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profess1ona1 educational, and personal backgrounds of 2,896 senior

"college administrators were studied, with focus on the status of

women and minorities. Women represewted 20 percent of the sample;
minorities, 8 percent: Women and minorities were largely registrars,
librariams, and financial aid directors; men were largely presidents,
chief business officers, and reg1strars. Of- the 653 deans, 90 (13.8
percent) were women, and over half of the women deans were in the'
fields of nursing, home economics, arts and sciences, and continuing

. education. In addition, 5.5 percent of the deans were minorities. Men

were more 11ke1y to hold new positions than women, and higher

‘percentages of men held academic rank compared to women; 87.8 percent
.of male administrators were currently married, and 43.7 percent of

the women were. Career mobility issues did not differ significantly -

for men and women., but slightly hlgher percentages of minorities and
‘women were seeking a job change in compar1son to whites and men,
Minority respondents felt that major increases had taken place in

their opportunities for- profess1ona1 advancement and personal
autonomy. The greatest: future concerns for both whites and m1nor1t1es
were student recruitment and retention. Minorities were more

“Concerned about affirmative—action-than-were -whites, and_both

e,

minorities and whites agreed that if fiscal matters deterlorated
athlet1cs should be cut first. (SW)
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SUMMARY OF MAJOR FINDINGS

After more than a decade of affirmative action legislation, women and- -
minorities - remain underrepresented : in_  college and university
‘administrations. Twenty percept of the current sample of 2,896 were
women while 'slightly over--eight percent were members of minority
groups. ' , : o :

Positions odcupied by the most women -and minorities are those of

. registrar, librarian and director of financial aid. The three

positions occupied by the greatest number of men are president, chief
business officer and registrar. ) _ ' )
Of the 653 deans included in the sample, 90 (13.8 percent) were
women. Over half of the women deans were -found in the fields of
nursing, home economics, arts and sciences ‘and continuing education.
»Qp1y 5.5 percent of all deans were members of minority groups.

Whites were more likely to benefit from-the creation of new positions
‘than minorities; men were' more likely to hold new positions than .
women, . ‘ e . ~

The largest number of women respondents were employed at Liberal Arts
II colleges while the largest percentage’ of male respondents were
found in Comprehensive I universities. Eight of the thirteen women
presidents were found in Liberal Arts II colleges. ' '

More,%hanjha]f (58}§”ﬁergemt) of minority administrators were found
" in public colleges and universities. : .
There was no difference in the percentage of whités-and'Bigcks;whgu_;m;w;uj
have tenure, however, relatively Tlower percentages of women have .
tenure than men.. : = g S ’
Higher percentages of ‘men hold academic rank as compared to women.
Not quite half of the women with rank hold full “professorships,

however.a majority of men have achieved this rank.

 Distinct differences in marital status between men and women are = -

noted. While the majority (87.8 percent of male administrators are
currently -married, less than half (43.7 percent ) of the women are
‘married. . - ' : L o '

‘The largest percentage of respondents' fathers were employed in blue

" ‘collar occupations. More minority administrators had fathers in blue
collar jobs than did whites. The majority (69 percent)- of all
respondents' mothers. were homemakers. A -

The: Ph.D. is the most commonly held doctoral degree for both men and
women; minorities and whites. Of respondents who hold the first
doctorate, approximately eighty-seven percent are men; approximately
thirteen percent are women. Similar percentages are reported for the
number of degrees earned by both minorities and whites. . :

\
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° At the Master's degree level, relatively higher percentages of women

than men hold graduate assistantships; no differences are noted- by
: sex at the doctoral "level. At ;hoth master's and doctoral Tlevel,
B higher porcentages of minorities held fellowships or traineeships.

° ‘Highest . percentages of external professional participation for both
men and women are recorded for 1) membership on bodrds of directors:
of a state or regional organization, 2) paid external consultancy and
3) pubTishing articles in professional jounals. Relatively higher .
percentages of minorities participated in all external activities
with the three activities' mentioned above having the highest
participation rates. ' ,

Slightly larger percentages of women and minorities report mentgr
relationships. An overwhelming majority of both male and female
respondents -reported having -had male mentors. A relatively high
percestage  of minority group members ~ found the mentor-protege
relatiohnship to have ‘been very important to their professional
careers as compared to less than half of the whites.
° Career mobility issues _do not differ signficiantly for men. and women.
" Minorities and whites both “selected duties and responsibilities,
mission and’ philosophy of the institution; readiness for change ‘and
_geographical location as being of high importance in their decisions
~to move and to ‘remain at their current institution., Minorities
tended to feel more strongly about these issues. . ’

° Slightly higher percentages of minorities than whites ahd relatively
- more women than men are seeking a job change. :

° Higher percentages of women .than men hold more of their educational

" degrees and -previous positions from the-institutions where they are
- _currently employed. T . ) T

° Minority respondents felt that major increases had taken place in
their opportunities for professional advancement, personal autonomy
‘to - carry out responsibilities-.and opportunities to serve others.

© ° Administrators were in basic agreement as to the types of items that

. should be cut if fiscal matters become more constrained. Both white

o - and minorities agree that funds for athletics should be first cut.
: o No significant differences were noted by sex.

© ‘The - greatest. future concerns for both white® ‘and minorities are

student recruitment and student retention. Women tended to feel more

: strongly about these issues than men. Affirmative action is ‘of
R higher concern for members of minority.groups than for whites. -~
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. _ PerSustent national attention over the 1ast two decades to matters '

~of equity and ways to" ach1eve 1t has had consequences for” co11eges and ,f?J
! - *
un1vers1t1es. They have come to see themse]ves.and Fo’ be seon as a

Q. Tl

nat1ona1 avenue of access to soc1a1 End economic opportunaty,_ Indeed <

 much- of the federa] funding has been developed in support of the 1dea.

K

. N e
. “In turn, one outcome of th1s reemphas1zed soc1a1 mission is a

rea11zatron that co]]eges and un1vers1t1es.must pay spec1a1 attent1on to -
the state of - the1r own households. - Act1on in thjs sphere has come
".slowly but stead11y. The Center'tor the Study of Higher Education.has
kg1ven part: of 1ts research efforts to spec1f1c topics of access and to
issues of equ1ty in _part1cu1ar sett1ngs. That background g1ves us
'special appreciation for the scale -and scope of the study that led to
. this report.l | e xﬂ ‘ . . .
Th1s exam1nat1on cuts across the graﬂn of the adm1n1strat1ve 1ayers '
of h1gher education to revea1 var1ous forms and d1mens1ons of . pers1stent
1nequ1ty. Dr. Kathryn Moore has deve]oped a r1ch source of 1nformat1on
to make c1ear some features we thought were altered. Comments and
’observat1ons about the study ‘can be addressed to Dr. Moore at th1q

-

Center. . . P . S S ’ .

i ,w1111am Toombs
- - professor and Director
The Pennsylvania State Un1verS1ty
Center for the Study of Higher Education

[ <Q
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. INTRODUCTION
y SRR .

After over a decade of legislation, policy commitments, lobbying,

v - : . . -

and  special programs, ' women and : minorities remain 'serious]y

underrepresented in the auministration of co]]eges and univers1ties.

‘The on1y comprehensive studies of emp1oyment patterns of women and

~minority administrators in higher education (van Alstyne and Withers, B

1977 Frances and Mense] 1981) found oniy small changes Sinee federal

L
affirmative action began (16 percent females and .2 percent minority in
' M »

1977 compared to 19.7 percent fema]e and 7.8 percent minority in 1981)

At° seﬁhor p01icy-making 1eve1s the proportion is even smaller. For
W

'examp1e, the number ‘of . women pres1dents has increased by 30 percent in

. five years, but the proportion of women in chief executive pos1tions

@ .

remains quite sm¢J1 WOmen represent fewer than 8 percent of the total

number of chief executives of accredited - postsecondary institutions

t : . N

(ACE, 1981).

Several studies én the status of women faculty have -been reported .

?

in rgcent yeais'(Astin; 1969:6Howard 1978;‘Van Alstyne,and Withers,

1977) ‘but research on women administrators is not abundant As Moore

" and WOiiitzer (1979) p01nted out, Wyresearch on- women in vacademic

administration is 'remarkabiy sparse, undoubtedly»iowing both to the‘

relative scapeity) of such women and the short time span since research

awareness has turned to this sector of academe" (p. 65) ; Similarly,

‘research on minority administrators, either ma]e or female has been .

minima1. Work by_Jones (1977) and Hoskins (1978) point to the fact that

.

b1acks}and other minorities tend to be confined to predominately black
institutions or to Tow.level. staff positions or untenured faculty slots
in7predominate1y white Jjnstitutions. Johnson (1974) suggests that most

( -
1:




c .biack administrators do not have&career patterns similar to whites for a
variety of reasons, many of them beyond the control of - the individUa].
Little is, known although much is. presumed' about . the ~ women and
minorities‘ who do hoid positions of 1eadership and. responsibiiity.
0vera11 the studies have. tended to: concentrate On a narrow range of
positions or institutions. A review of this 1iterature reveals five

| rough categories. There are a humoer“ of nonempirica1 articles that
detai1 factors be1ieved to reauce opportunities such as a lack of role
models and mentors, socialization patterns and discrimination. A second -
class of articies reports on programs designed for wamen ‘and minorities
who aSpire‘to'administration;f their 1ocation,;struCture and usefulness

(Berry, 1979). - |

A.tﬁird category(inciudesfstudies that examine‘jacuTty‘mobi]ity,
K | affirmative action,:_gnd‘freiatéd’ issues. . Some of these inciude
T administrators ‘but  have 1itt1e' or no detai]ed anainis of the
administrative group (Andru1is, 1975). The fourth category of studies

are those which provide statisticai information on the 1ocations,

ctities, and salary levels for women and minority administrators, but”

3 ' -

;?fs,W_,‘, give 1itt1e dynamic information on the process of movement among. .

~positions and- institutions and very . 1itt1e or no background information

_ on the indiViduals—(Howard"T978~'Van—K‘styne, 1977 Frances and Mense1
— 1981). |
| - Finally, there are a few studies which create "profiies" of

' administrators, but there are several factors that reduce the usefulness

o ":of these studies. For exampie, most of these studies are 1imited in
| ’scope, they concentrate on on1y one pOSition (e g.‘preSident), or on]y |
one type of school (e g., university) oF only one state or region.

O .
‘ »‘ o '. ’ ) ) * a N ’ °
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JConsequent]y the samples.are very small and the ability to generalize is
Timited - Moreover, many are unpubTished dissertation studies which are
not widely ava1Tab1e (Moore and onTtheh 1979). | : :

The c]os1ng of a decade and the beg1nn.ng of another in the effort
to advance women and minorities to dec1s1on-mak1ng‘ posts in h1gher
education- seems an appropriate time to assess what has taken place and, '
more 1mportant1y, what is Tikely to occur. VWhiTe the4demographics of
the ten years since affirmative action was mandated do not suggest that

much quantifiable change has occurred, there does appear to be a new .
cbnsCiousness about the problems and a new}sophistication about possible
remed1es | ‘ | | |

The paucity of women and minorities in adm1n1strat1ve pos1t1ons has

serious 1mp11cat1ons for the funct10n1ng of 1nst1tut10ns of h1gher

o

learning. From .a management standpo1nt there are quest1ons of its
impact on efficiency and motivation. - If members of part1ou1ar groups

are excluded from. opportunities'in administration, it is possibTe that

o~

peopTe with strong ab1T1t1es are not being ut111zed in a manner that
woqu max1m1ze the- 1nst1tut10ns personneT ‘resources and taTent o
Moreover, the 1ncreas1ng heterogene1ty of  the student body caTTs for

”vadm1n1strat0rs who are sens1t1ve to the 1nte11ectua1 aspirations and the

-

soc1a1 and emot1ona1 needs of d1fferent students. The absence of women
and minority adm1n1strat0rs increases the 11ke11h00d that m1nor1ty and
female students w111 not.be well served.

The Leaders in Trans1t10n prOJect was designed to’ samp1e a Targe |

number of coTTege 'and un1vers1ty administrators in 1over 1,400.
'aecredited four-year institutions. By coTTecting data on both males

and femaTes, and from both ma30r1ty and m1n0r1ty ethn1c groups at one




‘time, the Leaders's'project is one of the largest data bases available
on -line decision-makers Tn* higher education. “From the oomprehensive
data ~ provided 'by the study, noms and beliafs about college

tadm1n1strators can’ be Judged more accurately and efforts to preserve the

- vitality of h1gher educat1on'1nst1tut1ons may be enhanced

The present report prov1des a nat1ona1 perspect1ve on the s1tuat1on
of ‘women and minority adm1n1strators in reTat1on to the1r male, wh1te
maJor1ty.peers._ The data add to the accumu]at1ve evidence in support of
"1ncreas1ng the 0pportun1t1es for ach1evement w1th1n h1gher education

among the adm1n1strat1ve ranks.

a

Samp]ing<Methods7

_ A standard1zed quest1onna1re containing 29 quest1ons was developed
at the Center for the Study of Higher Educat1on and sent to a strat1f1ed,
random sampTe of . Yine adm1n1strators in accred1ted four-year,

| degree-granting institutioﬁs The sampTe consisted of approx1mate1y 20

)

percent; or 4, 000 adm1n1strators from a totaT p0pu1at1on of 20, 000
adm1n.strators and 1, 600 1nst1tut1ons using the 1979 HEGIS information.
‘; In add1t1on, the sampTe was strat1f1ed by pos1t1on type among the
':’adm1n1strat1ve pos1t1ons 11sted in the 1979 80. Educat1ona1 D1rectoryv'
Therefore, the sample includes ssuch generic titles ’as presidents,
provosts, yicerpresidents, redistrars_and'deans, but.doesunot include

assistant or associate -titles .with the exception ofhassistant to the

president.
A three stage mail-out and folTow-up procedure was initiated in

March 1981 and cuTminated in June 1981, The initial mailing of the .

&




- questionnaire and 1etter of exp]anation in March as foi]owed by a .

reminder postcard three weeks later. A second questionnaire was maiied

during ‘the first week of May caiong with a lTetter stressing the

- importance of a high response rate in order, to -compile an accurate

profile of 1eading;administrators,nationwﬁde.j ?hone.caiis were placed

to non-respondents beginning the 1ast week of May and continuing througn
the month of June. A standardized form was followed which remandeﬂ the
oerson’ about the survey, asked whether the questionnaire nad . been
mispiaced ‘and a new ‘copy needed, and  encouraged the ‘individual to

dec.are wnether or not he or she wished to partic1pate in the study

lwhen direct contact with the administrator was not possibie, a message

‘was given to;a-secretary or an associate. A 10 percent sample of top

line administrators was selected as a workab1e~number‘to reach by phone.

A response rate of 73 percent was achieved by the end of June 1981.

Comp]eted questionnaries were coded and processed at the Center for. the -
Study of Higher ‘Education. K

| The principal reason"for surveying such . a ]arge‘.sampie. was to'

provide a meaningful and accurate base upon which future studies .of the

-7 structures of administrators' careers could be judged, The size of the

sample also was determined to ensure the inclusion of a workable number.

of women and minorities. As a resuit'of the scope of the sample and the

,high'“response rate; genera]ization of the information to the Tlarger

popuiationi.appears_ Justified, -as well as  analysis of the data by -

subcategories.

Sponsorship and Dissemination

The Leaders in Transition project was co-sponsored by the American

Councii~ on Education. Dr. J. N Peitason co-signed ' all ‘survey'_




' correspondence along w1th the pr1nc1pa1 1nvest1gator. The sponsorhip of

~.such a Tlarge and prest1g1ous organ1zat1on as* the ACE was crucial in-

achieving the h1gh response rate.

~ Some of the d1ssem1nat1on efforts resu1t1ng from the study have .

been carried out 1n coordination w1th ACE, especially the Office of.i

Women, MaJor presentat1ons have been made at’the Amer1can Association

of Higher Educat1on (AAHE) (Spr1ng 1982) Amer1can Educat1ona1 Research
Assoc1at1on (AERA) (Spr1ng 1982) and’ the Nat1ona1 Conference of’ ACE

(Fa1] 1982). The present report const1tutes yet another way to reach

" the leaders in academe and others wi th information about adm1n1strators

and administrative careers.




- 'FINDINGS

. PROFESSIONAL BACKGROUND
In order to analyze accurately the career paths of administrators, -
reSpondents were asked to list all paid professionaT positions they had
held, beg1nn1ng w1th the1r current ~position. They were aTso asked to
name each institution "of empToyment and the dates during wh1ch they her_

each p0s1t10n Th1s comprehens1vo vita was also to 1nc1ude any

| part -time, jointly held or acting positions. « - : \

The totaT number of profess10na1 positions held-ranged from one to

17. In order to estab11sh a workahle data base,§ a maximum of. 10

.-

'pos1t10ns per 1nd1v1dua1 were coded. The number of pr0fess10na1 JObS.

.her by most_of the.respondents feTT,w1th1n a range of three to eight.

'Current Pos1t1on by Race and Sex

'0f the 2,896 senior administrators who responded to the survey, an

0verwhe1m1ng 91 8 percent of “the respondents are wh1te/Caucas1an, 156

‘(5,4 percent) are bTack/Negro and 81. (2.8 percent) are of ”other" racial

or ethnic groups. The current pos1t10ns conta1n1ng ‘the largest numbers

. of bTacks incTudeg reg1strars (13), 11brar1ans (13), d1rectors of

'f1nanc1a1 a1d (TT) and pres1dents (8).

: There is a h1gher percentage of black women adm1n1strators than

maTes, 8 percent-compared W1th 4.8 percent respectively. Of those who —

were cTass1f1ed as "other" rac1a1 or ethn1c group, 77.7 percent"are mdle

g and 27 3 percent are femaTe “For purposes of subsequent analysis, the
,respondents in the "other" category have been 1nc1uded 1nto the black

.group to make a JOTHt category TabeTed "m1nor1ty "




FREQUENCY OF RACE

_ ngUre 1.

When the sample .was, ana]y:ed‘ by sex, . We, fqﬁﬁd thé%l 577 :or 20
perqént‘ of 'the. tptal~ 2;896 respondénts Qere WOmen.  .The three
administrative positions which employ the 1argesti number  of 'the-577‘ :
>"fema1es'are; head‘]ibrarians (N = 63), registrars (N=56) and directoré
of f{nanéiai aid (N=54), -Theée"samepthree posi#ionsEcontajn}the 1éfgest o

. number  of minority administrators. The'three-top positions held by'the

‘ ADMINISTRATORS BY SEX °
6007 o B MALE -
W FEMALE

500

'

Presidents
Academic

Deans
Librarians

- Figire 2. 15 |




'-oreatest number of the 2, 318 male respondents are: presfdentl or
chancellor.(149‘or 90.6 percent), ch1ef bus1ness officer (149 06'95;5'_
. percent) and reg1strar (142) . There were: 653 dearis or d1rectors in the

samp]e, head1ng 29 d1fferent academ1c schools or co]]eges. 0f - that

total 90 (]3,8 percent) were’ women. Over one ha1f of ‘these women deans

_were found in the fie]ds of nursing, home econom1cs, arts and sciences.-

and cont1nu1ng education. . No women were to be found as“deans ,of

bus1ness, eng1neer1ng, 1aw, medicine, or phys1ca1 educat1on. ‘There were . -

a total of 37 m1nor1ty ‘deans or. d1rectors of academic units. This

7represents 5.5 percent of all deans with ‘the greatest concentration

(N= 8) to be founds1n:educatTon.

F1rst Person to Ho]d Pos1t1on L '; L

.women.,

_ To take 1nto account the rap1d expansvon of ‘new ~jobs created at(

many co]]eges and un1vers1t1es dur1ng prev1ous decades, we asked"‘
. respondents to-indicate whether they had been the f1rst person to occupy. .

-any of the1r pa1d posjtnons, The resu]ts showed that 18 percent (520)~
.had been'the.tirst persons‘to ho]d»a new]y,created p0s1t1on. Whites |

 were- ‘mdre Tikely to hold such'new~positions than were minorities.or

. /

Length of T1me inf Current Position '

Most senior of‘1c1a1s have he]d ‘their current pos1t10ns for five

e

years or 1ess. Using 1981 as the current year,‘53 percent of the ‘total
sample. began their current position in 1976 or_more. recently. Sixty-

four (2Lpercent) have been in the1r pos1t1on for 1ess than one year;. 694

-(Zdrpercen%) from one to two years and 776 (26 8 percent) from three to

five years. o o

e
. e R o F (,L'




when length of time in’current:position is ana1yzed by gender, it

appears -that s]1ght1y h1gher percentages of women than men assumed the1r
vcurrent position between 1976 and 1981 or in other words have been 1n'
their positions f1ve--years or less. _For ‘1nstance, -approximately 3
percent’of the women tn the sample‘have been in their_current position.
’torlless than one year as compared to 2 percent of thefmen.- Likewise
approximate1y.32 percent of the women began their current job~inv1979 or
- 1980.and have been in office for one to two yearswcohpared to 22 percent
of theimen, .There is virtually no difference betneen‘the_percentages‘of
men and women whosbegan their current positions fron'three to five years
ago. | | | '
| “In contrast, approx1mate1y 47 percent of "the men as‘compared to
,/:. ‘approximately. 34" percent of the women have’“been in their’ current;
position‘sixiyears or Tlonger. ' 3 ‘ FE |

s . <
. .

Type of Institution: where Current]y Emp]oyed

When the distribution of fema]e and m1nor1ty adm1n1strators is

‘analyzed oy type ”of ynst1tpt1on, as def1ned_ by the Carnegie Code,

X differences are striking; Institutions classified by the Carnegie Code
as -Liberaﬁ Arts II emp]oy }thei-1argest number of the 577 female
'adm1n1strators th responded to our. survey.'(41 9 percent'compared to

- 22.8 percent ma]es) The 1argest percentage of male respondents can- be

" found in 'Comprehens1ves‘\l (32r4-percent)a«w»A]though-th1s~‘same
i;ihstitotibn type is ~the second‘ largest emp]oyer of our women
‘respondents, ‘the figures fall to . 19 4 percent of the tota1 female

- sample. The predominance . of women, adm1nlstrators in L1bera1 Arts II

~N

‘colleges is carried to the ch1ef executive 1eve1 as well; e1ght of the ,
. v : ! [ 3

- - . - o : } [
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13 women presidents are chief executive officers at this type of.

[

four-year college.

a 4

The majority of wh1te and m1nor1ty respondents are emp]oyed at
e1ther Comprehens1ves I or L1bera1 Arts IT: 1ns€:tut1on types There are
.slightly more wh1tes and. m1nor1t1es at Comprehens1ve Un1vers1t1es (29.2
percent wh1tes and 39 0 percent m1n0r1t1es)' than L1bera1 Arts II
c011eges (26.1 percent white and 33.7 percent m1nor1ty)

When type’ of ‘control s exam1ned, the percentages of ‘male

' respondepts~current1y employed at either pub11c or private foor-year
.institutions are fairly eVen)y'divided, S)ight)y.over one-haif‘(El;8
-%zpercent)'of‘the~men are employeoﬁat a public college or Unirersity and
nearly the same~number (48.2 percent) are at private institutionsml On
the other hand, a clear majority of female administrators (71:8 percent)
‘can be found at private colleges, with only £8.2.percent emp]oyed-)n '
public institutions. N R
_ A 1arger percentage of wh1te adm1n1strators are emp]oyed by private
: 1nst1tut1ons (53 6 percent) than by pub11c schools. (46.4- percent) The

reverse. is true for minority adm1nﬂstrators w1th 58 3 percent in pub11c

col]eges or universities and 41.7 percent at private institutions.

[ PP g

]

B

Rank and Tenure o ‘ 4 ) .
N ’ ! : . . .
0f the 2,686 wh1te respondents who answeredgvthe .questionsL*HAMQ--é—~—-

e et

perta1n1ng to academic rank1ng, 51 7 percent ho]d academ1c rank, and the -

-

maJor1ty (62 7 percent) are Fn11 professors _Among m1nor1tyt~
’respondents, 44 9 percent ‘have rank and a ma30r1ty of that number (60,2

1percent) hold full professorsh1ps There was no .difference in. thes = ‘
percentages of wh1tes and blacks who have tenure (approximate)y 36

-

percent for both).

- . N

P
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" majority of -male administraﬁOrs (65.4 percent)” have attained this

'(38.8 percent) of the femé]eﬂrespondents‘hOTd academic nank compared to
,OVérlohe?ha1f~0f.%he ma]éé (54.3 percent). Simi]arly, not quite half

 ‘(46 percehf)‘bf thé women with rank hold a. full brofessorship bﬁt a

‘dis'tincti;on.".whi“lié‘sﬁvghtly more than one-half of the women with rank

of tenure.

_ , . - o, o , :
When responses. to the questions concerning academic rank and tenure
are ‘examined by sex, women administrators .show, relatively lower

percentages than their ha]ai co]léagues.' Slightly more than one-third

©

em,

(58.6 percent) séig~tgey have tenure, nearly three-fourthS'of.the males

with rank (71.7 percent) responded affirmatiVe1y”regarding:the question

»




EDUCATIONAL BACKGROUND - T

-
[}

As one means of‘describing the career paths.of administrators, we
- asked respondents “to 11st their earned degrees. There were spaces for
bacheTor s, master's, doctora1 and ‘other post-doctoraT such as master of
1aw, other med1ca1 degrees, d1v1n1ty degrees and certain spec1a11st
. “certificates and dipTomas. NearTy one—han (49. 3 percent) of the males
in the samp]e listed three earned degrees-compared to oniy one-third
(33.5‘percent) of thelfemaTeArespondents. The Targest‘percentage of
wonen (40 5 percent) listed two degrees compared to 31.3 percent of .the
ma1es. of those who had earned four degrees, however, the males showed |
only a sT1ght1y ‘higher relative percentage, 6.1 *percent of the maTe

) respondents- compared to 4.7 percent of the female. _
_ "~ The nuﬁber of women who have acqu1red a doctorate ‘total 187 or
= sT1ght1y Tess than ‘one- ~third (32 4 percent) of the tota1 fema]e sampTe.
v However, over one-half (52.3 percent) of the male popuTat1on has earned
this~ degree. Therefore, based on the totaT number . of 1,400
N - administrators who hon a f1rst doctorate, 86.6 percent are ma]eland .
13.3 percent are fema]e. J -

Str1k1ng]y s1m11ar percentages are recorded for the number of

degrees earned by both ‘minorities and whites. The Targest percentages

. of both races have acqu1red three degrees (wh1tes, 46. 3 percent and
minorities, 44. T-percent). There are near1y equaT percentages of wh1te~
admtnistrators (33 percent) and m1nor1ty Teaders (:34. 9 percent) w1th two
‘degrees and 13.9 percent whites and 12.4 percent minorities with. just -

“one earned degree. 'Figures of 5. 8 percent of the whites and 5.9 percent

of the minorities represent those respondents who T1sted four earned~'

Qo o degrees,. : g '
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For both sexes and both races'the Ph.D. degree is the most commonly .

*

awarded doctoral degypee: ’71{7 pereent of women and 66.4 percent o ;menuv

“and 67.5 percent whites and 58.5 percent minorities hold Ph,Ds.

In addition'toldenotingjthe number of earned degrees, respondents

also 1isted the primanj fields in'nhich the degrees had beenfawarded.
These are described be1ow3 ’ 7

\

Bache]or s Degrees? Of sthe . 2, 819 pe0p1e (96 ~percent ) who ‘had

earned: a f1rst bache]or S degree, the top four f1e1ds were: Eng]1sh and
Engj1shu 11terature, 294 (10 - percent); h1st0ry, 277 (10 percent)
business,admjnjstration, é%8 (9Hpercent); and secdndary education 199 (7
percent) M%nority'administratprs were more 1ike1y to h01d paghelor's
“degrees 1in educat10n or soc1a1 sc1encqs

Graduation years ‘ranged from 1919 to 1982, inlcuding those whose‘
degreeséwere still in progress.- The.1argest coneentrat1on occurred Jnyy
1950 when.130 graduates (5 pereent) received, their badhe]ortstdegrees.

.There are'96 administrators whp hpld awseeond bachelor's degree.

Of this group, rom1nent fields of study included religion or theo]ogy,

11brary sciencé and educat1on v

Master s Degrees: E Appro;imate]yv 80 percent of . current

adm1n1strat0rs earned master's degrees. Three of the four most often

et
—————
————e .

P studied f1ETds“7§ﬁT‘be*grouped under the general. head1ng of educat1on

. The greatest number (12 percent) spec1a11zed in gu1dance and counseling,

followed by educational adm1n1strat1on and educat1ona1 psycho]ogy‘ or
curr1cu1um.. The degree of master of . bus1ness administration (M;B.A.)'
was awarded to 6f7 percent.  Women and m1ndr3t1es do not dfffer
wsignjfieantly from this. Of the 226 individnaTs'who received a second
master's degree,\ 1ibrary sc1ence was the leading {ie1d.ft0110wed hy:'

Nbus1ness adm1n1strat10n, and re11g10n or theo[ggy




- library science.
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Doctoral Degrees: '“Ffrst »doctora] degrees were earned by 50.2

percent (1 456) of the samp]e TheopredOminate number of degrees was

conferred in the genera] area of edication of which the most popu]ar

»

spec1a1ty was h1gher education adm1n1strat1on (13 percent) The second

. area was. educat10na1 administration with 9 percent and then educat1ona1, -

psycho]ogy or curriculum with 8 percent. Among other d1sc1p11nes in o

which respondents earned their first doctorates were Eng]1sh 11terature,

history and 1aw.

The twu types’ﬁofy degrees most often. earned were . doctor of

ph11Q$0phy (Ph,D.) (67 percent) and doctor of education (Ed.D). (23.5

percent). In- addition there were.'51 ‘holders of ‘the J.D. and 25

individuals who had, earned medical degrees. " Seventeén respondents said
they‘held "other" doctorates and 56 people noted doctorates byt did not
spec1fy type of- degree e o i | |

. There were 23 respondents who said they had rece1ved a second
doctorate. The fields of study 1n01uded the health professions and 1aw

Among those c1ass1f1ed as "other" there were 44 spec1a11st cert1?1cates

- nd*’16’“d1v1n1ty d1p01mas awarded Certificates. were earned in such -

°
[}

programs as gu1dance and counse11ng,‘ educational administration and

v.'
v

Graduate Program Appo1ntment '

» . ) o N

dne of  the a11eged . sources of difference in the’ level of

—

' ach1evement between whites and m1n0r1t1 and between men and women has -

been the nature. and extent of support rece1ved in graduate schoo1'f To

address th1s issue respondents were asked to c1rc1e any of the f0110w1ng

R pos1t1ons that they may ‘have held wh11e enro]]ed in either a master s or

doctora] degree program:. research ass1stant teach1ng ass1stant _e'

- . N\ . ) - . , .
N . S o

) . ‘3(;' :>)
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program/residence hall assistant, fellowship/traineeship, or other *

16

§ e
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~ graduate appointment. A total of 1,253’respondents (43.2 percent) héld‘

,‘some type]of,appointment whi]e pursuing -a master's‘degree and over half

'(5356 percent) he1d‘a graduate position while enrolled in a doctoral

‘program (see Table 1). ., - |

3 )
)
i

D

[ 4

'”of the men. o

a_.ﬁe)etive1y_higher percentages of fema>e participation were recorded

w~1'n threewpategories;~1255'percent had been a program or residence hall
»assistant compared ‘to"8 1- percent of the men, 23 2 percent he1d a

;'master 'S fe]]owh1p or tra1neesh1p compared to 18,9 percent of the men, -

and 13.4 percent of women administrators had: he]d an "other" graduate

' appo1ntment when enrolled 1n~;\Fﬁétav S program compared to 8. 9 percent

= . R e _ o

T e s ! R ) Ca

1

'7 Nhen the graduate appo1ntments of those members of our samp]e who

had purSued a doctora] degree were analyzed byl sex, v1rtua11y no '
» ‘ LA A ’
d1fferences emerged . The 1argest number of Women (31 7 percent) had.

he1d a doctora] fe]]owsh1p or tra1neesh1p wh11e 30 5 percent, -of the ma1e
.o ;',respondents had held this sam "p s1t1on.':% s1m11ar percentage of mén
;Z S (4, 1 percent) and women (4-9 percent) had been a program or res1dence
| -Qha]l ass1stants. Dur1ng both master s and doctora] programs re1at1ve1y
‘¢Th1gher percentages of men he]d _research and teach1ng ass1stantsh1ps than‘

) .'fema1e respondents. : i L _ ; o ‘-.' '?:

\\

. Teach1ng ass1stantsh1ps and fe]]owsh1p/tra1neesh1p pos1t10ns were
o
he1d by the greatest number of m1n0r1t1es and wh1tes 1n both advanced_.t
degree programs | A greater percentage of " wh1%es he1d teach1ngj

asSlstantsh1ps and a s]1ght1y h1gher percentage of m1n0r1t1es he1d }

Fe110wsh1p/tra1neesh1p pos1t1ons (see Tab]e 2)

k4
.
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TABLE 1

" GRADUATE APPOINTMENTS BY DEGREE

17

) Master's - Doctorate
(N=1,253)
1. Research assistant 241 332
2. Teachiﬁg assistant 445 523
3. Residence hall assistant SET 62 ‘
4. Fellowship/traineeship 292 " 460
5. Other 143 * o183
. TABLE 2 ;
‘ .GRADUA'I;E APPOINTMENTS BY RACE"'"
S
. . Master's . Doctorate
whi fe Black \White = - Black ~
° N : N i . L N ’ % N. Z ?» K
) C , . - ) . o
Teaching assistant 428 (30.2) 17 (20.2) 499 (35.2) .24 (28.6) T
o , L o . o ‘ ey '
Fe]]owshi'p/trainegegghip ) 272 (19.2) 20.(23.8). ~‘}28 (30.2) 32 (38.1)
‘ (éercentagesfbased on 1;4i6 Whités‘and 84 minorities who responded to the questioﬁ)‘:
— - — — N = I1:4
) ’ : ' ' t . '
b"‘ N - ) . ' . .: B '28 u;. | : ."' .




PERSONAL BACKGROUND

Age

_The years of birth g1ven by our’ sample of administrators ranged

 from 1907 through 1957, Nearly one—th1rd (838 or 30 percent) of the

_ respondents were born between the years 1930 and '1937 Minority

rss T—

:adn1n1strators ‘do not differ from these figures, but tend to confoﬁﬁ‘to\~\gﬁ\;;\

the - data in their gender group (see E1gure 3 below).

AGE BY SEX - .

]
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Place of Birth.

Birthplaces included every state in the country, with the exception

_oﬁIAlaska,.and many - foreign countries. The heaviest concentratiOn was

~in- the northeastern and- m1dwestern sect1ons of the Un1ted States. Over

55 percent-of minority adm1n1strators were born in Southeastern states.

&

Top Five Birthp]ace States'

. New York .. 268 9 percent
e . Pennsylvania = - 229 (8 percent

| )

| S )

. ’ I11inois . 169, . (6 percent)
%\thN\““-~NN\“;gh1o 150 (5 percent)
D ' TMassachusetts - - 118 v (4 percent)
. _ Fore1gn C‘Untnv\N\N\\\\\\ET? . (4 percent)

Mar1ta1,Status 9

~ -
LI

A c}ear_majority of 2,284 administrators (79 percent) arekméﬁried
N _ and.living_with their -spouses. . Of the remaining executives 242 (8.4_
jpercent) ‘have “never married and 142 (4.9r percent) are members - of

re11g1ous orders, 130 (4.5 percent) are;divorced. 50 (1.7 percent) are
' separated and 43 (1.5 percent) are widowed. | "

FR

There are distinct differences in marita] status between men and
women. A tnaJor1ty of ma1e adm1n1strators are current]y rnarr1ed and
“Tiving’ w1th thetr ‘mates (87.8 percent) while 43.7 percent of -the female.

C s

respondents are. currently‘married A greater percentage of women than
_men are single and have never ‘been marr1ed (23 8 percent) or are s1ng]e

by v1rture of membersh1p in"a re11g1ous order (1§Lpercent). On1y 105.,

males (4.5 percent) have never been married and just>56 (2 4'percent)

. be]ong ‘to 'a religious order. No minority adm1nlstrator was _in a',

lre11g1ous order and 7.5 percent have never been marr1ed ﬁ higher .

_ percentage of women than . men are d1vorced or separated and a higher’
Q ' R , _ /’
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and

‘clerical:

percentage of m1nor1ty adm1n1strators (10.2 percént) are divorced than
‘whites (see Figure 4 be]ow). | ’
@
: A
MARITAL STATUS BY SEX "o
, . FEMALE . ‘
1800 ‘ ‘
15004 L~
, . . -
) 1200 - .
h ‘ R 3
- ¥, -
900 - .
600 - )
300 4 I . «
« s) B Q 10} = qE [¢]
o 50 2 £ 3888 . , )
‘ e Aes .
. , N
Figure 4.
.Spouses' Occupations
The 1argest occupationaT category for .the spouses of the 2,033
marr1ed ma1e adm1n1strators wa%»that of homemaker, (39.8 percent) he - N

next largest categor1es were egucat1ona1noccupat1ons (including primary.

secondary = school ‘teachers

occUpations, 10.2 percent.

~college professors and 2.5 percent were college administrators.

and counselors),

- 18.2 psrcent, and

Only 4.2 percent_o€~WiVes were ’




> he—$1e4d*empley1ng*theuJacgest*perCEQtaqe of _the spouses of the

—~ 251 marr1ed fema]e respondents was higher educat1on 17.9 percent of -
'husbands were emp]oyed as college profevsors an d an add1t10na1 11. 2

"percent,as co]]ege adm1n1strators.f The next largest occupat1ona1 area -* ",:

was business - and management (23.9 percent). ‘This . 1nc1uded individuals

" who were sé]f-emp]o#edc and those who seived as consu1tants. ~ An.

additiona]lV 19.5. percent were professtona]sif (inc]udjng.. Tawyers,

s _psjcho]ogfsts,¥and_journa1iSts).

v_Educat1ona1 Leve1 Achieved by Parents

)

An exam1nat1on by sex of the data perta1n1ng to the educat1ona1

-

-‘atta1nment 1eve1svof respondents parents revea1s two maJor conc1us1ons.
A First, an overall h1gher 1eve1 of forma1 schoo]1ng had been accomplished
by the -mothers of _both, sexes.. The fo]]ow1ng data support this

statement: f1gures of 816 (28.5 percent) mothers compared to 537 (18.8

L G

i_percent) fathers comp1eted h1gh schoo1 472 (16.5 -percent) mothers
‘compared to ?77 (13;2 percent) fathers had some co11ege exper1ence and~
) .304 (10:6' éercent) mothers compared to 2/8 (9 7 percent) fathers

. graduated~from co11ege; The only- except1on occurred in the category of .
_.the graduate degree.. A,tota] of 309 (10,8_percent).fathers compared to -7
495 (3 3 percent)~ mothers had acouired' a) post-graduate 'degree. - Even

1nc1ud1ng these 1atter data, however, there was a tota1 of 1,893 (66 1

'percent) mothers who' had at 1east comp]eted high schogl or had some
further advanced .schoo11ng compared to 1, 689' (59 0 percent) fathers..
The second conc]us1on 1s “that the. re1at1ve percentages for formal'

';educat1ona1 ach1evement are . greater for the parents of fema]e

respondents than for ma1e respondents., @Ff1gure of 69. 2 percent of the
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[N

_female respondents' mothers had acquired at least a high school diploma
- compared to 65.3 percent of the male respondents' mothers. A relative

‘percentage rate of 66. 0 percent of all fema1e~respondents'lfathers had

comp]eted h1gh schoo1 or a h1gher level of schoo]1ng compared . to 57 3
percent of the ma1e respondents fathers. | .
"~ A \comparnson of the educat1ona1A achievements 'Ofv respondents®

fathers ;by- race,.revea1s” slightly  higher percentages for 'white ‘

respondents than m1nor1ty respondents for each of four maJor 1eve4s of

accomp11shment. ]2.9 percent, of . the fathers of whtte respondents

: comp]eted grade schoo1 “compared to 11 2 percent of the fathers of

>*mﬂnor1ty respondents, 19 0 percent of the fathers of wh1te respondentsb

'respondents.

graduated from h1gh sch001 compared to 15 1 percent of the fathers of'

minority respondents, 9 9 percent of the fathers of white respondents

rcomp]eted co11ege compared to 7.8 percent of the fathers of m1nor1ty

respondents; and 1.1 percent of the fathers of white respondents.he1d
. - : e : L : roe .
graduate. degrees compared to 6.7 percent of the fathers of minority

~

AT study of the educat1onaI ach1evements of respondents mothers by

race revea1s a s1m11ar h1gher percentage rate for wh1te respondents for -

grade schoo] and h1gh schoo1 1evels. A f1gure of 1. 9 percent of the

)

. mothers of wh1te respondents comp1eted grade school compared to 9.3

percent of the mothers of m1nor1ty respondents. Twenty n1ne percent of .

)

the mothers of white respondents are h1gh school graduates compared to “

~19.1 percent o the ‘mothers of minority respondents.- At .the college -

1eve1; however, the percentage. differences .narrow. There are 10.7

percent of ‘the mothers "of white respondents and . 9.3 percent of the”

"mothers of minorityhrespondents who are_co11ege graduates and 3.4

Q2
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'. percent of the mothers of wﬁ1te respondents and 2 7 percent of the

“ mothers of m1nor1ty respondents who ho]d advanced degrees.

L4

Parenta]"Occupations“"

N

Respondents were asked to state, as\spec1f1ca11y as poss1b1e, the
occupat1ons of edch parent when the adm1n1strator was 16 years 01d: The

Occupat1ons of the fathers were very d1verse.\\However, the most common

},‘

types- of "jobs cou]d‘f be 1nc1uded under. the - head1ng of blue co11ar or

H "a

serv1ce occupat1ons, w1th nearly’ oneufourth (68 ) employed hn this ﬁ

u category. Farmers composéﬁ the second 1argest occ
298 (10'percent) An add1t1ona1 9 percent were -sel -employed and J
percent of the

)

',adm1n1strators 1n the survey were 16 years, of age, thelr fathers were

percent were categor1zed as m1d level managers. when

© deceased. B More‘ minority adninistrators had fathers in\ blue collar

occupations than did wh1tes. *

At

' The maJor1ty of all respondents’'mothers, 69 percent were

ational ‘area’ with

homemakers. The next most common types of emp]oyment were domest1c :Q

service/waitress, 3 percent secretary, 3 percent and sa1es\pos1t1ons,
2 percent Wren 2 percent of the adm1n1strat0rs were 16 yeals of age,
: the1r mothers were deceased " Fewer: m1nor1ty administrators h%d mothers
who ,were homemakers (37 percent) and more had mothgrs who, were 1in

clerical or service occupations.
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Profess1ona1 Activities - —- ;,_'i o e =

A
We offered a list of ten spec1f1c externa] profess1ona1 act1v1tJes

,..;r

and asked respondents to 1nd1cate whether or not they had part1c1pated
/ -

~in any of these suggested pursu1ts and “to resp0nd to the 1mportance of

any such affiliations for the advanCement of their profess1ona1 ‘careers.

Although the data showed genera] agreement between the. sexes. concern1ng .

the most popu]ar ‘types - of act1v1t1es in wh1ch the respondents had both

part1c1pated and cons1dered 1mportant to profess1ona1 advancement the .-

»

relative percentage of 1nvo1vement was - 1ower for women in, every category.
’ except two. |

The two areas in which women had " been s11ght1y more 1nv01ved‘than

men .were - the M1ch1gan/N1scons1n Inst1tute for Adm1n1strat1ve Advancement

and the | Bryn Mawr Summer Inst1tute (HERS) Both of these act1v1t1es,

however, were part1c1pated in 1east by the samp1e as. a whole. Figuresj'
‘ﬂf .4 percent females and .3 percent ma1es had attended the IAA and 1 4
= percent of the women compared to-f] percent ofgthe men had been'1nv01ved
.Ein . the” HERS program.. Both programs <strenuous1y recruit women'.

’ participants (HERS- exc]us1ve1y so)

The three act1v1t1es for which- thé highest percentages of

‘part1c1pat1on were recorded by both males and: fema]es were: (1) member.

of a board of d1rectors of a state or reg1ona1 organ1zat1on, (2) paid

'externa1,consu1/ant, (3) publisher of articles iR professnona] journals.

A similar percent of the women (31.7 percent) compared to- 35 8 percent

of the. men had been a member of a state or reg1ona1 board of d1rectors;

3

There were 28 1 percent of - the females and 36.6 percent of the ma1es who":

had been pa1d consu]tants and 22«2 percent of fema]e adm1n1strators and

>

CAREER'ISSUES © * . o~
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*34.0 percent of males who said they had pub]ished artﬁc1es.in scho1ar1y;r~ e

Q

—Journals.

when the data were ana1yzed by race the re1at1ve percentage of

p part1c1pat1on was found to be greater for m1nor1ty respondents 1n every

'11sted act1v1ty. The same three act1v1t1es recorded the 1argest number

of part1c1pants as those of ma1e and fema]e adm1n1strators. A total of

' 41 1 percent of the m1nor1ty respondents compared to 40 3 percent of
,'wh1tes had been members of a state or reg1ona] board of d1rectors, 54 1
ﬁ percent of m1nor1t1es compared to 37 1 percent of whites had been;

externa1 consu1tants and 42.5 percent of m1nor1t1es compared to 35.9

percent of wh1tes had pub1Jshed articles in scholarly journals.

Mentor Protege Re]at1onsh1ps

' Respondents were asked if' they had had a mentor. Such a

re1ationship was - defined as any 10ng¢term;v professiona11y-centered

re1at1onsh1ps w1th more exper1enced 1nd1v1dua1s who may have gu1ded

"adv1sed and ‘assisted them in the ear1y stages of the1r careers. The

resu1ns showed 1,528 adm1n1strators (53 percent) who sa1d they had -

exper1enced at 1east ‘one such re1at1onsh1p\\\The ma30r1ty (880) answered

-~ that they had. had one mentor wh11e 421 named two mentors, 153 denoted

three, and the rema1nder four or more.

. A s11ght1y larger percentage (56.6 percent) of ‘current femaJe L

' ”adm1n1strators compared to 52 3 percent ma1es reported at 1east. one

. one. such

mentor. ' The 1argest percentage of both sexes 11sted on1
re1at1onsh1p (31.5 percent of the women and 30.1 percent of the\menf.

We - then asked members of the sampie who c1a1med a . mer \tor

relationship;to indicate the sex of the mentor( ) and to describe the1\\

@




o assoc1ates)'- As can be determined from the fo]]owing'table,"a1though

’_>they f1rst met the1r mentor( ) wereﬁco11ege/un1vers1ty adm1n1strators or

mentbr(')f”titietand their own career'position at the ‘time they first

met, JThe pos1t1ons most often held by all 11sted mentors were co]]apsed

into- two 'categor1es | co]]ege/un1vers1by_iadm1n1strators (1nc1ud1ng
assistant assoc1ate deans . and. ‘department; ' cha1rmen) and

'c011ege/un1vers1ty professors (1nc1Uding “instructors, assistants and

' s1gn1f1cant numbers of . both men -and women spec1f1ed the same t1t1es for
.the1r mentors when they f1rst met ' re1at1ve1y more- fema]es 11sted :
adm1n1strators as mentors than men and re1at1ve1y fewer' women named

professors as’ mentors than their ma1e co11eagues.

The mos t common1y named protege: pos1t1ons held by both sexes when

w

students. As Table 3 shows,-re]ative]y'more women'than men were a1ready'
in adm1n1strat1ve pos1t1ons -when they f1rst entered into .a mentor

re1at1onsh1p. 'An overwhelming ~maJor1ty of .both male -and female

respondents sa1d their mentors had been male.

Ana]ys1s by race revea1s f1nd1ngs s1m11ar to those by sex. A

somewhat 1arger proportron of (58,0 percent) m1nor1t1es .compared- to

. wh1tes (52. 8) claimed a.mentor ne]ationship. Both groups 1isted,on]y

one such assoc1at1on most often; 30.3 percent (N=818) whites and 31.6

~ percent (N =59) m1nor1t1es.

As‘. Table 4  shows, the' “same- positions (co]fege/university

adm1n1strators and co]]ege/un1vers1ty professors) were most often held

by the mentor( ). The greatest numbers’ of respondents for both groups

were e1ther co11ege/un1vers1ty adm1n1strators or students when they

.f1rst met their mentor( ).

A high re1at1ve percentage of m1nor1t1es (68 9- percent) said that

the mentor re1at1onsh1p had been very 1mportant to their profess1ona1

\1._»
3 o
.
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- careers 'compared

ERIC

Aruitoxt provided by Eic:

v,

fof.less than half

o

27

(45.7 »Defcent) of - the ‘white

¢
1

respondents, o
"t
;  TABLE3 o
R . MENTOR-PROTEGE RELATIONSHIPS ' P -
by Sex and Race Group :
. SEX . RACE
B Male - -“Female White - Minority -
- (N=1205) (N=323) ~(N=1419) {N=105)
. % oy I %
Title of Mentor
. Administrator ° ° 60.8 64.6 63.7 64.4
Professor 24.7 13.8 2235, 20.8 '
Other 14.5 22.6 13.8 14.8
. ’ s o
Sex of Mentor ' ,
Male 95,0 "52.3 86.5 ~78.8
' * Female 5.0 47.7 13.5 21.2
. ' * o Protege Position
' . Adninistrator  35.0 2.3 36.2 2,7 ’
o -Student 33.9 - ° 26.7 32.6 28.8
Other 3 34.0 3.2 38.5
" : - = > i
) ¥ ' i Ce e : i, !
’ . - *
) TABLE 4 ) ¢

~

MENTOR-PROTEGE RELATIONSHIP BY RJ\CE AND SEX OF RESPONDENTS -

Tiltle of Mentor

Sex_of Mentor Protege Position

- : . Admin. ~ Prof. -Male  Female  Admin. . ° Student
, : % % 3 H S 1 o
RACE : ,
White Respondents * 63.7 22.5 86.5 13.5 36.2. 32.6
-~ (N=1419) - . .
Minority Respondents 64.4 20.8 ° 78.8 21.2 32.7 28.8
(N=105) :
N Q *
, SEX
i Male Respondents 60.8 . 24.7 95.0 5.0 35.0 13.9
< (N=323) - . )
Female Respondents .  74.6 13.8 52.3 ° 47.7 39.3 26.7
(N=1zos§ : ,
. Oy e . .
. 33 .
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When asked’to‘exp1ain in their own words their mentor(s) influence

ot

on their careers, the majority  of all. réspondents Eep]ied that thef.

mentor had acted as a rd]e model an& provided génera] guidanée or had

offered a combination of "on-the-job .training," guidance 'and specific

recommendations and introductions-to promote career advancement. -
e . b .

~ ‘Nonme of the minorityfrespondehts'séid that their mentor(s) had been

a negatiVe “influence in -their ‘professional lives and onTy seven (.5, °
e . percent) of .the whites claimed that their mentor(s) influence had not N

S been,pos'tiVe.f

e

Other A¢tivities . L .
Inf order to account for any bro]bngeq lapses in professiona]voareef

. histories. we askedcgespoﬁdénts;tq.ihd%cate whether they had discontinued’

their

orkdor schoo]ing.?or évperiqd'of six months or moyé terngagé ih‘
any ofy the fq]]owing aCiivities: miiitary service, fu]T-timé Homeméking ‘
o or an '"othefi §pecified réason. L . | .; o ’-,. “
Thé'reéﬁlts révea}éd that .nearly one-half (47.6 percent) of ﬁhe
‘ ma]efadministrators'had Qpénf some time jn‘mi]itary séryice. The numbenr
of ‘women in ~the survey *who .ndted"miiitary ;experiénqe ;tota1s 12 (2.1
peréeh%). Néér]y‘ong-thfrd, 29.3 peréenf, $F w0men administrators hadf
interrupted theif schoo]ing’on‘profeséiona] lives to dévdte themselves
to fu]]-time;ﬁomemakingﬁcbﬁpared to five (.2 percent) bf‘the men. Qf‘
those fdr whom 'it was necessary ‘gol disébntinue' their »édUC?éioﬁa1' or
career pursuits fér,an "other" reasoﬁ, 13.7 percent were female'aﬁd 7:T

®

percent were male.

<
’

.Analysis.hy race shows that 38,7 percent of . the whites and 32-6,

percent of the minorities had iﬁterrupted their professional careers or:




(Y

~

‘schoo]1ng for m111tary serv1ce. A s11ght1y h1gher re1at1ve pﬂrcentage

of m1nor1t1es (8. 6 percent) than wh1tes (5 8 percent) had d1scont1nued

-

the1r work .or post-graduate stud1es in order to be full-time homemakers
'Approx1mate1y 12 percent of the m1nor1twes compared to 8 percent of the
..wh1tes had d1scont1nued the1r careers or educat1ona1 pursu1ts for ad

“'period of at 1east six months ﬁor an "other reason.

w ., K [S .\ R

MoBi]ity‘Issues ."“ — ‘

As one step in trac1ng the career paths of- adm1n1strators, we asked .
'respondents to rate the 1mportance of the reasons they had for moving to

the 1nst1tut1ons in which . they now work and for rema1n1ng At their

%

v.current.p]aces of emp]oyment We deve]oped a ser1es of factors and

asked BdministratOrs t0»show of what 1mportance each had by mark1ng nG,

(4

L

Tow, oderate, h1gh or very h1gh 1nterest

: A study of these career mob111ty issues according to the sex of ‘the

o E .

‘""respondents revealed ~general. agreement w1th the ‘total -popu1at1on»g

.summary. Dut1es and respons1b111t1es of the pos1t1on, read1ness for a
change, geograph1c 1ocat1on of the ihstitution and the: mission and

' ph11osophy of the co11ege or un1vers1ty were all considered to be a very _l
h1gh4 1mportance to many ma1e and fema]e adm{n1strators a11ke. » One
d1st1nct d1ss1m11ar1ty between ‘the sexes, however, was a tendency fo“ (
women to g1ve very h1gh ratings on these 1ssues compared to men. - fpr
example, 24.5 percent of the ma1e samp1e rated geograph1c locat1on .of

very h1gh importance for mov1ng to the1r present 1nst1tut1on and 27.5-

percent rated this factor as a very important reason for rema1n1ng where ST

L

‘ they are compared to. _the h1gher percentages for women (35.4 and 38 0

o respect1ve]y) The mission and ph11osophy of the current institutions
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o df'emp)oyment when administrators'moved to their present-location was

o

,'rated of very high 1mportance by 32 1 percent of the ma1es in contrast

to 41 1. percent of the fema]es . The 1mportance of this factor for'

rema1n1ng\ghere they are now employed was\rated “of very h1gh importance

Yoy

'Ey bare]y more than one-th1rd (34 3 percent) of . the male popu1at1on'

wh11e~near1y one- h\ f (44.9 percent) of ~the fema]e adm1n)strators gave

//th1s 1ssue the h1ghest impartance marks (see Tab]e 5)

WOmen jn our. samp]e “felt more strong]y than men about “the

"

congen1al1ty of the1r co11eagues as a factor 1n the1r mov.ing to and

[

- stay1ng at the1r current 1nst1tut1ons. H1gh 1mportance rat1ngs of 23 8.;;

percent and 2§ 7 percent were g1ven by females wh11e on1y 15 percent ,

and 21 7 percent of the ma1es marked “this factor of h1gh 1mportance.

A1though not many women or men cons1dered JOb opportun1t1es for .

\' -~

the1r spouses to :be of s1gn1f1cant importance to the1r_ professional
mob111ty, more women-than men'(8'0 percent compared with').S;percent)
rated th1s issue of very high’ 1mportance. Moreover,.haTr‘of-the male

samp]e (52.1 percent) considered th1s factor to be of no 1mportance to

thefr‘-careers'7whi1e slightly more than one-th1rd‘ ofi‘the-~women

T

,';administratOrs (36 5 percent) s responded;f The greatest percentage of .

\(See Tab]e 5)

female responses occurred in the "not applicable" co1umn (46.5 percent)’
reflect1ng the current unmarr1ed status = of th maJor1ty of ~wormen
adm1n1strators. Forvthose women wi th spouses, however more fekt it was

1mportaﬁt to take the1r spouses’ needs31nto account’ than did married.men

<
’ . e

M1nor1t1es and - wh1tes selected the same 1ssues as be1ng of high

‘ Jmportance in . the1r dec1s1ons to move to and rema1n at the1r current

1nst1tut1ons There were, however, h1gher relative percentages recorded'

i

<
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‘by m1nor1ty respondents, 1nd1cat1ng that they he1d tronge fee11ngs,”'
k'vconcérn1ng the 1mportance of these career mob111ty issues. Dut1es and
'respons1b111t1es of the -job - received the greatest percentage of very

" high 1mportance marks. Among respondents 55.4 percent of wh1tes and

2

- 62.0 o‘f’m1 or1t1es sa1d th1s issue was of very h1gh 1mportance 1n the1r

~decision to move to their current 1nst1tut1on. And 52,5 percent of the .

14

wh1te adm1n1strators and 60. 9 percent of the - m1nor1ty leaders again

" marked th1s factor as a very 1mportant reason for stay1ng where they

© are. (see Tahle 6) ‘,'.'f;

' The 'second h1ghest percentage perta1ned to th%' mfssion .and

ph11os0phy of the 1nst1tut1on. A slightly 1arger percentage of m1nor1ty

‘_adm1n1strators sa1d th1s issue was of veryﬁh1gh'1mportance for moving to;

‘and staying'at'their currentcschool.

: ©

The geographic. Tocation of “the co11ege or university .in. Which
adm1n1strators work was the th1rd h1ghest rated 1ssue. Aga1n,’re1ative
percentages were greater for |n1nor1t1es (37. 9 and 40 4) than whites
(25.9 and “28. 8), but both races sa1d 1ocat1on was a “very 1mportant |
cons1derat1on}regard1ng_career mob111ty.

Another. issde 'which administrators felt had inf]uenced' their

l

dec1s1on to move to the1r present place of employment was readiness for

| a change. A total of 39.7 percent of white 1eaders and 41.5 percent of

m1nor1ty respondents marked th1s reason of very high 1mportance. In

“addition, large percentages of both races rated the competency and -

'icongen1a11ty of the1r co]]eagues of h1gh 1mportance.

Employment opportun1t1es for ‘the spouses of respondents was the

Aissue of least 1mportance to blacks and whites in both quest1ons

_‘ regarding mobility. In this instance the relative percentages were

- .
st
1

-};54123 )
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higher for white respondents, 50.2 percent compared to 39.3 percent for

:|n1nor1t1es who rated. th1s factor of no unportance when they moved- to

their current 1nst1tutlon.. S1m11ar fdgures of (42 2 percent) wh1te and

(34 1 percent) m1nor1t1es sa1d this issue had no . bear1ng on dec1s1ons to

\remam where they are.

Search procedures e]sewhere were not an 1nf1uent1a1 factor for
'1whites or minorities. ‘A tota1 of 1,037 whites (40 2 percent) and 56

m1nor1t1es (32.2 percent) marked “no 1mportance.“- 0ther possible career

mob111ty factors were - genera]]y rated of moderate = importance by .a

h maJor1ty of both m1nor1ty and wh1te adm1n1strators.'”;_'

TABLE 5 S

MOBILITY ISSUES |
REASONS FOR MOVING TO CURRENT INSTITUTION

MALE . FEMALE  WHITE  MINORITY -
’ (% who marked "very important")

Duties/Responsibilities of Job ‘ §6.3:  53.7 §5.4 . 62,0

Readiness for a- Change - A 39,7 40.2 9.7 415
. Geographic Location of Institution 24.5 35.4  25.9 -7
Mission/Philosophy oflqnstitution : 2.1 - a1a 33.7 “ 37.0-

(% who marked "no importance")

Job Opportunity for Spouse C o suT. 365 U502 . 39.3

4




' percentage of women are 1nbred (see Tab1e 7).

P

el =

_ TABLE 6

REASONS FOR REMAINING AT CURRENT INSTITUTION

[

-

MALE FEMALE WHITE - 'MINORITY .

ol

(% who marked "very important“)

Duties/Responsibilities of Job. 52.8 541 . 5.5 - 50.9

.vGeographic Location of Institution . 215 18.0 / 28.8 40.4.
Mission/Philosophy of Institution i 4.3 - 44,9 . 35.9 '_43,6 ;

o ' (% who marked "no ‘importance") -
Job Opportunity for Spouse - 4.0 324 422 .34

K

. Inbreeding =~ ‘ .

. The extent ofbinbreeding among the present sample of administrators

was ana1yied (Mar]ier; 1982). Career and educatign ‘histories were

‘examined for prev1ous affliation with current 1nst1tut1on of emp]oyment'

through hav1ng‘ earned a degree, held a. prev1ous position at the

[
1nst1tut1on or both. S11ght1y over one—quartér of administrators are’

inbred by degree while over half (57 4 percent) are inbred by pos1t1on.

» L

women are . more 11ke1y than men to be 1nbred by degree. However there

-~

are no stat1st1ca11y s1gn1f1cant d1fferences in 1nbreed1ng by pos1t1on.

When~ both pos1t1on and ‘degree are comblned,.:a' re1at1ve1y higher

44

Y




SO

TABLE 7

5 PATTERNS OF INBREEDING BY. DEGREE, POSITION,
o . : ' AND BOTH AS A FUNCTION OF GENDER
. (N = 2,896)
S . » i
Al ' ; i B .
Respondents Inbred by Degreed ' Inbred by Positjon 'Inbred by Both®
. N Percent N _Percent N Percent !
B B - —
Male' T 2,319 587 ; 25,3 1,320 56.9 44 19.1 ’
. Female 577 209° ~ 36.2 343 59,4 144 - 25,0
Total 2,896 796 - . 225 1,663 . 57.4 58 . 20.3 . o

34as at least one degree from the ﬁnstitution where currently employed.
bHas held at 1east one previous position at institution where currently employed,
" ®Has. earned a degree and held a position at. 1nstitution where current]y employed

dPercent: of total number of each sex. S e . L C . ' '?‘ oo .: el

~ - Nots. From Factors Relat1ng to the Extent of Inbreeding Among College and University
Administrators by Joyce D. HMarlier, unpubl\sned doctora] dissertation, The . . . '

ennsylvania State Un1vers1ty, 1982

“on

Poss1b1e Job Che;ge _ | Coe - _ -

Jn answer to the quest1on of whether or not they were cons1der1ng a

Jjob change, 1,623 minority andv white vrespondent§ ,rep11ed, “no," 571

‘ensweked "yes," and 676 said, "maybe." Of theT1,247'administrators who

said;,f"yes;" or "maybe,",'43 percent were white and 48 percent were

minority. For respondents who marked "yes" or “maybe," six options were

P

given. The most popu]ar,choice was a new position at a- new institution.

A total of‘384 (33.2 percent) wh1tes and 29 (31.9 percent) minorities

circled th1s opt1on. The second most popular choice 'for m1nor1t1es

'(27 5 percent)fwas a pos1t1on outs1de of higher educat1on. The other
/

se]ect1ons for possible job changes were: a similar position at a new

institution, a new position at the present’ institution, a'position in

higher education but not at an institution and "other" preferred option,

-




Accord1ng to our survey there are ~more women . hdn men Wwho are
ser1ous1y cons1der1ng or act1ve1y seek1ng a JOb chang‘.' S]ight]y nore
than half of -the fema]es 1n our samp]e (51 5 percent) answered "yes or
"maybe” to the quest1on of whether they are- conS1eer1ng p1ans for a
o career change1 Only 41 5 percent of the ma1e pop at1on, responded in -
‘the same manner, As the f1gures in the fo11 wing’ tab]e suggest the‘
1aroest, perCentage of  women prefer a _os1t1on .outsjde ~of~ _higher. .
educat1on (32 4 percent) ‘The second/gost popu1ar‘choice.was a new
pos1t1on at a new 1nst1tut1on (29 7 percent). A position‘ih hioheri:y
..educat1on outs1de of a co1¥ege or un1vers1ty was the 1east preferred JOb

opportun1ty by both ma]es end females (see Tab]e 8 be1owL

TABLE 8.
J0B OPTIONS BY GENDER

J0B_OPTIONS . OFMALES X OF FEMALES

N . . 4

Simﬂ,‘ar pos‘lti,on. at new institution = 28.2 19,3
New position at salne institution 18.9 . 22,3
New po.sitivon at new {nvstitution . .2z 29.7
W, E..position outside institution 5.2 © 8.4
Position outside Higher Edocation . - 5.8 32.4

"Other" position s T 10.1

’

Would You Do It Again? - R .

We asked respondents to tell us if they would .choose to be an

adm1n1strator if they could start over. A substantial majority -of 71.5

~

percent responded "yes. Only 8.5 percent ‘ rep1ied "no," end an -

4




’add1t1ona1 20 percent said "maybe.“ "We' examined theée answers by sex

“and age and found no s1gn1f1cant d1fferences 1n response.

when asked to exp1a1n the1r cho;ce, the overwhe1m1ng maJor1ty of
~ these - who wrote comments (806 or 72 percent) said they‘enJoyed the1r:‘
work, they were good at the1r jobs and found the work cha11eng1ng. 0n1y»
13 percent (144) said they wou]d rather be out of h1gher educat1on or

.Zw1shed they had gone into another f1e1d
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CURRENT ISSUES

Issue Quest1on Changes in H1gher Educat1on

We asked adm1n1strators for their opinions regard1ng the changes'
that are tak1ng p1ace in- h1gher educat1on today We offered fifteen
1mportant issues . through wh1ch respondents cou1d 1nd1cate the degree of
| change at their. current 1nst1tut1on | |

aQua11ty of faculty scholarship
Quality of teaching o e
Morale of faculty :
Quality of students
: L Quality of. administrators .
, S :}-Qua11ty of s1eadership: .’
. Quality: of academ1c programs
. ‘Support for women's issues
: Support for m1nor1ty issues
-Competition for students ‘
 Resources required to comply with federa1 reg 1at1ons
Litigation against the institution
State financial support for institution.
" personal freedom to carry out work
v Autonomy of the 1nst1tut1on : -

*'vNo s1ng]e issue was perce1ved by a maJor1ty of fema]e or male
adm1n1strators to have exper1enced a major 1ncrease. Mao; of the women:

pd

and _men in  our samp]e fe]t that moderate ingreases had - occurred
: regard]ng most of the issues W1th quality of academ1c programs rece1v1ng.
the“ﬁargest_percentages (52.1 percent femé]e and 57 3 percent ma1e) |
Qua11ty of - students was “the on1y jssue in which a s1gn1f1cant :
--number of women (3376 percent)<1n the sample fe]t their 1nst1tut1ons had
c eXperfenced’a moderate’decrease‘ On the other hand‘ 34 percent/of the
" male adm1n1strators fe]t the mora1e of the facu]ty at the1r 1nst1tut1ons Y
73_ had undergone a moderate decrease.

The h1ghest percentages of male and fema]e responses occurred in -

the "no: change“ co1umn and 1nc1uded the issues of persona1 freedom to do

-~ ‘ :
3 ‘ '
’, . N
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;i one's own work (56.7.percent,fema1e and 57 8“percent~ma1e) andjautonomyv
of the institﬂtion (59 8 percent fema]e and 56.4 percent male. ) ‘

“From the perspect1ve of m1nor1ty adm1n1strators e1even issues were
"seen by both m1nor1ty and white respondents to have undergone a moderate -
oo ri o increase, -three areas had seen no change and- for on1y one 1ssue was

there a d1st1nct d1sagreement between the races. 'u |
-From a study of 'the issues in which both.racesvrecorded)moderate
°increases,;_ a difference ‘was seen in the data perta1n1ng to state.

f1nanc1a1 support for the institution of emp]oyment with 38.9 percent of

’ m1nor1t1es rat1ng th1s 1ssue a moderate increase wh11e on1y 28 O percent .

of wh1tes concurred A probab]e reason for this d1screpancy is” the* fact'f-7'

that more m1nor1t1es (58.3 percent) are emp1oyed by pub11c 1nst1tut1ons
than whites (46.4 percent). A higher re1at1ve percentage dt minorities
: (50 5 percent) sa1d the quality of teaching at the1r college -or
un1vers1ty had’ exper1enced a’ moderate 1ncrease compared to ‘wh1te

' adm1n1strators;(48.4 percent). : ' "F _
jA)The!three issues for which substantia]fpercentages of respondents -

v

indicatedv no - noteworthy change- ‘were: }1itigation 'against the
1nst1tut1on, persona1 freedmn to do one's own work and the autonomy of
the 1nst1tut1on In a11 three cases 1arger percentages of whites noted
a 1ack of change. | A'figure of 42.7 percent of whites and 34[5 percent
“of minorities marked a "no change” in 1itigation; 58‘5 pehcent of whites

~and 44, O percent of m1nor1t1es sa1d there was no’ s1gn1f1cant change 1n'

their persona1 freedom to do their -own work, and 57.5 percent of white -

' respondents compared to 50.8 percent of the m1nor1t1es marked
" change" in the autonomy of the 1nst1ut1on. _
. The one issue ip Whjich obvious d1sagreement between the races was

Qo 'apparent‘was the status of facu1ty ‘morale. The highest percentage of

4J




'.persona1 autonomy to carry -out respons1b111t1es, f1nanc1a1 compensat1on,n"

19

i

minority responses (30.0) were recorded under "moderate increase" while

the h1ghest percentage of wh1te respondents (33.6) said that the mora1e

“of the facu]ty at the1r 1nst1tut1ons had undergone a moderate decrease,

': in recent years.

Issue Quest1on Career'Changes

_ Administrators were g1ven the opportun1ty to express the1r op1n1ons

'concern1ng changes - that have taken p1ace in the1r own careers. The

seven items to consider included: opportun1t1es for - profess1ona17

advancement, sat1sfact1on der1ved from work1ng in h1gher educat1on,

. 1nte11ectua1 st1mu1at10n and challange, opportun1ty to foster change and

opportun1ty to serve others.
In genera1 both rien and women fe]t that a. moderate 1ncrease had

taken place in every category. The Targest percentages of female and

male responses - concerned the ‘issue of financial' compensation; 47.7

Lpercent of the~WOmen and 53.9'percent of the men indicated a moderate

1ncrease in this area. -

When the responses ‘were exam1ned by race, wh1te administrators

< indicated moderate’ increases in every category. Minority respondents,

~ however; felt. that major increases had takennplace in their careers

regarding three areas; opportunities for professiona1 advancement (31 9

percent) persona1 autonomy to carry out respons1b111t1es (34 1 percent)

. and opportun1t1es to serYe~others (43.2 percent).

.

Issue Quest1on Budget Cuts

Q

We asked the members of our samp1e to 1nd1cate the1r op1n1ons of .
the pr1or1ty each of a series of 14 issues shou]d have if budget cuts

A 11

-
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 become necessary. at their institutions. -Respondents considered whether

'the‘ item should be _among the.»FIRST to be ut, wou1d occupy an
INTERMEDIATE pos1t1on or shou1d be among the LAST to be cut,

. Analysis of the data by sex revea1ed an overall s1m11ar.response
;pattern. For examp1e, the 1tem which the majority gf both males and
ma1es fe]t shou1d be cut first was funds for ath1et\cs, 60.1 percent,
by Women adm1n1strators and 61. 7 percent by men. ‘Among the issues which
fema1e'members of the samp1e felt would be p1aced in z\e intermediate

ory ‘were funds for adm1n1stat1ve operations (65.

percent) and )

_-the number ,f Junior facu1ty (64 5 percent) The 1argest p'rcentages of
7'?n ‘; ;,Thma1e.responses\<: the 1ntermed1ate category were funds for 1aborator1es _

(62;T‘percent) d funds for student serv1ces (61.9 percent;. 0ne 1tem
fwh1ch a majority of women and ma1e adm1n1strators f°1t shou d be among

' . the last to be cut was funds for teachtng programs, 6 7 perc ent of - the '

women and 63.1 percent o(\the men.

The data show only" \one issue 'that ‘a majority of 'hites and
m1nor1t1es agree - should be cut f1rst funds for athletics. 'L tota1 of
.61.8 percent of~wh;tes and 54\7 percent of - m1nor1t1es felt 1his'issue
;wou1d have the least pr1or1ty if budget cuts became necessary.

MaJor1t1es'of respondents of bqth races placed the¢greatest number

of issues (N=9) in the intermediate cut category. For only one of those

‘nine 1tems was there any suggest1on of‘a d1fference of opinion between

‘V f1nanc1a1 constra1nts required was ranked by 55 5 percent of the wh1te‘

sample as an 1ntermed1ate concern, Compared to (47.8 percent) of
\ . "] . N "

“minority administrators but. a’' nearly equal percentage of fminorities

(41.6“percent) said that this -item shou1d'be'among“the firstl to be cut.
o C. ' ‘ v .

o
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Issue Qgest1on Future Concerns

-

The rema1n1ng four areas that both m1nor1t1es and wh1tes fe]t :

v.-'

should ~be ‘among the last to be . cut were.' funds for 11bran1es

(m1nor1t1es 65-9 percent; wh1tes 49.1 percent) | financial aid -to .

facu]ty salaries (m1nor1t1es 59,1 percent, wh1tes 56. 5 percent) Ks the

above fagures show, minorities . were more vehement 1n the1r des1re to

‘.

retain these aspects of h1gher educat1on at their 1nst1tut1ons than

whites.

F1na11y,~ adm1n1strators were asked to- imdicate' the importande

;stwdents (m1nor1t1es 74. 4 percent wh1tes 55 0 percent)' funds for

. (
.teach1ng ‘programs (m1nor1t1es 66. 7 percent, wh1tes 62.6 percent) andv

. selected 1ssues w111 have at thefr 1nst1tut1ons in the next f1ve\years._

Aga1n, an examination of the responses by sex showed genera1 agreement. |

For example, a,majority of - both sexes'placed very high importance on

-student recru1tment and student retent1on More women, however, tended

to record these concerns as being of higher 1mportance 65.9 percent of.

female adm1n1strators rated recru1tment and 72.9 percent rated retent1on

of students of very high importance .compared to men who vowced these

same opinions (50 2 and 56.5 percent respect1ve1y)

Other issues for vwh1ch;,1arger percentages of women ' Teaders
expressed stronger feelings included institution.l decision-making r
processes and_ student deve1opmentu :A substant)a1.number.of women (42.8
_ percent) rated thekfirst issue'of'very high‘importance compared to 31.5
percent of'the men. . One-third,of women*administrators p)aced a_ very .
.high importance “on )student development in‘,the next five‘“years in

: contrast to 22.7 percent of their male colleagues.

~
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m1nor1t1es rated every issue of h1gher 1mportance ‘than wh1tes “when

~wh (5&.0 pe nt) and nearly three-fourths of the minorities (73.6

Nhen the responses were ana]yzed by .race the data reveal that

) Q * - J

trelat1ve percentages are used, There were f1ve factors for which OVer

Yy

- 50 percent of the m1nor1ty adm1n1strators marked very high 1mportance

wh11e on]y two issues rece1ved percentage totals of over 50‘percent of

Bl
.

the white samp]e.
The two greatest concerns for ‘white and’ m1nor1ty respondents were:

student recru1tment and student retent1on. .Just‘over one-half of the

percent) rated the recru1tment issue of very h1gh 1mp0rtance. Student

< a-

,retent1on was also felt to be a very 1mportant factor for 1nst1tut1ons

. to address in the next few years. A total of 58 5 percent of wh1tes and

77 6" percent ~of the m1nor1t1es c1rc1ed very h1ghﬁ> for th1s issue.

Other areas of ser10us concern to current administrators are state

« and federa.}a1d for students, pub11c percept1on_of the1r-1nst1tut1ons

and alumni relations. "In all three of these areas minorities show

" .

- higher levels of conern. A]though the greatest percentages of wh1tes
‘are anx1ous .about state a1d (33. 4 percent) and federa] aid (36. 5

percent) for students and gave this issue a very high 1mportance rat1ng,

50.6 percent and 67, 6 percent of the m1nor:tjes responded in a similar
fash10n regard1ng the two 1ssues. Pub11c perceptonlof the 1nst1tut1on

received a s1ganJcant number of white.votes.for very'high importance .

“ with a percentage of 45.4 but, again, relatively more minorities (64.6
:"percent) said this factor is very impbrtant for their cd]]eges and

'universities. A tota] of 30 1 percent of wh1te leaders p]aced very high

importance’ on - alumni re]at1qns in, the foreseeab]e future and a-

. __substantial percentage (48.1) of the minorities agreed.

’
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o - Regarding' the qssue _ofﬁtaffinnative ‘action . the twof largest

percentages of the white administrators (65. 9 percent) said this factor.

was of: moderate or. high 1mportance in the near future._ The majority of

h1gh concern respect1ve1y for the1r 1nst1tut1ons to address in the next

| o =@1nor1ty respondents, 62 4 percent, rated this factor of high or very‘

. o®
.
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five years. . .
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SUMMARYA

~

This report Jo1ns the roster of other stud1es wh1ch document the-

o+ S J—

_sma11 proportwon ‘and unequa1 d1str1but1on of women and minorities in

American- higher educat1on. A principal contr1but1on of th1s report is

the information 1t prov1des about adm1n1strators. Much has a1ready been
'learned about faculty and students, but the managers and leaders in
hxgher educat1on have been, re1at1ve1y unstud1ed ,Thevhighvresponse rate

' to, the Leaders survey suggests that adm1n1stratorsb welcomed the

opportun1ty to report on themse1ves and their opinions.

]

Numerous commentators "have . remarked upon the changes occurr1ng in

h1gher~educat1on today ' Not 1east among these changes “has been the

trememdous influx of women and "minorities as students. At present,

" women constitute 51 percent of the’national student body, and minorities

Aware increasing their share yearly. Yetvthese'numbers are not reflected

: among«~the~faeu4tieswnormamong¥the*adm$nistrations~oﬁvour¢4nst#tutions.

This, despite the fact that;we are a decade'beyond the federal mandate

“to make greater efforts in"this regard.  Most conspicuous' in their
) apparent d1sregard pf such a mandate are. pub11c 1nst1tut1ons who show

_'cons1stent1y sma11er percentages of women among the1r adm1n1strat1ve and

~ faculty bod1es._ Such a f1nd1ng is d1ff1cu1t to square with the pub11c s

CTear 1nterest ,in' Tore accurate representat1on of. th1s _gneup..
'M1nor1t1es have fared somewhat better in public 1nst1tuttons, but many

‘such co11eges where they are found have predom1nate1y b1ack student

bodfes. . B T

Turn1ng to the career 1nformat1on provided in the report, several

‘ find1ngs.deserve further comment. First, there is a str1k1ng clustering

-

of women and minorities in a narrow range of positions. . Bearing in mind

. . 55

[y

~
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‘that the individua]s who were surveyed were line administrators rather:

than staff_members, this'suggests that most of the significant areas of

despite similar credentials in most respects.

w

.. command responsibility . have not been awarded to women or winoritigs

4

The greatest opportun1t1es for adm1n1strat1ve careers for women and

m1nor1t1es appear to rema1n 1n co11eges and un1vers1t1es spec1f1ca11y

designed to serve them: name]y women' 'S colleges and predom1nate1y b1ack .

1nst1tut1ons. In this regard the 1egacy of the n1neteenth centur) st111

‘\appears to preva11 Moreover, the 1argest institutions and those with.
_ coeducat*onaL—student\bod1es appear to be the least 11ke1y to ass1gn

Tine respons1b111ty to women or m1nor1t1es.l WOmen in partncu]ar appear,

o

to suffer from conf1nement in a few trad1t1ona11y sex-related f1e1ds.,

They are found as deans of ‘nursing and home economics but .not. in the

other 25 academic areas 1nc1ud1ng education. They ‘are often »ch1ef ,

11brar1ans, but se1dom deans of 11brary science. They are .often

‘y managers of bookstores but seldom ch1efs of bus1ness or physical p1ant

quite institution-confined. That is, minorities can be found who hold

 The d1str1but1on of m1nor1t1es appears to be less pos1t1on -specific, but

virtuaTTy :every"administrative tit]e, but they are not found in anyA

\

‘ s1gn1f1cant numbers in predom1nate1y wh1te co]]eges and. un1vers1t1es

- v

percept1ons generated by affirmative act1on, white ma1es have benef1ted

more by 'the expans1on of higher educat1on in that more- wh1te males have

'm1nor1t1es.

Analysis w1th1n 11ne pos1t1ons shows that women are not as 11ke1y

I to ho]d tenure or full professorsh1ps as are the1r male counterparts.

“-

-

T

"wh1ch st111 comprise the maJor1ty of 1nst1tut1ons. Desp1te the common ‘

\

\

1

 been the f1rst occupants of newly created pos1t1ons than e1ther women or’ \ -

\

A

)




Hence even when women hold similar positions thiey do so.from less secure.

situations.’ _In“part thisklesser status may be explained-by the fact N
i{that fewer women than men ho1d a 'doctora1 degree. It .may also be
1nd1cat1ve of the fact that more women came to their current pos1t10ns
via: adm1n1strat1ve rather than facu1ty routes. |
The mentor protege re1at1onsh1p has been exam1ned elsewhere (Moore.
4 1982a, 1982b, Moore and Sa11mbene, 1981). It appears to be a~potent
assoc1at1on for' the: advancement of 1nd1vidua1s' Careers. The data
: 1nd1cate that near1y half of a11 respondents be11eve they have had such
a re1at1onsh1p and that 1t was he1pfu1 to them. - Slightly higher
"‘percentages of both women.and m1nor1t1es report~having‘been proteges.at
' some po1nt in the1r careers. This suggests'that’a mentor has figured
more 1mportant1y in the careers. of women and minorities and may even

' /

explain why some of these 1nd1v1dua1s were ab]e to enter the "white ma1e :
preserve“ of academ1c adm1n1strat1on at all.

When career mob1]1ty 1ssues were .examined women and minorities.
-appeared not .to differ on the ,reasons ~they worh in  their current
administrative jobs. The duties and responsibilities;of their positfons.
and the mission and geographic 1ocation.of their institutions figure
important1y in thefr thinking. \Mowever, relatively more-minoritfes and -
women.°are seekfné a 'job change in the near future. A partial
explanation for the 1nterest in JOb mob111ty may lie in their answers to
the quest1ons concern1ng recent changes 1n their careers. More women
‘and-m1nor1t1es indicated that there had been major increases in the1r
vopportunities' for advancement and' in their <persona] autonomy and

’respons1b111t1es. It is 11ke1y that such individuals may see JOb change

as a way to cont1nue these 1ncreases. Moreover, since fewer women- and
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- :minorities occupy'the topmost‘position, they may See.more'opportunities;
'to climb the Tadder than - do white ma1es who a1ready- occupy such
positions. Perhaps the br1ghtest spot 1n the data is reflected by the L
apparent opt1m1sm women and m1nor1t1es -express. toward future mob111ty.
: }'; Nhen 1ook1ng to the future of the1r 1nst1tut1ons and the issues
% fthat need attent1on, women and m1nor1ty adm1n1strators do not~differ
from: the1r counterparts in-what they see as 1mportant. However, they do.
djffer .in the intensity"or urgency of their opinions. - Women and
.minoritiesptendedf to feel more stronQ]y'that student recruitment and
retention.were crucia1 dssues for their institutions. It is Tike1y~that
. their jocation in institutions such as Liberal Arts II reflects these
"~ judgments to some extent,a It'shou]d;not beasurprising that aftirmative
actionfis of greater concern,also, “
~ With respect' to persona1 background there are some noteworthy
d1fferences. For instance, while the great maJor1ty of wh1te men- are
marr1ed fewer than ha1f of the women are, with a Targer percentage‘
being members of re11g1ous orders.~ M1nor1ty€group members.tend to have
a higher dfvorce rate,' %hese datalcast doubt on a common,be]ief about
administratorsf careers;.-namely, thatcwomen are hot'mObi1e becaose Of_
marital considerations. While our .data WOuld—dndicate that women seem |
genera11y 1ess mobi]e and more inbred 1t would- appear that marital
cons1derat1ons are not a maJor factor for most women. Indeed among

“married men,,mar1ta1,cons1derat1onstdo not seem to rank veryThigh. One

- wonders why such a belief about women has such currency.

The family backgroonds' of administratOrs is not strikingly
ditferent' when analyzed by gender or ethnic background' with the
exception of mother's occupation. ~ The data reveal that a higher




argument for d1fferent standards can be sa1d to ho1d

.proﬁortion'of both women administrators and minorities had mothers who

0

worked ~ Various ‘career researchers"have' pointed out that th1s

- -correlation ex1sts in the backgrounds of career -women- genera11y

Oyera11 the d1fferences that. ; appear between the maJor1ty wh1te
ma1es in adm1n1strat1on and women and. m1nor1t1es are cons1stent w1th

other findings about facu]ty and other profess1ons. What is surpr1s1ng .

AN IS

or at 1east d1scourag1ng 1s that after a- decade of effort to increase

the d1vers1ty of personnel in higher educat1on, that is, to infuse into

it more peop1e w1th d1fferent character1st1cs and ‘backgrounds, that so

.. little change has occurred. Indeed, the differences in credentials, both

educat1ona1, or profess1ona1, that we have discerned do not ‘seem SO

::disparate that the women and minority members who possess them can be

said to be "unqualiffed,“"The’samp1ehof'administrators described here
seems to 5suggest' that the nature of the positions they hold is a

powerfu1 screening dev1ce. ThoserWHo hold such line positions as ‘dean,

‘provost or,pres1dent possess similar credentials.  This is true even

ﬁwhen taking institution type into account. The women and minorities who

¥

ho]d these t1t1es do not: appear to differ S0 str1k1ng]y that the

“

G1ven this past decade of incremental change, the future does not

-"ﬂook prom1s1ng for the advancement of women or m1nor1t1es. It wou]d

seem that still greater 1n1t1at1ves must be made 1n order to show -
imbrovement; Yet such 1n1t1at1ves are .increasingly un11ke1y g1ven the

continuing dOWnturn 1n student enro11ments and 1nst1tut1ons fiscal

affairs generally. Fa111ng the cont1nuat1on of the natura1 expans1on

forces that brought S0 many- ma1es into adm1n1strat1on in the 50s and

60s, new avenues must be tr1ed.- The one bright spot our data point to




.

-is.-the effectiveness of mentoring for.the development and retention of
(

women and m1nor1t1es. Mentor1ng cou1d be used to attract new: peop]e to

adm1n1strat1on and ‘to. advance then once they have been hired. C]ear]y, N

without s1gn1f1cant interest and ass1stance by fa1r-m1nded white maTe
'adm1n1strators 11tt1e can or will ~change to benef1t the inclusion of

- more women and m1nor1t1es. It is only as the 1eaders in Amer1can h1gher;;,i,mwvwﬂl
» educat1on 1nvest more ser10us]y in the diversification of adm1n1strat1ve

personne] can it tru]y be sa1d that the spirit of affirmative act10n hasl

S

been ach1eved.
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postsecondary education in the College of Education; and. assistance to

The -Pennsylvania State University as ."consultants in ‘residence" on-

issues within the Center's. sphere of intérests and/or’-competence:
Recent years have brought on increased emphasis on the topics with
policy implications. - o . .

- Dr. William Toombs is the current director of the Center succeeding
Dr. Kenneth Mortimer who is fully engaged with research and teaching.
There, is a professional complement of five persons with faculty
appointments. Drs. Toombs and Mortimer, both professors of higher
education, are jointed by Dr. S. V. Martorana, professor of higher

~ education and. former vice chancellor and provost of the Technical and-
‘Community Colleges in .the State University of New York, Dr. Kathryn M.

Moore, associate professor of higher education, and Dr. Andrew T.. Masland,
assistant professor of higher education. Additional professionals with
specialized interests or-expertise also affiliate with the Center.
Renee Friedman, project associate, has ‘had Tong exeperience with the

‘unit and other research assistants, jnc]uding five graduate_ assistants,

are usually on appointment. .” ® .

The 'Cehfef also shares its activities with faculty from other

- professional areas and the disciplines “at The Pennsylvania State

" University to.further research studies. Together with the Center staff,

“Faculfy assistants are currently engaged in about twenty studies ona

variety of topics in postsecondary education including: management and
finance of colleges and' universities,. regionalism in statewide
postsecondary education, faculty personnel issues, - the -financial .
implications of collective .bargaining, and the career. patterns of
administrators. . ) . S

- Over the last three years the Center has -received external support
for research from such sponsors.as The Carnegie Corporation of New York,
the Pennsylvania Department of ~Education,-- the National. Science
Foundation, the Kellogg Foundation, The  Fund for' the Improvement of -
Postsecondary  Education, :Pennsylvania  Science and  Engineering
Foundation, Appalachian Regional Commission, and the Natjonal Institute
of Education. .- - ' - : -
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