attended college. Approximately 15% earned an advanced graduate
or professional degree, 15% earned a bachelor’s degree and 18% attended some college.

Women respondents reported that their parents had somewhat higher levels of
education than men. Almost 20% of the men reported that neither of their parents
earned a high school ¢ ree, compared to approximately 10% of the women. More
women than men stated that at least one of their parents earned a bachelor’s degree
(16.5% to 12.6%), attended graduate school (6.4% to 3.9%) and completed a -aduate
degree (17.1% to 14.2%).

Similar results were observed in the highest job prestige level of respondents’
parents. Approximately 41% of all respondents indicated that they came from working-
class families where parents worked in skilled manual, semi-skilled or unskilled
positions. However, 20.6% of the parents worked in managerial positions (business
managers, lesser professionals) and 16.5% worked as higher executives and major
professionals.

Significant differences were seen across racial/ethnic groups in the job prestige
of parents. While only 26.8% of Whites and 26.6% of Latinos/as came from working-
class families, 53.6% of African Americans stated their parents worked in skilled
manual, semi-skilled or unskilled positions. Only 7.2% of African Americans had at

least one parent who was a higher 1  utive or major professional, compared to 18.1%

of Whites and 20.5% of Latinos/as.
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Similar to education, men were slightly more likely to come from working-class
families than women. Approximately 37% of the women were from the working-class
compared to 42% of the men. Almost 21% of the women had at least one parent who
was a higher executive and only 14.6% of the men had at least one parent holding a
executive position.

An even more clear representation was revealed when the Hollingshead (1965)
two-factor index of social position was applied to the data. Applying we*~*ts to the
education and occupation prestige measures derived the index. Because of the relative
importance of occupational prestige, its score was multiplied by seven, and education
was multiplied by four. The resulting weighted scores were summed and the scores
were categorized into five index bands. A score ranging between 11 and 17 is placed in
the lowest grouping, a score between 18 and 27 in the second grouping, a score between
28 and 43 in the middle grouping, a score between 44 and 60 in the fourth grouping,
and a score between 61 and 77 in the highest grouping.

The middle (28.8%) and fourth social positions (29.4%) were the most
frequently occurring. More than 20% of the respondents came from families in the
lowest two social positions. On the other end of the index, 21.2% came from families
whose position was considered the highest on the index.

While the index was normally distributed, dramatic differences were seen when
the social position was examined by race. Almost half (46%) of all African American

respondents came from families in the two lowest social position groupings. Only
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18.5% of the Whites and 18.0% of the Latinos/as came from the two lowest categories.
On the other end of the index, only 10.5% of African Americans came fr- - families in
the highest social position compared to 22.0% of the Whites and 23.1% of the
Latinos/as.

The differer  bety nen and women were much less dramatic. Among the
men in the sample, 22.9% grew up in families in one of the lowest two social positions,
while just 15.7% of the women grew up in families positioned in one of the two lowest
categories. On the top end of the index, more than one fourth of the women and less
than one fifth of the men came from families in the highest social position.

Capital Accumulation
Hmon Ooiie]

This section explored the human capital accumulated by seniora® * " * itors.
Some measures of human capital used in this study were education, career experiences
and career trajectories.

Education

Most of the senior administrators in this study held advanced degrees. See table
7 for descriptive statistics on the highest degree earned by the sample. The most
commonly held degree among  io rs was the Ph.D. (62.1%) followed by
master’s degrees (16.6%) and Ed.D. (14.5%). Few held bachelor’s (3.3%), professional

(1.2%) or other degrees (2.3%).
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Examining the degrees by position held revealed some dramatic differences.
While nearly 80% of all deans held a Ph.D., only 51.1% of the deans of education had
earned a Ph.D., with the remainder of the deans of education holding an Ed.D. Almost
70% of the deans of allied health and nursing had earned a Ph.D., 15.9% earned an
Ed.D., and 14.6% held some other type of degree.

Among the vice presidents, just under half (49.2%) had earned a Ph.D., 27.5%
had earned a master’s degree, 14.8% had earmned an Ed.D., and 5.6% earned only a
bachelor’s degree. Almost all chief academic officers held a terminal degree (85.8%
held a Ph.D. and 10.6 held an Ed.D). chief Research and Graduate School officers
highest degrees were much like the chief academic officers, with 80.7% holding a Ph.D.
and 17.6 holding an Ed.D. Far fewer chief student affairs officers had earned a Ph.D.
(45.4%) and were more likely to have earned an Ed.D. (28.0%) or a master’s degree
(25.2%). chief business and administrative officers and chief development officers had
the least amount of education of all chiefs. Less than one fourth of chief business and
administrative officers held a terminal degree (16.3% held a Ph.D., and 7.7% held an
Ed.D.). Most (57.7%) held a master’s degree. Similarly, just under one third of the chief
development officers held a terminal degree (21.0% held a Ph.D., and 9.1% held and
Ed.D.). Nearly half held a master’s de

Table 8 shows the highest degree earned broken down by race/ethnicity and
gender. Some slight differences were seen by race. African Americ- - were slightly less

likely than Whites to have earned a Ph.D. (58.5% compared to 61.9%). Other people of
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color and Latinos/as were the most likely to hold a Ph.D. Compared to other racial
ethnic groups, African Americans were the most likely to hold an Ed.D. (22.3%). Only
14.0% of the Whites, 12.5% of the Other group and 7.5% of Latinos/as had earned an
Ed.D. Approximately 17% of the Whites indicated their highest degree was a Master’s,
compared to 13.1% of the ~ frican Americans and 15.0 of the Latinos/as.

Table 8

Highest degree of senior adminis*~~“~-s examined by race

Race/Ethnicity GGender
African Other
White American Latino/a Minority Male Female Total
% % o/ WA % o/, %
Bachelor's 3.3 23 7.5 3.1 3.1 3.7 33
Master's 17.2 13.1 15.0 6.3 17.2 15.1 16.6
Professional 1.1 23 2.5 0.0 1.2 1.4 1.2
Ph.D. 61.9 58.5 67.5 78.1 63.8 58.1 62.1
Ed.D. 14.0 223 7.5 12.5 12.8 184 145
Other 25 1.5 0.0 0.0 1.9 33 23
Total 100.0 100.0 100.0 100.0 jpon1ann 100 Q

Only small differences were seen when examining degrees by gender. Women
were slightly less likely than men to hold a Ph.D. However, women were more likely
than men to have earned an Ed.D.

Respondents earned their degrees in a variety of disciplines (see Table 9). More
than one third of the senior administrators earned their highest degreein “1c ~ 1 In

fact, the two most common degree fields of respondents were higher 1 tion (11.7%)
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and educational administration (8.0%). The next most common disciplinary groupings
were business and the social sciences (14.1% each) followed by arts and humanities
(12.5%). Only 8.1% of the respondents earned their highest degree in the physical or
biological sciences. Few earned degrees in engineering (3.1%) or the health sciences
(2.8%).

After collapsing the disciplines into larger categories, some interesting
disciplinary differences were seen across current positions. As a rule, deans typically
earned their highest degrees in disciplines related to their deanships. As the one
exception to this rule, nearly 60% of deans of allied health earned their highest degree
outside of health related disciplines, most commonly in education (45.1%)).

Chief officers earned their degrees from a variety of disciplines. Chief academic
officers and chief research and graduate officers had the greatest variation of disciplines
where they earned their degrees. The most common disciplines for chief academic
o were arts and humanities (22.4%) and education (22.4%). A substantial number
also eamned degrees in the social and behavioral sciences (18.7%) and the physical and
biological sciences (11.9%). The largest percentage of chief research officers earned
degrees in education (28.6%) and the physical and biological sciences (26.1%). Most
business officers earned degrees in business “~".1%) and education (26.1%). More than

one third of the development chiefs earned their degrees in education. A bstantial

number earned degrees in the arts and humanities (15.9%) and the social and behavioral
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sciences (12.4%). Nearly all student affairs chiefs earned their degree in education

(79.5%). Approximately 9% earned their degree in the social and behavioral sciences.
Car C s
Respondents had a broad range of experience prior to their current position (see

Table 10). Nearly every senior administrator (96.2%) worked in higher education prior

to their current position. The only exceptions were chiefs of business and chiefs of
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development, where 12.3% and 15.1%, respectively, had no higher education
experience.

Of all senior administrators, 66.9% held a position as a full-time member of the
faculty prior to their current position, and 64.9% earned tenure. Almost all deans, chief
academic officers, and chief research officers were academics prior to their
administrative career. Most held a full-time faculty position and earned tenure at s
time in their career. Only a small percentage of student affairs chiefs, development
chiefs and business chiefs served as full-time members of the faculty and earned tenure.

More than two thirds of all deans served as a department chair prior to their
current position. Almost three quarters of math, science, agriculture and engineering
deans and arts, humanities, behavioral and social sciences deans at one time served as a
department chair. Fewer deans of business (57.7%), allied health and nursing (61.0%),
and education (69.5%) were once department chairs.

Almost 40% of all deans served as an associate or assistant dean at one time in
their career. More than half of all business deans and 41% of all education deans were
an associate or assistant dean at one time during their career. The position was less
common in deans of math, science, agriculture and engineering deans (34.2%) and arts,
humanities, behavioral and social sciences (35.2%). A majority of the deans (52.6%)
had served as a dean prior to their current position. Deans of education were most likely
(61.1%) and deans of allied health and nursing were least likely (48.8%) to have held a

deanship prior to their current position.
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In terms of work experiences, chief academic officers and chief research and
graduate studies officers most resembled the deans. Two thirds of the academic chiefs
and more than half of the research chiefs served as a department chair at one time
during their career. Similarly, nearly two thirds of the academic chiefs and almost one
half of the research chiefs were a *-an prior to their current position. Many (42.5%) of
the chief academic officers were experienced at the position having served at least once
as an academic chief prior to their current position.

Relative to the academic or research chiefs, chief business, student affairs and
development officers had more varying career experiences. Most of the administrators
who held these positions seemed to have worked in a variety of non-academic
administrative positions before becoming a chief officer. Approximately 49% of the
business officers, 43% of the development officers and 44% of the student affairs
officers held “other administrative” positions for varying lengths of time. A large
percentage (31.8% of business officers ™" 8% of development o™ ers and 29.5% of
student affairs offers) also served as assistant or associate vice presidents at some time
during their career. Approximately 23% of the business chiefs, 46% of the development
chiefs and 42% of the student affairs chiefs served in their current role at another

institution prior to their current appointment.

Trajectories
Another way by which to examine the career experiences of senior

administrators is to explore their career trajectories. Morris (1981) suggested that one of
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three paths lead to the deanship. The first trajectory, considered the most traditional, he
called the professional ascension. This trajectory begins with a faculty post, followed by
a stint as department chair, followed by a position as assistant or associate dean, and
finally a position as dean (Socolow, 1978). The other two paths were considered less
traditional. In the second trajectory, the trained administrator follows the same path as
the traditional ascension but di  not served as a faculty member. The final path is
referred to as the managerial outside transfer or political appointment. These deans have
no experience working in higher education prior to taking their post.

Table 11 shows the distribution of deans following one these trajectories.
Almost all deans (95.3%) in the sample followed the traditional/professional ascension
trajectory. Very little variation was seen between the different types of deans. The most
frequently occurring trajectory to the deanship was faculty, chair and then dean. Half or
nearly half of all deans of math, science, agriculture, engineering, arts, humanities, and
social and behavioral sciences followed this trajectory. Approximately 40% of
education, health and allied health deans followed this trajectory. Business deans were
the only group to follow other trajectories more frequently. They were more likely to
follow the path of faculty, chair, and associate/assistant dean to the deanship.

Subsequently, few deans followed nontr-**“ional trajectories to positions. The
greatest proportion of nontraditional trajectories (7.2%) was found among business
deans. More than half of the business deans who followed the nontraditional trajectories

were outside transfers or political appointments.
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Morris’ trajectories were modified slightly to explore the careers of chief
officers. The positions of dean and associate/assistant vice president (AVP) were added
to the trajectories to reflect the possibility of chiefs serving in one of these roles. Table
12 shows the career trajectories of chief officers. Similar to academic deans, nearly all
of the chief academic officers and chief research and graduate officers followed the
traditional/professional ascension trajectory. The most commonly occurring trajectory
between these two groups of chief officers was faculty, department chair, and dean.

The development, business and student affairs chiefs were most likely to follow
nontraditional trajectories. In fact, the most common modified Morris trajectory seen
among this group of chiefs was outside transfer. Approximately 59% of the
development chiefs, 53% of the business chiefs and 36% of the student affairs chiefs

held none of the positions thought to be part of the trajectory of chief officers.
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For this study, networks, mentoring and professional activities were used to
represent social capital. Most respondents accumulated a great deal of social capital (see
Table 13). Almost all stated they had colleagues who they could rely on for advice
(94.5%) and called their colleagues seeking advice occasionally or often (93.7%).
Nearly three quarters of the respondents agreed or strongly agreed that they had a broad
network of colleagues. Approximately 81% believed their networks were helpful in
their career success.

In terms of mentoring, 70.5% agreed or strongly agreed that they had several
mentors throughout their career. Only slightly fewer believed their mentor had taken a
personal interest in their career (63.5%) or had helped in their career advancement
(64.5%). However, less than half (45.1%) of the respondents stated they currently had a
mentor.

A large percentage of the respondents participated in activities that allow for
accumulation of social capital. Nearly all (83.6%) reported they had performed paid
external consulting at least once. More than three quarters (79.0%) of the senior
administrators were members of boards of civic or business organizations.
Approximately 71% had served on boards of state or regional professional
organizations. Many of the respondents had accumulated social capital by attending
higher education management institutes (40.3%) and professional workshops for

women (32.0%) and people of color (25.1%).
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Race and Gender

Different racial/ethnic groups reported varying levels of social capital. African
Americans indicated they had the greatest networks of all the groups. Approximately
83% stated they had a broad network of colleagues, compared to 73% of the Whites and
75% of the Latinos/as. More African Americans (86.7%) than Whites (77.6%) and
Latinos/as (82.5%) believed their networks were helpful in their career success.

African Americans also were more = rolved than Whites and Latinos/as in
mentoring relationships. For example, two thirds of the African Americans reported
currently having a mentor, while less than half of the Latinos/as (47.5%) and Whites
(42.9%) indicated they had a mentor. Approximately 73% of African Americans
believed a mentor played a role in their career advancement, while 64% of the Whites
believed a mentor played a role.

Except for serving on boards of state or regional organizations, African
Americans and Latinos/as were more likely than Whites to e e in activities that
allow for the accumulation of social capital. Approximately 59% of the African
Americans and 60% of the Latinos/as had attended a higher education management
institute, while only 38% of the Whites had attended. Many of these institutes attended
by Latinos/as and African Americans were designed specifically for people of color.
For both groups, nearly two thirds of the respondents attended a professional workshop
for people of color. More than half (52.3%) of the African Americ served on boards

of national professional organizations, compared to 41.7% of the Whites.
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Approximately 88% of the Latinos/as ~~ 1 82% of the African Americans had served on
boards of business or civic organizations. In contrast, 79% of the Whites served on
boards of business or civic organizations.

Women indicated broader networks than men. Approximately 80% of the
women indicated they had a broad network of colleagues, while only 71% of the men
stated they had broad professional networks. Similarly, only 28% of the women and
45% of the men had small networks with few close colleagues.

Women also were more engaged in mentoring activities than men. More than
half of the women currently had a mentor, while only 42% of the men reported
currently being mentored. Women also were more likely than men to have a mentor that
took an interest in their career (71.4% compared to 60.1%) and to believe that their
mentor played a role in their career advancement (69.2% compared to 62.4%).

Women were nearly as likely, and in some cases more likely, to participate in
activities where they could accumulate social capital. Women were slightly less likely
than men to have engaged in paid external consulting (81.4% compared to 84.6%)).
However, women more frequently attended higher education management institutes
(45.1% compared to 38.2%) and served on boards of national professional organizations
(48.0% compared to 40.1%). An overwhelming majority (70.2%) of the women had

attended a professional workshop for women.
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Current Position
A few differences in social capital accumulation were observed across current

position (see Table 14). Compared to deans, chief officers reported higher levels of
engagement in mentoring relationships. Chiefs were more likely than deans to currently
have a mentor and to have had several mentors throughout their career. The mentors of
chiefs played a slightly more active role in their careers than the mentors of deans.
Almost 66% of the chiefs believed a mentor had taken an interest in their career
compared to 60% of the deans. Similarly, 66% of the chiefs and 62% of the deans
indicated their mentor played a role in their career advancement.

Deans and chief officers engaged in social capital related activities with
differing frequency. Deans were more likely than chief officers to engage in paid
external consulting (90.5% compared to 83.6%) and to serve on the boards of national
professional organizations (47.6% compared to 42.5%) and scholarly organizations
(45.6% compared to 33.8%). Chief officers were more likely than deans to attend higher
education management institutes (40.3% compared to 36.8%) and to serve on the board
of directors of civic and business organizations (79.0% compared to 72.1%).

Among deans, education deans reported the greatest involvement in mentoring
relationships. Approximately three quarters of the deans of education indicated they had

several mentors in their career (74.6%), had mentors who had taken an interest in thejr

career (70.8%), and had mentors who played a role in their career advancement

(75.6%).
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Several other deans reported relatively high engagement in mentoring
relationships. Deans of allied health and deans of the arts, humanities and social
sciences were most likely to be currently engaged in a mentoring relationship. More
than two thirds of business deans (71.9%) and arts, humanities and social science deans
(69.4%) had several mentors in their careers. In terms of taking an active role in their

careers, 63.1% of the arts, humanities and social science deans believed their mentor

took an interest in their career and played a role in their career advancement.
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Compared to other deans, math, science, agriculture and engineering deans were
least involved in mentoring relationships. Only 34.2% of the math and science deans
indicated they currently had a mentor and 62.2% indicated several mentoring
relationships throughout their career. Less than half (47.3%) believed a mentor had
taken an interest in their career. Approximately 58% believed a mentor played a role in
their career advancement.

Math, science, agriculture and engineering deans were the least likely of all
deans to be involved in mentoring relationships throughout their career. Approximately
75% of the deans of education indicated they had several mentors in their career and
Similarly, 70.8% of the education deans claimed their mentor has taken an interest in
their career, while only 47.3% of the math and science deans and 54.8% of the business
deans claim their mentor was interested in their career.

Although most deans reported participation in a variety of activities, deans of
education appeared to be most frequently engaged in activities in which they could
accumulate social capital. Compared to other deans, deans of education were most
likely to attend a higher education management institute (48.1%), serve on the board of
state or regional professional organizations (88.5%), serve on the board of directors of
national professional organizations (62.6%) and serve on the board of directo  of
scholarly organizations (51.1%). Deans of business were most likely to serve on the
board of civic or business organizations (87.6%), and deans of alliec’ * zaith and nursing

were most likely to participate in paid external consulting (96.3%).
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currently had a mentor. Approximately 64.4% of the chief research officers indicated
having several mentors in their career. Approximately 60% of the Academic and
business chiefs and 56% of the research chiefs believed a mentor took an interest in
their career. Less than two thirds believed a mentor had aided in their career
advancement.

1

Int 1sofnetwc * , chief officers were only slightly more likely than deans to
report broad networks. Approximately 75% of the chief officers indicated they had
broad networks compared to 72% of the deans. Eighty-one percent of the chiefs and
79% of the deans believed their networks were helpful in their career success.

Among deans, education and allied health deans had the broadest networks.
Almost all allied health (91.4%) and education (85.5%) indicated they had a broad
network of professional colleagues. Similarly, most believed their networks were
helpful in their career success (87.7% of the education deans and 86.3% of the allied
health deans).

Deans of arts, humanities and social sciences and deans of math, science,
agriculture and engineering were least likely of all deans to report having broad
networks. Only 60.9% of the arts and humanities deans and 69.3% of the math and
science deans reported have a broad network of colleagues. Almost half believed they

had a small network with a few close colleagues (49.4% of the arts and humanities and

44.2% of the math and science). Approximately 75% of the arts and humanities deans
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and 77% of the math and science deans believed their networks were helpful in their
career success.

&' lar to mentoring, student affairs chiefs reported the broadest networks
relative to the other chief officers. Approximately 83% reported having a broad network
of professional colleagues. Almost all (87.2%) believed their networks aided in their
career success. A large| entage of chief research officers (79.7%) and development
officers (75.7%) stated having broad networks of colleagues. Many of the Research
(83.1%) and development chiefs (86.7%) also believed these networks were helpful in
their career success.

Chief academic officers were the least likely to report having broad professional
networks. Just over two thirds (67.9%) indicated they had a broad network, and
approximately 74% believed these networks were helpful in their career success. Chief
academic officers appeared to rely more heavily on smaller networks and collegial
relationships than other chiefs. Of all the chiefs, chief Academics were among the most
likely to characterize their network as small with a few close colleagues. They also were
the most likely to phone a colleague for advice (98.8%) and have a colleague who told
them about job openings (98.1%). Almost all chief Academics (96.3%) reported they
had a colleague they could rely on for advice.

C-1+-a] capital
This study operationally defined cultural capital usingr  sures of cultural

preferences, selectivity of institutions where respondents earned tI  r degrees and
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worked, the perceived impact of the reputation of these institutions on their careers,
awards earned and scholarly activities. Based on these operational definitions, the
participants in this study reported relatively high levels of cultural capital.

In terms of cultural preferences, most respondents indicated they enjoy a broad
range of cul’ 1 activities (see Table 15). Almost all respondents stated they enjoyed
goingtomuset  and * exhibits (88.9%), attending lectures (94.2%), going to the

theater (92.9%) and reading books for pleasure (93.8%).
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Some substantial differences between racial/ethnic groups were seen in parents’
education. Almost 60% of African Americans and 60% of Latinos/as parents did not
attend college. Nearly one third of the parents from both racial groups did not hold a
high school diploma. The parents of White respondents were much more likely than
Latinos/as and African Americans to complete high school, earn a bachelor’s degree
and earn an advanced; " :or professional degree. More than half of the parents of
White respondents attended college. Approximately 15% earned an advanced graduate
or professional degree, 15% earned a bachelor’s degree, and 18% attended some
college.

Most believed the reputation of the institution where they earned their highest
degree (77.3%), where they earned their undergraduate degree (61.4%) and where they
currently work (69.2%) were assets when applying for jobs in higher education. Few
respondents indicated they earned their highest degree (33.8%) and undergraduate
degree from institutions that were very selective (19.2%).

Many of the senior administrators earned cultural capital in the form of awards
or honors. More than two thirds (68.2%) of the respondents were members of an honor
society as undergraduates. Approximately 22% were members of national societies of
distinguished scholars (e.g., Natic 1y of Sciences, American Academy of arts
and Sciences, etc.). Approximately 30% won an award for re:  rch, and 22% received a

research fellowship.
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Most senior administrators were active scholars at some time in their career.
More than three quarters (79.5%) of the respondents indicated they had published at
least one scholarly journal article in their career. Just over half (51.6%) published at
least one book chapter, and just under half (49.1%) authored at least one book.

h " “ender

Some differen: ; were observed when the me  ires by racial/ethnic group were
explored. Other minorities (80.6%) and African Americans (82%) were the least likely
to enjoy going to museums and art exhibits. Approximately 97% of the Latinos/as and
89% of the Whites reported enjoying museums and art exhibits. Three fourths of other
minorities and African Americans indicated that they enjoy attending the symphony,
while 80% of the Latinos/as and 83% of the Whites stated that they enjoy the
symphony. African Americans were only slightly less likely than the other groups to
indicate they enjoy reading books for pleasure. Other minorities were the least likely to
enjoy attending the theater.

African Americans were most likely to report that the institutions where they
eamed their degrees have been an asset when applying for jobs in higher education.
Approximately 82% of the African Americans indicated the reputation of the institution
where they eamned their highest degree has been an asset, compared to 75% of other

minorities, 77% of Whites and 78% of Latinos/as. African Americans (66.1%) were

also more likely than Whites (61.1%) and other minorities (50.0%) to believe the
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reputation of the institution where they earned their undergraduate degree had been an
asset.

However, * “*an Americans and Latinos/as were less likely than Whites to
attend a very selective institution as an undergraduate. Only 12.5% of Latinos/as and
14.7% of African Americans attended very selective institutions compared to 19.7% of
the Whites. However, African Americans and Latinos/as were slightly more likely than
Whites to attend a very selective graduate school (35.4% and 41.0% compared to
33.1%).

Awards varied greatly by racial/ethnic group. African Americans were the most
likely to be members of an undergraduate honor society (73.8% compared to 68.3% for
Whites and 57.5% for Latino/as). They also were the most likely to be members of a
national society of distinguished scholars (29.2% compared to 21.0% for Whites and
27.5% for Latinos/as). Latinos/as were the most likely to earn a research award or a
research fellowship.

Latinos/as were the most active scholars as measured by publications. Latinos/as
were the most likely to publish articles (85.0%), book chapters (65.0%) and books
(60.0%). African Americans were the least likely to publish journal articles (78.5%),
book chapters (47.7%) and books (42.3%)

Only a few gender differences were observed among the measures of cultural
capital. Women were more likely than men to enjoy visiting museums and art  hibits

(93.5% compared to 86.8%), attending lectures (97.1% compared to 92.9%), attending
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the symphony (86.6% compared to 80.1%), going to the theater (97.5% compared to
90.9%) and reading books for pleasure (98.1% compared to 91.9%).

Current P~~~

W aring deans and chief officers on accumulated cultural capital,
several differences were evident (see Table 16), primarily related to cultural capital
derived from academic-related activities. Deans (41.2%) were more '*'--ly than chief
officers (33.8%) to attend a very selective graduate institution. Deans also were
considerably more likely than chiefs to win awards. A higher percentage of deans were
members of undergraduate honor societies (79.0% compared to 62.3%) and members of
national societies of distinguished scholars (30.0% compared to 16.0%).

Deans were more likely than chiefs to have received research awards (40.5%
compared to 22.2%) and research fellowships (31.1% compared to 15.6%). Deans also
were considerably more likely than chiefs to have published journal articles, book

chapters and books.
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Looking within the position of dean, deans of arts, humanities and social
sciences were the most likely to have enjoyed cultural activities. Nearly every one of
these deans enjoyed museums (95.6%), lectures (97.0%), the symphony (93.6%), the
theater (97.4%) and reading books for pleasure (97.9%). In comparison, deans of math
and science were the least likely to find enjoyment in cultural activities. Just over three
quarters of the deans of math and science indicated they enjoyed museums (78.9%) and
the symphony (75.2%). They also were the least likely of all the deans to enjoy
attending the theater (84.2%).

Deans of allied health and nursing were the most likely to attend highly selective
undergraduate (28.0%) and graduate institutions (50.0%). They were also most likely to
perceive the reputation of the institutions where they earned their undergraduate
(65.0%) and graduate degrees (82.9%) as an asset when applying for positions in higher
education. In contrast, deans of education were the least likely to attend highly selective
undergraduate (13.1%) and graduate (37.7%) institutions. Yet most of the deans of
education believed the reputation of the institution where they earned their
undergraduate (62.0%) and graduate degrees (82.3%) had been an asset.

Deans of allied health also were the most likely of all deans to earn awards and
honors. Approximately, 83% were members of an undergraduate honor society, 46%
were members of a national society of distinguished scholars, and 50% were recipients

of a research award. However, they were the least likely to receir rch fellowship

(18.3%).
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Among chief officers, academic chiefs were the most likely to enjoy cultural
activities. Nearly every chief officer enjoyed museums (93.8%), lectures (98.6%),
symphonies (85.3%), plays (95.4%) and reading = ~ for pleasure (95.0%). In
comparison, bu~*-»ss and administrative chiefs were the least likely to enjoy these
activities. Approximately 81% enjoyed museums, 88% enjoyed lectures, 74% enjoyed
symphonies, 91% enjoyed the theater, and 87% enjoyed readit  books.

Taking a closer look at chief officers” accumulation of cultural capital through
academic-related activities suggested that the differences between deans and chief
officers were somewhat mis” ding. The data on chief officers indicated that those who
were less likely to follow academic paths to the position of chief, business and
administrative chiefs, student affairs chiefs and development chiefs were among the
least likely of all senior administrators to attend the most selective graduate and
undergraduate institutions, belong to an undergraduate honor society, earn research
awards, and receive administrative fellowships. Relatively few of these non-academic
chiefs publish articles, book chapters or books. In fact, chief academic officers and chief
research officers looked more like deans in terms of accumulation of cultural capital
than the other chief officers.

Discrimination

Experiences with discrimination were quite prevalent for women and people of

color (see Table 17). Almost 60% of African Americans believed they had been

discriminated in their career based on race. Slightly fewer Latinos/as (46.2%) and other
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people of color (40.6%) reported having experienced racial discrimination in their
career. Just under 9% of the Whites indicated they had been discriminated against based
on their race. Approximately 78% of the African Americans, 55% of the Latinos/as and
66% of the other people of color indicated they had frequently or occasionally
experienced racial discrimination in the past two years. In comparison, 6.3% of the
Whites indicated “* -y had experienced frequent or occasional racial discrimination in
the past two years. A large percentage of the people of color reported that their career
advancement had been limited by their race. Almost half (49.6%) of the African
Americans and one-third of the Latinos/as (30.0%) believed their career advancement
was negatively impacted by their race. Approximately 10% of the Whites indicated

their career advancement was negatively impacted by their race.
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Women also report relatively high levels of gender discrimination.
Approximately 44% of the women believed they had been discriminated in their career
based on gender. For many, the gender discrimination occurred in the past two years.
More than two thirds (68.7%) of the women studied reported they had been
discriminated against occasionally or frequently in the past two years. More than 40%
of the women perceived that their career advanc ent wa: * “'ed by their gender.

Aspirations

Respondents were asked a series of attitudinal questions to assess their desire to
become a college president, their beliefs about their qualifications and their views of the
role of college presidents (see Table 18). The majority of senior administrators in this
study indicated that they do not want to be a college president. More than 40% said that
they plan to leave their current position in the next two years, but only 15.5% said their
next job was likely to be a college presidency. Less than one third said that one day they
would like to be a college president, and just over one half said that they never want to
be a college president.

While most did not want to be a president, many felt that they were qualified to
do the job. Nearly two thirds of the sample indicated that they believed they were
qualified to be a president and that they had the necessary experiences to : a president.

Approximately half stated that they had the necessary “connections” to be a president.
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This general lack of desire to serve as a president did not appear to be related to

the belief that the president has little power. In fact, almost all (97.0%) believed that

presidents have the power to make s ificant contributions to campus life. Similarly,

only 24% agreed with the statement, “Most college presidents have too litt :;nce

over their institution’s educational program.”

The data suggested that several components of the presidential job were
unattractive to senior administrators. Almost half (47.1%) indica  that the busy
schedule of the presidency makes the job unattractive. Approximately one third stated
that the need to spend time with politicians made the college presidency unattractive.
Nearly half of the respondents did not believe they would enjoy the fund-raising
activities required of presidents.

In addition to attitudinal items, respondents were asked to indicate what they
believe their next job would be. The most common response was retirement, followed
by a higher administrative position (excluding a college presidency) and an
administrative position similar to the one they currently held. Only 14.7% stated that
their next position was likely to be a college presidency.

Respondents’ application behaviors also supported the idea that most do not
want to be a college president. Only 10.1% of the sample stated that they had applied

for at least one presidency in the past two years. However, almost one fourth of the

sample had been nominated for a presidency in the past two years.
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A’ ad Race

Examining presidential aspirations by racial group revealed some interesting
differences. In general, people of color had a greater desire to become a college
president than Whites. Only 28.3% of Whites stated that one day they would like to
become a college president, compared to 46.5% of African Americans and 45.0% of
Latinos/as. Just over half of the White respondents indicated that they never wanted to
be a college president, while a little more than one third of African Americans said they
never wanted the position. Similarly, almost all (85%) African American and Latino/a
respondents stated they had been told that they would make a good president compared
to only 73.2% of the White respondents.

Administrators of color also were most likely to state that they believed they
were qualified to be a college president. Approximately 72% of African Americans and
73% of Latinos/as agreed with the statement, “I am qualified to be a college president.”
Only 64% of Whites agreed with the statement. Afric Americans were also the most
likely to believe they had the career experiences necessary to be a president.

When asked what their next position was likely to be, people of color were most
likely to select a job at a h*~er administrative level than their current position. Only
20.1% of Whites said their next job was likely to be a higher administrative position,
compared to 35.4% of the African Americans and 30.4% of the Latinos/as. African
Americans (20.0%) were most likely and Whites were least likely (14.0%) to indicate

that their next job was going to be a college presidency.
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Applications and not © " ns for p f ™ wed similar patterns across
racial groups. Only slight differences were seen in the number of people within a racial
group who had applied for a presidency, but African Americans (11.5%) were most
likely to have applied, and Whites (9.8%) were least likely to have applied. More
dramatic differences were observed with nominations. Only 21.4% of Whites were
nominated for a presidency in the last two years, while 40.0% of Latinos/as and 35.4%
of £ °°--~ Americans were nor- "~ 1ted.

Based on the descriptive statistics, it would appear that these racial differences
in aspirations had little to do with the perceived power of the presidency or the roles of
the president. Only slight differences were seen in their beliefs about a president’s
power to make contributions to a campus and ability to influence educational programs.
Latinos/as and other minorities were slightly less likely to believe presidents had such
power. Whites were only slightly more likely than African Americans and Latinos/as to
find the busy schedule of the presidency unattractive. Very little, if any, differences
were seen across racial group in the attractiveness of spending time with politicians and
the fund-raising role of the president.

Aspirations and 7~~~

Women senior administrators appeared much less likely than their male
counterparts to aspire to become a college president. Slightly fewer women (27.8%)
than men (31.6%) agreed with the statement, “One day I would like to be a college

president.” Women (54.8%) also were more likely than men (48.9%) to say they never
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wanted to be a college president, and women (12.2%) were less likely than men
(16.9%) to indicate their next position is likely to be a presidency.

Women also were much less likely than men to believe they were qualified to be
a college president. Approximately 56% of the women and a little more than 68% of the
men believed they were qualified to be a president. Just over half of the women (52.1%)
indicated they had the necessary experiences to be a president compared to more than
two thirds of the men (68.4%). Women (44.2%) also were less likely than men (52.0%)
to believe they had the necessary connections to be a college president.

Some of these differences might be exaggerated by the current positions held by
women. This exaggeration was evident when participants were asked their next likely
position. More than one fourth of the women (28.0%) indicated their next position is
likely to be a higher ad1 * “strative post (excluding the presidency), compared to only
18.9% of the men. However, slightly more men (16.2%) than women (11.3%) stated
their next position is likely to be a college presidency.

These gender differences were confirmed in the presidential application
behaviors of participants. Men were almost two times as likely to apply for a presidency
than women. Men were also more likely than women to interview for a presidency, to
receive an offer to be a president, and to turn down an offer for a presidency. Women
were as likely as men to be nominated for a presidency.

As with racial group differences, almost none of these gender differences appear

to be related to the perceived power of the college president or the different roles of the
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president. Men and women had similar beliefs about the president’s power to make
contributions to a campus and to infli -~ >e educational programs. Women were just as
likely as men to enjoy the fund-raising role of the president and to view the busy
schedule of the presidency as unattractive. Women were only 5% more likely than men
to find the time spent with politicians as unattractive.

Aspirations and Current Position

When deans were compared with chief officers, their long-term aspirations to be
a college president were quite similar (see Table 19). Nearly identical percentages
responded to questions such as “One day I would like to be a college pr :nt” and “I
never want to be a college president.” Deans (69.4%) were slightly more likely than
chiefs (62.3%) to believe they were qualified to be a president.

When asked what their next position is likely to be, almost 20% of the chiefs
indicated a college presidency, compared to 9% of the deans. Chiefs (27.0%) were also
more than twice as likely as deans (13.0%) to indicate a similar administrative pos .
One third of the deans indicated they were likely to take a higher administrative position
(other than a college presidency), while only 12.7% of chiefs wanted a higher
administrative post. Deans (13.9%) were more than twice as likely as chiefs (5.5%) to
want to return to the faculty.

Several differences were observed when examining presidential application

behavior by current position. Chief officers (12.6%) were almost twice as likely as
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deans (6.7%) to have applied for a presidency. Chiefs were also more likely to be
nominated and to be interviewed for a presidency.

A closer examination of deans suggested differences in aspirations between
disciplines. Business deans were the most likely to have presidential aspirations.
Approximately 37% of the business deans indicated that one day they would like to be a
college president and only 38% stated that they never want to be a college president. In
comparison, only 23.9% of the math and science deans and 26.2% of the education
deans indicated they would one day like to be a college president. More than half of the
deans of education (53.1%), deans of allied health (56.3%) and deans of math and

science (51.8%) believed they never wanted to be a college president.
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The data suggest that these differences may be attributed to the perceived role of
the presidency. Business deans were significantly more likely than other deans to enjoy
the fundraising role of the presidency (62.6%). They were less likely to find the busy
schedule of the presidency unattractive (52.8%) and to find the time spent with
politicians unattractive (77.7%). In contrast, less than half of the deans of arts,
humanities and social sciences (48.5%) and deans of education (46.5%) believed they
would enjoy the fund-raising role of the president. Approximately 54% of the math and
science deans, 47% of the arts, humanities, and social science deans, and 44% of the
education deans believed the busy schedule of the presidency was unattractive. Deans
of education (37.7%), math and science (33.0%), and arts, humanities and social science
(28.6%) were also more likely than business deans to find time with politicians
unattractive.

Dramatic differences in presidential aspirations were seen between chief
officers. Chief academic officers were the most likely to have presidential aspirations.
More than one half (52.6%) of the chief academic officers indicated that one day they
would like to be a college president, and just over one third (34.1%) said they never
wanted to be a college president. Far fewer chiefs of business and Administration
(16.3%), development (28.3%), student affairs (29.7%), and (20.3%) believed

that one day they would like to be a college president.
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MULTIVARIATE ANALYSIS

This chapter provides the results of the multivariate analysis of the survey data.
To fully examine the issue of presidential aspirations of senior administrators, four
models were constructed to examine two different components of aspirations.

The first compo  t was the expectations senior administrators had about
becoming a college president. Two measures of expectancy were modeled: general
expectancy and immediate expectancy. General expectancy was measured using the
composite variable described in the Methods Chapter, which included measures of
beliefs about qualifications and whether one day they would like to be a college
president. Immediate expectancy was the respondents’ beliefs that their next position
was likely to be a college presidency.

The second component of aspirations was the behaviors of senior administrators
related to the pursuit of a presidency. Two behavioral measures, whether a person had
applied or had been nominated in the two years prior to receiving the survey, were
modeled.

Parallel models were constructed to predict each of the four measures of
presidential aspirations. Blocked hierarchical regression was employed to ascertain the
impact that capital accumulation and discrimination had on gender and racial
differences in aspirations. In the first block (column one for each of the models),
demographic variables were included. The second block (column two) included

measures of human, social and cultural capital. The third block (column three)
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contained the discrimination variable with, and the interaction terms for, discrimination
by race/ethnicity and discrimination by gender. Because of possible multicollinearity
between the discrimination terms and race and gender, a final model was constructed
where all non-significant discrimination interaction terms were removed. This final
model represented a more parsimonious explanation of the relationships between
discrimination and the dependent variables.

Expectations about Becoming a College President

~anargl Expectancy Construct

Table 20 shows the unstandardized beta coefficients for the model predicting
general expectancy construct. Because all of the continuous measures (both independent
and dependent) in the model were standardized, the unstandardized coefficients shown
in the table represent effect sizes.

In addition to considering statistical significance, researchers suggest that it is
important to understand the substantive impact that independent variable has on the
dependent variable. The calculation of effect sizes is helpful when interpreting the
magnitude of the effect of independent variables in regression equations (Rosenthal &
Rosnow, 1991). An effect size is the proportion of a standard deviation change in the
dependent variable as a result of a one-unit change in a dependent variable. An effect
size of .10 or less is considered trivial, between .10 and .30 is small, between .30 and

.50 is moderate, and greater than .50 is large (Rosenthal & Rosnow, 1991).
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Demographics

Several variables significantly predicted the composite variable of general
expectations of being a college president. First, examining the demographics model
(first column), the demographic variables alone explained very little of the variance (R-
square=0.031) in presidential expectations. Race and gender were significant predictors
of expectations of being a president. African Americans were significantly more likely
than Whites to expect to be a college president. In comparison, women were
significantly less likely to expect the position. However, women who had a partner were
significantly more likely than single women to expect to be a president. The coefficient
(average differences between men and women) for women was halved for those who
had a partner.

Capital

When capital variables were included (column 2) the explanatory power of the
model increased significantly (R-square=0.328). The coefficient for African Americans
decreased by approximately 10% of a standard deviation when capital variables were
entered the model (from 0.496 to 0.298). This finding suggested that the differences in
expectancies between Whites and African Americans became smaller when capital was
controlled for in the models.

For women, the capital variables had a somewhat different impact on their
presidential aspirations. With the addition of each block of capital variables, the

differences in presidential aspirations between men and women in 'd (b=-0.414 in
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block one to b= -0.608 in block two). The increase in differences between men and
women suggested a possible suppressor effect. In other words, differences in capital
may have suppressed the relationship between gender and expectancies. While
controlling for capital may have revealed a stronger relationship between gender and
presidential expectations, further research would be required to determine if the change
in the relationship was a real one or simply an  maly in the data.

When the interaction of female and partner was entered in the first block, it had
no significant relationship with presidential aspirations. After entering the block of
capital variables, the interaction term became statistically significant. The coefficient
increased from 0.224 to 0.299. While the coefficient for women was very large (b=-
0.659), it was reduced by almost half when a woman had a partner (b=0.293). Again, it
would seem that differences in capital variables had a suppressor effect, but further
research is necessary to determine the reasons for this effect.

Once capital variables were controlled for in the model, age was a statistically
significant predictor of general presidential expectancies, although substantively the
effect of age was small. With every standard deviation increase in age, respondents
were, on average, 12.5% of a standard deviation less likely to expect to be a college
president. The squared term for age was not statistically signii  nt.

Human capital also appeared to play a significant role in the formulation of
expectancies. Senior administrators who held a degree categorized as “other” (e.g.,

B.A., B.S., M.A,, etc.) were significantly less likely to want to be a college president.
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They were 69% of a standard deviation less likely than Ph.D.s to expect to be college
president. With every unit change (a standard deviation) in career path, respondents
were 14.8% of a standard deviation more likely to expect to become a college president.
All deans, chief student affairs officers and chief research officers expected a
presidential post significantly less than chief academic officers.

The variables representing the accumulation of social capital also were
significantly related to presidential expectancies. With every standard deviation increase
in the networks, senior administrators were approximately 17% of a standard deviation
more likely to have expectations of becoming a college president. Administrators who
were more engaged in activities that allowed for accumulation of social capital were
more likely to expect to be a college president than those who were not. For every
standard deviation increase in activities in which the administrators engaged,

administrators increased their expectations of becoming a president by approximately

18% of a standard deviation.
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Table 20
T 7 rdized b~¢~ f~~ regression model predictin~ ~ipert~=zy ~~—osite
Demog- r Final
ranhics Capital ination Model
Constant 0.081 0.327 * 0.388**  (.381 **
Demographics
Afri Coor 0.496 ** 0.298 ** 0.272%*  0.195*
Latino/a 0.176 0.080 -0.007 0.017
Other minority 0.233 0.141 -0.193+  -0.192
Female -0.414**  .0.608 ** -0.659**  -0.690 **
Age -0.028 -0.125 ** -0.117**  -0.120 **
Age squared -0.016 0.002 0.006 0.006
Partner -0.044 -0.080 -0.081 -0.087
Female x Partner 0.224 0.299 * 0.293 * 0.306*
SES of Family 0.008 -0.028 -0.024 -0.025
Capital
Hipwrom
Ed.D. 0.022 0.013 0.015
Prof'l Degree -0.050 -0.027 -0.053
Other Degree -0.692 ** -0.693 **  -0.689 **
Career Path 0.148 ** 0.143 %% (.145 **
Dean-Hard applied -0.348 ** -0.332 %% -0.337**
Dean-Hard pure -0.382 ** -0.382%*  -0.371 **
Dean-Soft applied -0.350 ** -0.330**  -0.330 **
Dean-Soft pure -0.354 ** -0.358 **  -0.349 **
Dean-Other -0.989 ** -0.989 **  -0.975 **
Chief Business -0.002 0.009 0.007
Chief Development 0.153 0.152 0.158
Chief Research -0.465 ** -0.458 **  -0.454 **
Chief Student Affairs -0.234* -0.254*  -0.248*
Other Chief Officer -0.250 -0.254 -0.255

Note.+p<0.10, *p<0.05, **p<0.01

Table 20 continues



Table 20 Continued
Demog- Discrim- Final
raphics Capital inatinn Madgl
Networks 0.165 ** 0.168**  0.168 **
Activities 0.184 ** 0.170**  0.169 **
Cultural
Awards 0.098 ** 0.094 **  0.093 **
Major-soft pure 0.211* 0.186* 0.190*
Major-hard applied 0.289 * 0.288 * 0.277 *
Major-soft applied 0.178 + 0.148 0.153+
Major-other 0.019 0.009 0.003
High degree sel. 0.055 * 0.052* 0.051 *
Preferences 0.099 ** 0.102**  (.099 **
Scholar -0.052 -0.052 -0.049
Disc~~ination
Climate 0.138**  0.107 **
Climate x female -0.071
Climate x Af. Am. -0.073
Climate x Latino/a 0.034
(limats x Nther 0.196 + n213+
R-square 0.031 0.328 0.341 0.339
R-square change 0.03] *x* 0.297 ** 0.013**  0.002

Note.+p<0.10, *p<0.05, **p<0.01

The accumulation of cultural capital also significantly predicted presidential

expectancies. The more awards earned by senior administrators, the greater their

presidential expectancy. For each additional standard deviation inc

earned, aspirations increascd 10% of a standard deviation. The

the institution where respondents earned their highest degree, the more the senior

in awards
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- the selectivity of
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administrators expected to become a president. With every standard deviation increase
in selectivity, the level of expectancy increased by 5% of a standard deviation.

Cultural preferences were significantly related to presidential expectancies. With
every unit (standard deviation) increase in cultural preferences, the presidential
expectancies of respondents increased 10%. The ' :ipline of respondents’ highest
degree was significantly related to presi” tial ectancies. Administrators whose
degrees were in soft pure, soft applied and hard applied disciplines had significantly
higher expectancies than those whose degrees were in the hard pure disciplines.

Discrimination

When discrimination variables were added to = 1 aphic and capital variables
in the model, the R-square increased significantly from 0.328 to 0.341. However,
discrimination variables did little to explain racial and gender differences in the
dependent variable. The difference between African Americans and Whites decreased
only slightly from the capital model to the discrimination model. However, when
controlling for discrimination, other people of color reported lower presidential
expectancies than all other racial groups. The coefficients for other demographic
variables were relatively unchanged when discrimination variables were added to the
model. Women had lower presidential expectancies than men, but the differences
between men and women decreased for women who had a partner. The older the

participant, the less likely they were to expect to be a college president.
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Only negligible changes were seen in the coefficients of the capital variables
when controlling for discrimination. Senior administrators who held an “other” degree
(e.g., B.A., B.S., M.A,, etc.) were significantly less likely than Ph.D.s to want to be a
college president. Chief academic officers continued to have the highest presidential
expectations. The variables representing the accumulation of social capital also were
significantly positively related to presidential expectancies. Cultural capital, represented
by awards eamned, institutional selectivity and preferences remained significantly related
to expectancies. Administrators in the hard pure disciplines still expected a presidential
position less than those from other disciplines.

Two of the discrimination variables were significantly related to general
presidential expectancies. Those who experienced discrimination were more likely to
expect to be a president. No significant racial/ethnic or gender differences were seen in
the impact of discrimination except for other minorities. For other minorities, the
greater the experiences with discrimination, the greater the expectations of being a
college president. This relationship all but erased the negative relationship seen between
the other minority variable and general expectancy.

The final model was the cleanest representation between the independent
variables and the expectancy composite. However, the models changed only slightly
when non-significant discrimination variables were removed. While African Americans
continued to have higher presidential expectancies than Whites, the relationship

between Whites and African Americans decreased almost 8% of a standard deviation.
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This suggests that African Americans experiences with discrimination may increase
their desire to become a college president. Further research should be conducted to
understand the impact that experiences with discrimination have on African American
administrators. The remainder of the model was relatively unchanged when non-

significant discriminatory variables were removed.

- PRI — . -
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While the composite of presidential aspirations measured the broader concept of
expectancy, another more immediate measure was respondents’ beliefs about what their
next position was likely to be. Approximately 15% of the respondents indicated that
their next position was likely to be a college presidency. A I¢ stic regression model
was constructed to predict whether they believed their next position was likely to be a
college presidency (yes was coded as one, no was coded as zero).

Table 21 shows the delta-p statistics for the predictors of the probability of that
respondents’ indicating their next position was likely to be a college presidency. To aid
in the interpretation of logistic regression equations, Cabrera (1994) suggested using the
delta-p statistic. The delta-p shows the percentage change in the likelihood of engaging
in the activity under study (e.g., report that next position is likely to be a presidency)
with every one-unit increase in the independent variable. Therefc  the delta-p statistic
can provide a clearer understanding of the substantive impact of significant variables.
The model suggested significant relationships between the dependent variable and

demographics, capital and discrimination.
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The predictive power of the demographic variables when modeling next position

in likely to be a presidency was relatively weak. With only demographic variables

entered in the model, only 55% of the cases were correctly clas="“>d and the pseudo R-

square was only .027.

Table 21

Delta-p statistics for logistic regression model j

presidency

D aphics
African American
Latino/a

Other minority
Female

Age

Age squared
Partner

Female x Partner
SES of Family

Capital

v r

Ed.D.

Prof'l Degree
Other Degree
Career Path
Dean-Hard pure
Dean-Hard applied

Demog-
""“]'l_iC__S

0.072*
0.011
0.134*
-0.071+
-0.026 **
-0.011+
0.008
0.053
-0.008

Note.+p<0.10, *p<0.05, **p<0.01

Table 21 continues

Vo geetessiiae - Vloly to be a
Discrim- Final
Capit~! S Model
0.033 0.053 0.021
0.003 0.004 -0.007
0.138 0.039 0.105
-0.090 * -0.084+  -0.085*
-0.047 ** -0.042 **  -0.041 **
-0.009 -0.008 -0.008
0.003 0.005 0.002
0.069 0.061  0.065
-0.014 -0.013 -0.014
-0.010 -0.012  -0.012
0.120 0.137 0.135
0111 ** S0.112%%  -0.112%*
0.039 ** 0.038 **  (.039 **
-0.090 ** -0.092 **  -0.092 **
L0.116 ** -0.11¢ -0.115**



Table 21 Continued

Demog-
) ranhinc Capital
Dean-Soft applied -0.113 **
Dean-Soft pure -0.114 **
Dean-Other -0.146
Chief Business -0.055
Chief Development 0.011
Chief Research -0.146
Chief Student Affairs -0.069 *
Other Chief Officer -0.092
[ QN
Networks 0.033 *x*
Activities 0.019
Cultural
Awards 0.000
Major-soft pure 0.094 +
Major-hard applied 0.112*
Major-soft applied 0.115*
Major-other -0.003
High degree sel. 0.019+
Preferences 0.007
Scholar 0.002
Discrimination
Climate
Climate x female
Climate x Af. Am.
Climate x Latino/a
Climate x Other L
PCP 55.4 71.4
-2 log likelihood 1323.31 1119.71
Pseudo R-square 0.027 0.233
Model Chi-square 25.276 228.879
Chi-srmare change 25.276 ** 203.602 **

Note.+p<0.10, *p<0.05, **p<0.01

Discrim- Final
_ir=tion Model
-0.112*%* -0.113**
-0.116** -0.116**
-0.146 -0.146
-0.054 -0.053
0.009 0.010
-0.146 -0.146
-0.073* -0.073*
-0.093+ -0.094 +
0.036**  0.035**
0.018 0.017
0.000 0.000
0.094+  0.092+
0.116* 0.117*
0.112*  0.110*
0.006 0.003
0.018 0.019
0.008 0.002
0.002 0.008
0.028*  0.029*
-0.035+ -0.038+
-0.025
-0.018
nnAQ
71.5 71.7
1111.67 1113.64
0.241 0.239
236.92 234.949
QL NA1 £ N7 *
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When only the first block was entered, African Americans were significantly
(approximately 7%) more likely than Whites to believe their next position was likely to
be a college presidency. Other people of color were also significantly more likely to
report their next position was going to be a presidency. Women were significantly less
likely (approximately 7%) than men to believe their next position was likely to be a
college presidency. Age also was a significant predictor of the indicating that their next
job position was likely to be a college presidency. The older the respondent, the less
likely they were to report their next job was likely to be a presidency.

Capital

The predictive power of the model increased significantly after capital variables
were entered. Approximately 71% of the cases were predicted correctly and the pseudo
R-square increased from 0.027 to 0.233.

After the capital variables were included in the model, African Americans and
other people of color were not significantly different than Whites in the probability of
indicating their next position was likely to be a college presidency. In fact, the delta-p
for African Americans was halved after the capital variables were included in the
model. When all capital variables were included in the model, the differences between
men and women increased from negative 7.1% negative 9%. Age continued to be a

negative predictor of the likelihood of reporting their next job was a presidency.
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Several human capitals were significant predictors of the dependent variable.
Respondents who held degrees other than terminal or professional degrees were 11%
less likely than Ph.D. recipients to believe their next position was a presidential post.

The impact of career experiences and current position also significantly
impacted the dependent variable. With every standard deviation increase in their path to
the presidency, respondents were 4% more likely to ir  ate their next job was a
presidency. Deans ranged from nine to 12% less likely than chief academic officers to
believe their next position was a college presidency. Chief student affairs officers were
7% less likely to believe their next job was a college presidency.

Networks also were a significant predictor of the dependent variable. Every
standard deviation increase in the networking composite variable resulted in a 3%
increase in the probability of respondents’ beliefs that their next job was likely to be a
presidency.

The relationship between the discipline of a respondent’s highest degree and the
dependent variable proved substantive. Respondents whose highest degrees were in soft
pure, soft applied and hard applied disciplines were significantly more likely than those
in hard pure disciplines to expect their next job would be a college presidency. The
selectivity of the institution where respondents earned their highes » was also
significant. With every incremental increase in perceived selectivity, the likelihood of

believing their next job would be a presidency increased 2%.
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The discrimination variables did little to increase the predictive power of the
model. The chi-square change suggested no significant improvement when additional
variables were added and the percent correctly predicted only increased 0.1%.

When the discrimination variables were added to the model, only small changes
in the coefficients were observed. Women continued to be significantly less likely than
men to report that their next job was likely to be a college presidency. The slight drop in
the delta-p statistic for females suggests that discrimination has a negative impact on the
presidential aspirations of women. Age continued to be a significantly negative
predictor of the dependent variable.

The impact of significant capital variables changed very little when other blc °
were added to the model. Those who earned “other” degrees were significantly less
likely to report that their next job was a presidency. Career path was significantly
positively related to the dependent variable. Deans, chief student affairs officers, and
other chief officers were significantly less likely than chief academic officers to report
they expected their next job to be a presidency.

Social capital, in the form of networks, was significantly positively related to the
dependent variable. Senior administrators whose degrees were in hard pure disciplines
were the least likely to indicate they expected their next job to be a pres” ™ :ncy.

Two of the discriminatory climate variables were significantlyre”  ~ to the

dependent variable. With every standard deviation increase in the discriminatory
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climate variable, respondents were more likely to expect their next job to be a college
presidency. No significant racial differences were observed. However, for every
standard deviation increase in the discrimination variable, women were 4% less likely
than men to believe their next job was likely to be a college presidency. When the non-
significant discriminatory variables were removed from the model, the significance
levels and coeffi  ats of the variables rem: .relatively the ¢

Behavioral Measures of Aspirations

Two measures of presidential application behavior were modeled using logistic
regression to further understand the seniorad * ° ~  rs presidential application
behavior. The first measure, “applied for a presiden ,”wa: ~ ~ red from a question
that asked how many times participants applied for a presidency in the | S.
A 0o " 10% responded having applied for at least one college presidency.

The second measure of application behavior, “nominated f ap cy,” w
derived from a question that asked how many times the respondents had been
nominated for a presidency. Approximately 12% of the respondents had been
nominated for at least one presidency in the past two years.

Lo m oy

De~~raphics

A dichotomous measure of applied (1=had applied in the past two years, O=had
not applied in the past two years) was modeled using logistic regression. Table 22

shows the delta-p statistics for the logistic regression model predicting the probability of
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whether the administrator had applied for a college presidency. As with the previous
model, the demographic variables had relatively little predictive power. With only
demographics entered, the model correctly predicted only 50% of the cases. Few of the
demo; phic variables s’ -1ific ' r predicted application behavior. However, females
were on average si— ‘icantly less likely to apply to a college presidency.

Capital

Capital accumulation was important in predicting application to a presidency.
When capital variables were entered into the model, approximately 74% of the cases
were correctly predicted, and the pseudo R-square increased from 0.033 to 0.244,
Table "7

Delta-p statis*~~ for logistic regression model pre

Demog- Discrim- Final

ranhinc CaEital :noh'nrl Rﬂnﬂnl

Demogra=hi~s

African American 0.050 -0.002 0.016 -0.004
Latino/a 0.017 -0.005 0.019 -0.012
Other minority 0.084 0.077 -0.065 0.043
Female -0.075+ -0.097 * -0.086+ -0.086+
Age 0.009 -0.010 -0.009 -0.008
Age squared -0.029 ** -0.025* -0.024*  -0.024*
Partner -0.019 -C 4 -0.036 -0.035
Female x Partner 0.028 0.040 0.037 0.035
SES of Family 0.013 0.010 0.011 0.011

Note.+p<0.10, *p<0.05, **p<0.01
Table 22 continues



Table 21 Continued

Capital
Human

Ed.D.

Prof'l Degree
Other Degree
Career Path
Dean-Hard pure
Dean-Hard applied
Dean-Soft applied
Dean-Soft pure
Dean-Other

Chief Business
Chief Development
Chief Research
Chief Student Affairs
Other Chief Officer
Social

Networks
Activities

Cultural

Awards

Major-soft pure
Major-hard applied
Major-soft applied
Major-other

High degree: °
Preferences
Scholar

Demog-

ranhinc

Note.+p<0.10, *p<0.05, **p<0.01

Table 22 continues

0.008

0.137
-0.114 **

0.032*
-0.043 **
-0.102 **
-0.128 **
-0.103 **
-0.146
-0.048
-0.042
-0.146
-0.115**
-0.038

0.013
0.044 **

0.021+
0.243 **
0.392 **
0.224 **
0.061
0.027+
-0.030
0.013

Discrim-

inah'nﬂ

0.005

0.153
-0.115 *x*

0.031*
-0.042 **
-0.104 **
-0.128 **
-0.105 **
-0.146
-0.049
-0.043
-0.146
-0.117 **
-0.035

0.017
0.046 **

0.022 +
0.246 **
0.389 **
0.222 **
0.077
0.026 +
-0.031
0.012

Mndel

Final

0.006
0.157
-0.115 **

0.032*
-0.041 *
-0.104 **
-0.128 **
-0.106 **
-0.146
-0.047
-0.044
-0.146
-0.117 **
-0.041

0.016
0.045 **

0.021+
0.24] **
0.397 **
0.219 **
0.072
0.027+
0.014
-0.031

145
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Tahle 21 Continued

Demog- Discrim- Final
raphics Capital ination Model
MM:“ adlnm
Climate 0.021 0.025+
Climate x female -0.049+  -0.053*
Climate x Af. Am. -0.017
Climate x Latino/a -0.048
ﬂ“.mah‘ ~ Mith A 0.101 _
PCP 49.5 73.8 74.1 73.8
-2 log likelihood 1031.99 856.0.3 847.926 850.701
Pseudo R-square 0.033 0.244 0.253 0.25
Model Chi-square 25.672 201.132 209.73 206.955

Chi-square change 25.672  ** 31.448 ** 8.598 + 5.823 +
T +p<0.10, *p<0.05, **p<0.01
‘T'able 22 Continued

Several human capital variables were significant predictors of the dependent
variable. Administrators whose degrees were not terminal degrees or professional
degrees were significantly less likely to have applied for a college presidency. Career
path was significantly positively related to the likelihood of applying for a presidency.
Deans of hard pure, hard applied and soft pure disciplines were significantly less likely
than chief academic officers to apply for a presidency. Among chief officers, only chief
student affairs officers had a lower probability of applying for a presidency than chief
academic officers.

One measure of social capital significantly predicted application to a presidency.
Administrators were more likely to apply for a presidency if they were involved in

activities where they could accumulate social capital.
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Several of the cultural capital variables were significant predictors of
application. As the number of awards earned by an admi * * -ator increased, the
likelihood of applying to a presidency increased significantly. Respondents who earned
degrees in soft pure, soft applied and hard applied disciplines were all more likely to
apply to a presidency than administrators who earned degrees in hard pure disciplines.
Administrators who €  ed their highest degr  ” »m selective institutions were more
likely than those who earned them from less selective institutions to apply to a college
presidency.

Discrimination

Although the chi-square change suggested significant improvement in model fit,
the inclusion of discrimination variables did little to substantively increase the
predictive power of the model. The percent correctly predicted only increased 0.3%,
and the pseudo r-square only increased from 0.244 to 0.253. The inclusion of
discrimination variables had relatively little impact on the other coefficients in the
model. Regardless of race, experiences with discrimination slightly increased the
likelihood for applying for a presidency. However, for women, when discrimination
was controlled for in the model, the differences between men and women decreased
slightly from -0.097 to -0.086, suggesting that their experiences with ~scrimination
explain a small part of differences in the application behavior between women and men.

Part of this explanation may have been women’s experiences with

discrimination. The more discrimination females experienced, the less likely they were
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to apply for a college presidency. With every standard deviation increase in the
interaction term of the discrimination composite variable and women, the likelihood of
applying decreased 4.9%. This percentage increased slightly to 5.3% when the non-

significant discrimination variables were included in the - -del.

~T . . P -~

Yy

Because so few senior administrators ex;  sed an interest in the presidency,
perhaps another gauge of presidential aspirat” 1s was whether they were nominated for
a presidency. A dichotomous measure of nominated (1=had been nominated in the past
two years, O=had not been nominated in the past two years) was modeled using logistic

regression. The delta-p and model fit statistics are shown in Table 23.

Table 23
Delta-p statisti~~ “c * 1iistic regres **  edicting nominat - * “ - ap-=~‘dency
Demog- Discrim- Final
ranl—n'ns Canifql irmh'nn AMAAdsl
Demographics
African American 0.127 ** 0.082 * 0.078 0.062 +
Latino/a 0.175 ** 0.155* 0.207 * 0.140*
Other minority 0.010 0.015 0.036 -0.006
Female 0.003 -0.020 -0.028 -0.030
Age 0.033 ** 0.007 0.009 0.008
Age squared -0.009 + -0.003 -0.002 -0.002
Partner 0.038 0.032 0.033 0.031
Female x Partner 0.005 0.006 0.003 0.007
SES of Family -0.002 -0.011 -0.011 -0.011

Note.+p<0.10, *p<0.05, **p<0.01
Table 23 continues



Table 23 Continued

Demog-

ranhinra Canital
Crmiem
e
Ed.D. 0.060 *
Prof'l Degree 0.381 **
Other Degree -0.084 **
Career Path 0.049 **
Dean-Hard pure -0.114 **
Dean-Hard applied -0.110 **
Dean-Soft applied -0.108 **
Dean-Soft pure -0.092 **
Dean-Other -0.134*
Chief Business -0.051
Chief Development -0.026
Chief Research -0.109*
Chief Student Affairs -0.072 *
Other Chief Officer -0.083
Social
Networks 0.006
Activities 0.070 **
Cultural
Awards 0.024 *
Major-soft pure 0.043
Major-hard applied 0.053
Major-soft applied 0.010
Major-other -0.029
High degree sel. 0.022 *
Preferences 0.024 *
Scholar 0.005

Note.+p<0.10, *p<0.05, **p<0.01
Table 23 continues

Discrim-

. .
1matinn

0.062 *

0.374 **
-0.085 **

0.049 **
-0.114**
-0.111 **
-0.108 **
-0.092 **
-0.133*
-0.047
-0.023
-0.109*
-0.074*
-0.084+

0.006
0.068 **

0.024 *
0.036
0.049
0.004
-0.031
0.021*
0.024 *
0.005

Final
Madel

0.059*

0.382 **
-0.084 **

0.049 **
-0.114 **
-0.110°**
-0.107 **
-0.092 **
-0.133 *
-0.049
-0.024
-0.108 *
-0.073 *
-0.083 +

0.007
0.067 **

0.023 *
0.039
0.053
0.007
-0.029
0.021 *
0.024 *
0.005

149
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Table 23 Continued

Demog- Discrim- Final

_ momhiee Capital ination Model
Discrir~ation
Climate 0.020 * 0.015 +
C"a xfemale 0.001
Climate x Af. Am. -0.016
Climate x Latino/a -0.052
Mirota v (\H—.n._. _0034
PCP 55.1 72.8 72.9 72.6
-2 log likelihood 1704.89 1410.74 1406.03 1408.46
Pseudo R-square 0.038 0.283 0.287 0.285
Model Chi-square 40915  335.063 339.779 337.348

*

Chi-square change 40.915* 204 1AQ % ATIR 2.285

Note.+p<0.10, *p<v.u>, ~“p<0.01

Demographics

The demographics model did very little to explain nominations. Only 55% of the
cases were correctly predicted, and only 4% of the variance in the dependent variable
was explained by demographic variables. The first model suggested a strong
relationship between race/ethnicity and nomination. African Americans were 13% more
likely to be nominated than Whites. Latinos/as were 18% more likely than Whites to be
nominated for a presidency. Age was also a statistically significant predictor of the
dependent variable, although the direction of the coefficient was different than in other
models. The older the senior administrator, the more likely they were to be nominated
for a presidency. Because the squared term was significant, this s 's a non-linear

relationship between age and the dependent variable.
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Capital

When capital variables were included in the model, the predictive power of the
model increased significantly. The capital model correctly predicted 73% of the cases
and explained approximately 28% of the variance in the nomination variable.

Even after controlling for capital accumulation, African Americans and
Latinos/as were more likely than Whites to be ni  "1ated for a presidency, but their
differences declined somewhat. When capital is controlled for in the model, African
Americans were only 8% more likely than Whites to be nominated for a presidency.
Latinos/as were approximately 16% more likely than Whites to be nominated. Age was
no longer a statistically significant predictor of nomination.

Several of the human capital variables were significant predictors of the
dependent variable. Administrators who earned an Ed.D. (6%) or a professional degree
(37%) were significantly more likely than Ph.D.s to be nominated for a presidency.
Those respondents who held other types of degrees were significantly less likely (9%)
than Ph.D.s to have been nominated for a presidency. Administrators with more
positions along the career path to the presidency were more likely to have been
nominated. All deans were significantly less likely than chief academic officers to be
nominated for a presidential post. Among chiefs, chief research officers, chief student
affairs officers and other chief officers were less likely than academic chiefs to have
been nominated. Chief business officers and chief development offi ~ were as likely

as academic chiefs to be nominated for a presidency.
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Accumulation of social capital was important in the prediction of nominations.
The more engaged administrators were in activities in which they could accumulate
social capital, the more likely they were to be nominated. With every standard deviation
increase in activities, administrators were 7% more likely to be nominated for a
presidency.

Different levels of cultural capital were also important in predicting
nominations. The more awards an administrator earned, the more likely they were to be
nominated for a presidency. Administrators who earned their highest degree from
selective institutions were more likely to be nominated than those from less selective
institutions. Finally, those with high scores on the cultural preferences scale were more
likely to be nominated than those with low scores.

Mot

The models changed very little when discrimination variables were added.
Based on the chi-square change, no statistically significant increase was observed in the
predictive power of the model. The model correctly predicted 73% of the cases and
explained approximately 29% of the variance in the dependent variable.

The delta-p for African Americans dropped slightly from 8.2% to 7.8% and was
no longer statistically significant when discrimination variables were .~ :d, s >sting
no significant differences between Whites and African Americans. Latinos’  continued
to be significantly more likely (21%) than Whites to be nominated for a presidency even

after controlling for discrimination.
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An examination of the delta-ps suggested that controlling for discrimination had
little impact on the relationship between capital accumulation and nomination. Those
with an Ed.D. or professional degree were significantly more likely than Ph.D.s to be
nominated for a presidency. Deans, chief research officers and chief student affairs
officers were seven to 13% less likely than chief academic officers to be nominated.
The more activities in which senior administrators participated, the more likely they
were to be nominated. Selectivity of the institution of highest degree continued to be a
positive predictor of nominations. Cultural preferences were also significantly
positively related to nomination.

Discrimination proved to be a significant positive predictor of nominations, yet
no racial or gender differences were observed. With every standard deviation increase
in the climate variable, administrators were 2% more likely to be nominated for a
presidency.

The final model was essentially identical to the discrimination model with one
exception. However, when non-significant discrimination variables were excluded,
African Americans were significantly more likely than Whites to be nominated for a
presidency.

Summary of Models
The four models provided a great deal of information about the aspirations of

senior administrators. It was instructive to examine the final models for the four
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dependent variables. Table 24 shows the direction of the significant predictors in the
final models of each of the dependent variables.
De~~~raphics

Race/ethnicity was important in two of the models. The results suggested that
people of color, particularly African Americans, had higher levels of presidential
aspirations than Whites. African Americans were significantly more likely than Whites
to expect to be a college president and to be nominated for a presidency. Latinos/as
were significantly more likely than Whites to be nominated for a presidency.

Gender played a significant role in predicting all but one of the aspiration
proxies. It would appear that women had lower presidential aspirations than men.
Women were significantly less likely than men to have a general or immediate
expectation of being a college president. They also were significantly less likely than

men to apply for a presidency.
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Table 24

o LRt A 11_

Expectancies ) Behaviarg
Next Position
General  Presidency ~ Applied Nominated

- raphics
African American
Latino/a

Other minority
Female -

+ +
+

Age -
Age squared

Partner

Female x Partner +
SES of Family

Capital

He=n

Ed.D.

Prof'l Degree

Other Degree - -
Career Path + + +
Dean-Hard applied - -
Dean-Hard pure - -
Dean-Soft applied - -
Dean-Soft pure -
Dean-Other -
Chief Business

Chief Development

Chief Research -
Chief Student Affairs - - -

Other Chief Officer -
Note. + indicates significantly positive relationship, - indicates significantly negative

relationship
Table 24 continues
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Table 24 Continued

Expectancies Behavicre
Next Position
) Genaral — Presidency Apnlied  Nominated

Social
Networks + +
Activities + + +
Curltnisnd
Awards + + +
Major-soft pure + + +
Major-hard applied + + +
Major-soft applied + + +
Major-other
High degree sel. + + +
Preferences + +
Scholar
“:nnrim:nnf:n-\
Climate + + + +

Climate x female - -
Climate x Af. Am.
Climate x Latino/a

Climate x Other +

Note. + indicates significantly positive relationship, - indicates signiricantly negative
relationship

~ LI |

The accumulation of human, sc "1l and cultural capital was s :antly related
to every measure of aspirations. Education was an important predictor of aspirations.
For all four of the measures, administrators with a bachelor’s or master’s degree were

significantly less likely than Ph.D.s to aspire to a presidency. However, when predicting
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expectancies and the applied behaviors, administrators with Ed.D.s and professional
degrees held similar levels of aspirations as Ph.D.s.

Experience and current position were also important predictors of aspirations.
For all four of the models, an increase in the career path variable had a positive
relationship with the dependent variable. Deans were significantly less likely than chief
academic officers to aspire to the presidency. Among chiefs, chief business and
development officers had aspirations similar to chief academic officers. For every
aspiration measure, chief student affairs officers had significantly lower aspirations than
chief academic officers. It would seem that research chiefs also had lower presidential
aspirations than academic chiefs. For two of the measures, general expectancies and
nominations, research chiefs were on average less likely to aspire to the presidency than
academic chiefs.

Social capital also had a significant relationship with aspirations. Networks were
significantly positive predictors of both expectancy measures. Participation in networks
where capital could be accumulated was positively related to the general expectancies
and both behavioral measures of aspirations.

Many of the cultural capital measures were important predictors of aspirations.
Awards were positively related to general expectancies and both behavioral measures of
aspirations. For both expectancy measures and the applied measure, administrators who
earned their highest degree in a hard pure discipline were significantly less likely than

those earning degrees in other majors to aspire to a presidency. The selectivity of the
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institution where administrators earned their highest degree was positively related to
aspirations. For all but one of the measures, administrators who attended selective
institutions were more likely to have presidential aspirations than those who attended
less selective institutions. Cultural preferences also appear related to presidential
aspirations. Cultural preferences were positively related to the general expectancy

construct and nominations.

The discrimination variables also played a role in the prediction of aspirations.
In general, experiences with discrimination had a positive relationship with aspirations.
For all but the general expectancy model, this relationship was not significantly
different across racial groups. In the model of general expectancy, other people of color
reported a significantly positive relationship between discrimination and aspirations.

However, for women the relationship between discrimination and aspirations
was negative for two of the models. It would seem discrimination had an impact on the
more immediate measures of aspirations for women administrators. Women who
experienced high levels of discrimination were less likely to expect that their next

position was likely to be a presidency and to apply for a presidency.
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DISCUSSION AND IMPLICATIONS
The purpose of this study was to understand the presidential aspirations of senior
administrators at state colleges and universities. Using the research questions posed in
the first chapter of this study as a guide, this chapter summa ~ s and explains the key
findings, explores the limitations of the study and discusses the implications of the
study for theory, policy, practice and future research.
Discussion of Findings
The key findings of this study, which are summarized below, are followed by
more detailed analysis that explains them in greater detail.
e The typical senior administrator at state colleges and universities was a 54 year old,
White, male from a middle to upper class family.
e Most of the senior administrators had accumulated large amounts of human, social
and cultural capital.
e Most senior administrators did not aspire to be college presidents.
¢ QGreater accumulation of human capital led to higher levels of presidential
aspirations.
e Accumulation of social capital, as measured by networks and activities, was
positively related to presidential aspirations.
¢ Senior administrators who reported high levels of cultural capital, as measured by

cultural preferences, awards and selectivity of the institution of h~ it degree, were
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more likely to want to be a college president than those who reported low levels of
cultural capital.

e African Americans were significantly more likely than Whites to aspire to the
presidency. After controlling for accumulated capital, African Americans continued
to be significantly more likely than Whites to have presidential aspirations, but their
differences were reduced.

e The multivariate analysis provided strong evidence to suggest that women want a
presidential post significantly less than men.

e For women, their experiences with discrimination appeared to have an impact when
predicting some of the measures of aspirations. For people of color, their reported
experiences had little impact on their presidential aspirations.

e Forms of capital and experiences with discrimination explained very little of the
racial and gender differences in presidential aspirations.

The following section summarized and explored these results in an attempt to answer

the research questions posed.

Who were the senior administrators at state colleges and universities?

The average age of administrators was 54.7 years. Women made up 30% and
people of color were only about 13% of the sample. African Americans were the most
represented among people of color, making up 8% of the responc ts.

Many of the respondents were first-generation college students who came from

working-class families. For almost half of the administrators, neither parents attended
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college. Fewer than one third had parents who completed a bachelor’s degree or higher.
Approximately 40% came from families whose parents worked blue-collar jobs.
However, when job prestige and education were combined to represent family social
class, approximately 79% of the respondents came from the middle to upper social
classes.

People of color were considerably more likely than Whites to come from
working-class families. Nearly two thirds of the Latino/a and African American
respondents were first-generation college students. Over half of the African Americans
had parents who worked in unskilled, semi-skilled and skilled manual jobs, which was
more than twice the proportion of Whites.

Substantial racial and gender segmentation was found in the labor market of the
senior positions studied. African Americans were proportionally under-represented in
every deanship except for business and allied health and nursing. Few African
Americans served as chief business officers or chief development officers. More than
one fourth of the African Americans in the study were chief student affairs officers.

With only 40 Latinos/as included in the study, it was difficult to examine their
representation among the senior positions. A large percentage of the Latinos/as were
deans of arts, humanities and social sciences and chief student affairs officers. Few
Latinos/as were deans of math and science and deans of business.

Women also had similar labor market segmentation. Few women served as

deans of math and science and deans of business. Women were also under-represented
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in the position of chief business officer. As other stud” have suggested (Wolverton,
2001), women were over-represented as deans of education, allied health and nursing.
Additionally, women were slightly over-represented in the position of chief student
affairs officer.

This type of segmentation is not uncommon in higher education. The
segmentation may * ve had an effect on the accumulation of capital for those
individuals who have moved from faculty to senior administration. Some (Aguirre,
2000) studies have suggested that women and people of color are often situated in
disciplines where teaching loads are high and the ability to earn grants is low. Women
have often worked and earned degrees in disciplines characterized as female, such as
English, nursing and the arts (Ervin, Thomas, & Zey-Ferrell, 1984; Exum, Menges,
Watkins, & Berglund, 1984). Some have described these disciplines as “ghettoized” or
peripheral (Aguirre, 2000; Exum et al., 1984; Jackson, 2001). Both the female and
“ghettoized” areas of the university are characterized as having few resources. In effect,
the segmentation of women and minority faculty pushes them to the periphery of the
organization. This segmentation can result in women and faculty of color becoming
relatively invisible in the academic workplace and are not seen as making significant
contributions (Exum et al., 1984; Moore & Twombly, 1990; Nkomo, 1992).

Human capital

Senior administrators accumulated a great deal of human capital through a

variety of educational and work experiences. The majority of participants held a
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terminal degree, with 62% holding Ph.D.s and 15% holding Ed.D.s. A small percentage
held only a master’s degree. Almost none indicated their highest degree was a
bachelor’s or professional degree.

The degrees came from a broad range of disciplines. The most common
discipline of highest degree was education, where one third of the respondents earned
their degree. Degrees also were commonly held in business, the social sciences, arts and

nities. Except for business and administration chiefs, chief officers most
frequently earned degrees in education. Degrees in the arts and humanities were also
quite common among academic and development chiefs. Research chiefs frequently
earned degrees in the sciences and behavioral sciences.

Most deans followed common trajectories to their deanships. Almost all took the
traditional route beginning with a faculty position, followed by a series of
administrative positions. A large percentage of deans were at one time assistant or
associate deans, particularly in business and education. The majority of deans had been
department chairs, although considerably fewer deans of business and education had
held the position.

The trajectories of vice presidents were more varied than deans. Almost all chief
Research and chief academic officers followed the traditional path to the vice
presidency, beginning with a faculty position and a number of administrative positions

prior to assuming a chief officer position. Nearly all of the student affairs, development
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more frequently reported currently having a mentor and having several mentors
throughout their career. For almost every activity, people of color, particularly African
Americans, reported higher levels of engagement than Whites.

Senior women administrators also accumulated a great deal more social capital
than their male cov :rparts. Women more frequently than men indicated they had a
broad network of colleagues. They were also more likely to currently have a mentor and
have participated in mentoring relationships during their career.

The literature suggested two possible explanations for the racial and gender
differences in the accumulation of social capital. First, some have found differential
requirements for under-represented groups. Researchers have found evidence to support
differential hiring practices (Kolpin & Singell, 1996) and lower recognition and rev  is
(Hearn, 1999; Johnsrud & Heck, 1994) for women and people of color. Because the
accumulation of social capital can translate into a form of credentialing (Bourdieu,
1986), the success of the women and people of color in this sample may be attributed to
their ability to accumulate the necessary capital that allows to prove they are as capable
as White men (Aguirre, 2000; Reyes & Halcon, 1991).

Researchers also have suggested th: success in higher education for people of
color is related to their ability to network, to attend workshops and to have a
relationship with a mentor (Jackson, 2001; Turner & Meyers, 2000). Therefore, it
should come as no surprise that the people of color in this study, who have achieve a

great deal of professional success, have accumulated this social capital.
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One final explanation was that people of color and women may have sought to
overcome social isolation by seeking out people from similar backgrounds and
experiences. Research has stressed the importance of people of color creating
ethnically-based professional and social support groups (Turner & Meyers, 2000).
Feminist literature similarly suggested that women have long been excluded from
formal networks, and their success depends on a reliance on other women (Chliwniak,
1997; Milwid, 1990). This study found extremely high levels of participation in
activities designed specifically for under-represented groups, suggesting that women
and people of color are pursuing activities in which they can connect with people of a
similar race and gender.

Cult " capital

As with social capital, the senior administrators in this study accumulated a
great deal of cultural capital. Nearly every participant enjoyed cultural activities, such
as the symphony, theater and museums. Many attended highly selective graduate
institutions and reported that the reputation of the institution where they earned their
degrees was an asset. Many were members of undergraduate honor societies as
undergraduates and earned numerous awards in their careers. Many were productive
scholars as well; most published journal articles, and half published at least one book.

Some very small racial differences were observed in the levels of accumulation
of cultural capital. African Americans reported slightly lower ratings on the cultural

preference scale than Whites. Latinos/as indicated slightly higher scores than Whites on
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the preferences scale. People of color were less likely than Whites to attend a selective
undergraduate institution but more likely than Whites to attend a selective graduate
institution. In most cases, people of color were more likely than Whites to earn
professional awards and publish scholarly works. Ogbu’s (1993) work on cultural
frames of reference provided some explanation for the similar cultural preferences
across racial groups. He suggested that African Americans may respond to social
stratification by rejecting the dominant culture and developing an oppositional cultural
frame in which they develop their own norms or codes. They accomplish this through
cultural inversion where they reject the cultural characteristics of the dominant majority.
Some respond by assimilating into the mainstream culture but do so at what many
believe is a high cost (Turner & Meyers, 2000).

What were the p1 " “ential aspiration- -~ -~-*7r administrators?

Most senior administrators indicated that they did not want to be a college
president. In fact, fewer than one third of the respondents either agreed or strongly
agreed with the statement, “One day, I would like to be a college president.” Their
application behaviors supported this belief. Only one in ten had applied for a college
presidency in the past two years.

Why did so few senior administrators aspire to be presidents? It was not because
they felt unqualified. In fact, nearly two thirds of the participants believed they had the
necessary qualifications and work experiences to be a college president. It was not

because they felt that presidents were powerless. Nearly all believed presidents had the
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power to make significant contributions to their campus, and few believed presidents
had little power to influence educational programs.

It would seem that the unattractiveness of some of the roles of the college
president was the reason for the lack of desire to become a president. Respondents most
frequently cited two aspects of the presidency that were relatively unattractive to senior
administrators. Fewer than half of the respondents stated that they found the fund-
raising role of the president appealing. Almost half stated that the busy schedule of
college presidents was unattractive. Additionally, one third of the respondents indicated
that they found the time presidents were required to spend with politicians was
objectionable.

Cl™ "academic offir s held theh” "iest presidential aspirations of all the
respondents. They were the most likely of all senior administrators to exy 5 a desire to
be a college president, to believe they were qualified for a presidency, to indicate their
next job was likely to be a presidency, to apply for a presidency and to be nominated for
a presidency. Even when controlling for demographic characteristics, human capital,
social capital, cultural capital and perceived discrimination, chief academic officers
were far more likely than other senior administrators to aspire to the presidency.
Because chief academic officers, in most cases, are the second highest- 1 official
on college campuses and are the most common position from which new presidents are
drawn (Green, 1988a; Ross & Green, 1998, 2000; Ross et al., 1993), *  relatively

high level of aspirations should come as no surprise.
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Although chief academic officers were the most likely to express presidential
aspirations, only half said that one day they would like to be a college president. A large
percentage stated that they never wanted to be a college president. This finding is
similar to the AGB study (Commission on Strengthening Presidential Leadership, 1984)
that found that 40% of chief academic officers indicated a desire to be a college
president.

What was the relationship between the forms of capital (human, sc —*-* -~~~ zultural) and

the as; *~itions of senior administrators?

The descriptive analysis provided evidence that senior administrators, in
general, had accumulated a great deal of capital. However, the multivariate analysis
suggested that, even with limited variability on the capital measures, differences in the
accumulation of the forms of capital impacted aspirations.

Human Capital

Human capital accumulated through education was important, but only for those
who had not earned a terminal or professional degree. People who earned a master’s
degree were much less likely than those who earned professional or terminal degrees to
want to be a college president. They, perhaps, recognized that most presidents held
higher degrees (Ross & Green, 1998, 2000; Ross et al., 1993) and considered the
position to be unattainable.

Career experiences were also important components of human capital related to

aspirations. Senior administrators who held more positions on the career path to their
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current position were more likely to aspire to the presidency. Again, much of this might
be attributed to the respondents’ perception that they must have varied experiences to be
a college president. This explanation is plausible given that few presidents arrive at the
college presidency with little experience in higher education (Birnbaum & Umbach,
2001).

The current position of respondents was very ©  ortant in predicting
presidential aspirations. Even when controlling for other variables in the model, deans
were significantly less likely than academic chiefs to aspire to be a college president.
Few differences were observed among deans, although deans from hard applied
disciplines appeared slightly more likely than other deans to want to be a college
president. This finding may speak more to the personalities of people within the hard
applied deanships rather than the position itself. Smart and others (Smart, 1997; Smart
& Elton, 1975; Smart, Feldman, & Ethington, 2000) have suggested that individuals
select academic disciplines and majors that are expressions of their personality.
Individuals make these selections to best fit their personality with the goals and rewards
of a particular discipline. Using Holland’s (1966, 1985) career typology, Smart et al
(2000) suggests that individuals from the hard applied disciplines value productivity
and reward accomplishments. Individuals who select and are socialized in these

disciplines also may be more likely than those from other disciplines to be sociable, self

confident and ambitious.
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However, the multivariate analysis indicated that the presidential aspirations of
both chief business and chief development officers were not significantly different than
chief academic officers, when controlling for demographic characteristics, forms of
capital and perceived experiences with discrimination. This finding may be a reflection
of what many perceive as the changing role of the president. Some have suggested that
the college presidency has evolved and that presidents now must spend a majority of
their time on fund-raising and political activities (Murphy, 1997). Perhaps business and
development officers envisioned their skills and experiences to be the best fit for these
new presidential demands.

Teial

Although some of the effects were relatively small, social capital had a
statistically significant impact on the formation of presidential aspirations. Both
networks and activities played an important role in predicting various aspects of
presidential aspirations.

In the model predicting the general expectations composite, both activities and
networks were statistically significant positive predictors of the desire to be a college
president. Administrators who participated in activities in which they could accumulate
social capital were more likely to apply for and to be nominated for a presidency.
Respondents who had broad networks were more likely to indicate their next position

was likely to be a college presidency.
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To better understand the impact of social capital on aspirations, it is important to
deconstruct the variables that made up networks and activities. The construct for
networks not only describes the breadth of the respondents’ collegial networks, but also
measures mentoring. Mentors and networks played an important role in providing
information to senior administrators as they evaluated their career aspirations and
assessed their qualifications for a presidential position. Administrators who had greater
connections were exposed to more information and were much more likely to indicate a
desire to be a college president.

Cr'* -al Capital

Cultural capital also played a significant role in the formulation of presidential
aspirations. For example, the cultural capital accumulated by attending highly selective
graduate institutions was positively related to presidential aspirations. This relationship
parallels the findings of Zweigenhaft (1993), who found the capital accumulated by
attending selective institutions significantly impacted occupational attainment. Cultural
literacy also was significantly related to presidential aspirations. Senior administrators
who reported high levels of enjoyment of cultural activities were more likely to have
presidential aspirations.

This study posited that administrators from hard pure and soft pure disciplines
would accumulate the greatest amount of cultural capital for several reasons. First, most
presidents come from the hard pure and soft pure disciplines (Birnbaum & Umbach,

2001; Green, 1988a; Ross & Green, 2000; Ross et al., 1993), suggesting that training in
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these disciplines was the most culturally acceptable. Some research suggests that
degrees in applied fields do in fact limit administrative opportunities (Wolverton, 2001).
Yet the variables representing discipline of highest degree behaved quite differently
than expected. In fact, those trained in the hard pure disciplines were the least likely to
aspire to be a college president, and those in the trained in the hard applied were the
most likely to have presidential aspirations.

Again, the explanation for these disciplinary differences may be attributed to
personality rather than accumulation of capital. The hard pure disciplines most reflect
Holland’s investigative environments, which emphasize the creation of intellectual
knowledge Smart et al (2000). People in investigative environments tend to be
independent and scholarly in their pursuit of solutions to problems. Given these

characteristics, the disciplinary differences in aspirations were what one might expect.



174

What saliency did gender and race have in the p=~:~*on -<----*">ntial aspirations?

Gender

The descriptive analysis suggested gender was an important factor in
understanding the aspirations of senior administrators. The descriptive data also
indicated that women were less likely than men to want to be a college president.
Women were much more likely than men to indicate that they never want to be a
college president and much less likely to apply to presidential vacancies. Additionally,
women were less likely than men to believe that they were qualified to serve as a
college president.

The multivariate analysis provided further support to suggest that women are
less likely than men to want to be a college president. Even when controlling for human
capital, social capital, cultural capital and experiences with discrimination, women were
significantly less likely than men to aspire to the college presidency, to indicate that
their next position was likely to be a college presidency or to apply for a presidency.
While women were less interested in the presidency than men, the number of women
presidents has increased dramatically in recent years. Although their representation
remains low, the proportion of women in the college presidency increased from 9.3% to
19.0% between 1986 and 1998. Meanwhile, the proportion of people of color increased
from 8% to only 11% in the same time period (Ross & Green, 2000).

Research has found that aspirations are highly sex-typed (Marini ~ Brinton,

1984; Shu & Marini, 1998). Women often aspire to positions in which a high proportion



175

of people in those positions are women. Some (Kanter, 1993) have suggested that an
important component of access for under-represented groups to senior positions is a
critical mass of those groups in similar positions. Given that, it is fair to assume that as
the number of women in the presidency increases, more women would see the
presidency as a realistic aspiration. Because of a lack of historical data on aspirations of
women, this study alone did not provide evidence to support this conclusion and, in
fact, raised further questions. Were women even less likely to have presidential
aspiration 10 years ago? Are the aspirations of women increasing or decreasing?

The social construction of gender roles provided further insight into the gender
differences in aspirations. Scholars have suggested that women continue to learn that
they are to serve men in a subordinate or supportive role (Bengiveno, 1995; England,
1992 ). Women have often been placed in the role of a subordinate because they are
expected to adjust their career goals in accordance with their role as family nurturer.
Because women assume gender roles does not suggest they are unmotivated, but that
they are expected to play a role in society that is counter to high aspirations (Lips,
1989). Balancing career and family forces women to prioritize and make choices that
often are harmful to their career.

Social psychologists have also suggested that women are much more likely than
men to internalize their failures and externalize their successes (Bengiveno, 1995;
Chliwniak, 1997). The internalization of failures can have a dramatic effect on

aspirations. Women who have experienced rejection in the job search process may
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question their own qualifications to find reasons why they did not get the job. Such
questioning may provide an explanation for the belief by some women that they were
not qualified to be a college president.

Others have found that women and men have different values related to work
and career achievement. Women tend to place a greater importance on the intrinsic,
altruistic and social rewards of work (Herzog, 1982; Lupetow, 1980; Shu & Marini,
1998). Men tend to place a high priority on extrinsic rewards, such as earnings (Marini,
Fan, Finley, & Beutel, 1996).

An interesting finding related to gender is that women with partners had higher
general presidential expectations, on average, than single women. Some of the literature
on women faculty supports such a finding. Astin and Davis (1985) found that “married
women’s careers resembled men’s more closely than did the professional careers of
single women.” Several others (Astin & Milem, 1997; Milem, Sherlin, & Irwin, 2001)
have found that women academics with partners were more productive and successful
in their careers than single women.

Race/ethnicity

Race/ethnicity also had a significant relationship with presidential aspirations.
People of color, particularly African .~ eric ;, were more likely to have presidential
aspirations than Whites. In terms of immediate behaviors and beliefs, people of color
were more likely than Whites to believe their next position was] ytc a

presidency, to apply for a presidential post and to be nominated to fill a presidential
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vacancy. For the more long-term idea of presi’  ‘ial aspirations, people of color were
more likely than Whites to agree that one day they would like to be a college president.

The multivariate analysis provided further evidence of racial differences in
presidential aspirations. For several of the dependent measures representing presidential
aspirations, African Americans were, on average, significantly more likely to aspire to
be a college president, even when controlling for other demographic characteristics,
forms of capital and experiences with discrimination. Latinos/as were, on average,
significantly more likely than Whites to be nominated for a college presidency.

Some have suggested that high achieving African Americans tend to have very
high aspirations. The literature on high achieving students of color supported this
conclusion. Allen (1985) found that African Americans who attended predominantly
White college; had very high educational and career aspirations and exceptionally high
achievement drive. As with the current study, he found evidence, although weak, to
support the absence of an association with abilities and aspirations. He did find that
African American students’ aspirational levels declined as they grew older, yet
remained relatively high.

When examining racial differences, it is important to remember that the
respondents were all very high-ranking officials and that most had spent years working
their way up the career ladder to their senior position. Within that cc ~ :t, it was easier
to understand why people of color were more likely to have pre la  ations.

The administrators of color in this study have outlasted the problems related to poor
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retention of under-represented groups in academic ad ~  tration (Jackson, 2001;
Menges & Exum, 1983; Turner & Meyers, 2000) by learning to navigate a system in
which they are often isolated (Phelps, 1995) and subject to discrimination (Guillory,
2001; Turner & Meyers, 2000).

The high aspirations of people of color suggest that they have outmaneuvered
Steele’s (1995) notion of “stereotype threat” and the s-identification with factors that
have led to their success. Steele posits that minorities are subject to the stereotypes that
over time negatively affect their performance. The successes of the adr * * ‘rators of
color in this study may have prevented them from succumbing to such threats and may
have had a significant impact on their aspirations.

It is possible that the high aspirations of people of color may also b :lated to
their feelings of isolation. Some have argued that minorities in higher education place
pressure upon themselves to prove they are as good as Whites (Reyes & Halcon, 1991),
Even after years of success in higher education, perhaps senior administrators of color
continue to feel the pressure to prove themselves, increasing their desire to obtain a
presidential post.

How did experiences with discrimination relate to the aspirations of senior

ad ™ *° rs?
When discussing the impact of discrimination on aspiral 1s, it is important to
remember that the descriptive and multivariate analyses from this study ir that a

very large percentage of people of color and women experienced discrimination in their
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career. This posed a measurement problem when at*  pting to model aspirations. As
one might expect, the frequency of experiences with discrimination resulted in
relatively high correlations between the females and the different racial groups and the
main effects and interaction terms representing discrimination experienced by different
groups and race and gender. A critical assumption in regression analysis is that the
independent variables are uncorrelated. The high correlations, or multicollinearity,
between under-represented groups and the discrimination variables is a violation of this
assumption. As a result, in most cases, the discrimination variables had little or no
predictive power and did not substantively impact the relationship between race and
gender and the dependent variables.

Discrimination and Women

The higher the levels of perceived discrimination, the less likely women were to
apply to a presidency and to believe that their next position was likely to be a college
presidency. When predicting the general presidential aspirations construct,
discrimination did not affect the relationship between women and aspirations. However,
the other models provided some evidence to suggest that women’s experiences with
discrimination may have had a negative impact on their presidential aspirations.

For the more immediate measures of aspirations (as measured by “next position is a

college presidency” and “applied for a college presidency”), women were more likely

than men to feel the negative effects of discrimination.
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The impact of discrimination on women was complicated by limitations of the
data. For example, this study was not able to examine issues of gender and race as
distinct concepts because the number of women of color in the sample was quite small.
This constraint prevented the exploration of the interaction between race and gender
within the models. / " itionally, because gender and racial discrimination constructs

1

were highly correlated, the ¢ * r way to explore issues of disc ~“~*~ation was to combine

the constructs.

Discrimination and People of Color

For people of color, the impact of discrimination on aspirations was even more
complex. While the effects were somewhat small, experiences with discrimination were
positively related to presidential aspirations. Additionally, it seems that the impact of
discrimination did not differ greatly by race.

For African Americans, the impact that discrimination had on aspirations was
negligible. In none of the models were the discrimination interaction terms for African
Americans significantly than for other racial/ethnic groups. When discrimination was
controlled for in the models, there were no substantive changes in the coefficients for
African Americans.

The impact that discrimination had on the aspirations of Latinos/as was similar
to African Americans. None of the discrimination interaction terms for Latinos/as were

statistically significantly different than for the other racial groups. When ‘imination
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was included in the model, there were no substantive changes in the coefficients for
Latinos/as.

In comparison, the more discrimination experienced by the other minority group
(Asian Pacific Americans and multiracial), the more likely they were to aspire to be a
college president. When these experiences with discrimination were controlled for in
the model, they reported a significantly lower desire than ott -~ racial groups to become
a college president, suggesting that experiences with discrimination may have
strengthened their desire.

Further evidence to support this conclusion was found in the model predicting
the likelihood that the respondents’ next position was a college presidency. Prior to
controlling for discrimination, other minorities were significantly more likely than all
racial groups to indicate that their next position was likely to be a college presidency.
When discrimination variables were entered in the models, the difference between
Whites and other minorities was no longer statistically significant. Again, these findings
suggested that other minorities may in fact desire a presidency more if they experience
high levels of discrimination.

The data suggest that experiences with gender and racial discrimination were an
inevitable part of the careers of senior administrators from under-represented groups.
For people of color, these experiences did little to dampen their desire to achieve. These
findings also suggest that the perceived discrimination encountered by people of color

may have had very little substantive impact on presidential aspirations and may in fact



182

have pushed them to have higher aspirations. Discrimination may increase their desire
to prove that they are as good as those who have discriminated against them (Reyes &
Halcon, 1991).

The relationship between the discrimination of people of color and aspirations
does not suggest that one way to increase aspirations is to increase discrimination. It is
important to consider the unique nature of the respondents when trying to explain the
impact of discrimination on the aspirations of people of color. Much of the relationship
between aspirations and discrimination of minorities speaks to the resilience of people
of color who have successfully navigated an uninviting system to reach positions where
they have historically been under-represented. At the same time, it ignores the
possibility that many potential candidates who were equally able, but less resilient, may
have dropped out of the competition for career advancement because of the
discrimination they encountered (Jackson, 2001).

To what degree did forms of cr=*“~" ~~1 experiences with discrin ~ *" n exy'~*~ -1cial

and gender differences in presidential aspirations?

In general, forms of capital and discrimination did little to explain away racial
and gender differences in aspirations. When predicting the expectancy construct, the
differences between African Americans decreased somewhat when capital and
discrimination were controlled for, but African Americans still had significantly higher

expectations than Whites. A similar pattern was seen when modeling nominations.
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For women, regardless of what was controlled, they wanted to be a president
less than men. The relationship between gender and aspirations was relatively
unchanged when discrimination and capital variables were entered into the model.

The inability to explain gender and racial differences may be attributed to the fact that
this population had all a * ":ved high levels of success.

Because almost all women and people of color reported high levels of
discrimination, it is reasonable to assume that they have found ways to deal with sexism
and racism. In fact, for people of color, it would seem that their experiences with racism
increased their presidential aspirations.

Limitations

This study had several limitations, the first of which was instrumentation.
Although the survey borrowed a handful of items from previously used surveys and was
pilot tested, it was the first time the instrument was used on a large-scale sample. The
psychometric properties of the survey were relatively strong, yet some of the measures
lacked variability.

The current study was one of the first of its kind to apply the capital frames to
careers of college administrators. Although this was a strength of this study, it might
also be considered limitation. The complexity of the concepts and the inherent overlap
of the forms of capital presented a challenge. It was difficult to distinguish what was
considered social capital, cultural capital and human capital. Researchers often used the

terms interchangeably or did not distinguish between the concepts and how they should
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be measured. Although the current study applied defi "'ons that made the concepts
mutually exclusive, the concepts were expected to overlap or interact.

In addition, the theories of social and cultural capital, by definition, rely on what
is considered to be an acceptable accumulation of capital within the bounds established
by the culture of the organization. The literature provided some guidance about what is
considered culturally acceptable, but what is deemed as appropriate levels of social and
cultural capital may be institution specific. A narrowly defined sample of administrators
from like institutions was chosen in an attempt to overcome these limitations.
Nevertheless, this study was still limited by the measures of what is accepted by the
dominant culture of specific institutions.

Studying a sample of elites also posed unique challenges in terms of
measurement. Because the members of the sample were similar in terms of
demographic and positional variables, the variability on some of the measures was
limited.

A more serious limitation was related to the measurement of aspirations.
Autobiographies of presidents often reflect the idea that much of what occurs in careers
is often a result of chance rather than rational decision-making. A study of school
superintendents revealed tt ~* the career success of executives is almost random (March
& March, 1977). However, this randomness does not make factors such as
qualifications, work experiences and social structures irrelevant,

...(2)ny more than the fact that a group of light bulbs are
indistinguishable in their illumination or life expectancy make the
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light they give unwanted. Nor does it indicate that efforts to

improving the training or selection of educational administrators

are useless. The normative lesson is much narrower. It is that the

same behaviors, abilities and values that produce successful

careers at the top will, on the average, produce unsuccessful ones

also. (March & March, 1997, pp. 407-408)

This study attempted to overcome this problem of  1domness of aspirations by creating
several attitudinal items that assessed the degree to whichres ¢ ‘s aspired or
expected to be a president. Additional behavioral measures were also used to try to
overcome the randomness of aspirations.

Another limitation of the study was relative inability to determine response bias.
Because of the lack of data on vice presidents and deans, it was difficult to determine
whether respondents were different than non-respondents. This study was one of the
first to conduct a national survey of vice presidents and deans. In an attempt to
overcome response bias, several measures of respondents were compared to the
population. With only one exception, the respondents matched the population. In
addition, because the response rate exceeded 60%, one could assume that the data had
limited response bias.

Another potential limitation of the study was the use of a survey to examine
issues related to race. Some have suggested the presence of nonrandom  isurement
error when people of color are asked questions related to race. For example, Davis

(1997b) argued that responses will be altered based on what respondents tt * * are the

expectations of the researcher. Responses also may reflect distrust or uneasiness
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because of the uncertainty of the race of the researcher (Davis, 1997a). While this may
not be the case for this study, further research might be needed to understand the
implications of conducting survey research when exploring issues of race.

The final limitation of this study is the possible simultaneity in the regression
models. In other words, does an individual who aspires to be a president more actively
pursue opportunities to accumulate capital, or does the accumulation capital result in
presidential aspirations? While it would certainly be helpful to be able to state
definitively that the accumulation of social capital increases presidential aspirations,
this study cannot make such assertions. However, this study is successful in advancing
the understanding of the relationship between the forms of capital and presidential
aspirations. In fact, the theoretical framework employed by this study suggested that the
concepts of capital and aspirations are dynamic (McClelland, 1990) so that attempting
to determine the causal nature of either of the concepts may be impossible.

Implications for Theory, Policy, Practice and Research

Implications for Theory

Forms of Capital

The findings of this study offer some important theoretical implications. This
study is one of the first to expand the concepts of cultural and social capital to elite
positions. Previous work using cultural and social capital focused on success in
secondary education and postsecondary education, access to higher education and early

formation of aspirations. The current study found evidence that suggests the
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accumulation of cultural and was important, even for individuals who have attained a
high level of career success.

Even at senior levels, the accumulation of social and cultural capital was related
to aspirations. High levels of social capital, as measured by networks, mentoring and
participation in activities, were significantly related to the :ater likelihood of
presidential aspirations. Cultural capital, as measured by cultural preferences and
institutional selectivity, was also significantly related to presidential aspirations. These
findings expand Bourdieu’s work on cultural capital beyond childhood and early
adulthood.

This study also found significant gender and racial differences on the measures
of social capital. Women administrators and administrators of color accumulated
significantly more social capital in their rise to their current position. Under-represented
groups may pursue relationships in order to overcome feelings of isolation that often
result from working in a position where they look like few of their colleagues.

This study offered some insight into the habitus of those in executive positions
in the academy. The study further provided evidence to support McClelland’s (1990)
assertion that the habitus, an individual’s enduring expectations and aspirations, is
dynamic. Bourdieu (1977b; Bourdieu & Passeron, 1977) would sug;  that some of the
participants in this study would not have been able to accumulate the required social
and cultural capital because they grew up in families with relatively low social status.

He would expect this upbringing to create relatively low aspirations that would change
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very little over time. The enduring nature of the habitus is in part supported by the fact
that only a small proportion of senior administrators in this study came from low social
status families, suggesting that those with low career expectations never reached senior
administrative positions. On the other hand, the findings of this study indicate that some
individuals from low socio-economic backgrounds did a * " :ve a great deal of success.
Perhaps, as they accumulated capital, they obtained information that caused a change in
decision making around career aspirations. The findings of this study suggest that
Bourdieu’s ideas about impact of social class on aspirations and attainment may not
fully hold true for those making decisions later in their careers.

The findings of this study suggest a complementary perspective of capital
accumulation rather than a competing perspective. Administrators aspire to positions
that are reasonable and make investments in efforts to accumulate capital. As they
accumulate the different forms of capital, they test their returns on their investments. In
response to these tests of returns, individuals accumulate different forms of capital at
various stages in their career to complement the capital they have already accumulated.
As a result, the administrators in this study accumulated varying levels of all three types
of capital studied and different patterns of accumulation for different groups. For
example, African Americans in this study were overrepresented in positions of that
allows for less capital accumulation (e.g., chief student affairs officer). Although

African Americans were able to accumulate less capital through their positions, they
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were still able to have accumulated a great deal more social capital than all other racial

groups.

P~~i~1 -1 Gender Differences in Aspirations

The second area of theory extended by this study relates to the reasons why so
few people of color and women are college presidents. An explanation for the few
women and people of color in the presidency might be that they want the job less than
White men. This study, which examined those at the top of the pipeline to the
presidency, found that this explanation was only partly true. In fact, senior
administrators of color wanted the job more than Whites. On the other hand, while there
were more women in the pipeline relative to people of color, the evidence from the
multivariate analysis suggested that they wanted the job less than men.

The results of the study were somewhat inconclusive about the reasons for racial
and gender differences in aspirations. Experiences with discrimination did appear to
dampen women’s desires to be a college president. Capital slightly ameliorated the
differences between African Americans and Whites, yet African Americans still had
higher levels of expectations of becoming a president, even after controlling for capital
and discrimination.

Pipeline Problem

Researchers often argue that the reason so few people of color and women

become college presidents is that they are under-represented in the career pipeline to the
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presidency. With people of color making up only 12.5% and women making up only
30.0% of those people considered to be at the top of the pipeline, this study found some
evidence to support the pipeline argument.

However, a closer examination of those in the pipeline suggests that argument
may only be partly true (see Table 25). Beginning with the population of the United
States, the most recent census data (United States Bureau of the Census, 2001) indicated
that Whites were only 69.1% of the population in 2000. African Americans constituted
12.3% of the population. Latinos/as represented 12.5%, and Asian Pacific Americans
made up 3.6%. Senior administrators of color in this study made up only 12.5% of the
sample. Only 8% were African American, and 2% were Latino/a. The differences in the
representation of racial groups is particularly important given that experts have
predicted that by the year 2050, people of color will represent 47.2% of the population
(United States Bureau of the Census, 1996). In 2000, there were more women (50.9%)
in the United States than men (49.1percent).

If one considers bachelor’s degree recipients as the next step in the pipeline, the
representation of people among bachelor degree recipients is smaller than the overall
population (Chronicle of Higher Education, 2001). In 1997 and 1998 academic year,
students of color made up approximately 21% (9% African American, 6% Latino/a, and
7% other) of all bachelor degree recipients. Women represented 56% of all
undergraduates in 1997 and 1998 academic year.

Table 25
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Representation of people of color and women in the pineli== ¢~ the presidency

__ Rae~~/Ethnicity Gender
African Other

White American Latino/a Minoritv ~ Male Female
United States 69.1 12.3 12.5 6.1 49.1 509
Earned Bachelor's 78.7 8.6 5.8 6.9 439 56.1
Earned Doctorates 83.1 6.0 3.7 7.3 58.0 420
Faculty 86.3 5.0 2.7 6.1 64.0 36.0
Sr. Administrators 87.5 8.0 2.5 2.0 69.8 30.2
Presidents 88.7 6.3 3.2 1.8 80.7 19.3
Sr. Admin. w/ pres. Aspirations 81.5 12.3 3.6 2.6 724 27.6

Note. Source for United States data was United States Bureau of the Census (2001).
Data on earned bachelor’s, earned doctorates and faculty was the Chronicle of Higher
Education Almanac (2001). The data on presidents came from Ross and Green (2000).
Senior administrators with presidential aspirations was derived from those that agreed
or strongly agreed with the statement “One day, I would like to be a college president.”

A decrease in the representation of people of color and women is observed in the
next step in the pipeline, doctoral degree recipients. In the 1997 and 1998 academic
year, 17% of doctoral degree recipients were people of color (Chronicle of Higher
Education, 2001). Approximately 6% were African American, 4% were Latino/a and
7% were other people of color. The Chronicle (2001) also reported that 42% of the
doctoral degrees conferred in the 1997 and 1998 academic year were awarded to
women.

When examining faculty, the pipeline for people of color and women became

narrower. Faculty of color constituted 14% of all faculty in 1997 (Chronicle of Higher

Education, 2001). Five percent of the faculty were African Americans, 6% were Asian
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Pacific Americans and 3% were Latinos/as. Women represented approximately 36% of
the faculty.

In the next stage, the pipeline narrows even further for most racial groups and
women. The representation of Latinos/as, other minorities and women among senior
administrators was lower than their representation among faculty. The proportion of
African Americans in the pipeline to the presidency increased at the senior
administrator level. They represented 8% of all senior administrators while they only
represented 5% of the faculty and 6% of those who earned doctorates. The percentage
was still slightly lower than bachelor’s degree recipients (8.6%) and lower than the
overall population (12.3%).

Presidents looked slightly different than senior administrators. The overall
proportion of people of color in the presidency was slightly lower than those in senior-
level positions. The largest percentage decrease was among African Americans, who
represented 8.0% of the senior administrators and only 6.3% of the presidents. The
percentage of Latinos/as increased slightly from the senior administrator position to the
presidency (from 2.5% to 3.2%). The representation of women in the presidency was
almost 11 percentage points less (19.3% compared to 30.2%) than the representation
among senior administrators.

It is important to note, that the representation of these of African Americans and
women in the presidency is still less than among senior administrators. While

institutions involved in searches will not be overrun with women and African American
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applicants, the data provide some evidence that there are women and African American
candidates at the top of the pipeline.

Because the majority of senior administrators do not aspire to the position, it
also might be important to consider aspirations when discussing the pipeline to the
presidency. The pool of candidates is narrowed considerably if only presidential
aspirants are considered. In addition, important racial and ethnic differences in
aspirations exist. Even when qualifications and capital accumulation are held equal,
African Americans want the position more than Whites. On the other hand, women
want to be a president significantly less than men.

With the general lack of desire to become a college president and the racial and
gender differences in aspirations, this study suggests an alternative definition to the
pipeline. What would the pipeline look like if it were defined to include only those who
were in senior positions and expressed an interest in the presidency? The data in Table
25 indicate that the top of the pipeline would look much different than when the
traditional definition was employed.

The implications of this alternative definition of the pipeline can be seen using
an example from the data. Of those people who agreed or strongly agreed with the
statement, “One day, I would like to be a college president,” approximately one in five
were people of color. Therefore, 12% of the pipeline would be African American, 4%

would be Latino/a and 3% would be other people of color.
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When this alternative definition of the pipeline is applied, the possible changes
in the diversity of college presidents are dramatic. Following the equal proportion logic
implied in the pipeline argument, if 52 (approximately 13%) of the 397 AASCU
“~~titutions were to have a presidential vacancy this year, and the vacancies were filled
by only those with presidential aspirations, one in five vacancies would be filled by
those senior minority administrators who had presidential aspirations. The result would
be that 10 of these new presidents would come from a minority group. Assuming that
12.5% of the sitting presidents were people of color, the 10 new presidents of color
would increase the proportion of people of color in the presidency to more than 15%. In
five years, the diversity of the ¢t e presidency would have changed considerably.

If the alternative definition were applied to women, the result would be
somewhat different. Under the new definition, only 27.6% of the women senior
administrators indicated a desire to become a college president. While the percentage of
women in the newly defined pipeline is still larger than the percentage of women
presidents, the proportion of possible women candidates for presidential vacancies
decreases slightly.

[Yom==ipntion

In addition to the pipeline argument, others pointed to discr lination  areason
for the glass ceiling experienced by people of color and women in higher education
(Harvey, 1999). This study suggests that people from under-represented  oups do

experience discrimination as they attempt to advance in their careers. This study found
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that women who experienced discrimination were less likely to want to be a college
president. Yet people of color remained undeterred in their pursuit of the presidency
despite widespread experiences with discrimination.

Further evidence supporting discrimination as the cause for the lack of diversity
in the college presidency was made - the examination of application patterns of senior
administrators. Of the 89 Whites who interviewed for a presidency, 22.4% received an
offer. Of the 11 African Americans who were interviewed, only one interviewee
(approximately 9.1%) received an offer.

Another way to examine these differences would be to explore the qualifications
of those who were interviewed and offered positions. Deans (28.6% of the interviewees)
and chief academic officers (42.9% of the interviewees) were the most likely to be
interviewed for a presidency. Of the 49 White academic chiefs who were interviewed,
10 (20.4%) were given an offer. Of the 4 African American chief academic officers
interviewed, none were given an offer. Seventeen White deans were interviewed and
five (29.4%) were offered the position. Four African American deans were interviewed,
and none received an offer.

A closer look at the interviewees revealed some differences between African
Americans and Whites. Approximately 81% of the Whites and 63% of the African
Americans held a Ph.D. African Americans (27.3%) interviewees were more likely to
hold an Ed.D. than White (14.6%) interviewees. Nearly all of the Whites (81.8%) who

were interviewed had earned tenure while just under two thirds (63.6%) of the African
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Americans had eamned tenure. Approximately 91% of the African American
interviewees earned their degree in a hard applied discipline, compared to 40% of the
Whit-- The one African American who was offered a presidency held a Ph.D. in a hard
applied discipline and had earned tenure. If one were assume earning a Ph.D. and tenure
were important qualifications for a college president, these numbers suggest some racial
differences that were important in the hiring processes.

A similar pattern was seen among women. Approximately 14% of the women
who were interviewed for a presidency were given offers, while 29% of the men were
offered the position.

Again, examining these differences for chief academic officers and deans
provided further insight into the gender differences in those offered positions. Forty-one
male academic chiefs were interviewed for a presidency, and nine (22.0%) were given
an offer. Fifteen women academic chiefs were interviewed, and only two (13.3%) were
offered the position. Of the 21 male deans interviewed, five received an offer (23.8%).
Only two female deans were interviewed, and neither was offered a presidency.

These data warrant a closer look at the women interviewees. In terms of highest
degree earned, discipline of highest degree and tenure, the women interviewees were
quite similar to the men. The women interviewed were only slightly less likely than
men to hold a Ph. D. (80.0% compared to 76.2%). Women were repr: :d equally to
men in every discipline of highest degree. Women (85.7%) were slightly more likely

than men (76.2%) to have earned tenure. All of the women offered a presidency had
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earned tenure and held a Ph.D. This evidence suggests few differences between men
and women who were interviewed for a presidency.

Because of the small number of administrators interviewing for and being
offered presidencies, these data should be interpreted with caution. Nevertheless, the
patterns reported here and the prevalence of reported experiences with discrimination
are evidence of gender discrimination in the hiring processes of presidents. The
evidence for discrimination of people of color in the presidential hiring process is
somewhat inconclusive, but it does suggest that perhaps people of color are
experiencing inequities in the hiring process as well.

There are other possible explanations for the patterns of interviews and offers.
They provide further evidence for a powerful culture that expects presidents to have
certain experiences. It is important to remember that all of those who were interviewed
had worked many years in higher education and were serving in leadership positions. A
search committee deemed them to be qualified enough to be given an interview. These
issues raise larger questions about a system that perhaps unknowingly creates barriers
for people of color and women. While it is difficult to determine the absolute
qualifications for a president, colleges and universities should be asking questions about
what they expect from a college president. Do things such as tenure, a degree in a hard
pure or soft pure discipline or a Ph.D. make a good president, or do they further

perpetuate inequities in the hiring process of presidents?
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™ li~ ~~d Pra~*re

Beyond the theoretical contributions, this study provides evidence to support
several recommended policies and practices related to the careers and aspirations of
senior administrators.

Institutions should work to provide opportunities for people of color and women
to have access to the pipeline to the presidency. Although the lack of diversity in the
pipeline may not be the sole reason for the lack of diversity in the presidency, this study
provided some evidence to support that it is still a problem, particularly for people of
color. Senior administrative positions and college presidencies are not incredibly
diverse. This study found that people of color serve in less than 13% of all senior
administrative positions, and women serve in 30% of the positions.

In an ideal world, the diversity of the presidency and those in the pipeline to the
presidency would reflect the diversity of the democratic society in which colleges and
universities operate. Therefore, three presidents in 10 would be people of color, and one
in two would be women.

However, as Trower and Chait (2002) suggest, the pipeline may not be the sole
explanation for the problem. In their study of faculty, they suggest that even if people of
color and women were well represented in the pipeline “a fundamental challenge would
remain: the pipeline empties into territory women and faculty of color too often
experience as uninviting, unaccommodating, and unappealing. For that rt  on, many

otherwise qualified candidates forgo graduate school altogether, others withdraw
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midstream, and still others with doctorate in hand opt for alternative careers. In short,
the pipeline leaks.” It would seem that the pipeline has leaks all the way to the
presidency.

While identifying the pipeline problem is easy, the solution is much more
complex. As the I~ ature reviewed for this study suggested, social structures play a
large role in the formation of educational and career goals. As Bourdieu (1¢ ., . a) has
suggested, dominant cultures create structures that reproduce social class structures.
Access to education is at the heart of social reproduction. This would suggest that
minority groups face significant disadvantages as they attempt to navigate educational
systems. If Bourdieu was correct, then where does the pipeline to the presidency begin,
and how do we remedy inequities?

One might identify entry into graduate school as the initial entry into the
pipeline. If that were the case, providing access and support for women graduate
students and graduate students of color may be a first step. Because people of color
have lower college graduation rates than Whites, the pipeline may begin upon entry into
a college or university. Again, providing access and support for undergraduate students
of color may be the solution if this is the point of entry into the presidential pipeline.

This study provides some direction for understanding the pipeline problem. It
appears that policies that support the accumulation of different forms of capital are
critical for the success of people of color and women. The following sections provide

recommendations for policy and practice that may support the accumulation of capital
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and increase diversity among leaders at state colleges and universities. While these
suggestions will benefit all people, they are particularly important for people of color
and women.

Colleges and national higher education associations should develop mentoring
programs, particularly for those administrators at the senior level. The positive impact
of mentoring on the careers of administrators was quite evident in this study. Yet less
than half of the respondents currently had a mentor. Given the relationship between
social capital and aspirations, it would seem important to develop these relationships,
even at later stages in an administrator’s career. Although this study found that few
senior administrators had mentors, it did provide evidence to suggest that mentoring at
all levels was important.

Colleges and national higher education associations should continue to develop
opportunities for networking. This study found new evidence to suggest that networks
and professional activities had a positive impact on the aspirations of senior
administrators. AASCU’s Millennium Leadership Initiative, Harvard’s Institute for
Educational Management, Bryn Mawr’s Summer Institute for Women in Higher
Education Administration, and the American Council on Education’s Fellowship offer
models for programs that not only provide training but offer senior ad: ~ ° trators the
opportunity to network. The data from this study highlight the importance of such

programs and support the proliferation of programs like them.
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Presidential search committees and search firms need to be aggressive in their
pursuit of women and people of color. This study was the first of its kind to find
significant racial and gender differences in presidential aspirations. While this study
found that there were relatively few people of color in the pipeline to the presidency,
those individuals that are in the pipeline want the position. Search committees must
remain vigilant in their pursuit of candidates of color and women. Because women want
the job even less than men, presidential search committees must be even more insistent
on the inclusion of women in the pools.

Because women are less likely than men to aspire to a college presidency,
campuses that wish to diversify the presidency may have difficulty attracting women.
Committees might attempt to change women’s views about either the attractiveness of
the position, or about their ability to function effectively in it. In their pursuit of
applicants, search committees might seek out senior women administrators and discuss
the flexibility available in their role as president. For example, if fund-raising is
unattractive to the possible candidate, perhaps some of the fund-raising burden could be
shared with others on campus. While it is unrealistic to remove all of the fund-raising
responsibilities from a president’s job, much of the burden could be assumed by other
senior leaders on campus. Because both male and female respondents indicated that the

fund-raising role made the position undesirable, this strategy may increase the entire

pool of candidates.
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Colleges and universities should consider beginning the search process with a
discussion of equity in the hiring process and should continue the discussion several
times throughout the process. If the search does not yield a diverse pool of qualified
candidates, institutions should not be afraid to reopen the search. Reopening a search
may not yield stronger candidates, but it will send a signal to the search committee and
the higher education community about the institution’s commitment to diversity.

Colleges and universities should work to create supportive environments for
women and people of color. A larger concern raised by this study is the climate for
women and people of color in senior positions in higher education. This study provided
evidence to suggest that racism and sexism continue to be prevalent in higher education.
Even though this “chilly climate” had little impact on the aspirations of people of color
and only modest negative effects on the aspirations of women, its presence is counter to
the democratic ideals of higher education.

The effects of sexism and racism may have had little impact on the aspirations
of those who have reached senior positions, but it may have prevented qualified people
from even pursuing a career in higher education (Trower & Chait, 2002). Several
studies of faculty and administrators of color at predominantly White colleges cite low
retention rates and point to discrimination as the reasons for departure (Aguirre, 2000;
Jackson, 2001). Imagine if environments were supportive of people who are under-
represented in higher education, who would be serving as senior administrators on

college campuses? What would their presidential aspirations be?
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This study also provided insight into the current qualifications required of
leaders at state colleges and universities. De s and vice presidents, particularly at state
colleg ersities, have beenre' “"vely overlooked in the literature on higher
education. Prior to this study, those who aspired to senior leadership sitions could
only guess at the qualif tic  aeeded to advance their careers. This study provided an
extensive description of senior administrators at state colleges and uni and as a
result, a better understanding of the cultural norms that dictate theqq =~ 1 >f
potential leaders.

Those who aspire to senior administrative positions would be advised to earn a
Ph.D. They should consider spending several years as a productive member of the
faculty, followed by several years in various administrative appointments. They would
be wise to accumulate social capital by taking leadership posit s in scholarly and
professional organizations. They might consider becoming active in their community or
the business community by serving on the board of directors of civic or business
organizations. Aspira; : should find a mentor who is interested in their career and can
provide information and advice about ways to achieve their career goals. While none of
these suggestions guarantee success, most of the respondents (all of whom had
experienced a high degree of success) had accumulated high levels of social, cultural
and human capital.

Institutions should examine what qualifications are necessary to be a college

president. This study found that people of color and women often arrive at senior level
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positions with experiences different than White men. Additionally, they often work in
senior positions that are thought of as less presidential, such as chief student affairs
officers and deans of nursing. As an institution enters a search process, it should
question its assumptions about the qualifications needed for a presidency. Are these
qua!”“ -ations necessary for the success of a president, or are they merely social
expectations, dictated by the culture of higher education, that have little to do with
success? This question is particularly salient for state colleges and universities. While
research is still important at these institutions, teaching and service to students plays a
much larger role than at Research Universities.

This study did not seek to provide evidence of what makes a successful
president; however, if institutions wish to diversify the presidency, they might consider
questioning their assumptions about qualifications. In fact, a closer look at the
qualifications of current college presidents reveals that many come from nontraditional
backgrounds.

For example, does a president have to earn a Ph.D., or can someone with an
Ed.D. have the necessary academic qualifications to be a college president? With 22.0%
of all presidents holding an Ed.D. (Ross & Green, 2000), many institutions have found
that a Ph.D. is not an absolute requirement.

Does a degree in education make a candidate less qualified for a presidency than
someone with a degree in the sciences or arts and humanities? The data on current

presidents suggests that perhaps it does not. Approximately 40% of all presidents have a



206

degree in education, while only 14% have a degree in the arts and humanities, and only
6% have a degree in the physical or biological sciences.

Does holding tenure and having a record of scholarship give a president certain
advantages to effectively lead an institution? Is a former scholar more qualified to be a
president than someone who has only worked in administration? Does a scholarly career
offer insight into academic institutions that would not be present in someone who was
never a scholar? While a scholarly career is usually the first step in the presidential
trajectory, nearly 30% of all of the presidents in 1998 had never been a faculty member
(Ross & Green, 2000). An additional 21% were only academics for a brief time,
spending only one to five years as a full-time faculty member. These data indicate that
half of all presidents did not have long scholarly careers.

Can a chief student affairs officer or other types of chief officers be effective
presidents? While it is difficult to determine effectiveness, many presidents come from
positions other than chief academic officer. Approximately 23% of all presidents were
chief officers of units other than academic affairs immediately prior to their current
position (Ross & Green, 2000).

The data on presidents and the evidence presented in this study suggest that
senior administrators and presidents arrive at their positions with varying sets of
experiences. If institutions wish to diversify the presidency, they shoul¢ \der these
findings and begin to question their assumptions about what it means to be qualified to

be a president. This questioning of assumptions does not suggest that colleges and
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universities should hire unqualified candidates. However, it does imply that perhaps
colleges and universities may make assumptions about qualifications that have very
little relationship with the effectiveness of a president.

Although this study did not seek to identify the qualifications required of college
presidents, it did highlight the importance of thoughtful consideration of qualifications.
Many of the assumptions about qualifications may in fact be establishing a glass ceiling
for people of color and women. If colleges and universities begin to question their
assumptions about the qualifications of potential presidents they are very likely to see
an increase in the diversity of the presidency.

Future Research

This study also raises as many questions as it answers, suggesting several areas
for future research. This study provided the first step in understanding the careers and
career aspirations of senior administrators. Below are some questions that were raised
during this study that could be addressed in future research.

What are the aspirations of graduate students, faculty and mid-level
administrators? A study of individuals at every level in the pipeline to the presidency to
understand their career aspirations and the factors that influence these aspirations would
extend the findings in this study. Because this study focused on senior administrators, a
study that provided an understanding of the early careers of faculty and administrators
and the factors that influenced their aspirations would answer several questions that this

study could not. Because of the leaking pipeline (as suggested by Trower and Chait,
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2002), a study of this nature would be particularly useful in determining where the leaks
are and how they can be stopped. At what point in their career do faculty and mid-level
administrators begin considering senior administrative positions? Do mid-level women
administrators and mid-level administrators of color have different aspirations than their
White male counterparts? What role does the accumulation of social and cultural capital
play in the development of mid-level administrator and faculty aspirations? Do mid-
level administrators and faculty from under-represented groups experience
discrimination and what affect does it have on career development?

How can the voices of minority and female senior administrators deepen the
understanding of their experiences in higher education? While this study provided
important information about the experiences of senior administrators, a qualitative study
would allow the voices of under-represented groups to be heard. A qualitative study
would illuminate the impact of the discrimination reported by respondents in this study.

A study of minority and women senior administrators who have expressed an
interest in becoming a college president would be particularly helpful. Understanding
how their aspirations were formed and the role that race has played would add to the
richness of the findings of this study. What factors played a part in forming their desire
to be a college president? How did they come to believe they were qualified to be a
college president?

What are the experiences of women and people of color as they actively pursue

a presidential position? This study provided some evidence to suggest that women and
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people of color who were interviewed forapre "*: v hired at a lower rate
than their White male counter A qualitative study of those who are actively

pu  ngapresi¢ ywould answer several questions. What are the backgrounds of
those who were, and those who were not, offered presidencies? What are their

experi as they apply and interview for presidencies?

What do search committees and search firms look for in a colle »  lent? On
the other side of the presidentia ion pr¢ are search firms and search
committees. Few studies have been conducted on these groups, in particular to
understand their processes and expectations of candidates. Do search committees and
search firms unconsciously or consciously expect candidates to have accumulated a
certain level of cultural and social capital? Do search committees and search firms
incorporate structures that inadvertently exclude women and people of color? As
alluded to earlier, do search firms weed out people of color and women who have an
Ed.D. rather than a Ph.D.? Do they believe that chief student affairs officers do not
make good presidents? An answer of yes to any of these questions would create a
barrier to women and people of color who aspire to the presidency.

A case study of multiple campuses involved in a presidential search may be one
way of answering these questions. Interviews of committee members prior to the search,
several times during the search, and after the search has conclu™ 1wov" " srovide a
better understanding members’ expectations of the process, expectations of

qualifications and perceptions of the process.




A similar study of a search firm would also enhance some of the findings of ™ *;
study. If given access, a researcher might observe the role of a search firm through an
entire presidential search process. Interviews of search consultants and potential
candidates would enhance the current understanding of presidential searches.

What is the climate for women and minority senior administrators and how does
it impact their aspirations? Numerous studies have been done to explore the climate for
faculty and students, but few have been conducted to examine the climate in which
administrators work. This study suggested a hostile climate for women and people of
color as they navigated their careers. Perhaps a deeper understanding of this climate
would guide colleges and universities in finding ways to create supportive environments
for all administrators.

Who are the minority and women presidents, and how did they reach the college
presidency? A study of current minority and women presidents would provide a great
deal of insight into the qualifications, abilities and skills needed to succeed in an
environment where these groups are under-represented. What challenges did they face
as they moved up the ranks to senior leadership? How did they overcome those
challenges? What did they do to succeed in the search process? What are the
experiences of women administrators and administrators of color who have expressed
an interest in being a college president? A qualitative follow-up to this study that
examined the experiences of women and people of color who have expressed an interest

in becoming a college president would add depth to the quantitative data.
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What cultural constraints exist in higher education that perpetuate the
stratification of senior administrative positions? The findings of this study suggest a
powerful culture within higher education. The unspoken (and sometime spoken) rules of
¢t ses and universities appeared to dictate who had access to senior positions. The
administrators in this study had similar work experiences and similar levels of
education. Most had broad networks of colleagues and reported high levels of cultural
preferences. Beyond accumulated capital, senior administrators were mostly White men
from families with high social status.

These results are suggestive of a culture that perpetuates racial, gender and
economic stratification. Bourdieu (1977b) suggested that those in power create
structures that allow them to reproduce social structures. This study provided evidence
to suggest a culture that may limit the opportunities for people of color and women as
they attempt to advance their careers. Perhaps the culture of higher education creates a
structure of opportunity that constrains the ability of certain groups to accumulate
capital. Additionally, these structures may create differential returns on administrators’
investments in capital accumulation. While this study found evidence to support this
conclusion, further study may provide insight into the role that institutional cultures, in
particular dominant cultures, play in the careers of senior administrators.

A cultural piece that has gone unexplored is the idea that a«  lidate must look
presidential. Birnbaum (1988, p. 497) suggested that once candidates have reached the

final stage of the presidential search process, there are very little differences in their
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qualifications. “In this final stage the candidates are all accomplished, and it is virtually
impossible to comparatively assess their technical competence.” So, the image they
convey and their ability to “look like a president” become critical. What does a
president look like? White men historically have dominated the presidency and
currently represent 60% of all presidents (and senior administrators). Would it be a
stretch to suggest the most common image of a president is a White male with gray
hair? Does the culture of higher education expect a president who is a White male? This
study did not provide concrete evidence to suggest that it does; however, the proportion
of offers given to people of color and women suggests that it may. Further research is
required to make a more definitive statement about the image expected of a college
president.

An additional piece related to the dominant culture that warrants further study is
the role that sexism and racism play in the careers of higher education administrators.
Because there is evidence to suggest that discrimination has caused many to leave
higher education (Jackson, 2001; Trower & Chait, 2002), perhaps a study of women and
people of color who abandon careers in higher education would provide information to
those who wish to diversify senior leadership. An understanding of the reasons for

departure would be helpful in shaping useful policies related to diversity in the

administration of higher education.
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API™NDIX B

INFORMED CONSENT FORM



Statement of Age:

Purpose:

Procedures:

Confidentiality:

Risks:

Benefits:

Freedom to Withdraw &

Ask Questions:

Giving Informed
Consent:
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INFORMED CONSENT FORM
The Careers of Senior Administrators

I'state that I am over 18 years of age, in good physical health, and wish
to participate in a program of research being conducted by Paul D.
Umbach in the Department of Education Policy and Leadership
(EDPL) at the University of Maryland, College Park, Maryland 20742.

The purpose of this research is to examine the careers and career plans
of senior administrators at state colleges and universities. The enclosed
survey is intended to elicit your responses on a variety of questions
related to your career path, career aspirations, and background. The
survey will take approximately fifteen minutes to complete the survey.

I understand that the procedures of this study involve completing a
survey.

All information collected in this study is confidential and my name
will not be identified at any time. The data I provide will be grouped
with data others provide for reporting and presentation.

I understand that there are no known risks for me if I participate in this
project.

I understand that the study is not designed to help me personally.

I understand that I am free to ask questions and to withdraw from the
study at any time.

I understand that by completing and returning the enclosed survey, I
agree with the above statements and give informed consent.

If you have any questions or concerns regarding this study, please contact Paul D.
Umbach. If you have questions concerning your rights as a participant, please contact

Robert G. Croninger.

Paul D. Umbach
Doctoral Candidate

Robert G. Croninger
EDPL Human Subjects Committee

University of Maryland University of Maryland
2110 Benjamin Building 2110 Benjamin Building
College Park, MD 20740 College Park, MD 20740

Phone: 301/405-1514

Phone; 301/ 405-2927

email: umbach@wam,umd.edu email: r¢ ' <*ur ' -und.edu
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CORRESPONDENCE
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First Email

Dr./Ms./Mr ,
I am emailing you to ask for your participation in The Project - - the Careers of Senior
Administrators. This important research study is endorsed by the American Association
of State Colleges and Universities (AASCU) and examines the careers and career plans
of senior college administrators at state colleges and universities. The results of this
study will have  tional significance in improving the quality of professional
development programming and increasing accesstos " rlc ‘er " ") positions in
colleges and universities. Your participation in this project is very important. By
completing the questionnaire at the website listed below, you will provide information
that will help contribute to the understanding of administrative careers, career plans, and
aspirations to be a college president.

The questionnaire is designed to take approximately 15 minutes to complete. Every step
has been taken in the design and implementation of the questionnaire to maintain your
anonymity and provide security for your results. In no way can your responses be linked
to you or your institution.

The questionnaire website is as follows:
http://www.education.umd.edu/Depts/EDPA/umbach/

To enter the secure website you will need to enter a userid and password.

Userid: survey
Password: 2001

Thank you for your assistance in this important project. If you have any questions,
concerns or would like to be removed from the list for future mail or email reminders

regarding the study, please contact me via email at umbach@wam.umd.edu or call me
at (301) 405-1514.

Regards,

Paul D. Umbach
Doctoral Candidate
University of Maryland
2110 Benjamin Building
College Park, MD 20742
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Second Email

Dr./Ms./Mr. __ )
Recently, you received an email request to participate in the Project on the Careers of
Senior Administrators, an important research study endorsed by the American
Association of State Colleges and Universities (AASCU). If you already participated by
completing the questionnaire, please accept my sincere thanks and my apologies for the
reminder email. You may have your name removed from the list of future email and
mail reminders by emailing me at umbach@wam.umd.edu.

If you have not completed the questionnaire, will you please take 15 minutes to
complete it?

The questionnaire website is as follows:
http://www.education.umd.edu/Depts/EDPA/umbach/

To enter the secure website you will need to enter a userid and password.

Userid: survey
Password: 2001

Your participation in this project is very important. The results of this study will have
national significance in improving the quality of professional development
programming and increasing access to senior leadership positions in colleges and
universities. By completing the questionnaire at the website listed below, you will
provide information that will help contribute to the understanding of administrative
careers, career plans, and aspirations to be a college president.

Thank you for your assistance in this important project. If you have any questions,
concerns or would like to be removed from the list for future mail or email reminders
regarding the study, please contact me via email at umbach@wam.umd.edu or call me
at (301) 405-1514.

Regards,

Paul D. Umbach
Doctoral Candidate
University of Maryland
2110 Benjamin Building
College Park, MD 20742
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Third Email
Dr./Ms./Mr

In the past several weeks you have received two emails requesting your participation in
the Project on the Careers of Senior Administrators. If you already participated by
completing the questionnaire, please accept my sincere thanks and my apologies for the
reminder email. There is no need for you to complete the survey again. You may have
your n 100 1 from the list of future email and mail reminders by emailing me at
umbach@wam.umd.edu.

If you have not completed the questionnaire, will you please take 15 minutes to
complete it? Your participation in this project is very important to the success of the
project and my dissertation research.

The questionnaire website is as follows:
http://www.education.umd.edu/Depts/EDPA/umbach/

To enter the st re website you will need to enter a userid and password.

Userid: survey
Password: 2001

Thank you for your assistance in this important project. If you have any questions,
concerns or would like to be re  )ved from the list for future mail or email reminders

regarding the study, please contact me via email at umb * 2w  imd.edu or call me
at (301) 405-1514.

Regards,

Paul D. Umbach
Doctoral Candidate
University of Maryland
2110 Benjamin Building
College Park, MD 20742
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Survey Mailing — Cover Letter
December 3, 2001

Name
Institution
Street

City, State Zip

Title Name:

Over the last few weeks you may have received several emails requesting your participation in
the Project on the Careers of Senior Administrators. This letter and enclosed questionnaire are
being sent to you because I could not reach via email or because you may wish to complete a
paper version. If you prefer to complete the electronic version of the questionnaire rather than
the enclosed paper version, you may do so by going to the following web site:

http://www.education.umd.edu/Depts/EDP A/umbach/

If you have already completed the questionnaire, please ignore this letter and accept my sincere
thanks. I greatly appreciate you taking time out of your busy schedule to help me with my
research. If you have not responded, would you please consider doing so now?

Your participation in this project is extremely important. The study, which has been endorsed
by the American Association of State Colleges and Universities (AASCU), examines the careers
and career plans of senior college administrators at state colleges and universities. The results of
this study will have national significance in improving the quality of professional development
programming and increasing access to senior leadership positions in colleges and universities.
By completing the enclosed questionnaire, you will provide information that will help
contribute to the understanding of administrative careers, career plans, and aspirations to be a
college president,

The questionnaire is designed to take approximately 15 minutes to complete. Every step has
been taken in the design and implementation of the questionnaire to maintain your anonymity.
In no way can your responses be linked to you or your institution. Before beginning the
questionnaire, please take a few moments to read the enclosed informed consent form. When
you have completed the questionnaire, return it in the enclosed postage-paid, pre-addressed
envelope.

Thank you for your assistance in this important project. [ will contact you when the results of
the study are available on the web. In the meantime, if you have any questions regarding the
study, please contact me by email at umbach@wam.umd.edu or by phone at (301) 405-1514.

Regards,

Paul D. Umbach

Doctoral Candidate

University of Maryland, College Park



Codes for Major Fields of Study and Academic Disciplines

01
02

s
30
31

AGRICULTURE

ARCHITECTURE/URBAN PLANNING
ARTS

Art

Dramatics/Speech

Music

Other Fine Arts

BUSINESS

Accounting

Finance

International Business

Marketing

Management

Secretarial Studies

General/Other Business
COMMUNICATIONS
COMPUTER SCIENCE
EDUCATION

Business Education

Elementary Education
Educational Administration
Education Psychology/Counseling
Higher Education

Music/Art Education

Phys/Health Education

Secondary Education

Special Education

General/Other Education
ENGINEERING
A,\..-_“...A:-..HA_A__A_,,,Aical En‘ g

Lltuuival CHEBIICCIIng
Industrial Engineering
Mechanical Engineering

;ring

ENGLISH AND FOREIGN LANGUAGES
English Language/Literature
Foreign Languages/Literature
French
German

Spanish

Other Foreign Language
ETHNIC STUDIES
FORESTRY
GEOGRAPHY

HEALTH SCIENCES
Dentistry

Health Technology
Medicine/Surgery

Nursing
Pharmacy/Pharmacology
Therapy (Physical, Speech, Occupational)
Veterinary Medicine
General/Other Health Fields
HOME ECONOMICS

HUMANITIES

52
53
54
55
56

History

Linguistics

Philosophy
Religion/Theology
General/Other Humanities

57

58
59

60

61

62
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JOURNALISM

LAW
LAW ENFORCEMENT

LIBRARY SCIENCE
MATHEMATICS/STATISTICS
MILITARY SCIENCE

NATURAL SCIENCES: BIOLOGICAL
SCIENCES

Bacteriology/Molecular Biology
Biochemistry

Biophysics

Botany

Marine Life Sciences

Physiology/Anatomy

Zoology

General/Other Biological Sciences

NATURAL SCIENCES: PHYSICAL SCIENCES
Astronomy

Atmospheric Sciences

Chemistry

Earth Sciences

Marine Sciences

Physics

General/Other Physical Sciences

a

LApuicial © ay\,uulogy
Social Psychology
G ral/Other Psychology

SOCIAL SCI  CES
Anthropology

Archaeol

Economics

Political Science/Government
Sociology

Social Work/Social Welfare
General/Other Social Sciences

YOC. INAL AND TECHNICAL TRAINING
Building 1rades

Data Processing

Drafting/Design

Electronics

Industrial Arts

Mechanics

Other Technical

Other Vocational

WOMEN'S STUDIES

ALL OTHER FIELDS
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APPENDIX D
CORRELATION MATRIX OF VARIABLES
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