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ABSTRACT 

The primary purpose of this research project was to conduct an in-

depth, comprehensive study of the overall career satisfaction of female 

presidents of higher education institutions in the United States. As a result, 

this research: (1) described the overall level of career satisfaction for female 

presidents; and (2) explored the personal (input) variables and envirormiental 

variables that predict overall career satisfaction for female college and 

university presidents. These objectives were met through the use of survey 

research using the Comprehensive Career Satisfaction Survey, an 

instrument created by the researcher. Descriptive statistics and multiple 

regression analysis were used to determine the empirical results of this study. 

Astin's Input-Environment-Output model of assessment provided the 

structural fi*amework for the study. Locke's values theory and Astin's 

involvement theory provided the conceptual ft-amework for the analysis of 

the survey data. 

Five reliable satisfaction scales were used to determine the overall 

career satisfaction of female presidents: (1) Satisfaction with the Job Scale; 

(2) Satisfaction with Compensation Scale; (3) Satisfaction with Professional 

Relationships Scale; (4) Satisfaction with Performance Scale; and (5) 

Satisfaction with the Institution Scale. This study determined that female 

presidents are generally satisfied with their careers overall. They are 

satisfied with their professional relationships, their performance, their jobs, 

and their compensation. They are more satisfied than dissatisfied with the 

institutions they lead. 

VI 



Ten variables emerged in the regression equation as significant 

predictors of overall career satisfaction for female presidents: (1) satisfaction 

with previous compensation; (2) widowed marital status; (3) divorced marital 

s tatus; (4) years in current presidency; (5) institutional acceptance of a 

female as president; (6) energy spent recruiting faculty; (7) frequency of 

interaction with parents; (8) fi-equency of interaction vdth students; (9) 

salary; and (10) fi-equency of interaction with legislators. Of these predictors, 

all had a positive influence on overall career satisfaction, except for divorced 

marital status, which was a negative predictor. 

Increased career satisfaction leads to increased effectiveness. An 

awareness of the satisfiers, dissatisfiers, and predictors of career satisfaction 

provides the foundation for reform needed to enhance the overall career 

satisfaction experienced by female presidents. 
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CHAPTER I 

INTRODUCTION TO THE STUDY 

"Perhaps the most difficult career for the woman who 
wants to have it all—that is husband, family, and full 

professional career—is to be a college president." 

(Riesman, 1982, p. 35) 

Introduction 

Female administrators of American higher education institutions are a 

popular subject for educational researchers. As more women ascend to 

middle- and upper-level administrative positions in American colleges and 

universities, researchers ask questions such as: who are they, where did they 

come fi*om, how do they lead, and are they different fix)m their male 

counterparts? These types of questions have driven the majority of the 

existing research on female, postsecondary administrators, resulting in a 

significant body of knowledge; however, fewer researchers have specifically 

focused on female presidents, or chief executive officers, of higher education 

institutions in America. Those who have studied this population have 

provided important descriptive information about their personal and 

professional profiles, career paths, experiences in the presidential search 

process, career development patterns, attitudes and opinions, and/or 

leadership styles and behaviors (Thurston, 1975; McGee, 1979; Taylor, 1981; 

Wheeler & Tack, 1989; Vaughan, 1989; DeSpain, 1991; Dougherty, 1992; 

Weddle, 1992; Touchton, Shavlik, & Davis, 1993; DiCroce, 1995; Touchton & 

Ingram, 1995). Despite the growing amount of quality information available 

regarding female presidents of American higher education institutions, a 



significant body of literature that focuses on the degree of and determinants 

for career satisfaction for female presidents is virtually nonexistent. 

Isolated questions of job satisfaction have been asked in a few studies 

on female presidents (McGee, 1979; Touchton, Shavlik & Davis, 1993), but 

an in-depth, comprehensive study of this population's career satisfaction has 

yet to be conducted. A more common occurrence in the job satisfaction 

research literature is the inclusion of female presidents in a broader 

population, such as all college and university presidents or all women 

administrators of higher education (Association of Governing Boards of 

Universities and Colleges, 1984; Reisser & Zurfluh, 1987; Glick, 1992). 

While some broad questions of presidential job satisfaction were 

included in certain studies, these research projects did not thoroughly 

examine the distinct elements of job satisfaction, adequately explore 

determinants and predictors of job satisfaction, nor sample the entire 

universe of female presidents of higher education institutions. Therefore, 

existing research is insufficient and inconclusive. Specific questions about 

overall career satisfaction for all female presidents of higher education 

institutions still remain unanswered. 

Statement of the Problem 

The problem explored in this study was the overall career satisfaction 

of female presidents of American institutions of higher education. This 

problem is legitimate and worthy of further investigation by educational 

researchers because of two developments in higher education that deserve 

recognition: the increasing number of female presidents in American higher 



education institutions over the past 25 years, and the relatively brief time 

presidents spend in office, approximately seven years (Association of 

Governing Boards of Universities and Colleges, 1984). 

Trend One—Increasing Niimhers of Female Presidents 

Women have faced a myriad of barriers in their ascent of the 

administrative ranks, including discriminatory recruitment and hiring 

practices, lack of training, the absence of formal and informal communication 

networks for women, and sex-typing of certain types and levels of 

administrative positions (Kuyper, 1987). There have also been significant 

differences in tenure and salary between male and female faculty. According 

to the Department of Education's 1994 Digest of Educational Statistics, 107c 

of male full-time faculty in American colleges and universities had tenure in 

1992-1993; whereas, only 49% of the women faculty had the same 

qualification. Also, according to the Department of Education's 1994 Digest of 

Educational Statistics, the average salary for male full-time faculty in 1991-

1992 was $47,866. The average salary for female full-time faculty was 

$38,385. Furthermore, the higher women advance in administration, the 

greater are the barriers to their success (Reisser & Zurfluh, 1987). Despite 

these barriers, women are successfully overcoming the obstacles and are 

entering the highest academic leadership position in increasing numbers. 

A historical look at the ascent of women into the college and university 

presidency provides a clearer perspective on the significant growth in this 

area and the research problem at hand. When Frances Willard was named 

president of Evanston College for Women in 1871, she became the first 



woman president of an American college or university and represented .189r 

of all presidents at that time (McGee, 1979J. Ms. Willard was in lonely keep 

for a significant amount of time as the number of women who attained the 

presidency remained very low for well over one hundred years. As recently as 

1975, according to the 1984-1985 Fact Book of Higher Education, only 4.89c 

(or 148) of all higher education institutions in the United States were headed 

by a woman. The number increased to 5.0% (154) in 1976 and 5.07r (or 156) 

in 1977, 5.6% (or 177) in 1978, 6.4% (204) in 1979 and 7.5% (or 244) in 1982. 

According to Etaugh (1984), 132 women filled the position, and in 1983, 253 

women had entered the ranks of president. By 1990, women accounted for 

12%, or 287, of all college and university presidents (Ross, Henderson, & 

Green, 1993). A reported finding by the American Council on Education's 

Office of Women in Higher Education is that in 1994-1995 167r (453) of 

college presidents, including interim appointments, were women (Touchton & 

Ingram, 1995). That means that today three times as many women now 

serve as college presidents as did in 1975. Table 1.1 summarizes the growth 

trend of female presidents in American higher education institutions since the 

year, 1871. 



Table 1.1: Percentages and Numbers of Female Presidents of Institutions 
of Higher Education in the United States 

Year Percentage Number 

1871 0.18 148 

1975 4.8 154 

1976 5.0 156 

1978 5.6 177 

1982 7.5 204 

1990 12.0 453 

1995 16.0 

Women have struggled to be more equally represented in the ranks of 

the college and university presidency. According to Touchton, Shavlik, and 

Davis (1993), women presidents are found in significant numbers in all sizes 

and types of higher education institutions. Most notable, however, is tha t (1) 

there are more women chief executive officers in the public sector than ever 

before; (2) most women presidents head coeducational institutions, not only 

women's institutions; (3) only a few women head large research universities; 

and (4) women presidents who are members of rehgious orders, though still an 

important group, represent a smaller proportion of all women chief executive 

officers than ever before. The growing cadre of women presidents in U.S. 

higher education institutions represent one of the largest groups of women 

chief executive officers of significant social institutions in the world (Touchton, 

Shavlik, & Davis, 1993). According to an updated version of the American 

Council on Education's continuing research on women presidents in U.S. 

colleges and universities, women now also head 16% of all system offices. 



state commissions, and state departments of higher education (Touchton & 

Ingram, 1995). 

Ross, Green, and Henderson (1993) provide information on the 

percentages of female presidents by tĵ De and control of institution. Figure 

1.1 recaptures this data for public and independent institutions. 

Doctorate 
Granting 

Public Indep. 

Comprehensive 

Public Indep. 

Baccalaureate 

Public Indep. 

Two-Year 

Pubhc Indep. 

Special ized 

Public Indep. 

6.9 3.0 10.7 13.8 11.8 18.0 9.4 23.1 5.0 8.3 

Figure 1.1 Female Presidents by Type and Control of Institution: 
1990 (in percentages) 

Touchton and Ingram (1995) report on women's share of chief executive 

officer positions in regionally accredited institutions, branches, and affiliate 

campuses. In 1995, 237 (16%) of the 1,442 four-year and two-year 

independent colleges and universities were headed by a woman. Of the 1,461 

regionally accredited public institutions, 216 (15%) were headed by a female 

presidentychief executive officer, of which 78 were at four-year schools and 

138 were at two-year schools. Touchton and Ingram further report that the 

majority, 71%, of the 453 female presidents serve in small institutions with 

under 3,000 fijll-time-equivalent (FTE) enrollments. Female presidents are 

least represented in institutions with over 10,000 FTE enrollments. 

Though these numbers and trends indicate that more women are being 

accepted into the presidency, a very encouraging sign for aspiring female 

presidents, the assumption cannot be made that the women who have 

obtained a presidency are satisfied with their career. Was overcoming the 



aforementioned barriers worth the struggle for those who fought and won? 

Reisser and Zurfluh (1987) speculate that women may be facing pressures 

which cause them to seriously question the benefits of continuing in 

leadership roles. Women in administration may be using their energ>' to 

survive within an institutional environment that seems hostile or 

dehumanizing (Reisser & Zurfluh, 1987). 

Trend Two—Decreasing Presidential Tenures 

The second significant trend in higher education which influenced this 

study is the relatively brief tenure of college and university presidents in 

general. The average length of time in office, according to a 1984 Association 

of Governing Boards of Universities and Colleges report, is seven years with 

some loss of effectiveness on the way in and way out of each presidency. 

Cohen and March (1974) report that the average term of office is between 

five and eight years. Carbone (1981) states that only approximately 20% of 

past presidents had served twenty years or more. Alton's (1982) study on 

why presidents quit, determined that the average length of time in office for 

presidents of public (state) higher education institutions decreased to 8.6 

years between 1971 and 1981. 

Vaughan, Mellander, and Blois (1994) report that 41% of female 

presidents responding to their study intend to move fix)m their current 

presidency in five years. Touchton, Shavlik, and Davis (1993) report that in 

1985 only 16% of female presidents had spent more than ten years in office 

(most of whom served in two-year independent institutions). No female 

president had served in a public, four-year institution for more than 10 years. 



Furthermore, 30% of female presidents had spent 6 to 10 years in office; 27% 

had spent three to five years in office; and, 24% had spent two years or less in 

the office of president. 

There has been much speculation as to why the time in office is so 

brief. The current climate of higher education is especially challenging. 

DecUning enrollments, increasing expenditures, shifting pubUc support, and 

growdng government intervention (Austin, 1984) are only a few of the 

speculated reasons why the tenure of presidents is so brief. 

This research did not intend to suggest that presidents who spend a 

short amount of time in office are less effective. The aim was simply to 

recognize this phenomena as the context in which this study of career 

satisfaction was conducted. Furthermore, data was collected in this study to 

determine how long the population of women presidents and chief executive 

officers have been in office. 

Thesis 

The fundamental contention of this research project was that the 

assessment of presidential career satisfaction is of particular importance in 

educational research as satisfaction and dissatisfaction are associated with a 

number of varied and complex organizational consequences (Locke, 1984). 

Astin (1991) believes that the assessment of student satisfaction is perhaps 

the single-most important affective-psychological area for outcomes 

assessment. In the same vein, an analysis of presidential career satisfaction, 

also an affective-psychological area, is just as important. Given the amount 

of time and energy invested in obtaining and maintaining the presidency. 
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especially for females who have had other barriers to overcome and glass 

ceilings to break, their perception of the presidential experience must be 

seriously considered. In addition, presidents have tremendous influence on 

their institutions. The way they perceive and experience their work wdll have 

significant implications for the institution (Austin, 1985). Therefore, an 

analysis of career satisfaction for female presidents is worthy of further 

research and investigation. 

Statement of Purpose 

The primary purpose of this research project was to conduct an in-

depth, comprehensive study of the career satisfaction levels of female 

presidents (chief executive officers) of higher education institutions in the 

United States. As a result, this research: (1) described the overall level of 

career satisfaction for female presidents; and (2) explored the personal (input) 

variables and environmental variables that predict career satisfaction for 

female college and luiiversity presidents. 

Criterion and Predictor Variables 

Overall career satisfaction, the criterion variable for this study and the 

primary outcome that was assessed, is defined as an affective response by an 

individual to the interrelated job facets, personal inputs, and environmental 

elements that concurrently constitute the professional experience. Career 

satisfaction is an overall measure of the degree to which an individual is 

content and happy wdth components of the chosen career. Measures of 

career satisfaction are more holistic than measures of job satisfaction, which 



tend to (1) only assess the degree of contentment with a particular work role; 

and (2) to measure input and environmental elements separately wdthout 

analyzing their combined effect. 

The predictor variables for this study were the personal (input) 

variables and environmental variables that are related to overall career 

satisfaction. The definitions of personal (input) variables and environmental 

variables were adapted fi-om the definitions provided by Astin's Input-

Environment-Output Model of Assessment (Astin, 1991). Inputs are the 

personad qualities the female president brings to the presidency, such as age, 

prior satisfaction, and marital status. Environment refers to those variables 

which directly influence the development of satisfaction, such as institutional 

size, type, and acceptance of a female as president. 

Career satisfaction cannot be assumed. Reeves (1975) found that 

despite a high degree of personal and professional success, job satisfaction 

does not automatically come with a title or a name on the door. The intent of 

this study is to address the gap in the literature and to ask, "how satisfied are 

female presidents of American higher education institutions with their 

careers?" and "what input and environmental vairiables are related to the 

career satisfaction of female presidents" ? 

Objective One—Describe 

The first objective described the level of overall career satisfaction for 

female presidents of American institutions of higher education. According to 

Locke (1969), a job is an abstraction that refers to a combination of tasks, 

and a job cannot be evaluated as a single unit. Furthermore, according to 

10 



Locke (1969), overall job satisfaction (using Locke's terminology) is the sum 

of the evaluations of the discriminable elements of which it is composed. 

Based on these postulates, overall career satisfaction of female college 

and university presidents was thought of as a composite concept in this study 

and was measured using five satisfaction scales. These scales were: (1) 

Satisfaction with the Job Scale; (2) Satisfaction with Compensation Scale; 

(3) Satisfaction with Professional Relationships Scale; (4) Satisfaction with 

Performance Scale; and (5) Satisfaction with the Institution Scale. 

The scales were composed of appropriate job facets, or items. Job 

facets were defined as the individual features, elements, or aspects of a 

particular job that the employee encounters which influence the overall work 

experience. Though research suggests that it is possible to measure 

satisfaction wdth different job facets, there is no final answer to the argument 

as to which facets should be included, since most definitions of satisfaction do 

not specify which facets should be used (Wanous & Lawler, 1972). Those 

facets which were identified through a review of related job satisfaction 

Hterature were included in this study. 

Satisfaction with individual job facets may be measured by simply 

asking people to rate their jobs or facets of their jobs on a Likert-type 

satisfaction scale (Wanous & Lawler, 1972). Respondents in this study were 

asked to rate their satisfaction with individuad facets using a word-anchored 

six-point Likert scale. Through a self-report of degree of satisfaction with 

facets of their jobs, their compensation, their relationships, their own 

performance, and their institutions, a measure of overall career satisfaction 

was determined for female college and university presidents in the United 

11 



States. Though measures of satisfaction with job facets must be obtained, 

Wanous and Lawler (1972) remind their readers that they "should keep in 

mind the distinction between overall job satisfaction (JS) and satisfaction 

with a particular facet of one's job, job facet satisfaction (JFS)" (p. 95). 

The intent of objective one was to acquire an overall measure of career 

satisfaction based initially on measures of satisfaction wdth distinct facets. 

By combining the satisfaction scores on different job facets, an overall 

measure of satisfaction can be determined (Thierry & Koopman-Iwema, 

1984). A measure of satisfaction for each of the five satisfaction scales was 

determined by calculating job facet satisfaction. An overall measurement of 

career satisfaction was then determined based on the five satisfaction scales. 

Chapter III describes in detail the statistical process used to measure facet 

satisfaction and overall career satisfaction. 

Objective Two—Explore and Predict 

Whereas the first objective described how satisfied female presidents 

are with various facets of the presidency and creates an overall measure of 

career satisfaction, the second objective of this research project explored the 

personal (input) variables and environmental variables that are related to 

career satisfaction for female presidents to determine the predictive value of 

those variables on overall career satisfaction. Astin's Input-Environment-

Output model for assessment in higher education (Astin, 1991) provided the 

conceptual fi*amework for this objective and necessitated the gathering of 

personal (input) data and environmental information in order to measure 

their influence on overall career satisfaction (output). 

12 



"Job satisfaction is affected by the personal characteristics of 

individual workers, and ... the relevant personal characteristics range fi*om 

the relatively enduring characteristics ... to others that are relatively fleeting, 

transient, although perhaps recurrent states" (Seashore & Taber, 1976, pp. 

108-109). Therefore, some persons, regardless of the environments they 

encounter, may experience and report different degrees of satisfaction fi-om 

others in identical environments (Seashore & Taber, 1976), a fact which 

substantiates the need to collect and analyze personal (input) data. 

The personal (input) variables for this study included: (1) prior 

satisfaction measiu-es; (2) personal demographics; and (3) professional 

demographics. The degree to which the respondent was satisfied with her job, 

compensation, professional relationships, performance, institution, and 

overall career satisfaction prior to the attainment of the current presidency 

are important input variables that potentially influence immediate overall 

career satisfaction. Personal demographic information (e.g., age, number of 

school-age children hving at home, and marital status) and professional 

demographic information (e.g., years in current presidency, total years as 

president, and attraction to the presidency) are also significant variables 

considered in this study. The personal and professional input variables are 

summarized in Table 3.7 in Chapter III. 

The environment in which the president functions is another cogent 

element of satisfaction that must be considered in any study of career 

satisfaction. The environmental variables for this study included: (1) 

professional involvement measures; (2) personal involvement measures; (3) 

other variables—institutional acceptance of a female as president, whether 

13 



or not she is the first female president at her institution, and ciurent annual 

salary; and (4) data on the institution in which the president operates. These 

categories are sximmarized in Appendix A. 

Special emphasis was placed on presidential involvement as an 

environmental influence on career satisfaction. Using Astin's theory of 

involvement as the conceptual fi'amework, the intent was to test the notion 

that the more professionally and personally involved the female president, the 

more satisfied she will be with her career. 

Degree of involvement refers to the investment of physical and 

psychological energy in various objects (Astin, 1984). Though originally 

designed as a theory for student development, other researchers have shown 

that involvement theory is appropriate for the assessment of faculty career 

satisfaction (Opp, 1992). Other research supports the notion that degree of 

involvement is a source of satisfaction. Buxton, Prichard, and Buxton (1976) 

report that presidential participation in institutional policy formulation is a 

significant source of satisfaction. In the same vein, a lack of involvement can 

be a source of dissatisfaction. Specifically, Buxton et al. (1976) identified the 

lack of opportunity for teaching and conducting research, the inability to stay 

abreast of current developments in their fields of speciahzation, and their role 

in the local community as dissatisfiers for presidents of state-controlled 

colleges and universities (it is not known if women were included in their 

study). The application of involvement theory is appropriate for this study. 

Professional involvement refers to a variety of behaviors which may be 

exhibited in a professional setting and a series of activities in which the 

president is likely to participate. The categories of professional involvement 

14 



included: (1) time spent on work related activities; (2) involvement wdth 

professional associations and committees; (3) interaction with students, 

faculty, and other pertinent constituents; and (4) energy devoted to a variety 

of presidential roles/duties (see Appendix A). 

Personal involvement refers to the behaviors the female president may 

exhibit outside her professional role. Since a president's personal life is not 

entirely separate fi'om work (Riesman, 1982), personal involvement was also 

considered as an environmental variable and a potential predictor of career 

satisfaction. Measures of personal involvement included, for example, 

frequency of exercise, participation in religious worship activities, time spent 

in personal meditation and prayer, and amount of time spent with family. A 

sxmimary of the environmental variables can be found in Appendix A. The 

question that was addressed was in what direction personal involvement 

effects career satisfaction. Research by Judge, Boudreau, and Bretz (1994) 

on the attitudes of male executives regarding job satisfaction and Hfe 

satisfaction shows that health, marital status, and hours spent per week on 

leisure activities positively influenced life satisfaction. Hence, a positive 

reciprocal relationship between job satisfaction and life satisfaction was 

found. For this study, personal involvement behaviors reflect life satisfaction. 

It was predicted, then, that the more personally involved the female 

president, the more satisfied she was with her career. 

Other environmental variables had to be considered that were beyond 

the scope of the involvement categories. Data on the institutional 

acceptance of a female as president, her annual salary, and whether or not 

she is the first female president was supplied by the respondent. Since 

15 



characteristics of the institutions that are led by female presidents must be 

considered as potential influences on overall career satisfaction, facts and 

pertinent information about the institution were accumulated and used in the 

exploration of the predictive value and effect of certain variables on career 

satisfaction. Caunegie Classification of the institution (e.g., Research 

University I, Doctoral University II), student body composition (male only, 

female only, or co-educational), affiliation or control (e.g., pubUc, private) and 

Full Time Equivalent student enrollment will be obtained through the 1996 

Higher Education Directory (Rodenhouse, 1996). 

Research Questions 

The primary purpose of this research was to conduct an in-depth, 

comprehensive study of the overall career satisfaction of female presidents of 

higher education institutions in the United States. To accomplish the 

objectives of this study, the following research questions were posed. 

Research Questions for Objective One 

Objective one described how satisfied female presidents are with their 

careers via an analysis of five satisfaction scales. To accomplish this 

objective and determine how satisfied female presidents are wdth their 

careers, the following research questions were asked: 

RQl : How satisfied are female presidents v^th their jobs? 

RQ2: How satisfied are female presidents with their 

compensation? 

16 



RQ3: How satisfied are female presidents with their 

professional relationships? 

RQ4: How satisfied are female presidents with their 

performance? 

RQ5: How satisfied are female presidents with their 

institutions? 

RQ6: How satisfied are female presidents overall? 

Research Question for Objective Two 

The second objective explored the personal (input) variables and 

environmental variables that are related to career satisfaction for female 

presidents and determines the predictive value of those variables. The 

reseairch question for objective two was: 

RQ7: Which personal (input) vairiables and environmental 

variables predict career satisfaction for female 

presidents? 

Importance of and Justification for the Study 

Job satisfaction, for most employees, is an end in itself, or at least a 

means to personal happiness (Locke, 1984). Research concerning overall 

career satisfaction of female presidents of higher education institutions in the 

United States is important for many different reasons. This particular 

research fills a gap in job satisfaction literature, attempts to interpret 

historical trends, perhaps influence poUcies and their makers, aids the career 

development and choices of current and aspiring female presidents, and helps 

17 



the president and her institution be more self-aware £uid operationally 

effective. Increased awareness, a broadening of the information base, and the 

generation of additional questions for future research and pubUcation 

opportunities are additional benefits. 

Job satisfaction research began at the turn of the twentieth century in 

conjunction with the increase of social psychological approaches to 

organizational behavior. It was in the 1930's, though, when the 

measurement of job attitudes and empirical examinations of their 

determinants and correlates became one of the most popular research topics 

(Gruneberg & WaU, 1984). Locke (1976) estimated that by the middle of the 

1970's there were 3,400 publications on the subject. One of the reasons why 

this study is important can be attributed to the lack of information on the 

career satisfaction of female presidents, despite the vast amount of 

information on the general subject of job satisfaction. In comparison to the 

vast amount of literature on job satisfaction in general, relatively little 

research on job satisfaction of higher education administrators has been 

conducted (Ghck, 1992). 

Though female college and university presidents are becoming a 

popular subject for educational researchers, some of whom have asked 

isolated questions about career satisfaction, and despite the innumerable job 

satisfaction studies which have been conducted, rarely do the twain meet. 

Past inquiry aimed to identify the job characteristics that are the more 

universal or more potent sources of satisfaction (Seashore & Taber, 1976), 

but those sources have not been sufficiently identified for presidents, 

especially female presidents. For over twenty years, researchers have called 
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for empirical investigations in the area of job satisfaction for presidents. 

Buxton, Prichard and Buxton (1976) state: 

It would be enlightening, then, to measure the degree of 
job satisfaction among college and university presidents in the 
United States and to ascertain whether certain job 
backgroiuids, educational backgrounds, or sociad backgrounds 
act as immunizing agents to mitigate certain presidential 
problems. It would also be revealing to identify those factors 
associated wdth the presidency that provide great satisfaction 
and dissatisfaction to incumbents, (p. 80) 

Reisser and Zurfluh (1987) recommend that research needs to be 

conducted to determine more specifically how women describe their 

dissatisfaction with institutional leadership and decision maddng processes. 

Also, more attention needs to be given to the identification of strategies for 

assuring that women in leadership positions receive the support they need in 

order to continue (Reisser & Zurfluh, 1987). 

The information base is not complete. The small amount of research 

tha t has been conducted on female presidents' satisfaction is usually localized 

to particular institutional types and restricted to only one or two satisfaction 

questions within a larger study. Since this research was comprehensive in 

nature, it included all types of higher education institutions (except 

proprietary, for-profit schools), and included all female presidents/chief 

executive officers of campuses across the United States and the District of 

Columbia. The results were generalizable to all female presidents, in most 

higher education institutions (except tribal/federal colleges), in all parts of the 

United States. 

The context of higher education today, as determined by the history 

from which it was born, lends credence to this research project. If historical 

trends persist, the number of female presidents of higher education 

19 



institutions will continue to rise over the next several years. Indicators of the 

persistence of this trend are identified in the Department of Education's 1994 

Digest of Educational Statistics. Since 1984, the nimiber of women in 

graduate schools has exceeded the number of men. Between 1982 and 1992, 

the number of female full-time and part-time graduate students increased by 

54% and 30% respectively, as compared to only a 25% and 30% increase for 

full-time and part-time male graduate students. An interesting correlation is 

that 6,864 people earned doctorates in education between 1982 and 1992, the 

largest number of doctorates awarded in any academic field. In addition, the 

number of bachelor degrees awarded to women rose by 26% fi-om 1981-1982 

to 1991-1992 and by only 9% for men during the same time period. 

Another historical trend which is likely to continue is that the amount 

of time presidents remain in office will continue to be relatively short, or even 

decline. According to Austin (1985), high levels of job dissatisfaction could be 

a cause of attrition. Locke (1984) states that "it is especially important that 

the most competent employees be reasonably satisfied, since these are the 

ones whom the organization can least afford to lose" (p. 95). Fretwell (1988) 

identified the lack of intellectual or personal satisfaction that brings about a 

balanced view of life as one of the major pitfalls presidents should avoid to 

ensure longevity and achievement in the top leadership position. 

Alton (1982) uncovered a dramatic increase in the importance of the 

president's relationship with the governing board as an influential factor in 

voluntary resignations of presidents from 1971 to 1981, moving from 14th to 

3rd respectively. Buxton et al. (1976) also identified a lack of support from 
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trustees and boards of control as one of the top five most dissatisfying 

aspects of the presidency. 

Evidently, increased communication and understanding is needed to 

help improve relations between presidents and their boards. As 

understanding increases through research projects such as this one, 

institutional poHcies and practices could be modified, resulting in a greater 

nimiber of women presidents in higher education, longer presidential tenures, 

and more effective and satisfied college and university presidents. 

Another important expectation is that this research will aid the career 

development and choices of ciurent as well as aspiring female presidents. By 

the time presidents become presidents, they have moved through a lifetime of 

diverse learning experiences and traveled through various professional stages. 

Once the president has "arrived," what happens? According to Austin (1985), 

there is a lack of time and resources for professional development for 

presidents. Increasing this satisfaction may combat the development 

deficiency. Furthermore, gathering comprehensive data about the levels and 

predictors of career satisfaction will aid those aspiring to the presidency by 

providing them wdth the full armor of information and awareness. The 

information generated by this research on career satisfaction could help 

aspiring presidents decide if they wish to pursue the presidency. Empirical 

data also can help ciirrent female presidents obtain a greater sense of 

understanding about their situation, attitudes, and feelings. 

Volumes have been devoted to the study of the causes of job 

satisfaction, but there is little empirical data on the consequences of job 

satisfaction (Seashore & Taber, 1976). Seashore and Taber (1976) contend 
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tha t at least as much emphasis should be given to understanding the 

consequences of job satisfaction as is given to understanding the causes. 

Edwdn Locke is one researcher, though, who does appreciate the effects of job 

satisfaction, or dissatisfaction. 

According to Locke (1984), there are three possible consequences of job 

dissatisfaction: (1) psychological responses such as becoming passive and 

disinterested in the job and mentally withdrawing; (2) behavioral v^thdrawal 

responses such as absenteeism and turnover; and (3) assertive/aggressive 

responses which attempt to change the conditions producing dissatisfaction. 

Furthermore, job dissatisfaction has an indirect effect on productivity (Locke, 

1984). Seashore and Taber (1976) hken the experience of dissatisfaction to 

the experience of pain or hunger, which initiates psycho-biological responses 

tha t serve to remove or mitigate the dissatisfaction; whereas, the experience 

of positive job satisfaction tends to perpetuate the psycho-biological 

behaviors that are induced, or are otherwise associated with, the experience 

of satisfaction. 

Furthermore, presidents are critical to the leadership and future of the 

institution, according to Austin (1985), and their attitude, or the way they 

perceive and experience their work, may have imphcations for the institution. 

Lower levels of satisfaction among an important group within the higher 

education commimity, such as presidents, might negatively affect the climate 

or culture of the organization (Austin, 1985). In other words, research 

indicates that college and university presidents who are more satisfied tend to 

be more effective in their position. 
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Therefore, an important justification for this study is the potential for 

the results to be used to evaluate the effects of satisfaction. The female 

president and her institution could flourish and become more operationally 

effective through increased self- and institutional-awareness. 

Job satisfaction and dissatisfaction are associated with a number of 

varied and complex organizational consequences (Locke, 1984). Specific 

information on satisfaction is needed to come up with a broad spectrum 

diagnosis of organizational problems to shape proposed policy or to evaluate 

certain interventions (Thierry & Koopman-Iwema, 1984). An important 

impetus for this research, then, is the opportunity for the results to be used to 

influence these consequences through institutional policies and their makers. 

Employers or funding agencies often use the findings on job satisfaction 

research in attempts to minimize the aspects of the job environment which 

produce stress, reduce job satisfaction, and lead to various forms of 

withdrawal behavior (Pearson & Seller, 1983). Governing boards of American 

colleges and universities could follow this example and pursue organizational 

changes to increase the level of satisfaction for current female presidents. 

The results of this research could influence current policies and 

practices in higher education that could lead to even greater numbers of 

female presidents, higher levels of career satisfaction among female 

presidents, and longer office terms held by female presidents. 

Finally, this research generates additional questions and provides 

opportunities for future research and publications. Despite the intentional 

breadth and depth of this study, some questions v̂ dll remain unanswered, such 

as "what effect did the attainment of the presidency have on the level of 
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personal satisfaction for female presidents"? The study, as it was designed 

here, could be repUcated with male presidents. The results could then be 

compared wdth the findings of this project. Women who resigned the 

presidency could be surveyed to find out why they voluntarily removed 

themselves from the institution. Moreover, the study of career satisfaction 

for women could be enhanced through qualitative research approaches to 

determine what female presidents value the most about their institution, 

their job, and their profession. 

Job satisfaction is the responsibility of both employee and employer 

(Locke, 1984). The employee achieves some of her goals by helping her 

employer achieve institutional goals. For higher education, the fulfillment of 

the institutional mission is the overall goal. Presidential satisfaction is one 

important means to this end. 

Delimitations and Limitations 

This research project was structured to be of an extensive and 

comprehensive nature in two ways. First of all, the entire population of 

female presidents and chief executive officers in the United States were 

included in the study. Based on a 1994-1995 statistic provided by the 

American Council on Education that 16% of the institutions of higher 

education in the United States are headed by a female, 459 female presidents 

were surveyed. Secondly, all Carnegie classifications of higher education 

institutions in the entire United States were included; however, proprietary, 

for-profit institutions were excluded. The very purpose of the study was to 
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examine hoUstically and comprehensively the phenomenon of career 

satisfaction for female college and university presidents. 

Despite the broad scope of the proposed study, some delimitations were 

necessary to ensure the manageability of the project. The study was 

purposely delimited to include only female presidents of American higher 

education institutions. Female vice presidents, deans, department chairs, 

other administrative personnel, and faculty were not included unless they 

were identified in the 1996 Higher Education Directory (Rodenhouse, 1996) as 

the chief executive officer of a campus or institution. 

While all classifications of higher education institutions as categorized 

by the Carnegie Classification System, excluding proprietary schools, were 

included in the study, foreign institutes of higher education were disregarded, 

and educational institutions that do not offer postsecondary level courses 

were not included. The necessary delimitations confine generahzations of the 

results only to female presidents and chief executive officers of American non

profit colleges and universities that are degree-granting and accredited by an 

agency recognized by the U.S. Secretary of Education. 

Though the purpose of the study was to examine comprehensively the 

phenomenon of career satisfaction for female college and university 

presidents, certain delimitations were imposed. The study was delimited to 

include only empirical measures of satisfaction. For instance, ratings or 

scores on the degree to which female presidents value a particular job aspect 

were not gathered. The importance of a facet was implicitly reflected in each 

facet-satisfaction score. Extreme satisfaction or extreme dissatisfaction 

with any particular facet implies that the facet has high personal 
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importance. Because facet importance is implicitly reflected in each facet-

satisfaction score, it is conceptually and statistically redundant to consider 

facet importance as a moderator of the relationship between facet 

satisfaction and overall job satisfaction (Locke, 1976). 

Furthermore, the study sought only quantitative, empirical data. 

Quahtative information, its ability to enhance this project notwithstanding, 

was beyond the scope and available resources of the researcher at this 

particular time. 

Beyond the purposely imposed delimitations of the study, there were 

certain limitations of the methodology and instrumentation which could not 

be reasonably avoided. Limitations arose from the methodology, 

instrumentation, and sampling procedures. 

The methodology of necessity and choice was quantitative survey 

research. A questionnaire was mailed to each female president/chief 

executive officer of an American higher education institution. Though a 

modified version of Dillman's Total Design method for mail siu^eys was used 

(as cited in Royse, 1995), a 100% response rate was not anticipated. 

The instrument used to gather career satisfaction information required 

respondents to self-report their satisfaction, a potential limitation to the 

validity of any study. For instance, respondents may be unaware of their own 

beliefs and feelings or are afi*aid of the consequences in revealing their feelings 

(Cripps, 1986). Despite the potential hazards, questionnaires have been used 

more often than any other method to measure satisfaction (Thierry & 

Koopman-Iwema, 1984). Furthermore, confidentiality was maintained. 
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The population was determined fi*om the 1996 Higher Education 

Directory (Rodenhouse, 1996), the most recent edition available. Unforeseen 

changes in personnel may have affected the accuracy of the database of 

female presidents created for this study. 

Assumptions 

In any research project, certain suppositions must be made. There 

were eight such assimiptions that were fundamental to the design and 

implementation of this research project. 

The first fundamental assumption which molded this study was that 

female presidents desire to experience a sense of professional satisfaction. 

Wolfe (1969A upon an investigation of work habits of two thousand women, 

established the fact that women have a strong need to derive a sense of 

satisfaction and accomplishment fi-om their work. 

Secondly, that female presidents feel driven to prove themselves is 

another assumption which influenced this research. Based on Epstein's 

(1973) research, career oriented women in prestigious occupations feel they 

must prove themselves, because even the most talented and productive 

women have not been fully accepted into the elite of their professions. 

Though the numbers are rising, female presidents are still in the minority and 

experience real or perceived pressure to prove they can do the job. A related 

third assumption, then, was that the pressure on female presidents to 

perform at a certain level affects the degree of satisfaction that they 

experience in their careers. 

27 



A fourth assumption was that overall career satisfaction can be 

measured because individuals have an understanding of their work situation 

and can communicate their perceptions through self-administered 

questionnaires (Cripps, 1986). According to Austin (1985), job satisfaction is 

an attitude that continues over time, is identifiable by a respondent, and is 

measurable on a set of Likert-scale items. 

Related to the above assumption is the supposition that respondents 

responded honestly to the self-report instrument that was used in this study. 

The concern, according to Orpen (1976), is that respondents tend to report 

high levels of job satisfaction regardless of their actual feelings because it is 

socially desirable to do so. Blauner (as cited in Orpen, 1976) argues that the 

tendency to report high levels of satisfaction follows from the fact that by 

demeaning the job by reporting dissatisfaction, the subject is questioning 

his/her own competence as a person. Despite these concerns, other 

researchers have shown that self-report surveys are reliable methods of 

research. According to Deiner (1994), subjective well-being comprises 

people's longer-term levels of pleasant affect and life satisfaction. Self report 

measures of subjective well-being, according to Deiner, show adequate validity 

and reliability. Astin (1991) has successfully utilized self-report measures of 

satisfaction in his studies on student development. He has shown that 

simply asking the student to express their degree of satisfaction on a Likert-

type response scale provides reliable information. Furthermore, Pace (1984) 

stated that all questionnaires are based on self-reports and that the 

credibihty of the answers provided depend on: 
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... the clarity of questions, on whether the respondents 
have a good base in experience for answering the questions 
on whether the form in which the answersare to be given is 

appropriate, and on whether therespondents regard the 
questions themselves as meriting a serious and thoughtful 
response, (p. 35) 

The instrument used for this study met all of the above conditions. 

A sixth assiunption was embodied in one of the theoretical fi-ameworks 

surrounding this research. Regarding values, if particular job facets are 

scored extremely low or extremely high, it was assumed that those facets 

were very important and highly valued. If a particular facet received a 

neutral response, it was assumed that that particular facet was not highly 

esteemed. This assumption is supported by empirical research described in 

more detail in Chapter II. 

Satisfaction prior to the attainment of the presidency, as it compares 

to the degree of satisfaction women experience after attaining the presidency, 

was also considered. That prior satisfaction is an important input variable 

tha t potentially influences the current degree of satisfaction among female 

presidents of American higher education institutions was assumed. 

Finally, the assumption was made that female presidents have a 

natural tendency to involve themselves in their institutions in ways that 

allow them to be more of a team player and less of a hierarchical matriarch. 

Helgesen (1990) concluded that: 

... women, when describing their roles in their organizations, 
usually referred to themselves as being in the middle of things. 
Not at the top, but in the center; not reaching down, but 
reaching out.... Inseparable from their sense of themselves 
as being in the middle wais the women's notion of being 
connected to those around them, bound as if by invisible 
s trands or threads, (pp. 45-46) 
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Definition of Terms 

For purposes of clarity and potential rephcation by other researchers, 

the followdng operational definitions apply: 

CAREER SATISFACTION—^An affective response by an individual to 

the interrelated job facets, personal inputs, and environmental elements that 

concurrently constitute the professional experience; An overall measure of 

the degree to which an individual is content and happy v^dth components of 

the chosen career. 

JOB FACET—the individual features, elements, or aspects of a job 

which the employee encounters. 

SATISFACTION SCALE—a grouping of related job facets. 

SATISFACTION WITH THE JOB SCALE—measures the degree to 

which the female president is satisfied with vairious job-related facets, such as 

time required to fulfiU duties, autonomy, and influence. 

SATISFACTION WITH COMPENSATION SCALE—measures the 

degree to which the female president is satisfied with various extrinsic 

compensation-related facets, such as salary and fringe benefits. 

SATISFACTION WITH PROFESSIONAL RELATIONSHIPS 

SCALE—measures the degree to which the female president is satisfied with 

various relationship-related facets, including her relationship v^dth faculty, 

students, administrators, other presidents, etc. 

SATISFACTION WITH PERFORMANCE SCALE—measures the 

degree to which the female president is satisfied with various performance-

related facets, such as leadership, vision, decision making, and 

communication skills. 
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SATISFACTION WITH THE INSTITUTION SCALE—measures the 

degree to which the female president is satisfied with various institution-

related facets, such as mission, culture, climate, and facihties. 

PRESIDENT—(1) Chief Executive Officer (President/Chancellor) -

directs all affairs and operations of a higher education institution; (2) Chief 

Executive Officer Within A System (President/Chancellor) - directs all affairs 

and operations of a campus or an institution which is part of a imiversity-

wdde system {1996 Higher Education Directory). 

CARNEGIE CLASSIFICATIONS—colleges and universities in the 

United States that are degree-granting and accredited by an agency 

recognized by the U.S. Secretary of Education and defined as: Research 

University I, Research University II, Doctoral University I, Doctoral 

University II, Master's (Comprehensive) College and University I, Master's 

(Comprehensive) College and University II, Baccalaureate (Liberal Arts) 

College I, Baccalaureate College II, Associate of Arts College, and Specialized 

Institution. 

INVOLVEMENT—The investment of physical and psychological 

energy in various objects (Astin, 1984). 

INPUT VARIABLES—Personal qualities the president brings initially 

to the presidency that are treated as predictor variables. 

ENVIRONMENTAL VARIABLES-Variables which directly 

influence the development of satisfaction (Astin, 1991). 
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Summary 

The purpose of this study was to conduct an in-depth, comprehensive 

study of the overadl career satisfaction of female presidents of higher 

education institutions in the United States. In the context of an increasing 

number of female presidents and relatively brief presidential teniu-es, this 

research: (1) described the level of overall career satisfaction for female 

presidents; and (2) explored the personal (input) variables and environmental 

variables that predict career satisfaction for female presidents of American 

colleges and universities. 

Chapter II presents a summary of the literature relevant to the 

female president and her career satisfaction. The theoretical fi*amework for 

the study is also presented in Chapter II. Chapter III describes in detail the 

methodology used to implement the study. Information on sampling, data 

collection, and data analysis is available in Chapter III. Chapter IV presents 

the empirical findings of this research. Facts and pertinent data are 

presented in Chapter IV. Chapter V is where the reseaircher interprets the 

results, draws conclusions, discusses the implications of the findings, and 

presents recommendations for future study and consideration. 
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CHAPTER II 

REVIEW OF THE LITERATURE 

"It is one of my deep rooted beliefs that work makes hfe pleasant. 
During a normal Hfetime, an inestimable number of 

hours are consimied by work, and if that work brings 
no pleasure or little satisfaction, 

it is indeed a debihtating experience." 

(Reeves, 1975, p. 76) 

Introduction 

Chapter II provides a review of the educational research and literature 

tha t is germane to this study on the career satisfaction of female 

presidents/chief executive officers of American institutions of higher 

education. The topics covered in this chapter include: (1) Review of the 

Problem; (2) Conceptual Framework; (3) Understanding the Presidency; (4) 

Literature on Higher Education Administrators; (5) Other Predictors of 

Career Satisfaction; and (6) Summary. 

Review of the Problem 

The premise of this study was based upon two trends in higher 

education. First is the increasing number of female presidents in American 

higher education institutions. The second is the relatively brief time 

presidents spend in office, an average of seven years (Association of 

Governing Boards of Universities and Colleges, 1984). 
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Trend One—Increasing Numbers of Female Presidents 

As was indicated in Chapter One, the number of females represented in 

the presidential ranks in American institutions of higher education is 

increaising. One indication of this trend is that of the newly appointed 

presidents in 1990, 14% were women, a considerably higher percentage than 

was seen in 1986 (9.5%) (Ross, Henderson, & Green, 1993). Leatherman 

(1993) proposed that the percentage of female presidents will increase in the 

next decade. 

Vaughan, Mellander, and Blois (1994) speculated that women may be 

more mobile than male presidents, and they are willing to assimie a less than 

desirable presidency in order to break into the ranks. But, what historical 

events provided for this witnessed ascent? What legislation and legal 

developments broadened the opportunities for women? Astin and Leland 

(1991) answered these questions in their cross-generational study of leaders 

and social change. 

The purpose of the Astin and Leland study was to: (1) profile and 

compare women who provided leadership during the first two decades of the 

modem women's movement in the United States from the mid-1960's to the 

mid 1980's; (2) dociunent the experiences, perspectives, and 

accomplishments of women leaders during these decades; and (3) develop a 

conceptual model for future studies of leadership. In doing so, Astin and 

Leland provided a profile of significant initiatives within higher education 

institutions and the wider academic community and described major 

legislation that contributed to the potentiality for more women to ascend to 

the presidential ranks of American higher education institutions. 
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Higher Education Initiatives 

According to Astin and Leland, continuing education programs are 

credited with providing an opportunity for more women to re-enter into higher 

education as students. As early as 1958, a few experimental models were in 

place to help women enter and stay in the mainstream of higher education 

and to lower the institutional barriers that prohibited the participation of 

women. By the 1960's, several college and universities had adopted centers 

and programs wdth similar missions. Almost simultaneously, women's issues 

and concerns forced higher education institutions to offer broader services and 

resources to their female faculty, staff and undergraduates. In some cases, 

efforts became formal structures, such as women's centers. In others, policy 

committees or commissions on the status of women were formed. 

Another significant factor was the development of curriculum and 

research on women's studies, "an interdisciplinary field that recognizes the 

significance of women's history and experiences" (Astin & Leland, 1991, p. 

87). Today there are approximately 500 such programs. Accompanjdng the 

curriculum changes was the creation of centers and institutes for reseau^ch on 

women. The earhest formal centers appeared at Radcliffe, Wellesley, and 

Stanford, as well as the Center for the American Woman and PoHtics 

(CAWP) at Rutgers. Due to the expansion of research instigated by these 

centers, the National Council for Reseau*ch on Women was formed in 1980. 

Followdng the development of curriculum and research was the growrth 

of regional and national forums for women's issues, according to Astin and 

Leland. By 1972, a sufficient nimiber of caucuses, committees, aind 

commissions had elevated women's concerns enough to warrant the creation 
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of the Federation of Organizations for Professional Women, an umbrella 

organization to link vairious women's committees and caucuses of the 

professional organizations. 

Significamt developments also occurred within higher education 

associations as leadership for women focused on special offices, projects, and 

advisory bodies. In 1971, the Association of American Colleges undertook its 

Project on the Status and Education of Women. "Its goal was to collect and 

distribute information about women for administrators, faculty, students, 

government, and educational and professional organizations" (Astin & Leland, 

1991, p. 90). The project is on-going and extremely active today. 

In 1972, the annual meeting of the American Council on Education 

(ACE) was devoted to the subject of women in higher education, reflecting the 

pressure for equality (Chaimberlain, 1988). Another significant event, 

according to Astin and Leland, was the opening of the office of Women in 

Higher Education in 1973 by the ACE. The mission of this office was to 

improve opportunities for women in Americam colleges and universities. 

The Higher Education Resource Services (HERS) was another 

initiative in the academic community intended for the advancement of women 

in higher education. HERS began in 1972 as a registry and referral service 

for women who possessed credentials for faculty and administrative positions. 

It also offered academic career advising and consultation wdth institutions 

about their affirmative action plans and procedures. Other endeavors, such 

as the Institute for Women in Higher Education Administration, were spin

offs of HERS, which continues to operate today. 
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More recently, the American Council on Education's Office of Women 

in Higher Education sponsored a "Women Presidents' Summit" in 

Washington, D.C. in December, 1990, marking the first time women college 

and university presidents from all sectors met together as a distinct group. 

The major objectives of the Summit were to "celebrate women's leadership in 

higher education; to refi-ame issues of national and global significance in ways 

that incorporate women's history, culture, and vision; aind to call attention to 

society's need for women's leadership" ("Women reach new heights," 1991 p. 

50). In June, 1993, nearly 200 former and ciurent college presidents attended 

another Women Presidents' Summit. As summarized by Vaughan, 

Mellander, aind Blois (1994), the prevaihng and underlying thread that 

emerged at this conference was the widely and strongly held awareness that 

women encounter deleterious differences when they assimie the college and 

university presidency. 

In short, four fundamentad events took place within the realm of higher 

education that aided women in their ascent. First of all, continuing education 

programs opened previously closed doors. Secondly, curriculum and research 

on women's studies broadened understanding. Thirdly, regional and national 

forums for women's issues intensified the focus. Finadly, higher education 

associations advanced the cause. 

Legislation and PoHcy 

Not only were significamt and sweeping changes occurring within the 

higher education system for the benefit of women, but federal legislation and 

policy developments were also accelerating the efforts of feminist leaders. 
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The federad government has no less than eight major emplo3rment 

discrimination statues and one major executive order apphcable to 

postsecondary education (Kaphn, 1985). Three of these apply to sex 

discrimination and have affected the ascension of women in professional 

careers: Title VII of the Civil Rights Act of 1964, Title JX of the Education 

Amendments of 1972, and Executive Order 11246. The Department of 

Headth, Education and Welfare's guidelines on affirmative action, described by 

Astin and Leland (1991), was also very influential in this area. 

Title VII of the Civil Rights Act of 1964 was extended in 1972 to cover 

pubhc auid private educational institutions. Title VII made it unlawful to hire, 

discharge or otherwise discriminate against an individual because of that 

individuad's race, color, rehgion, sex, or national origin (KapUn, 1985). 

In 1972, Title IX of the Education Amendments wais estabhshed and 

was designed to extend efforts to end gender discrimination in higher education 

institutions. Title IX states that no person in the United States shall, on the 

basis of sex, be excluded fi-om the participation in, be denied the benefits of, or 

be subjected to discrimination under any program or activity receiving federal 

financiad assistance. Title IX prohibited sex discrimination by pubhc and 

private educational institutions receiving federad funds (Kaplin, 1985). 

Executive Order 11246, issued in 1969, "provided urgency, authority, 

and visibihty to women's issues when the order's appHcation to sex 

discrimination was ferreted out" (Astin & Leland, 1991, p. 93). Executive 

Order 11246 also prohibited discrimination because of race, color, rehgion, sex 

or national origin, but it was apphed specifically to contractors and 
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subcontractors under federal government contracts and federally assisted 

construction contracts (Kaplin, 1985). 

The Department of Health, Education, and Welfare issued guidehnes on 

affirmative action. These guidehnes are credited with ordering employers, 

including colleges aind universities, to establish affirmative action groups for 

women as well as minorities. The issuance of those guidelines, according to 

Astin and Leland, thrust many more women into campus leadership roles. 

In simamairy, the ascension of women into higher education leadership 

positions can be partially credited to those who sought innovation and 

equahty and to fundamentad legislation that provided the key to open the door. 

From simple continuing education programs to sweeping national policies, the 

road has been paved, though it is still rocky, for those women who aspire to 

the college and university presidency. Ross, Henderson, and Green (1993) 

stated that in the 1990's: 

... the number and proportion of the total presidents 
who are women will continue to grow; they will head a 
variety of institutions. The distribution of women 
presidents among institutional types will look more like 
that of their male colleagues and a smaller share vdll be 
single, members of religious orders, or heads of women's 
colleges, (p. 64) 

Trend Two—Decreaising Presidential Tenures 

The second significant trend in higher education that influenced this 

study on the career satisfaction of female presidents is the relatively brief 

tenure of college and university presidents. Carbone (1981) conducted a 

study using information supphed fi*om 1,406 institutions of higher education 

on their immediate past presidents. Of the 1,406 presidents in the study, 
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25% served only one to four yeairs, 35% served 5 to 10 years, 14% served 11 

to 15 years, and 12% served 16 or more years. Just over 7% had served 20 

yeairs or longer. According to Cohen and March (1974), the tenure of 

American college presidents decreased abruptly during the 1960's, was higher 

during the 1930-1945 period than eairUer or subsequently, and the average 

term of office was between five and eight yeairs. The average length of time in 

office, according to a 1984 Association of Governing Boards of Universities 

and Colleges study that was led by Clark Kerr, is seven years wdth some loss 

of effectiveness on the way in aind way out of each presidency. Carbone 

(1981) stated that only approximately 20% of past presidents had served 

twenty years or more. Alton's (1982) study on why presidents quit 

determined that the average length of time in office for pubhc (state) 

presidents decreased to 8.6 years between 1971 and 1981. Ross, Henderson, 

and Green (1993) reported that two-thirds of the presidents they surveyed 

had served between 1 amd 10 yeairs. Only 22% had remained president for 

more than 10 years. The average nimiber of years presidents had served in 

1990 was just under seven; the median was five years. 

Though Carbone (1981) concluded that "complaints about revolving 

presidential doors are lairgely ill-foimded", he also stated that "there remains 

some still unknown set of institutional and presidential qualities that 

determines the tenure of college and university presidents" (p. 35). 

Cohen and March (1974) stated that: 

Within this world, presidents come and go. They serve 
for some yeairs and then are fired, quit, retire or die. 
According to some theories, they serve longer terms if 
they solve the problems of the presidency—or if they 
are not presented with good job alternatives. Presiunably, 
they serve shorter terms when the combination of 
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their own competencies, v^U and the problems of 
the day lead to observable failures in solving the 
problems—or when the attractions of a new job call 
them away. (p. 153) 

Cohen and March offered the following assimiptions related to 

presidentiad tenm*e: 

Academics enter administration rather casually 
and proceed through it one step at a time as plausible 
vacancies occur and without much attention to the 
long-term path or its imphcations. 

The momentum of vacancies in positions—particularly 
during periods of grov^rth—moves individuals fi-om one 
position to another rather frequently. Tenure at each 
administrative position before reaching the presidency 
is usually relatively brief (on the order of three to 
seven years). 

Most presidents achieve the presidency at a 
relatively young age: 15 to 25 years before normal retirement. 

For most college presidents, the presidency is the 
capstone of their careers. It is the highest position 
vdthin the profession in which they have spent their 
entire adult lives. It is the best job they ever have had, 
or ever wdll have. (p. 186) 

Speculation about departures from the presidency mounted in 1992 

after the presidents fi-om Columbia, Duke, Stamford, and Yale Universities 

and the Universities of California, Chicago, and Texas all announced their 

resignations within a year of each other. Some observers expressed concern 

about the state of the college presidency and worry that mounting pressures 

have made the job unappealing to potential candidates (Leatherman, 1992). 

An interesting note, however, is that this same concern emerged almost 

thirty yeairs ago. Hyde (1969) stated: "the current rate of resignations from 

college and university presidencies suggests that in 1969 a record nimiber of 

boards of trustees will exercise their most basic responsibility: picking a new 

chief executive for the institution" (p. 186). 
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Further confounding the issue of presidentiad tenure is the academic 

norms that have emerged. Many trustees, subordinates, faculty, and 

students believe that the normal term for presidents is seven to ten years 

(Cohen & March, 1974). 

Specifically regarding the tenure of female presidents, Vaughan, 

Mellander, amd Blois (1994) reported from their study of community college 

presidents that 41 percent of the female presidents who responded stated 

that they were very likely to move within the next five years, in contrast to 

only 20 percent of the male respondents. Vaughan et al. report that women 

may take less desirable presidencies in order to break into the ranks; 

however, they assume the position with the intention of moving in a relatively 

short amount of time. 

Why is there need for concern about short presidential tenures? The 

1984 Commission on Strengthening Presidential Leadership believed that a 

presidential term of seven years (the average) was too short to effectively 

serve some of the major interests of institutions of higher education 

(Association of Governing Boairds, 1984). In addition, reseairch shows that 

there is a consistent, moderate, negative correlation between turnover and 

job satisfaction (Mobley, Griffeth, Hand, & Meglino, 1979). 

Some argue, such as Bimbaum (1992), that concerns about limited 

presidential terms may be misplaced. Bimbaum stated that there is nothing 

inherently beneficial about long presidential terms, and on average, 

institutions might be better off with short presidential tenures. Though it 

would be a false assumption to say that only those presidents who stay in the 

office for a significant part of their lives are the most effective, and vice versa. 
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versa, the length of time presidents do serve is significant to studies on 

presidential caireer satisfaction. 

To summarize, several studies have shown that the tenure of a college 

or university president is relatively brief (Cohen & March, 1974; Carbone, 

1981; Alton, 1982; Ross, Henderson, & Green, 1993). These same 

researchers have offered plausible speculations as to what institutional 

features and personal quadities determine the tenure of the chief executive 

officers. Of pauliculair importance to this study is the possibility that the 

career satisfaction, or dissatisfaction, of presidents (particularly female 

presidents) affects their desire and willingness to remain in the top 

administrative raink. 

To conclude the Review of the Problem section, recall that the problem 

explored in this study is the overadl caireer satisfaction of femade presidents of 

American institutions of higher education. Two trends legitimize this study: 

(1) the increasing numbers of female college and university presidents; amd 

(2) the relatively brief tenure of college and university presidents in general. 

Conceptual Framework 

The theoretical framework surrounding this study comes from two 

significant contributors to satisfaction research: Edwin A. Locke and 

Alexander W. Astin, who developed the concept of values theory and 

involvement theory respectively. A description of each theory follows. 
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Values Theory 

Edwin A. Locke, a prolific contributor to the understanding of job 

satisfaction, develops his ideas on job satisfaction by stating the following 

definitions: "job satisfaction amd dissatisfaction are a function of the perceived 

relationship between what one wants fi-om one's job and what one perceives it 

as offering or entailing" (1969, p. 316); "job satisfaction [is the] pleasurable or 

emotional state resulting fi-om the appraisal of one's job or job experiences" 

(p. 1300). Job satisfaction and dissatisfaction can also be considered as 

complex, emotional reactions to the job (Locke, 1969). Using these definitions 

as guidelines, Locke formulated values theory. 

Values theory, which is primarily an inductive theory, is a summary 

and integration of what has been discovered in previous job satisfaction 

research (Locke, Fitzpatrick, & White, 1983). According to Locke (1976) "a 

vadue is what a person consciously or subconsciously desires, wants, or seeks 

to attadn (p. 1304). Furthermore, values are the motivational link between 

needs (physical and psychological) and action (or the attempt to remove 

discomfort or pain) (Locke, 1984). Values are acquired, or leaimed. They may 

or may not be consistent with or conducive to the fulfillment of an individual's 

needs. Furthermore, when referring to am individual's vadues, this does not 

refer solely to his/her professed values. What a person says he/she values 

and what he/she actually values may be inconsistent. Values regulate 

actions and emotional responses and have two attributes: content and 

intensity. Content pertains to what is wanted or valued; intensity is how 

much it is wanted or valued (Locke, 1976). 
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An individual's values, if ranked in importance, would represent a 

values hierarchy. Importance, then, affects the range of affect which a given 

value can produce (Locke, 1976). Mobley and Locke (1970) stated that 

research showed correlations are consistently and significantly higher for job 

aspects rated as important tham for those aspects rated as unimportant. In 

addition, those aspects with which there are extreme satisfaction or 

dissatisfaction scores are rated as more important than those about which 

there are neutral feelings. There is a v-shaped relationship between value 

importance and satisfaction. High importance causes extreme satisfaction 

scores. More important values produce more satisfaction amd dissatisfaction, 

or a greater range of affect, than less important values (Mobley & Locke, 

1970). The more important the value, the wider the range of affect. If the 

value is of low importance, then the possible range of affect is very narrow 

and will hkely produce a neutral emotionad response. If the value is of high 

importance, the range of aiffect is very wide and wiU hkely produce a strong 

negative or strong positive emotional response. 

Emotions are the form in which one experiences the attainment or 

frustration of one's values (Locke, 1976). Emotions, such as satisfaction and 

dissatisfaction, are the result of value appradsals, but are adso related to one's 

knowledge and behefs (Locke, 1984). "The basic causal sequence leading to 

an emotion is: Object—•Cognition—• Value Appraisal—•Emotion" (Locke, 1984, 

p. 97). A description of each of the elements follows. 

First of aill, anything that can be perceived or conceived can be the 

object of an emotion, according to Locke. The object is what the emotion is 

about. In all cases, an individual's evaluation of an object or situation will be 
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a function of the perceived relationship between what one perceives and what 

one vadues (Locke, 1969). Secondly, cognition is a two stage process 

consisting of sensory perception and conceptual identification of the object. 

There are degrees of awareness. One does not have to be fully aware of an 

object to have an emotion about it. The third element is vadue appraisal, an 

automatic subconscious estimate of the relation between what was perceived 

and one's value standard. According to Locke (1984): 

If the situation is perceived as furthering or facilitating 
the at tainment of one's values, then a positive emotion 
is experienced. If the situation is perceived as threatening, 
blocking, or destroying one's values, then a negative 
emotion is experienced .... The intensity of the emotion 
wdll depend upon the place in one's value hierarchy of 
the values imphcated in the emotion. If the values 
involved are not important, then attaining or not attaining 
the vadues will produce less intense emotion than in the 
case where values are important, (p. 98) 

Three elements compose the appraisal process: (1) the perception of some 

aspect of the job; (2) an implicit or exphcit value standard; and (3) a conscious 

or subconscious judgment of the relationship between one's perception(s) and 

one's values. Also cadled a value judgment, this is an estimate of the 

significance of perceived facts against a value standard (Locke, 1969). 

The final element in the causal sequence is emotion. Emotions aire the 

results of value appraisals and are the form in which one experiences the 

a t ta inment or lack of attainment of one's values. 

According to Locke (1976), job satisfaction is a positive emotional 

response to the job when the job is perceived as fulfilling or allowing the 

fulfillment of the individual's job values. Job dissatisfaction is a negative 

emotional response resulting fi-om the appraisal of job as ignoring, frustrating, 

or negating one's job values. Emotional responses, such as job satisfaction 
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and job dissatisfaction, aire the result of an estimate of the degree to which 

some job aspect is congruent vdth or incongruent with a person's values 

(Locke, 1969). 

Rice, Grentile, and McFarlin (1991) furthered Locke's theory of 

satisfaction by providing information on how to distinguish between job facet 

satisfactions and facet descriptions. According to their definitions, job facets 

are the individual components that make up one's experience at work, such 

as pay, co-workers, and degree of autonomy. Facet satisfactions, according 

to Rice et al. are affective evaluations of individual job facets. Facet 

descriptions are affect-free perceptions about the experiences associated with 

job facets. According to Locke (1969, 1976), facet descriptions interact with 

facet importance to determine facet satisfaction. In other words, the degree 

of importance, or value, associated with a particular job facet moderates the 

strength of the relationship between facet descriptions and facet satisfaction. 

If an employee attaches high importance to a job facet, then the relationship 

between facet descriptions and facet satisfaction is expected to be strong, 

with satisfaction responses extending across the full range of the satisfaction-

dissatisfaction dimension (Rice et al., 1991). For example, if a female 

president places high importance, or value, on her salary, then she can 

potentially be highly satisfied or highly dissatisfied with that particular job 

facet. On the other hand, if low importance is attached to a job facet, the 

relationship between facet descriptions and facet satisfaction is expected to 

be weak, with responses tending toward the middle, neither satisfied nor 

dissatisfied (Rice et al., 1991). Locke (1969, 1976) stated that workers 

cannot feel highly satisfied or highly dissatisfied with a facet that is not 
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important to them. To continue the same example, then, if a female 

president does not place high importance on her salary, then the potential to 

be highly satisfied or dissatisfied is weak. She will probably experience a 

neutral attitude toward this particular facet, or be neither satisfied nor 

dissatisfied with that aspect. 

To summarize, there are three general principles of Locke's values 

theory. First, job satisfaction is the result of value achievement. Job 

dissatisfaction results fi-om a failure to attain an important value. Secondly, 

individuals hold their vadues in a hierarchy. They value some things more 

thain others and they differ from each other in the degree to which they value 

things (Locke, 1969). Thirdly, overall job satisfaction is determined by 

measuring satisfaction with individual job facets. 

Involvement Theory 

Degree of involvement was an important environmental variable in 

this study. Involvement refers to the quantity and quahty of physical and 

psychological energy devoted to an object. Hence, the more involved a female 

president is with her college or university environment, the more highly 

satisfied she wdll be v^th her career, or so it is surmised according to Astin's 

theory of involvement. Locke (1976) supports this idea by stating: 

A person who is involved in his job is one who takes 
itseriously, for whom important values are at stake 
in the job, whose moods and feehngs are significantly 
affected by his job experiences amd whois mentally 
preoccupied with his job. Thus, a person who is highly 
involved in his job should be more likely to feel extremely 
satisfied or extremely dissatisfied with it... while an 
uninvolved person would have less extreme emotional 
reactions to the same or analogous job experiences, (p. 1301) 
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Cultivated fi-om research conducted on college students and their 

development, Astin formulated his theory of involvement based on behavioral 

activities. He emphasized that it is not so much what an individual thinks or 

feels, but what the individual does that defines and identifies involvement 

(Astin, 1984). Involvement theory has five basic postulates. According to 

Astin (1984): 

1. Involvement refers to the investment of physical and 
psychological energy in various objects. The objects 
may be highly generahzed ... or highly specific ... 

2. Regardless of its object, involvement occurs along a 
continuum ... 

3. Involvement has both quantitative and quahtative features. 
4. The amount of... learning and personal development... is 

directly proportional to the quadity and quantity of... 
involvement... 

5. The effectiveness of any educational pohcy or 
practice is directly related to the capacity of that 
pohcy or practice to increase ... involvement, (p. 298) 

Involvement is more than just a psychological state. It is also the 

behavioral manifestation of that state. Furthermore, involvement can be 

directly observed and measured (Astin, 1984). Just as the theory is 

concerned wdth the processes that facilitate student development (Astin, 

1984), it can be expanded to include concerns with the processes that 

facihtate presidential development, and ultimately, satisfaction. 

In summairy, Locke's values theory and Astin's involvement theory 

were the supporting conceptual frameworks for this study. Vadues theory 

was selected ais a conceptual construct for this study for three reasons: (1) "it 

is the (perceived) job situation in relation to the individual's values that is the 

most direct determinant of job satisfaction" (Locke, 1976, p. 1304); (2) Values 

theory works well with the design of the study, which examines facet 
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satisfactions; and (3) Locke recognizes the construct of involvement as an 

important determinant of satisfaction. 

Involvement theory works well for this study for most of the same 

reasons that Astin proclaimed in his studies on student development. 

According to Astin (1984), involvement theory is simple. Greater 

involvement leads to greater satisfaction. Confusing mazes and graphs are 

not necessary to explain the theory. Secondly, involvement theory, according 

to Astin, focuses on the motivation and behavior of the person being studied 

and considers the person's time and energy as a resource. Allowing for 

individual differences among female presidents was an important goal of this 

study in order to determine the best predictors of satisfaction. Thirdly, 

involvement theory is practical as institutional policies and practices can be 

evaluated in terms of the degree of involvement on behalf of the president. 

Finally, other reseairchers have successfully utilized this theory in other 

satisfaction studies. Use of involvement theory in this pairticular study will 

further test its usefulness in higher education. 

Understamding the Presidencv 

Exploration of the presidency itself is a logical step in the analysis of 

caireer satisfaction for female college and university presidents. What is the 

role of the president? How do they spend their time? Answers to questions 

such as these provides a strong foundation upon which to build an 

imderstamding of presidentiad career satisfaction. 
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The Role of the President 

The role of today's president is complex and multifaceted. If the role of 

the presidency could be summarized in a single sentence, one might say that 

"it involves actively putting ideas, people, and other resources together to 

reach clearly defined goals (Fretwell, 1988, p. 60). Buxton, Prichard, and 

Buxton (1976) stated that: 

Today the college president must, in varying degree, 
satisfy vocal student bodies, increasingly pohtical 
faculties, and boards of control, which are fi-equently 
divided among themselves. Presidents are faced with 
new and difficult pressures both fi-om within the 
academic community and, more fi-equently, fi-om 
state legislatures .... The role has increasingly become 
a social, diplomatic, financial, and administrative post 
rather then one of educational leadership, (p. 79) 

Bimbaum (1988) offered the following description of the roles of the 

modem college and university president: 

The president is the executive, administrative, 
academic, and symbohc head of an organization whose 
performance is difficult to measure and that resists 
leadership. The president is challenged to solve problems 
tha t may have no solutions or that may require actions 
of others over which the president has httle control 
or influence. The president must confi-ont constituencies 
whose goals may be irreconcilable. The pace, the 
unrelenting pressure, and the mairginad leadership 
in many conflicting groups limit the opportunities 
for a successful presidency, (p. 1) 

Bimbaum further stated that about 5,000 persons serve as college or 

university presidents every decade. Over a term of office averaging less than 

seven years, the president is expected to serve as the chief administrator, the 

convening colleague, a symbolic elder, and a pubhc officiad. Balancing the 

conflicting expectations of these roles, according to Bimbaum, has always 
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been difficult, but changing trends, fiscal restraints, and unreahstic pubhc 

expectations are making it impossible. 

Simon (1967) expounded upon the job of a college president and 

enumerated five of the functions in which the president must participate. 

The first function was to raise money. Secondly, the president must balance 

the budget. Thirdly, the president may participate in setting institutional 

goals. The president must also work with faculty to create an environment 

tha t encourages learning. The final presidential function is to recruit and 

madntain a high quality faculty. 

Monson (1967) offered three metaphors to describe the presidential 

role. The first builds on the service orientation of universities. Whereas the 

university is a "dispensing machine," the president is the operator. The 

president "must keep his machine well stocked with interesting and useful 

products, recruit able young helpers, open new windows as new interests 

develop, and occasionally close out those products that don't sell" (p. 25). The 

second metaphor, according to Monson, is the university as a zoo and the 

president as the keeper. Professors are the exhibits, students are the 

spectators. Presidents must keep the exhibits interesting. The third 

metaphor is the university as a mammoth cave with many rooms and some 

areas still unexplored. The president is the chief guide who has the 

responsibility to estabhsh and maintain the conditions that will enable others 

to explore the unknown. 

Kauffinan (1980) offered two additional metaphors. If the university is 

seen as am enterprise existing in a competitive market, then the president 
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becomes a "super entrepreneur." If the university is seen ais a s)miphony 

orchestra, then the presidential role is that of the conductor. 

Cohen and March (1974) studied the role of the presidency based on 

presidential contact patterns. Their aggregate data indicated that the 

presidential role can be characterized as a "mixture of administrator (dealing 

wdth hierarchical subordinates), pohtical leader (dealing with constituents), 

and entrepreneur (dealing v̂ dth bankers, customers, and supphers)" (p. 130). 

More recently, Dougherty (1992) conducted a quahtative study on the 

leadership styles of five college presidents, each of whom were Sisters of 

Mercy who headed baccalaureate institutions sponsored by the rehgious 

congregation of the Sisters of Mercy. The emerging metaphors in this study 

were the president as poet, prophet, and provisioner. According to Dougherty: 

presidents spoke as poets drawing their understanding 
of themselves and their leadership fi-om a reflection of 
their hved experiences ... as prophets advocating and 
encouraging the community to focus on goals that were 
mutuadly estabhshed ... as provisioners as they sought to 
provide whatever tools necessary for the community to 
achieve those goals, (p. 3746-A) 

In short, the role of the president can be described as adl encompassing, 

requiring the donning of many different hats. From fund raiser to figure head, 

the role of the president is difficult to comprehend. 

How Do They Spend Their Time? 

Presidents are busy. Their jobs are demanding. Cohen and March 

(1974) estimated that presidents work, on average about 50 to 55 hours from 

Monday to Friday and five to ten hours on the weekend, totahng 

approximately 20 hours more per week than the one-job wage earner. 
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Vaughan et al. (1994) determined that for community college presidents 

there was an inverse relationship between age and total years as president to 

weekly work hours. Seventy percent of the respondents who were age 45 or 

younger reported working more than 50 hours per week. Those between the 

ages of 46 and 55 (65%) were slightly less likely to work more than 50 hours 

per week. Only 55% of the respondents over age 55 reported working more 

than 50 hours per week. With regard to total yeairs as president, 70 percent 

of those who had been on the job less than 5 years worked more than 50 

hours per week. Sixty percent of those who had been on the job for more than 

10 years did so. 

According to Cohen and March's study, the average president spends 

about 47% of the normal workday on the campus, 147r in town but not on 

campus, and 22% of the time out of town. Thus the average president spends 

25 to 30 hours a week at the college. Cohen and March also reported that 

presidential time is divided somewhat equally among the three roles of 

administrator, political leader, and entrepreneur. They further speculated 

that a considerable portion of the time was devoted to three substamtive 

activities; "(1) the reception of petitions, (2) the giving of formal assent, and 

(3) the certification of position" (p. 129). Most of the time spent on campus is 

spent talking to people. On average, a college president spends 7 to 8 of the 

10 hours between eight in the morning and six at night engaged in tadk. 

Similairly, the average president spends almost hailf of his/her time working in 

groups with at least two other persons, one-fourth of the time meeting with a 

single person, and one-fourth of the time is spent alone. 
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The college and university presidency is a social job. Therefore, the 

president must interact heavily with various groups of people. According to 

Cohen and March, though, "if the modem college president is overloaded with 

people to see, it is not because of an extraordinarily large contact load with 

respect to students or faculty" (p. 132). Between 5% and 10% of their 

contacts are with students, mostly with student officers. Another 10% to 

15% of their contacts are with faculty who do not hold administrative 

positions. In other words, the total time spent with faculty and students is 

admost equivadent to one working day per week. (However, presidents report 

themselves as having more contact with faculty and students than they 

really do, according to Cohen and March.) Likewise, presidents reported 

having just as little contact with trustees. Additionally, presidents have 

slightly more contact with academic administrative subordinates than they 

do with their nonacademic administrative subordinates. For every contact 

with a nonacademic administrator, the president has 1.12 contacts with an 

academic administrator, according to Cohen and March. The greatest 

number of contacts, approximately 35%, are with constituents external to 

the institution. 

In summary, several reseairchers have described the roles, duties, and 

typical workday of the college/university president (Monson, 1967; Simon, 

1967; Cohen & March, 1974; Buxton, Prichard, & Buxton, 1976; Kauffinan, 

1980; Fretwell, 1988). Modem college and university presidents have tight 

schedules and excessive demands on their time. They perform a wide vairiety 

of tasks and interact with several different constituents. Remarkably, 

though colleges and universities vary in size, wealth, characteristics of their 
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chentele, and in the size, organization, and efficiency of their staffs, all 

presidents work approximately the same, subjectively challenging schedules 

and experience the same frustration in the misallocation of their efforts 

(Cohen & March, 1974). 

Literature on Higher Education AHministrators 

Sepairate reviews of the hterature on female presidents of higher 

education institutions and on job satisfaction for college and university 

presidents revead that research falls into one of four different categories. 

Especially significant is the fact that research does not exist that 

comprehensively examines career satisfaction as a criterion variable with 

female presidents as the population. 

There is a small body of hterature that focuses on femade college and 

university presidents, but these particular studies are very descriptive in 

nature, do not necessarily emphasize job satisfaction as an important 

variable, are outdated, or aire locadized to a specific region or institutional type 

(McGee, 1979; Taylor, 1981; Vaughan, 1989; DeSpain, 1991; Touchton, 

Shavhk, & Davis, 1993; Touchton & Ingram, 1995). Other descriptive 

studies included adl presidents, men amd women (Ross, Henderson, & Green, 

1993; Vaughan, Mellander, & Blois, 1994). 

Another small assortment of studies analyzes women as higher 

education administrators in general. These studies are not dehmited to 

include just female presidents (Reeves, 1975; Cummings, 1975; Soldwedel, 

1975; Loomis & Wild, 1978; Etaugh, 1984; Reisser & Zurfluh, 1987). 
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There is yet another smadl category that directly studies presidential 

satisfaction (Buxton, Prichard, & Buxton, 1976). Other studies indirectly 

focused on job satisfaction for presidents by examining diverse aspects of the 

position, such as why presidents quit (Alton, 1982; American Association of 

Governing Boards, 1984). 

A larger category of hterature provided information about job 

satisfaction for all higher education administrators, men amd women alike 

(Bess & Lodahl, 1969; Smart & Morstain, 1975; Solomon & Tiemey, 1977; 

Austin, 1985; Boone, 1987; Chieffo, 1991; Ghck, 1992). When considered as a 

whole, a fairly large amount of research on job satisfaction in higher 

education exists. The readity remadns, however, that, as of yet, there has not 

been amy research that considers the overall cau-eer satisfaction of or 

predictors for career satisfaction of female presidents in American higher 

education institutions. 

Female Presidents of Higher Education Institutions 

The majority of the research on femade presidents is descriptive in 

nature, providing a demographic profile of the those women who rise to the 

top administrative post. The studies report fairly consistent results. 

A Profile of the Female President 

McGee (1979) conducted a descriptive study of female presidents to 

determine the demographic characteristics, professional characteristics and 

career patterns, amd opinions toward their roles of women presidents of two-

and four-year institutions, public and private, to compare them, to determine 
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similauities and dissimilarities, amd to develop a profile of the woman president 

in 1978. The followdng summary by McGee emerged when majority responses 

for adl presidents were considered: 

1. She was white. 

2. She was formerly or currently married. 

3. She had a rehgious affihation. 

4. Her mother was at least a high school graduate who did not 

work outside the home. 

5. Her father attended college and worked in a professional, 

technical, or manageriad field. 

6. She graduated fi-om a public high school and a coeducation 

private college with an enrollment of 500-2,499. 

7. She was an honor student. 

8. She had an eairned doctorate. 

9. She was single when she earned the bachelor's and master's 

degrees, and married when she earned the doctor's degree. 

10. She had not included being an administrator in her career plan. 

11. She had spent her entire career in education. 

12. She had worked in three or fewer other institutions. 

13. She came to the institution as president, had held no other 

position there, and had been president for three years or less. 

14. She was appointed to the first presidency for which she 

apphed. 

15. She was approached by a search committee for the 

presidency and did not initiate her own application. 
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16. She considered timing and the influence of a mentor the most 

significant factor in her career development and pubhcations 

and membership in professional organizations the least 

significant factors. 

17. She belonged to one or more community organizations and 

was a former or current officer. 

18. She belonged to one or more professional organizations. 

19. She had a female role model, thought the other women viewed 

her as a role model, and was comfortable with that perception. 

20. She considered her sex a distinct asset in her position. 

21 . She was very satisfied with her position, (pp. 8-9) 

Taylor (1981) summarized a 1975 American Council on Education 

Office of Women in Higher Education study. Various characteristics of the 

female community college president were reported. The categories of study 

included: deciding to accept the presidency, planning for and securing the 

presidency, assistance in securing the presidency, academic preparations and 

pubhcations, attitudes and behefs, advice on leadership, future professional 

plans, and personal data. (Satisfactions and fhistrations were also examined, 

but are discussed in the next section.) 

Taylor reported that women presidents cited both positive amd 

negative factors that influenced their interest in a presidency. Ambition to be 

the top administrator and the challenges or opportunities provided by the 

institution were the most common positive reasons stated. Power, finamcial 

advantage, support fi-om colleagues, desire to influence education, use of 

abihty, or desire to help a particular college were mentioned, but not more 
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than twice. Negative factors mentioned were dissatisfaction with salairy, 

concern for a failing institution, and a desire to prove to others that a woman 

can succeed as president. 

Most women in the study planned for two to five yeairs prior to securing 

a presidency. Though the majority were nominated, several successful 

candidates applied. A significant observation by Taylor was that all 

respondents replaced male presidents. 

Administrative and interpersonal skills and fund-raising abilities were 

the skills presidents found to be most important in fulfilhng the presidential 

role. They also rated political acuity as an important skill. 

All women community college presidents surveyed credited one person 

with having had speciad influence or support in their career development. 

Half mentioned both men and women mentors; hadf mentioned men only. 

None stated that only another woman had influenced them or offered special 

support, according to Taylor. 

With regard to academic preparation and publications, most 

respondents had completed a doctorate. The most common major was 

education or administration. Very few presidents ever attended a community 

college. Their third position before the presidency included a teaching position 

in colleges or universities and a variety of student personnel positions. Their 

second positions were primarily reported to be associate academic deans, 

associate professors, directors of institutional research, and deans of 

continuing education. The immediate past positions mentioned most were 

vice president for instruction, dean of instructional services, vice president for 

academic affairs, director of a college, and dean of faculty. Many female 
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community college presidents had pubhshed some articles prior to the 

presidency. Very few published am5rthing aifter attaining the presidency. The 

respondents also reported that they do very little reseairch, but they do attend 

many professional conferences and spend some time in self-improvement 

activities. 

Five factors emerged in Taylor's summary that revealed what women 

presidents perceived to be limitations on women's career advancement 25 

years ago: 

(1) women's mauital responsibilities interfere with their 
career advancement, 

(2) women's maternal responsibilities also interfere, 
(3) women are still not plugged in to the informal networks 

through which higher-level appointments are made, 
(4) women are more likely to regaird themselves as assistants 

or helpers than as managers or executives, and 
(5) men, who primairily control the avenues for advancement, 

still continue to give preference to other men for appointments 
to top posts, (p. 7) 

Another pertinent attitude reported by Taylor is that the majority of 

respondents would not choose a different academic discipline if they were 

beginning again. 

The advice the respondents provided on leadership was divided into 

three categories: knowledge needed, necessary personal attributes, and 

desirable professional attitudes. Professional preparation was considered 

very important. This included academic and management training, such as 

budgeting, financial management, and teaching experience. Highly developed 

pohtical acumen coupled with a knowledge of the history, mission, and 

organization of the college, was considered essential. 

Regarding future professional plams, women community college 

presidents were almost evenly spht into those who intend to remain in the 
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presidency until retirement and those who hope to assume similar 

responsibilities at amother institution. Taylor stated that the majority of 

women, when asked what might influence them to seek or accept another 

presidency, mentioned higher salary, better location, or an offer fi-om a college 

with more prestige, more chadlenge, more stable funding, or more interesting 

educational prograuns. 

Finally, Taylor summarized the personal characteristics of the women 

community college presidents included in the study. They were all ages, fi-om 

all possible marital status definitions, and had all ages of children. They 

primauily came from small families and large cities. In essence, they were 

typical of professional women in generad. 

Vaughan (1989) also conducted a study that focused upon the 

community college presidency as viewed through the perspective of women 

who were currently presidents. Upon surve5dng this population, Vaughan 

discovered several interesting findings. First of all, the majority of women 

indicated that they were not asked questions related to their gender during the 

interview. Secondly, most successful candidates admitted that while there 

were some assets associated with being a female candidate, most believed 

that they were selected for the presidency because of their qualifications, not 

because they were women. Third, more than 50% of the female presidents 

responded that they had a negative role model who influenced their career. 

Fourth, just over 63% of the female respondents stated that with minor 

reservations, once they assumed the presidency, they found the position to be 

asexual. In other words, they were evaluated on performance rather than 

gender. On the other hand, there was a large percentage of the female 
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presidents who perceived the community college presidency to be sexually 

biased in some important respects. Another finding was that 40% of the 

female presidents reported that they enjoyed certain advantages because of 

their gender. Based on these findings, Vaughan offered observations for those 

responsible for seeing that community college presidents achieve their full 

potentiad: 

• Stereotypes associated with women continue to 
cause some female presidents difficulty ... 

• A "double standard" is applied to some female 
presidents,whereby they are expected to accomplish 
more than their male colleagues ... 

• Breaking into the "old boys' network" presented 
problems for some female presidents ... 

• All questions that can be even remotely related to 
gender should be eliminated from the interview process ... 

• Mentors and role models are important to most 
female presidents ... 

• The presidency is viewed as asexual by the majority 
of the female presidents. Nevertheless, all female 
presidents should use their assets as women to 
strengthen the presidency and to provide the 
diversity in the office that is sadly lacking in most 
situations today, (pp. 25-26) 

A descriptive study by DeSpain (1991) provided a profile of women 

presidents in pubhc associate-degree colleges in the United States, including 

their personad and professional backgrounds and the career influence and 

support of their parents, families, and spouses. According to this study: 

The average female community college president is white, 
48.6 years old, married with two children, amd has a 
doctorate in either humauiities or education. In her current 
position, she succeeded a male president and has served 
less than three years as the chief-executive-officer. 
Having 12 years of experience in higher education 
including administrative experience, the average president 
has held three previous positions in addition to having had 
a male mentor at one time. (p. 98) 
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In addition, DeSpain reported that the female community college president 

had parents who were well-educated and who worked outside the home, was 

influenced and supported by her parents in her career choice as a college 

president, and grew up with 2.6 sibhngs. 

Touchton, Shavlik and Davis (1993) conducted a descriptive study of 

women college and university presidents beginning in 1985 for the American 

Council on Education. They explored career paths to the presidency, 

experiences in the presidential search process, demographic variables, and 

attitudes towau-d women and minority issues. A summary of the majority 

responses follows: 

1. Eighty percent (80%) of the respondents headed hberal arts or 

two-year institutions 

2. The largest percentage of total femade respondents (23%) were 

age 45-49. 

3. Of the total respondents, 50% indicated Catholicism as their 

rehgious preference. 

4. Ninety-three percent (93%) of the respondents were white. 

5. Fifty percent (50%) were single, never married. The next 

highest percent (23%) were married. 

6. Only 38% of the respondents had children. 

7. The majority (54%) were the first or only child. 

8. Thirty percent spent the major portion of their lives until high 

school in a large city. 
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9. Respondents' fathers were either blue collar (31%) or white 

collar (31%) workers and had a high school education or less 

(52%). 

10. Forty-four percent (44%) of the respondents' mothers worked 

outside the home, primarily in white collar jobs (45%) and had 

a high school education or less (59%). 

11. Forty percent (40%) earned a baccalaureate degree from a 

women's university. 

12. Forty-seven percent (47%) majored in humanities/fine arts in 

the undergraduate work. 

13. Sixty-two percent (62%) had earned a Ph.D. and had majored 

in education (40%). 

14. Twenty-eight percent (28%) had been employed in higher 

education for 16-20 years. 

15. Eighty-four percent (84%) had never been out of the job 

market for other than professional reasons. 

16. Twenty-six percent (26%) came to the presidency as a Vice 

President for Academic Affairs. 

17. Forty-seven percent (47%) became attracted to the 

presidency as they moved up the administrative ladder. 

18. Sixty-three percent (63%) had been an active candidate for 

their current position only. 

19. Twenty-five percent (25%)) earned $50,000 - $60,000 

annuadly. 
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Touchton amd Ingram (1995) updated the immediately aforementioned 

study for the Office of Women in Higher Education at the American Council 

on Education. According to their update: women now represent 16% of all 

presidents of U.S. colleges and universities; 52% of all women presidents are 

in independent institutions, and just less than half are in pubhc colleges and 

universities; of adl women presidents, three in five are in four-year colleges and 

universities, amd two in five are in two-year institutions; women presidents 

are diverse racially and ethnically; and women presidents serve in all types 

and sizes of institutions. 

A study by Ross, Henderson, and Green (1993) for the American 

Council on Education Center for Leadership Development described the 

personal characteristics and career preparation of a national cross-section of 

college and university presidents. Though the study included male presidents, 

special attention was paid to the characteristics of female college and 

university presidents. Specifically, Ross, Henderson, amd Green exaunined the 

distribution of female presidents across institutional types, age, race, marital 

s tatus, spousal employment, length of tenure, education, religious preference, 

and previous position. 

With regaird to the distribution across institutional types, 12% of the 

presidents were female. Of these, 23% were presidents in independent two-

year colleges and 3% were at independent doctorate-granting institutions. In 

1986, of the 235 respondents, 35% headed women's colleges. In 1990, 28% of 

the 287 women respondents were chief executive officers at women's colleges. 

These numbers indicate that as the number of females appointed to the 

presidency increases, the number hired for women's colleges decreases. 
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Regarding age and race, Ross et al. determined that 43% of the female 

presidents were less than 51 years of age; 6% were 40 or younger; 13% of the 

women were more than 60 years old. Over 90% of the women were 

Caucasian; only 5.5% were African Americam; just 2.6% were Hispamic. 

Of adl the presidents responding to the Ross, Henderson, amd Green 

study, more than four in five presidents were married. Ninety-one percent of 

the men were married compared with only 49% of the women. Two percent of 

the men were divorced. Thirteen percent of the women were divorced and 

15% of the women had never married. Among female presidents who were 

mau-ried, 86% had working spouses. Only 48% of the men who were married 

had spouses who were employed. 

Regarding tenure and education, 627r of the female presidents in the 

Ross, et al. study had been in office five or fewer yeau-s. More tham half of the 

female presidents in 1990 had earned a Ph.D. (62.6%), and 15.4% had earned 

a Doctorate of Education. Female presidents in coeducational institutions in 

1990 majored in education; whereas, female presidents in women's colleges 

majored in humanities/fine airts. 

In comparison to male presidents in 1990, female presidents tended to 

be Catholic (45% as compaired to 24% of the men). More females were also 

members of a religious order (25% versus 13%). Of these, 97.2% were nuns. 

However, of the new appointees in 1990, women were less likely to be 

members of a religious order. 

Another characteristic considered by Ross et al. was the previous 

position held by new presidential appointees. According to the researchers, 

women were either Vice Presidents for Academic Affairs/Chief Executive 
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Officers (28.5%)), or they were Deans (17.9%)). Similarly, 72.1% had held their 

prior position less than five years. 

A study on the community college president was conducted by 

Vaughan, Mellander, and Blois (1994). The researchers interviewed seven 

community college presidents (two female, five male) to gather descriptions of 

the most pressing problems they confront and to get their views on challenges 

they wdU face in the future. Also included in the report were comparisons of 

demographic information based on surveys conducted by Vaughan in 1984 

and 1991. 

Regarding family background, Vaugham, et al. determined that female 

community college presidents come, on average, from two-career families 

with pau-ents having more education than most Americans. Additionally, 

their fathers and mothers occupy more prestigious jobs. 

The Dean of Instruction was the most oft reported position prior to the 

presidency for women community college presidents in the 1991 survey 

(38.1%). The next most common previous position was the Academic Vice 

Presidency (22.4%)). 

According to Vaughan et al., the on-the-job routines of community 

college presidents "present a picture of individuals v^th longer-than-average 

work weeks, significant social and professional involvements, and above 

average to high levels of job risk and job stress" (p. 40). Women reported high 

stress levels more often than did their male counterparts. 

With regard to the community college president's educational 

background, women were more hkely to have a master's or Ph.D. than their 

male counterparts. Women were also less likely to have the Ed.D. Eighty-
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five percent of the presidents who responded had eaimed a doctorate. Of those 

presidents, nearly 80% received their highest degree in the field of education. 

Of these, over 50% had studied higher education. Regarding the master's 

degree, only 17% of the women had a master's degree in education, compared 

to nearly 40% of the male respondents. 

McGee (1979), Taylor (1981), Vaughan (1989), DeSpain (1991), Ross, 

Henderson, and Green (1993), Touchton, Shavhk, and Davis (1993), Vaughan, 

Mellander, and Blois (1994), and Touchton and Ingram (1995) provide detailed 

demographic descriptions of the female college and university president. 

From these studies, which span over 15 years, we have leaimed who the 

typical female president is, from where she came, to where she is going, how 

she airrived, amd who helped her get there. In short, the "typical" female 

college or university president is white (though the population is becoming 

more racially diverse), religiously affiliated (mostly Catholic), less than 51 

yeairs old, is less hkely today to be mairried than 20 years ago, probably does 

not have children, has eauned a doctorate and majored in education or the 

humanities, has worked in higher education more than ten years, was 

influenced by a either a male and/or female role model, and held a vice-

presidency or a dean's position prior to her currently held position. 

Satisfaction of the Female President 

As stated previously, most of the research on female presidents of 

higher education institutions has been descriptive in nature. A few of these 

descriptive studies included degree of satisfaction as just one of many 
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vauiables. Relatively consistent reports of the degree of satisfaction of female 

presidents have emerged. 

The presidents in McGee's (1979) study found satisfaction in several 

different areas in their positions, but the majority considered taisk-related 

activities to be the greatest source of satisfaction. People-related issues 

emerged as the most common dissatisfier. When the question of overall 

satisfaction was considered by institutional type, McGee found that 87% of 

the two-year institution presidents were very satisfied, 80% of the public four-

yeau* institution presidents were very satisfied, 47% of the private four-year 

institution presidents were very satisfied and 47% were satisfied. No 

president was dissatisfied. 

Taylor (1981) identified satisfactions and fi-ustrations for female 

community college presidents. Most presidents described their presidencies 

as highly satisfactory. The most frequently mentioned airea of satisfaction 

was categorized as those that dealt with the self and those that concerned 

others in the institution. Self satisfaction included being able to provide 

educational leadership, master pohtics, define the institutional future or turn 

it around, to be in charge, have total responsibility, or have an impact on the 

institution. Satisfaction with others included working as a part of a 

management team, having good relationships with faculty and students, 

having the confidence of the board, and getting individuals and groups wdth 

different agendas together. Positive community relationships and pride in the 

institution were also commonly noted satisfiers. 

Frustrations were also identified by Taylor. The presidents' greatest 

fi-ustrations mostly concerned inadequate financing and inability to get 

70 



needed things done, changed, or improved. Problems with bureaucracy, 

bureaucrats, amd dominating superiors also contributed to the frustrations. 

Personad leadership inadequacy, stress, and lack of time were mentioned 

frequently as dissatisfiers. 

Schmuckler (1980) examined the professional role integration of 

women college presidents v^th the intent of determining the relative 

importance of factors posited as being hkely to influence role hairmony and 

career satisfaction. The sample consisted of 41 women college presidents at 

both four-year and two-year institutions and was drawn from all the women 

coUege presidents in the United States in 1987-1988, excluding those with 

membership in a rehgious order. Upon completion of the study, this research 

revealed that educational attainment at the doctorad level was significantly 

related to career satisfaction; those who rated themselves high on career 

satisfaction experienced httle strain while integrating their professional and 

personal roles; women coUege presidents reported few models for their 

presidencies; the subjects were highly satisfied professionally and personally; 

76% rated their career satisfaction as extremely or very satisfied; and 95% 

rated gender role satisfaction (their roles as wives and mothers) as very 

satisfactory or satisfactory. Schmuckler posited that the presidents in the 

study were able to successfully combine traditional, feminine roles with their 

career. Furthermore, the sample displayed homogeneity, leading Schmuckler 

to further posit that the stringent selection process for college presidents 

accounted for the similarities in the sample. 

One question about overall job satisfaction was included in the 

Touchton, Shavhk, and Davis (1993) study. This survey revealed that almost 
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all female presidents reported being satisfied with their jobs. Fifty-seven 

percent were highly satisfied, 39% were satisfied, amd 3% reported being 

somewhat satisfied. No president reported being dissatisfied. 

As evidenced from the studies described above, female college and 

university presidents have historically reported being satisfied with their 

positions. McGee (1979), Taylor (1981), Schmuckler (1980), and Touchton, 

Shavhk, and Davis (1993) explored the degree of overall career satisfaction 

experienced by female presidents. To summarize, the noted satisfiers for 

female presidents discovered by previous researchers include: task-related 

activities (McGee, 1979); those areas that deal with self satisfaction (e.g., 

providing educational leadership, defining the future of the institution, being in 

charge, etc.) and those areas that concern others (e.g., working on a 

management teaim, relationships with faculty, etc.) (Taylor, 1981); the 

attainment of the doctorate, and the integration of professional amd personad 

roles (Schmuckler, 1980). The dissatisfiers included: people-related issues 

(McGee, 1979); institutional problems such as inadequate financing and 

bureaucrats as well as personal inadequacy, stress, and lack of time (Taylor, 

1981). Though these researchers have provided a solid background of 

information for future career satisfaction studies, the current level of 

knowledge is shallow and inadequate. Previous studies do not take into 

account the personal input variables and environmental variables that 

influence career satisfaction. A more detailed and comprehensive description 

of satisfaction is needed, and the variables most hkely to predict career 

satisfaction need to be further researched. 

72 



Femade Administrators of Higher Education Institutions 

Another related area of the literature focused on women as 

administrators in higher education, not just women as presidents (Cummings, 

1975; Soldwedel, 1975; Freeman, 1977; Loomis & Wild, 1978; Etaugh, 1984). 

Others examined satisfaction of female administrators (Reeves, 1975; 

Reisser & Zurfluh, 1987). The following review summarizes research 

pertinent to this study. 

The Female Administrator 

Cummings (1975) examined the reasons why there was a lack of 

women in academic positions in higher education twenty yeau-s ago. This 

reseaircher stated that the obvious reason for the lack of top female academic 

administrators was that top administrators traditionally came from top 

ranking faculty jobs, amd women were almost as scarce here as they were in 

administrative positions. Cummings considered discrimination, psychological 

and sociological factors, and assumptions about the academic career as 

reasons why more women were not represented in academe. 

Soldwedel (1975) offered insights and observations on women in higher 

education over 20 years ago: 

The proportion of well-quadified, competent women 
administrators who eventuadly are accorded positions 
as presidents, chancellors, chief student personnel 

administrators, chief academic administrators is minute 
in comparison to the numbers of qualified, competent 
women who are available for executive leadership...Civil 
rights legislation and govemmentad directives do not 
automaticadly open doors .... Without effective enforcement 
and in the absence of careful surveillance by boards or 

trustees or state legislatures. Title IX guidelines merely 
provide vehicles to legitimize the nonselection of women for 
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faculty and administrative appointment.... Women are their 
own worst enemies. Too many women undersell themselves, 
think they are lucky to hold the jobs they do, and are willing 
to settle for less than a position which commands their 
full potential, (pp. 146-147) 

Freeman (1977) explored the background of women in top-level 

administrative positions "to determine what is, rather than to predict; to 

discover significant variables among the women; to discover relationships 

among variables and to lay the groundwork for later, more rigorous 

hypothesis testing" (p. 2). The study analyzed personal, educational, and 

professional data about 27 women administrators in top-level administrative 

positions in nine institutions of higher education in the District of Columbia. 

One president, six vice presidents, aind 13 deans were included. The titles of 

Dean of Women, Dean of Residence, and Dean of Nursing were included to 

increaise the saimple size. Though many findings were reported by Freeman, 

the most pertinent to this study addresses involvement issues and 

dissatisfaction. Freeman concluded that women must get involved in budget 

preparation and participate in internships and training programs. The 

greatest frustration, and only dissatisfaction, with administration on the part 

of the sampled administrators wais the preparation of the budget and fund 

raising activities in their institutions. 

Loomis and Wild (1978) conducted a study at the University of Arizona 

to consider how to increase the role of women in community college 

administration. These researchers asked: (1) at what levels of administration 

are women involved; (2) how many women are employed in the community 

college system wdth Ph.D.'s; (3) how many of the women wdth Ph.D.'s are 

administrators, and (4) how many administrators in Arizona are women? The 
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The results of the study conducted by Loomis and Wild showed that women 

were typically not top level administrators, but, rather, they were primarily 

chairpersons in traditional female disciphnes, such as nursing amd home 

economics. Loomis and Wild also found that approximately 75% of all 

commimity college administrators held Ph.D.'s, yet only 20% of the women in 

the study held such degrees. Finally, Loomis and Wild determined that 

women were more equally and more consistently represented in levels of 

administration in Arizona than in other parts of the United States which 

were surveyed. However, they also reported that there was not a female 

president in any of the institutions represented in their study. 

Etaugh (1984) examined changes in the status of women faculty and 

administrators in higher education from 1972 to 1982. The data indicated 

that although the status of women had improved somewhat and the number 

of women faculty had increased, women were still concentrated in a small 

number of fields, in the lower ranks, and at less prestigious institutions. They 

were paid less than made faculty and were less likely to be tenured. 

Furthermore, women administrators were underrepresented in high-level 

positions, especially at public coeducational institutions, and were paid less 

tham men. For both faculty and administrators, sex differentiads with regard 

to salary, rauik, tenure, and position remained fairly constant during the 

decade in review. 

Research by Cummings (1975), Soldwedel (1975), Freeman (1977), 

Loomis and Wild (1978), and Etaugh (1984) specifically examines the female 

administrator in higher education at all levels. These studies, though 

somewhat dated, describe the backgrounds of female administrators, reasons 
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for the historical lack of female representation in higher education 

administration, ways to increase their participation, and changes in their 

status over time. Information on female administrators, not just presidents, 

was pertinent to a study of female presidents because of the historical 

context it provided. 

Satisfaction of Female Administrators 

Reeves (1975) conducted an analysis of job satisfaction of women 

administrators in higher education. The purpose of this study was to assess 

the job satisfaction of administrative women in academe to determine what, if 

any, changes in the working climate had occurred after the women's 

movement. The assumption made by Reeves was that each of the women in 

the study had attained a high degree of professional success; therefore, it 

would seem that these women should also achieve a high degree of job 

satisfaction. The respondents in this study included female deans, associate 

deans, assistant deans, department heads, acting depairtment heads, and 

directors in lairge midwestem public and private universities. Interviews of 

these 96 women revealed that job satisfaction did not occur automatically 

just because someone had achieved a high degree of professional success. 

Reasons for lack of satisfaction were varied, but most commonly included 

being required to spend too much time on non-essential paper work, being 

assigned tasks no one else wanted to do, and responsibility but no authority. 

Furthermore, this study revealed that in 1975 women administrators 

perceived that they were being viewed as a threat instead of being respected 

for their abilities. Finally, the study revealed that the working climate had 
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not changed appreciably for most women in administrative positions. Their 

job satisfaction came from a sense of personal worth rather than from the 

working chmate or other external factors. 

Another study that looked at job satisfaction for female higher 

education administrators was conducted by Reisser and Zurfluh (1987). 

These researchers, limiting their study to Washington state, examined the 

factors which contributed to female mid- and upper-level administrators' 

desire to leave their position. According to their study, women administrators 

in higher education were more satisfied than women in other careers, but 78% 

of the women surveyed indicated that they had seriously considered resigning, 

a strong indication of widespread dissatisfaction among women at the top. 

Some of the reasons listed as contributing factors included dissatisfaction 

wdth institutional decisions, decision-making processes, and current 

leadership; limited upward mobihty; lack of mentoring or orgamizational 

support for professional grov^h; concern that a supervisor was no longer 

supportive or was dissatisfied with performance; and feelings of isolation. 

Studies on the satisfaction of female higher education administrators 

contribute to the knowledge-base of career satisfaction. Though limited, 

dated, amd narrow in focus, these studies reveal important information: (1) 

satisfaction does not occur automatically; (2) though more satisfied than 

women in other careers, many female administrators have experienced 

dissatisfaction; and (3) reasons for dissatisfaction are diverse. 
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Satisfaction of All Presidents 

Noting that while there have been experiential observations and much 

speculation about the job satisfaction of academic presidents, Buxton, 

Prichard, and Buxton (1976) also indicated at the time of their study that 

there was a notable absence of empirical investigation in this area. Perhaps 

one of the most informative studies on the career satisfaction of female 

presidents to date, the purpose of this study was to measure the degree of job 

satisfaction among college and university presidents in the United States and 

to "aiscertain whether certain job backgrounds, educational backgrounds, or 

social backgrounds act as immunizing agents to mitigate certain presidentiad 

problems" (p. 50). Buxton et al. also identified those factors associated with 

the presidency that provided satisfaction and dissatisfaction to incumbents. 

Buxton et al. (1976) randomly surveyed 125 presidents of state-

controlled colleges and universities across the United States. Each state was 

represented at least once and as mamy as three times. However, the 

research report does not indicate if female presidents were included. 

Furthermore, the study omitted privately-controUed coUeges and universities, 

a significant suppher of female presidents. 

Their Likert-type questionnaire consisted of 24 questions and five 

various response categories: very satisfied, satisfied, neither satisfied nor 

dissatisfied, dissatisfied, and very dissatisfied. Also included were two open-

ended questions that asked the president to identify the most satisfying and 

dissatisfying aspects of the job. The results of this study suggested that 

college presidents were moderately satisfied with their jobs. The most 

significamt sources of satisfaction were: (1) the degree of professionad 
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autonomy they experience in office; (2) participation in institutional policy 

formulation; (3) the relationship of presidents with students, administrators, 

superordinates and faculty; and (4) the rate and the degree to which they 

have attained desired goals in their professional careers. The five aspects of 

the presidency identified by Buxton et al. as the most satisfying to 

incumbents were, in raink order: 

(1) intellectual and social nature of the office; 
(2) opportunity to improve the quality of life in the world; 
(3) opportunity to shape the future of their institutions; 
(4) freedom and independence associated with the office; 

(5) the power and prestige associated with the office, (p. 85) 

This saime research adso attended to the negative side of the 

presidency. The most significant sources of dissatisfactions were: (1) the lack 

of opportunity for teaching and conducting reseairch; (2) inability to stay 

abreast of current developments in their respective fields; (3) the institutions' 

current means of evaluating their performamce while in office; (4) their role in 

the fund raising and finamciad affairs of the institution; and (5) the lack of time 

available to fulfill their responsibilities (Buxton et al., 1976). In addition, the 

same researchers identified the five most dissatisfying aspects of the office 

as: 
(1) economical problems associated with the institution ...; 
(2) conflicting role expectations ...; 
(3) exhaustive work loads; 
(4) lack of support from trustees and boards of control; 

(5) unresponsive nature of higher education, (p. 85) 

Buxton et al. adso addressed several personal and professional 

demographics as predictors of career satisfaction. The pertinent personal 

vairiables included in the study were age, race, and social class origin. 

Administrative experience, teaching experience, background experience, and 
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primary reference group were each included ais professional demographic 

variables in the Buxton et al. study. 

Regarding age, there was a curvilinear relationship between age and 

job satisfaction, with the oldest and youngest expressing greater satisfaction. 

Presidents in the 51-55 age category recorded the lowest degree of 

satisfaction. Austin (1985) supported this finding by determining that older 

administrators tended to be more satisfied. Boone (1987) also discovered that 

age was the most significant demographic predictor of job satisfaction for 

higher education administrators across the boau-d. 

Regau-ding race amd social class origin, Buxton et al. determined that 

black presidents were less satisfied with their job than were their Caucasian 

counterparts. Furthermore, Buxton et al. revealed that presidents from 

skilled amd semi-skilled backgrounds were shghtly more satisfied with their 

work than were presidents from professional and managerial backgrounds. 

Presidents from sales and clerical and agricultural backgrounds were the 

least satisfied. 

There was a linear relationship between job satisfaction and 

administrative experience, especially for those presidents with administrative 

experience in higher education. The more years of administrative experience, 

the higher the satisfaction, according to Buxton et al. Moreover, there was a 

curvilinear relationship between teaching experience and job satisfaction. 

Presidents who spent less than 10 years teaching were more satisfied. Those 

who spent more than 10 years teaching were less satisfied. Buxton et al. also 

discovered that presidents who have the bulk of their experiences outside the 

education profession are less satisfied with their jobs; whereas, their 
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colleagues with academic backgrounds reported being more satisfied. They 

also determined that a relationship exists between job satisfaction amd the 

primary reference group of the president. Presidents belonging to and 

actively pairticipating in five or more professional organizations of a national 

nature or scope were considered to have a cosmopolitan orientation. 

Cosmopolitans reported being slightly less satisfied than their counterparts 

who had more of a localist orientation. 

In addition to personal and professional variables associated vdth 

career satisfaction, Buxton et al. addressed other correlating vauiables. 

These included size of the institution based on enrollment, salary and other 

compensatory rewards, and job security. 

Buxton et al. (1976) discovered an inverse relationship between 

institution size and job satisfaction of presidents. "Presidents of institutions 

with enrollments less than 10,000 are slightly more satisfied...with their work 

tham their colleagues in larger institutions" (p. 84). As institution size 

increases, presidential satisfaction decreases. 

A curvilinear relationship existed between salauy and job satisfaction, 

with the highest and lowest paid presidents being the most satisfied. 

Presidents tended to be slightly less satisfied with the amount of recognition 

received from members of other professions and the recognition received from 

noneducators. Furthermore, presidents were less satisfied with the 

provisions for employment upon completion of their term in office and less 

satisfied with their degree of job security. Finally, presidents reported being 

only moderately satisfied with their current institution's progress under 

his/her leadership. 
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In a similau- fashion, Alton (1982) investigated the motivating factors 

leading to the voluntairy resignation of academic presidents. He identified 

nine termination factors: employment alternatives, achievement of 

objectives, governing board relationships, family needs, extended tenures (a 

longer than average term in office), institutional mergers, faculty 

relationships, fiscal retrenchment and physical stamina. The offer or interest 

in employment other than the presidency was the primary motivator for 

volimtary resignation (Alton, 1982). The study also revealed that some 

presidents moved to other positions in which they felt "greater opportunity 

for personal fulfillment than that offered by the presidency" (p. 49). Another 

pertinent factor for termination was the achievement of objectives. Once the 

presidents' objectives were accomplished, they found it necessary to seek new 

challenges, and new satisfactions, elsewhere. 

An Association of Governing Board's 1984 national study led by Clark 

Kerr on how to strengthen the presidency reported information about 

presidentiad job satisfaction. Kerr found that 1/4 were satisfied with their 

situation, 1/2 were more satisfied than dissatisfied most of the time, and 1/4 

were dissatisfied. Though the information revealed in this study is importamt 

and useful, only fifty-four (54) of the four hundred (400) presidents who were 

interviewed were female presidents, amd its purpose was not to examine 

career satisfaction in a holistic manner. 

Fretwell (1988) related his thoughts on the reward and satisfactions of 

the presidency, a position in which he served for mamy years. When asked by 

the incoming president (a female) who was to take Fretwell's place after 

eleven years about how the presidency compared to the academic vice-

82 



presidential post, FretweU responded: "the lows are lower, but the highs are 

higher" (p. 62). Though desirable salaries and benefits receive attention as 

satisfiers for presidents, there au-e other ingredients that provide satisfaction 

that need to be remembered. Fretwell stated that "The president—often on 

call twenty-four hours a day for eleven months of the year, and, even on 

vacation, seldom out of telephone range—can also use intellectual, 

professional and personal leave" (p. 62). Fretwell further stated that the 

nurturance of reasonable and satisfying rewards can help institutions retain 

their presidents. 

In surmnary, educational researchers interested in presidential caireer 

satisfaction report levels of satisfaction amd dissatisfaction for presidents, 

supply information about the causes of satisfaction and dissatisfaction for 

presidents, and examine relationships between certain demographic 

vairiables, institutional chairacteristics, and job satisfaction. Studies report 

that presidents tend to be moderately satisfied. The most satisfied presidents 

t5rpically are the youngest and the oldest in the population, are white, come 

from skilled and semi-skilled backgrounds, have several years of 

administrative experience, spent less than ten years teaching, have academic 

backgrounds, are the lowest and the highest salaried, amd come from 

institutions with enrollments less than 10,000. Despite the usefulness of 

these studies, they are delimiting and exclude some institutional types, do not 

evaduate the satisfaction of female presidents separately, and do not focus on 

involvement as a predictor of career satisfaction. 
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Satisfaction of All Higher Education Administrators 

Still another category of research focuses on the job satisfaction of all 

administrators in higher education, including male and female upper- and mid-

level administrators, such as vice-presidents, directors, and deans. Though 

presidents are often included in the sample, the results are not solely 

generalizable to them. 

Bess and Lodahl (1969) studied a sample of administrators in Big Ten 

and Ivy League institutions holding positions in admission, financial aid, 

student personnel, the registrau-'s office, institutional research, and university 

relations. Fifty percent of the 69 respondents indicated that they were very 

satisfied overall with their work. Forty-five percent described themselves as 

fairly satisfied overall. With regard to specific aspects of satisfaction, the 

respondents reported greatest satisfaction with the institution and with their 

relations wdth their peers and supervisors, and least satisfaction with salary. 

Furthermore, less than half reported being very satisfied with opportunities 

for growth, autonomy, learning, and exercising special abilities. 

Smart and Morstain (1975) used the Job Descriptive Index (JDI) as an 

instrument for the measurement of job satisfaction among administrators in 

the field of institutional research in higher education institutions. The JDI is a 

standardized measure and consists of five different scales: Work 

Environment, Pay, Promotion, Supervision, and Colleagues. Respondents 

were categorized by the degree of congruency between the relative 

importance of their preferred and perceived job responsibilities and were 

labeled as Congruent, Moderate, or Discongruent. The independent variables 

were the five JDI scale scores. The results of this study indicated that 
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Congruent administrators earned significantly higher scores on the Work 

Environment scale than their Moderate and Discongruent colleagues, 

meaning that the Congruent administrators tended to find their work to be 

challenging, fascinating, and satisfying. They perceived their work as 

"providing an outlet for their creative energies, useful to their institutions, 

respected by their colleagues v^ithin their institutions, and providing a sense 

of accomphshment in their lives" (Smart & Morstain, 1975, p. 7). 

A study conducted by Solomon and Tiemey (1977) for the Higher 

Education Research Institute at the University of California at Los Angeles 

sought to test the hypothesis that low intrarole conflict between 

administrator's and their subordinates would be reflected in increased job 

satisfaction for college administrators. Included in the study were presidents, 

chief academic officers, deans, directors of financial aid amd admissions, and 

registrars at private hberal au-ts colleges. The results of the study indicated 

that there was generally a high degree of job satisfaction among these 

administrators, but they were not satisfied with the opportunities for verticad 

or lateral transfer in their jobs or the amount of time available to pursue 

outside activities. They also found presidents and chief academic officers to 

be more satisfied than other administrators at the liberal arts colleges that 

were sampled. 

A study of the factors contributing to job satisfaction of university mid-

level administrators was conducted by Austin (1985). Using multiple 

regressions, a model was developed that identified the relative weight of 

several variable sets that contributed to general job satisfaction of academic 

mid-level administrators. The set of vairiables that were studied included: (1) 
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Personal Characteristics, such as age, sex, and number of years employed at 

the university; (2) Perceived Job Characteristics, such as skill variety, task 

significance, autonomy, feedback, amd opportunities to deal with others; (3) 

Perceived Environmental Characteristics, including the degree to which the 

environment was cooperative, fair, caring, and characterized by the 

involvement of professional staff in decision-making; and (4) Extrinsic 

Characteristics (salary level). The sample included 424 individuals at one 

large, public reseairch university. Using the Job Diagnostic Survey, Austin 

determined that overall job satisfaction was 5.49, with a score of 7.00 being 

the highest, and that when taken as individual sets, each category related 

significantly to administrators' job satisfaction. Being conducted at one 

university, though, hmited the generahzabihty of this reseairch. 

Boone (1987) studied the job satisfaction of administrators by using 

existing measurement tools and a convenience sample of 536 members of the 

American Association of University Administrators. The findings of this 

study showed the job characteristics that were significantly associated vdth 

job satisfaction to be feedback, variety, autonomy, participation, and role 

conflict. Locus of control was a personality characteristic that predicted job 

satisfaction. Age was the most significant demographic predictor in Boone's 

study on job satisfaction. 

Chieffo (1991) took a somewhat different approach and studied the 

factors contributing to job satisfaction and organizational commitment of 

community college leadership teams. The underlying assumption was that 

the role of the community college president is so complex and multifaceted 

that the president must depend on an effective leadership teaim. 
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Administrators identified as leadership team members, excluding presidents 

or chief executive officers, at all 16 two-year colleges in New Mexico made up 

the population. The two dependent variables were job satisfaction and 

organizational commitment. The independent variables were grouped into 

four categories: leadership behaviors of presidents, characteristics of the 

position (job or role), personal characteristics of the subjects, and 

organizational characteristics of the subjects. Chieffo found that the overall 

mean for job satisfaction for leadership team members was 3.76 on a scale of 

1 (low satisfaction) to 5 (high satisfaction); leadership behaviors of the 

president contributed significantly to both job satisfaction and commitment; 

role clairity was the only position characteristic to significantly influence 

satisfaction; those who were included in decision-making meetings with the 

presidents reported higher satisfaction; and members employed by a 

technical-vocational campus reported the highest satisfaction means while 

those employed by an independent branch campus reported the lowest 

satisfaction. Though the data produced by this study are of "particular 

usefulness to New Mexico two-year college presidents and administrators, it 

is the researcher's opinion that the study's results can be generalized 

cautiously to a general population of two-year college presidents and 

leadership teams" (Chieffo, 1991, p. 22). 

Glick (1992) designed and conducted a study to determine the facet-

specific job satisfaction of presidents, academic vice presidents, and deans at 

four-year colleges and universities. A survey composed of the Job 

Descriptive Index (JDI) and demographic items was used as the data 

collection tool. The demographic variables of gender, ethnicity, highest eaimed 
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degree, number of year of service in present position, salary, and employment 

by a public or private institution were the predictor variables. Ghck found 

that the respondents were satisfied with four facets of their jobs (Work, Pay, 

Supervision, and Co-workers), but they were neither satisfied nor dissatisfied 

with Promotion. Furthermore, Carnegie classification of the respondents' 

employing institutions had no effect on their JDI scale scores. The level of 

the respondents' administrative position, however, did have a significant 

effect on the mean scores on the JDI scales for Work, Supervision, and 

Promotion. Presidents had significantly higher scores than chief academic 

officers and deans on the Work scale. Deans also had significantly lower 

scores on the Promotion and Supervision scales. Salary and the public 

versus private status of the employing institution emerged as predictors on 

the Pay facet scale. 

In conclusion, where higher education administrators in general are 

concerned, research reports that they are moderately satisfied to highly 

satisfied with their positions overall, though a variety of dissatisfiers were 

identified. Common reasons for dissatisfaction include a lack of opportunity 

for growth and for vertical advancement. Furthermore, presidents tend to be 

more satisfied than other administrators (Solomon & Tiemey, 1977; Glick, 

1992). Though presidents were included in these studies, they were not 

singled out as the primary population of interest. Similairly, these studies did 

not differentiate satisfaction for female and male administrators. 

To conclude the literature review on higher education administrators, it 

should be noted that the research pertinent to this study fadls into one of four 

categories: (1) Female Presidents of Higher Education Institutions—profiles 
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and examinations of satisfaction; (2) Female Administrators of Higher 

Education Institutions—^views of the historical background and examinations 

of satisfaction; (3) Satisfaction of all Presidents; and (4) Satisfaction of all 

Administrators. Taken in whole, a strong base of knowledge regarding higher 

education administrators and their satisfactions is available. Research has 

described who these people are, where they came from, and their degree of 

satisfaction vdth what they do. The data bank is in need of exploratory 

research that focuses on the career satisfaction of specific groups within the 

universad population. 

Other Predictors of Job Satisfaction 

The amount of research in the area of job satisfaction for 

administrators pales in comparison to the amount of research conducted on 

the job satisfaction of faculty and other employees outside academe. Some of 

the predictors included in this study on female presidents have not been 

previously examined; therefore, it is necessary to review the hterature on 

faculty satisfaction and job satisfaction in general. 

Pre-Presidency Satisfaction 

With regard to the degree of satisfaction experienced prior to the 

attainment of the presidency, it appears that the most useful measurement 

is the degree of satisfaction of other top level administrators. The 

assumption must be made that most of these presidents were top level 

administrators prior to their presidentiad appointment. The degree of 

satisfaction for administrators (other than presidents) must serve as the 
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benchmark as current research does not exist that explains satisfactio] 

to the currently held presidency. This study will help rectify this omissi 

the hterature. 

Professional Involvement 

"There is little doubt that job involvement is a major aspect of jol 

satisfaction, although the two terms are by no means synonymous" 

(Gruneberg, 1979, p. 47). It is also reasonable to conclude that the mor 

involved a person is with the job, the greater vdll be either the job satisf 

or dissatisfaction (Gruneberg, 1979). Furthermore, according to Grunel 

there must be some degree of involvement if there is to be any possibihi 

deriving satisfaction from a job, but it does not guarantee job satisfactic 

Hackman and Lawler's (1971) research found a strong, positive 

relationship between four core dimensions—^variety, autonomy, task id( 

and feedback—and overall job satisfaction and job involvement. Thoug 

study did not include employees in higher education, the results of the si 

cam be carefully generalized. Another primary independent variable wa 

desire for the satisfaction of higher order needs, such as obtaining feelin 

accomplishment and personad growth. Hackman amd Lawler predicted 

found that when jobs au-e high on the four core dimensions, employees w 

desirous of higher order need satisfaction tend to have high motivation, 

high job satisfaction, be absent from work infrequently, and be rated b} 

supervisors as doing high quality work. Furthermore, the degree to whi 

employees feel personally involved in their work is strongly and positive 

correlated v^ith the core dimensions and overall satisfaction. 
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A study by Schultz and Chung (1988) investigated the impact of work-

related variables on research productivity and job satisfaction for university 

faculty as well as the relationship between the two. Measurements of a 

sample of 204 faculty at a large midwestem land-grant university indicated 

that involvement within professional organizations as a national officer was a 

significant predictor of satisfaction. 

Smart (1990) measured the degree of faculty involvement in campus 

governance. The measure was based on faculty perceptions of the extent to 

which the administration of the institution and the department was 

democratic in nature, the degree to which there was a broad faculty 

involvement in the governance process, the effectiveness of faculty meetings, 

and the level of support for academic freedom from the administration. 

Smart determined that those faculty, regardless of tenure status, who 

perceived their administration as autocratic and not involving the faculty, 

were more hkely to leave the institution. 

Opp (1992) conducted a study on faculty career satisfaction and 

examined the effect of involvement of faculty in research, teaching, and 

service activities on career satisfaction. Using Astin's theory of involvement 

and the input-environment-output design, Opp discovered that 

(1) faculty across all disciplinary types who are more interested in research 

than in teaching or service activities tend to be less satisfied wdth their 

careers; (2) faculty in the biological sciences, physical sciences, and sociad 

sciences who participate in collaborative research activities tend to be more 

satisfied wdth their careers; and (3) faculty ia the humauiities, social sciences, 

and physical sciences at public institutions were less satisfied than those in 
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private institutions. Opp's study promotes the use of Astin's involvement 

theory outside the realm of student development. 

Obviously, research has proven that involvement significantly 

influences career satisfaction. Studies by Schultz and Chung (1988), Smart 

(1990), and Opp (1992) focus on this phenomenon in higher education while 

studies by Gmneberg (1979) and Hackman and Lawler (1971) explore the 

effects of involvement in more generic work situations. Regardless of the 

circumstances, involvement in vauious activities emerged as a strong 

predictor of satisfaction. 

Personal Involvement 

Near and Sorcinelli (1986) studied the relationship between work and 

life away from work for 112 faculty members. The independent variables in 

the study included personal life aspects, such as income for cau-eer 

development, quadity of work life, amd leisure time. The professional life 

aspects category included time for personal life, income for personal life, 

quahty of personal life, opportunities for family, amd social obligations. Using 

stratified sampling by academic rank and gender. Near and Sorcinelli 

determined that both work and life outside of work were related to work 

satisfaction; likewise, work and nonwork conditions were associated with 

satisfaction in life away from work. Furthermore, work and aspects of life 

away from work had indirect effects on hfe satisfaction. Finally, Near amd 

Sorcinelli reported that academics, unlike the general population, experienced 

"spillover" between work and hfe away from work (p. 377). 
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Summary 

Reviewed in this chapter were severad topics pertinent to this study on 

career satisfaction. A review of the problem, the conceptual fraimework, and 

literature reviews on the presidency as a job, higher education administrators, 

and other predictors of satisfaction were covered. 

In the review of the problem, the two trends that legitimize the study 

were covered in depth. Reasons for the increasing number of women in the 

presidential ramks were examined, including higher education initiatives and 

legislation and policy. The relatively brief tenure of college amd university 

presidents was explored and possible explanations offered by educational 

researchers were summarized. 

In the conceptual framework section, the theoretical foundations upon 

which the study is built were expladned. Values theory, by Edwin Locke, and 

involvement theory, by Alexander Astin, provide the parameters for this 

research on career satisfaction. 

A literature review of the college presidency as a job provided insights 

into the daily life of a college president. What roles and duties the president 

must perform and how they spend their time were the questions answered in 

this section. 

A review of the germane literature on higher education administrators 

indicated that the research tended to fall into four different categories: (1) 

female college and university presidents; (2) women as higher education 

administrators; (3) presidential satisfaction; and (4) job satisfaction of all 

administrators. Though a broad base of information and knowledge has been 

created through years of research, significant is the fact that research does 
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not currently exist that examines overall cau-eer satisfaction of female 

presidents of American institutions of higher education or the predictors of 

their satisfaction. 
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CHAPTER III 

METHODOLOGY 

"The presidency can be a source of great personal and professional 
satisfaction, provided its tasks are undertaken 

with decorum and at least some modesty." 

(Fretwell, 1988, p. 62) 

Introduction 

The purpose of Chapter III is to delineate and describe the procedures 

used in conducting this study. The topics covered in this chapter include: (1) 

Restatement of the Problem; (2) Restatement of the Purpose; (3) Research 

Design; (4) Instrumentation; (5) Samphng Procedure; (6) Data Collection 

Procedure; (7) Data Analysis; and (8) Summary. 

Restatement of the Problem 

The research problem is the career satisfaction of female presidents of 

American institutions of higher education. Current hterature indicates two 

significant trends in higher education which help establish the fact that more 

information about the degree of overall career satisfaction of female 

presidents of American higher education institutions is needed. The first 

trend of note is the increasing number of female presidents in American 

higher education institutions over the past 25 years. The second trend is the 

relatively brief amount of time spent in office by presidents. 
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Restatement of the Purpose 

The primary purpose of this research project was to conduct an in-

depth, comprehensive study of the career satisfaction levels of female 

presidents of higher education institutions in the United States. This 

reseau-ch: (1) described the overall level of career satisfaction for female 

presidents and their satisfaction with related job facets; and (2) explored the 

personal (input) variables and environmental variables that predict career 

satisfaction for female college and university presidents. 

Research Design 

To accomplish the objectives and purpose of this project, survey 

research was employed to gather quantitative data in order to understand 

career satisfaction of female presidents of American institutions of higher 

education. Overall career satisfaction of female presidents of American 

institutions of higher education was described and relationships between 

vairiables associated with cau-eer satisfaction were explored to determine their 

predictive value. Additionally, Astin's Input-Environment-Output Model of 

Assessment provided the structural framework for the study. 

The I-E-0 model was developed by Astin for use in what he calls 

natural experiments. 

In natural experiments we try to study 
naturally occurring vaoiations in environmentad 
conditions and to approximate the methodological 
benefits of true experimentsby means of complex 
multivariate statistical analysis ... we try to study 
the real world rather than the artificial ones that 
are created by experimentation. (Astin, 1991, p. 28) 

Therefore, this study was a natural experiment, according to Astin's 

definition. Female presidents of higher education institutions in the United 
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States were studied under natural conditions, not artificial ones created by 

experimentation. Additionally, the study was exploratory in nature as many 

variables were studied in order to further understand the phenomenon of 

career satisfaction. 

Input-Environment-Output Model of Assessment 

Astin provides educational researchers with a powerful framework for 

the design of assessment activities in higher education v^th his Input-

Environment-Output (I-E-0) model. Though most often applied to the 

assessment of student outcomes, Astin (1991) believes that the model is 

applicable to almost any social or behavioral science "as long as the interest 

is in studying the development (input to output) of humam beings or groups of 

human beings and in understanding more about factors (environments) that 

have influenced (or might influence) that development" (p. 20). This model 

has shown to be effective by other reseairchers. Opp (1992) successfully used 

this design to evaluate the disciplinary differences in faculty career 

satisfaction. This model has also been used in the evaluation of student 

satisfaction with Tech Prep programs in Texas (Hodge, 1995). Therefore, 

based on the previous application of the I-E-0 model to other populations, it 

was appropriately extended to include female presidents as the population of 

choice and used as the conceptual framework for the assessment of personal 

and environmental influences on their career satisfaction. Further 

explamation of the parts of the model and how they fit together is necessary 

at this time. 
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Astin (1991) states that any educational assessment project is 

incomplete unless it includes data on inputs, outputs, and the environment to 

which the subject is exposed. An "output" can be thought of as the criterion 

variable, overall career satisfaction. "Inputs" and "environment" are 

synonymous to predictor variables in a study. Inputs refer to the personal 

quadities the president brings initiadly to the position. Personal and 

professional demographic information was gathered and treated as input 

variables. Another input variable included in the study was a modified 

pretest measure of satisfaction prior to the attaunment of the presidency. 

"Environment" variables directly influence the development of 

satisfaction. For this study, the environmental variables included degree of 

professionad and personal involvement measures, data on the institution in 

which the president operates, institutional acceptamce of a female as 

president, whether or not the respondent was the first female president of the 

institution, and salary information. The output variable was overall career 

satisfaction. Table 3.1 lists the variables included in each of the input, 

environment, and output categories. 
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Table 3.1: Input-Environment-Output Variables 

Input Variables Environment Variables Output 

Prior Satisfaction 

Personal Demographics 

Professional Demographics 

Professional Involvement 

Personal Involvement 

Institutional Characteristics 

Other - Acceptance, first 
female president, & salary 

Overall Career Satisfaction 

The relationship among inputs, environment, and outputs is depicted in 

Figure 3.1. 

Figure 3.1 The I-E-0 Model (Astin, 1991, p. 18) 

Assessment in education is primauily concerned with the relationship 

between environments and outputs (Line B); however; the relationship 

between environment and outputs cannot be fully understood v^thout 

analyzing inputs (Astin, 1991). The basic purpose of the I-E-0 model is to 

correct or adjust for input differences among subjects in order to get a less 

biased estimate of the effects of different environments on outputs. Input 

variables may have a direct effect on both environments (Line A) and the 

outcomes (Line C). They may also have an indirect effect on outputs by 

affecting the environment and the observed relationship between 

environments and outputs (Astin, 1991). 
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Instrumentation 

A self-report questionnaire was used as a cross-sectional data 

collection tool to obtaiin information from subjects from the predetermined 

population, female presidents of American institutions of higher education. It 

is the contention of the researcher that while there are many well-known 

measures of job satisfaction for use in busiuess and industry (Hill, 1986-

1987), a job satisfaction scale did not exist that was entirely applicable to the 

work situation of college and university presidents. Therefore, a new 

satisfaction measurement tool created by the researcher was used to address 

the objectives and research questions of this pairticular study. 

Scarpello and Campbell (1983) provide a list of different job 

satisfaction measures, making the distinction between overall job 

satisfaction measures and job facet satisfaction measures. The overall job 

satisfaction measures these researchers identify include the Hoppock Job 

Satisfaction Scale, the Job-In-General Faces Scale, the Yale Job Inventory, 

the Met Expectations Scales, and the Propensity to Stay Scale. The job facet 

satisfaction measures indentified by Scarpello and Campbell are the Job 

Descriptive Index, the Minnesota Satisfaction Questionnaire, the University 

of Michigan Research Center's Quality of Employment Survey, the Need 

Satisfaction Questionnaire, the Satisfaction With Job Design Questionnaire, 

amd the Minnesota Individual Satisfaction Organizational Effectiveness 

Laboratory Questionnaire. 

The Job Descriptive Index (JDI), as created by researchers at the 

Cornell Studies of Satisfaction in 1959, is documented as the most frequently 

used instrument to measure facet specific levels of job satisfaction, according 
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to Yeager (as cited in Glick, 1992). A revised version of this instrument by 

Paul, Kravits, Blazer, and Smith (1990), using more contemporary language, 

has been used in higher education research (as cited in Glick, 1992). Despite 

its recommended use for higher education and its purported apphcability to 

presidents, the revised JDI does not fit the objectives of this satisfaction 

study. Though the JDI also consists of five separate scales: Work, Pay, 

Promotion, Supervision, and Co-workers, it does not ask the respondents how 

satisfied they are with their work (Glick, 1992). Information gathered with 

the JDI is used to infer job satisfaction. Furthermore, information on input 

variables and envirormient variables also need to be gathered. Therefore, a 

new instrument, called the Comprehensive Career Satisfaction Survey 

(CCSS), was created by reviewing and utilizing appropriate portions of the 

most vadid amd relevant measurement tools for satisfaction found in the job 

satisfaction literature. 

Comprehensive Career Satisfaction Survev (CCSS) 

Each question in the CCSS measures a specific aspect of one of the 

research questions or objectives. See Appendix B for a copy of the CCSS. 

Face validity, a subjective appraisal by an evaduator that a measure 

appears to cover relevant content (Borg & Gall, 1989), was verified through 

field testing and the collection of feedback from current college amd university 

presidents, made and femade. Using an expert-judge technique, twelve higher 

education presidents were asked to review the content value of the predictor 

variables, the clarity and wording of questions, and overall content of the 
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survey. The original version of the survey was revised to include the experts' 

suggestions and recommendations. 

The CCSS is a self-report survey: including five different satisfaction 

scales, one measure of overadl satisfaction, a prior satisfaction scale, a 

section on personal and professionad demographic information, a section on 

professionad and personal involvement, and a section on other environmental 

information. Each survey was coded to indentify the characteristics of the 

institution led by each respondent. 

The satisfaction scales follow from the objectives and research 

questions for the study amd were structured according to the I-E-O Model of 

Assessment. Furthermore, confidentiality was assured through the coding 

process since the requested information was of a personal nature. 

Objective One—Describe 

Since the purpose of the first objective was to describe the overall level 

of career satisfaction for femade presidents and their satisfaction with related 

job facets, five different multiple-measure satisfaction scales and one overall 

measure of satisfaction scale were created. "A scale is a cluster or group of 

statements or questions (items) that are designed to measure a single 

concept" (Royse, 1995, p. 33). The scales for objective one au-e as follows: (1) 

Satisfaction with the Job Scale (SWJS); (2) Satisfaction with Compensation 

Scale (SWCS); (3) Satisfaction with Professional Relationships Scale (SPRS); 

(4) Satisfaction with Performance Scale (SWPS); (5) Satisfaction with 

Institution Scale (SWIS). Respondents self-reported their satisfaction using 

a word-anchored, six-point Likert scale. Respondents rated their satisfaction 
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as: 1 = very dissatisfied, 2 = dissatisfied, 3 = more dissatisfied than satisfied, 4 

= more satisfied than dissatisfied, 5 = satisfied, or 6 = very satisfied. The use 

of a six-point scade forced a choice between "more dissatisfied than satisfied" 

and "more satisfied than dissatisfied." The five multiple-measure scales were 

analyzed individually for adequate levels of reliability, or internal consistency, 

using factor amalysis and Cronbach's adpha coefficient. 

Reliability of Multiple-Measure Scales 

For each of the five multiple-measure satisfaction scales in this study, 

factor analysis was conducted to determine if any of the items in the five 

satisfaction scales should be omitted. Likewise, Cronbach's alpha was 

cadculated to determine the internal consistency of the scades. The criterion 

variable, overall satisfaction, was based on the five multiple-measure 

satisfaction scales; therefore, the reliability of these scales was essential to 

the outcome of the study. 

In this study, a one-factor structure was imposed on the items 

designed to measure each satisfaction scale. The factor loadings were then 

used for item-analysis. Items in the scades that had a factor loading of less 

than 0.30 were to be removed from the scale; however, all items in each scale 

were greater than 0.30, so each item was retained. 

Cronbach's alpha was the reliability coefficient of choice since the 

items on the scales had several possible answers and could not be measured 

dichotomously (Borg & Gall, 1989). Reliability coefficients range in value 

from 0.00 to 1.00. The closer the coefficient is to 1.00, the more reliable the 

measure. The reliability coefficient for each scale is subsequently reported. 
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Satisfaction with the Job Scale 

A measure of the items in the Satisfaction with the Job Scale (SWJS) 

provided empirical data about how satisfied female presidents/chief executive 

officers are with various aspects of the presidency as a job. The level of 

satisfaction female presidents feel about time required to fulfill work duties 

(see Buxton, Prichard & Buxton, 1976), autonomy (see Wanous & Lawler, 

1972; Buxton et al., 1976; Solomon & Tiemey, 1977; Austin, 1985), influence 

(see Solomon & Tiemey, 1977; Knoop, 1994), task variety (see Wanous & 

Lawler, 1972; Solomon & Tiemey, 1977; Locke, Fitzpatrick, & White, 1983; 

Hill, 1986-1987), challenge (see Solomon & Tiemey, 1977; Rice, Gentile, & 

McFarlin, 1991), skill and ability utilization (see Knoop, 1994; Locke, 

Fitzpatrick, & White, 1983), time for scholarly activities (see Buxton et al., 

1976; Solomon & Tiemey, 1977), amd job security (see Knoop, 1994; Solomon 

& Tiemey, 1977), were measured. The first research question, "How satisfied 

are female presidents with their jobs?", was measured with this scale. Table 

3.2 summarizes the items included in the SWJS and the factor loadings for 

each item. 
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Table 3.2: Satisfaction with the Job Scale (N= 281) 

Question 1: How satisfied are you vdth the following job-related variables? 

Questionnaire Item Factor Load 

Time required to fulfill duties 
Autonomy 
Influence 
Task variety 
Chadlenge 
Skill and abihty utilization 
Time for scholarly activities 
Degree of job security 

.40 

.68 

.78 

.64 

.59 

.68 

.57 

.64 

Factor loadings ranged from 0.40 to 0.78 with 281 valid observations. Since 

all items loaded above 0.30, all were included in the SWJS. Cronbach's alpha 

for this scale was 0.76. 

Satisfaction with Compensation Scale 

A measure of the items in the Satisfaction with Compensation Scale 

(SWCS) provided data about how satisfied female presidents are with the 

extrinsic rewards of their position. Salary (Wanous & Lawler, 1972; Buxton, 

Prichard, & Buxton, 1977; Solomon & Tiemey, 1977; McGee, 1979; Locke, 

Fitzpatrick, & White, 1983; Hill, 1986-1987; Reisser & Zurfluh, 1987; Ghck, 

1992; Opp, 1992; Touchton, Shavlik, & Davis, 1993), fringe benefits (see 

Solomon & Tiemey, 1977; Hill, 1986-1987; Knoop, 1994), and leave time (see 

Fretwell, 1988; Touchton, Shavlik, & Davis, 1993) were the compensation 

variables of interest. The second research question, "How satisfied are 

female presidents with their compensation?", was measured by the SWCS. 

Table 3.3 hsts the items included in the SWCS and the factor loadings for 

each item. 
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Table 3.3: Satisfaction with Compensation Scale (N = 290) 

Question 2: How satisfied are you with the following compensation-
related variables? 

Questionnaire Item Factor Load 

Salary .84 
Fringe benefits .86 
Leave time .80 

Factor loadings ranged from 0.80 to 0.86 with 290 observations. Since all 

items loaded above 0.30, all were included in the SWCS. Cronbach's alpha for 

this scale was 0.77. 

Satisfaction with Professional Relationships Scale 

Elements of this satisfaction scale refer to the levels of satisfaction 

female presidents experience in their professional interactions with a variety 

of constituents, including students (see Buxton, Prichard, & Buxton, 1976; 

Solomon & Tiemey, 1977; Selman, 1990), faculty at their institution (see 

Buxton, Prichau*d, & Buxton, 1976; Selman, 1990), administrators (see 

Buxton, Prichau*d, & Buxton, 1976; Knoop, 1994, regarding co-workers), male 

and female members of the governing board (see Buxton, Prichard, & Buxton, 

1976 regarding governing bodies and superordinates; McGee, 1979 regarding 

male colleagues; Touchton, Shavlik, & Davis, 1993; Knoop, 1994, regarding 

supervisors), male and female presidents of other institutions, and 

community leaders, legislators and alumni (see Selman, 1990). A measure of 

the items in the Satisfaction with Professional Relationships Scale provided 

information on the degree of satisfaction experienced by female 

presidents/chief executive officers in this area, and answered research 
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question number three, "How satisfied are presidents with their professional 

relationships?". Table 3.4 hsts the professional relationship items included in 

the SPRS and the factor loadings for each. 

Table 3.4: Satisfaction with Professional Relationships Scale (N = 261) 

Question 3: How satisfied are you with the quality of the professional 
relationship you have with the following? 

Questionnaire Item Factor Load 

Students at your institution -47 
Faculty at your institution 51 
Administrators at your institution .54 
Made members of the governing boau-d .62 
Female members of the governing board 66 
Made presidents of other institutions 77 
Female presidents of other institutions .69 
Community leaders 66 
Legislators -60 
Alumni 64 

Factor loadings ranged from 0.47 to 0.77 with 261 valid observations. Since 

all items loaded above 0.30, all were included in the SWPS. Cronbach's alpha 

was 0.81 for this scale. 

Satisfaction with Performance Scale 

A measurement of the items in the Satisfaction with Performance 

Scale (SWPS) provided empirical data on the degree to which female 

presidents are satisfied with their own skills and abihties. "How satisfied are 

female presidents with their performance?", research question number four, 

was measured by the SSPS. Presidents were asked to rate their satisfaction 

with their own skills and abilities in the following areas: vision and leadership 
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(see Selman, 1990; Chieffo, 1991 regarding vision), decision making (see Rice, 

Gentile, & McFarland, 1991), communication (see Kuyper, 1987), conflict 

resolution, political acuity (see Touchton, Shavlik, & Davis, 1993), financial 

management of the institution (see Touchton, Shavlik, & Davis, 1993), and 

fundraising. Table 3.5 summarizes the items included in the SWPS and the 

factor loadings for each. 

Table 3.5: Satisfaction with Performance Scale (N = 292) 

Question 5: How satisfied aire you with your performance in each of the 
following areas? 

Questionnaire Item Factor Load 

Vision .67 
Leadership .77 
Decisionmaking .73 
Communication .61 
Conflict resolution .61 
Politicad acuity .60 
Financial management .58 
Fund raising .47 

Factor loadings ramged from 0.47 to 0.71 with 292 vahd observations. Since 

all items loaded above 0.30, all were included in the SWPS. Cronbach's alpha 

for this scale was 0.77. 

Satisfaction with the Institution Scale 

A measure of the items in the Satisfaction with Institution Scale 

(SWIS) provided empirical data about how satisfied female presidents au-e 

with various aspects of the institution that they lead. The degree to which 

female presidents were satisfied with the institutionad mission, culture, 

climate (see Reeves, 1975), status (see Solomon & Tiemey, 1977; Touchton, 
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Shavlik & Davis, 1993), facilities (see Hill, 1986-1987; Selman, 1990), 

financial condition, operating policies and procedures (see Reisser & Zurfluh, 

1987 regarding institutional decision making) and organizationad structure 

(see Chieffo, 1991) were explored. The fifth research question, "How satisfied 

are female presidents with their institutions?", was determined with this 

scale. Table 3.6 provides a summary of all the items within the SWIS and 

the factor loadings for each. 

Table 3.6: Satisfaction with the Institution Scale (N = 287) 

Question 5: How satisfied are you with the following institutional variables? 

Questionnaire Item Factor Load 

Mission .60 
Culture .71 
Climate .74 
Status .70 
Facilities .59 
Finamcial condition .63 
Operating pohcies and procedures .74 
Orgamizationad structure .74 

Factor loadings ranged from 0.59 to 0.74 with 287 vadid observations. Since 

all items loaded at above 0.30, all items were included in the SWIS. 

Cronbach's adpha for this scale was 0.83. 

Objective Two—Explore and Predict 

The second objective was to explore the personal (input) variables and 

environmental variables that predict overadl career satisfaction, the criterion 

vauiable for this study. Research question number seven, "Which personad 
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(input) variables and environmental variables predict career satisfaction for 

female presidents?", was answered by using multiple regression analysis. 

Input Variables 

The input variables for this study included: (1) prior satisfaction 

measures; (2) personal demographics; and (3) professional demographics. 

With the Prior Satisfaction Scale (PSS), as created by the researcher, a 

retrospective measure of satisfaction experienced prior to the attainment of 

the current presidency was obtained. Knowing the degree of satisfaction 

experienced previous to the currently held presidency helps explain how the 

attaunment of the presidency has affected the respondent's career 

satisfaction. Respondents expressed the degree of satisfaction they 

experienced wdth each of the following items: (1) previous 

institution/organization, (2) previous job, (3) previous compensation package, 

(4) previous professional relationships, (5) previous performance, and (6) 

previous overall career satisfaction. 

For this study, the PSS was an efficient and expeditious way to obtain 

pre-test input data, as this information had not been previously collected 

from administrators who became female presidents. Despite the benefits of 

the PSS, there aire weaknesses associated with this kind of retrospective 

measure. Current female presidents were asked to recadl their degree of 

satisfaction prior to the attainment of their current position. It is possible 

that reported degrees of prior satisfaction are higher, or lower, than they were 

in reality as retrospective accounts aire not as accurate as a true pre-test 
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would be. Essentially, the PSS was a quick way to obtain necessary 

information that was not otherwise available. 

Personal and professional demographic information was also collected 

as input variables. Table 3.7 summarizes the personal and professional input 

variables on which information was collected. 

Table 3.7: Personal and Professional Input Variables 

Personal Inputs Professional Inputs 

Age 
Racial or ethnic group 
Current marital status 
Religious preference 
Membership in a rehgious order 
Number of school-age children 

hving with you 

Years in current presidency 
Total years as president 
Highest degree earned 
Attraction to the presidency 
Presidential code (01 or 02) 

Environmental Variables 

The environmental vauiables collected in this section included: (1) 

professional involvement measures; (2) personal involvement measures; (3) 

other variables including institutional acceptance of a female as president, 

whether or not she is the first female presidents of her institution, and annual 

salary information; and (4) data on the institution. Appendix A summarizes 

the environmental variables. 

Degree of involvement refers to the investment of physical and 

psychological energy in various objects (Astin, 1984). Respondents reported 

their degree of involvement by: (1) estimating the average number of hours 

per week they spend on a variety of professional activities; (2) reporting their 

degree of involvement with professional associations and committees; (3) 
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indicating the frequency with which they interact with students, faculty, 

administrators, the governing board, alumni, legislators, parents, and other 

external constituents; and (4) rating the amount of energy they devote to a 

variety of presidential activities. 

Personal involvement was an important environmental measure as it 

created a more complete picture of the environment in which the respondent 

functions outside the presidency. Therefore, several measures of personal 

involvement behaviors, such as frequency of exercise, involvement in rehgious 

worship services, and amount of time spent with family, were included in the 

survey. See Appendix A for a summauy of the predictor variables included in 

this section. 

Characteristics of the institution that the female president leads were 

essential environmental vairiables to consider in the assessment of career 

satisfaction using the I-E-0 Model of Assessment. Most of the defining 

characteristics: Carnegie Classification, student body composition, affiliation 

or control, and enrollment, were identified using the 1996 Higher Education 

Directory (Rodenhouse, 1996). 

Information on the institution's acceptance of a female as president, 

whether or not she is the first female president of her institution, and annual 

salary were also relevant environmental vairiables. The female president's 

perception of the degree to which her institution approves of, or at least is 

unaffected by, her gender may contribute to the degree of caireer satisfaction 

she experiences. Whether or not she is the first female president of her 

institution and her annual salary may have also contributed to the 

112 



environment and may have affected her career satisfaction. The respondent 

provided information on these three variables. 

Outcome—Overall Career Satisfaction 

The criterion, or output, variable for this study was overall career 

satisfaction. Defined as an affective response by an individual to the 

interrelated job facets, personad inputs, and envdronmental elements that 

concurrently constitute the professional experience, caireer satisfaction is an 

overall measure of the degree to which an individual is content and happy 

with all of the components of a chosen career. OveraU career satisfaction 

was determined by first cadculating means for each of the five satisfaction 

scades then calculating an overall mean of means. (See the Data Analysis 

section for further explanation). This measure of overall satisfaction was 

used as the criterion variable in the statistical anadysis. A second measure of 

overall satisfaction was taiken using the OCSM. The OCSM was used for 

comparison purposes only, as a means of vahdating the other overall 

measure of career satisfaction. 

.Sampling Procedure 

The target, or universal, population is defined as all members of a real 

or hypothetical set of people, events or objects to which results of the 

research are generalized CBorg & Gall, 1989). Since this research project was 

delimited to female presidents of higher education institutions in the United 

States, the target population is that group, as opposed to aU presidents (men 

included) of American colleges and universities. However, due to the 
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relatively small number of female presidents in the United States, the entire 

population was surveyed, negating the need for random samphng procedures. 

National representation was possible as every state, except Idaho, and the 

District of Columbia, has at least one femade president. Furthermore, sample 

size was not restricted and was based upon the number of females currently 

filhng presidential positions. 

According to Posavac and Carey (as cited in Royse, 1995) a response 

rate of more than 50% is needed in order to extrapolate the findings of any 

research with confidence to the larger population. Since low response rates 

create problems for researchers, efforts were made during data collection to 

obtaun the highest response rate possible for this study. Ideally, responses 

are needed from female presidents of each type of higher education institution 

to help reduce response bias. The data collection procedure helped to 

ehminate this problem. 

The sampling procedure used was simply the identification of female 

presidents of colleges and universities in the United States. The 1996 Higher 

Education Directory (Rodenhouse, 1996) lists the naunes of the presidents for 

each higher education institution in the United States and was the sampling 

frame by which female presidents were identified. The 1996 Higher 

Education Directory identifies presidents at two different levels: 01 and 02. 

Both classifications were included in the sample because the operational 

definitions were appropriate for this study. Classification 01 is defined as the 

Chief Executive Officer, President or Chancellor who directs all affairs and 

operations of a higher education institution. Classification 02 is defined as the 
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Chief Executive Officer, President or Chancellor who directs all affairs of a 

campus or institution which is part of a university-wdde system. 

If the name listed in the 1996 Higher Education Directory indicated 

tha t the president was obviously a female, she was automatically added to 

the database. If the name hsted did not clearly indicate if the president was 

made or femade, then clarification was sought by calling the institution in 

question. Furthermore, those institutions operating under am interim or 

acting president were called to gain up-to-date information. Interim and 

acting female presidents were, however, included in this sample. This 

identification process can be easily replicated by future researchers. 

In the data analysis portion of this study, the respondent group and the 

nonrespondent group were checked for equivalency to determine how 

representative the respondents were of the population. See Chapter IV for 

the results of the analysis. 

Data Collection Procedure 

Dillman's Total Design Method (as cited in Royse, 1995) for the 

implementation of mail survey procedures, though modified somewhat for this 

study, was followed in order to increase the response rate. Three waves of 

surveys were mailed. In the first wave, the CCSS was mauled along with a 

one-page cover letter on letterhead stationery that explained that a 

professionally useful study was being conducted and why each respondent 

was important. The cover letters were personahzed and addressed the 

president by name. Personalized address labels were used on the envelope. 

A postage-paud business-reply return envelope was supplied. Each survey 
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packet was mailed first class. One week after the first maul-out, a reminder 

postcard was to all female presidents. They were asked to contact the 

researcher if they did not receive the CCSS. 

Approximately four weeks after the first mail-out, a second survey 

packet identical to the first was sent under a new cover letter to all those who 

had not responded. Approximately seven weeks after the first mail-out, a 

final survey packet under another cover letter was sent to all the female 

presidents who still had not responded. See Appendix C for a copy of all 

correspondence sent to the population. 

Each questionnaire was specially coded in order to identify the 

respondent, presidential code, and certain institutional characteristics. Care 

was taken to ensure that the appropriate questionnaire was sent to the right 

president. An eight digit code number referenced the follovdng: record number 

(001 - 459), presidential category (1 or 2), and institutional characteristics as 

provided in the 1996 Higher Education Directory. Table 3.8 hsts the 

institutional chau-acteristics and the corresponding code. 
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Table 3.8: Institutional Characteristics and Code Numbers 

Carneg ie Classification 

Research University I 0 
Research University II 1 
Doctoral University I 2 
Doctoral University II 3 
Master's College or University I 4 
Master's College or University II 5 
Baccalaureate (Liberal Arts) College I 6 
Baccalaureate College II 7 
Associate of Arts College 8 
Specialized Institution 9 

Code Affiliation or Control 

State/Local (public) 
Independent Non Profit (private) 
Religious Denomination 
Tribal/Federal or other 

Student Body 

Co-educational 
Female only 
Male only 
Not supplied 

Enrollment 

1.000 or less 
1.001 - 5,000 

Code 5,001 - 10,000 
10,001 - 15,000 

1 15,001 - 20,000 
2 20,001 - 25,000 
3 25,001 or more 
N Not Supplied 

Code 

1 
2 
3 
4 

Code 

1 
2 
3 
4 
5 
6 
7 
N 

Data Analysis 

"The fundamental purpose of educational research is to develop new 

knowledge about educationad phenomena ... More precisely, the purpose of 

educational research is to develop our confidence that particular knowledge 

claims about educational phenomena are true or false" (Borg & Gall, 1989, p. 

324). Quantitative data as collected was analyzed using statistical 

techniques to determine whether it supports the knowledge claims. First, the 

data was summarized to describe the data collected on the reseairch 

population. Descriptive statistics were calculated for each item in the 

questionnaure. Means were computed for continuous items, such ais level of 

satisfaction, and frequencies were computed for categorical items, such as 

race and marital status. Relative frequencies were also calculated to 

determine the distribution of responses. Secondly, the data was analyzed to 

117 



determine the relationship between the predictor variables and the criterion 

variable, career satisfaction. 

Objective One—Describe 

The first objective of the study was to describe the overall level of 

career satisfaction for female presidents of American institutions of higher 

education. The aforementioned career satisfaction scales were statistically 

analyzed to determine how satisfied female presidents of American colleges 

and universities au-e vdth their jobs, compensation, professional relationships, 

performamce, and institutions. These scales were then used to determine the 

criterion variable, overall career satisfaction. An item mean was calculated 

for each item in the SWJS, SWCS, SPRS, SWPS, and SWIS. This data 

analysis approach is very common in satisfaction research (Astin, 1991). 

The following formula was used to calculate item means for each item in each 

scale: 

- X^ 
Item — . 

N 

An overall mean for each scale was then calculated to determine 

overall satisfaction with that particular category of facets. Each of these 

satisfaction scales were based on a six-point, word-anchored scale, where 1 = 

very dissatisfied, 2 = dissatisfied, 3 = more dissatisfied than satisfied, 4 = 

more satisfied than dissatisfied, 5 = satisfied, amd 6 = very satisfied. Thus, 

using the real limits of the scale, a mean response of 1.49 or less = very 

dissatisfied, 1.5-2.49 = dissatisfied; 2.5-3.49 = more dissatisfied than satisfied; 

3.5-4.49 represented more satisfied than dissatisfied, 4.5-5.49 = satisfied, and 
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a score of 5.5 or greater = very satisfied. The following formulas were used to 

calculate the means for each satisfaction scale: 

Xswjs = 
8 

rrz X.1I + X:2 + Xi3 
Xswcs = 

r j All + A J : + A;3"|-. . .-|-A;10 
XSPRS = 

10 

- X.,+ X.: + X,3+... + X,. 
Xswps = 8 

Xswis — . 
8 

Overall career satisfaction was measured by taking an average of the 

five satisfaction scade means. The following formula depicts the calculation of 

the criterion vauiable: 

— Xsws + Xswcs + XswRs + XSWPS + Xswis 
Xoverall ^ 

Objective Two—Explore and Predict 

The statistical analysis for objective two is more complicated than the 

techniques used in objective one. Since the purpose of objective two was to 

explore the input and environmental variables that predict overall career 

satisfaction for female presidents the appropriate statistical tool was 

multiple regression analysis. 
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Multiple Regression Analysis 

Multiple regression is a multivariate technique for determining the 

correlation between one criterion variable (overall career satisfaction) and 

two or more predictor variables. The purpose of this statistical technique is 

to determine which combination of variables form the best prediction of the 

criterion variable, overall career satisfaction. 

Multiple regression analysis is an excellent statistical 
procedure with which to implement the I-E-0 
assessment model because it permits the investigator 
to control a very large number of potentially biasing ... 
input characteristics. Note that the regression formula 
allows the investigator to express the entering 
characteristics of the ... [president] in terms of an expected 
output score. By comparing the expected and actual 
output scores of... [presidents] who experienced different 
types of environments ..., we can evaluate the effects 
of almost any environmental variable on the outcomes 
of interest. (Astin, 1991, p. 108) 

For this study, forward, blocked multiple regression was used. 

Prior to conducting the multiple regression analysis, the assumptions 

tha t must be met for this technique to work were checked. These 

assumptions are that: (1) the scores for any particular subject are 

independent of the scores of all other subjects; (2) the scores on the dependent 

variable are normally distributed; and (3) the relation between the dependent 

variable and the independent variable is hnear (Shavelson, 1988). The 

assumption of independence was met by employing appropriate data 

collection techniques. The other two assumptions were examined by 

inspecting a scatterplot of the variables. 

A mathematical formula was created which produced the best possible 

estimate or prediction of the criterion variable. This equation hnks the 
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predictor variables to the criterion variables (Borg & Gall, 1989). According 

to Borg and Gall (1989) and Astin (1991), the multiple regression equation 

can be stated as: 

Y = a +biXi + b2X2 + 63X3 + ...+ bkXk 

where Y = the criterion variable; 

a = a constant term; 

hi = pau-tial regression coefficients; and, 

Xi = predictor vauiables. 

For this study, Y, the criterion variable, was overall career satisfaction as 

determined by calculating the overall mean of the five satisfaction scale 

means. The 6j 's are pairtial regression coefficients and show the relationship 

between the criterion vauiable (Y) and a predictor variable (Xi) while 

controlling for the other predictor vauiables (Shavelson, 1988). The predictor 

variables are s5mibolized by Xi. 

To obtain the best prediction of Y, the criterion variable, predictors 

that au*e highly correlated wdth Fbut that are only slightly correlated vnth 

each other is most desirable (Shavelson, 1988). Multicolhnearity, or the 

existence of high correlations among the predictor variables, is undesirable as 

it produces unstable estimates of 6, according to Shavelson. Testing for 

multicoUineauity was a necessary step in order to establish the independence 

of the predictor variables. A high correlation between two predictor variables 

means that they aire not independent and need to be collapsed prior to running 

multiple regressions including these values. However, a review of the 

correlations showed that multicolhnearity wais not a problem in this study 

and no predictor variables had to be collapsed. 
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Input and Environmental Blocks 

A total of six blocks, three input blocks and three environmental 

blocks, were used for the blocked, forward multiple regression analysis. The 

variables from the first block, the input block, were entered into the 

regression one at a time until no additional variable in that block was capable 

of adding significantly to the prediction of career satisfaction. The variables 

in the input blocks (listed in the same order in which they were entered) 

include: (1) prior satisfaction scale items; (2) personal demographics; amd (3) 

professional demographics (see Appendix D for a summary). Once adl of the 

predictive power of the variables in the input blocks had been exhausted, the 

variables in the environmental blocks were considered next. 

The three environmental blocks are, in order of entry: (4) Within 

Institution Effects; (5) Personal Involvement Effects; and (6) Between 

Institution Effects. Within Institution Effects identify different 

subenvironments within the institution. The vauiables in the Within 

Institution Effects block included estimates of time spent on work related 

activities, involvement with professional associations and committees, 

interaction with students, faculty, and other pertinent constituents, and 

energy devoted to a variety of presidentiad roles/duties. Also included in this 

block were measures of the institution's acceptance of a female as president, 

whether or not she is the first female president of her institutions, amd her 

current amnual salary. Appendix E summarizes the Within Institution 

Effects block. 

Personal Involvement Effects refer to personal lifestyle behaviors of 

the respondents. Variables in this block include the number of hours per 
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week the respondent exercises, volunteers, enjoys leisure activities or 

hobbies, and spends with family or fi-iends. Participation in rehgious worship 

services and frequency of personad meditation or prayer were also included. 

Appendix E summarizes the Personal Involvement Effects block. 

Between Institution Effects refer to variables that contrast the effects 

of different types of institutions and are used to obtain information that 

describes the environment of a total institution (Astin, 1991). The variables 

included in the Between Institution Effects block are: Carnegie Classification, 

student body composition, affiliation or control, and enrollment. Appendix E 

summarizes the Between Institution Effects environmental block. 

All of the variables in the three environmental blocks were entered in a 

forward manner until all of their predictive power was exhausted (Astin, 

1991), The input blocks control for presidential input characteristics. The 

environmental blocks indicate if the environment contributed amything to the 

prediction of career satisfaction beyond what could be predicted from input 

characteristics. Multiple regression can only show direct relationships 

between predictor and criterion variables. Figure 3.2 depicts the blocks 

wdthin an I-E-0 model adjusted for this study. 
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Output 
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Career 
Satisfaction 

Figure 3.2 The Adjusted I-E-0 Multiple Regression Model 

Summary 

The purpose of Chapter III was to serve as a blueprint for the research 

study and dehneate the statistical procedures used in conducting the amadysis. 

It specificadly described the research design, data collection, instrumentation, 

sampling, and data amalysis. 

The reseau*ch design follows the I-E-0 Model of Assessment as created 

by Astin (1991). Using survey research, information on career satisfaction 

was gathered from the population of female presidents of higher education 

institutions in the United States. Descriptive and multiple regressional 

analysis procedures were utihzed to fulfill the purposes of this study: (1) 

describe the overall level of career satisfaction for femade presidents and their 

satisfaction vdth related job facets; and (2) explore the personal (input) 

vairiables amd environmental vauiables that predict career satisfaction for 

female college and university presidents. The results of these amalyses aire 

presented in Chapter IV. 
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CHAPTER IV 

FINDINGS 

"Survival and effective service in the presidency 
are possible when the incumbent retains 

basic human quahties, fits the institution, and 
balances pitfalls with satisfactions." 

(Fretwell, 1988, p. 59) 

Introduction 

Chapter four contauns the reseau-ch results and analyses of data 

collected from female presidents/chief executive officers (CEOs) of Carnegie 

Classified higher education institutions in the United States. The topics 

covered in this chapter include: (1) Review of the Research Questions; (2) 

Population and Respondents; (3) Objective One - Describe; (4) Objective Two 

Predict; and (5) Summauy. 

Review of the Research Questions 

The reseairch questions for this study are as follows: 

RQl: How satisfied are female presidents wdth their 

jobs? 

RQ2: How satisfied are femade presidents with their 

compensation? 

RQ3: How satisfied are female presidents with their 

professional relationships? 

RQ4: How satisfied are female presidents vdth their 

performance? 

125 



RQ5: How satisfied are female presidents with their 

institutions? 

RQ6: How satisfied are female presidents overall? 

RQ7: Which personal (input) variables amd environmentad 

variables predict career satisfaction for female 

presidents? 

Population and Respondents 

To answer the research questions, the Comprehensive Career 

Satisfaction Survey (CCSS) was mailed to each female president/CEO of a 

higher education institution in the United States, excluding proprietary, for-

profit institutions, and those institutions not claissified by the Carnegie 

Classification System. Using the 1996 Higher Education Directory, a total 

of 458 female presidents were identified to receive the survey. Of these, five 

surveys were returned because the president was a male, four were returned 

because the addressee was no longer the president and had not been replaced 

by a female president, and one was returned because the identified president 

was deceased. Therefore, the universal population for this study was 448 

female presidents of American higher education institutions that were 

classified under the Carnegie Classification System, excluding proprietary, 

for-profit schools. 

Three waves of questionnaires were mailed to ensure the highest 

response rate possible. Upon completion of the three mailings, a total of 298 

completed and usable surveys were returned, representing a 66.5% response 

rate. According to the coding system on the surveys, 217 female presidents 
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(73%) responded to the first wave, 45 (15%) responded to the second wave, 

and 36 (12%) responded to the third wave. Responses were received from all 

states except New Mexico (vdth three female presidents), Rhode Island, Utah, 

and Wyoming (each with just one female president), amd the District of 

Columbia (wdth two femade presidents). Ten interim, or acting, female 

presidents were included in the study. Responses were received from seven of 

these presidents. 

To ensure that the respondents were representative of the population, 

the respondents were compared to the population using the following 

institutional characteristics: Carnegie Classification, presidentiad code, 

student body composition, affihation or control, and enrollment. Table 4.1 

summauizes the breakdown of the population and respondents by number 

and percentage according to the Carnegie Classification of the institution. 

Also indicated is the response rate for each classification. 

Table 4.1: Population amd Respondents by Carnegie Classification 

Type 

Research University I 
Research University II 
Doctoral University I 
Doctoral University II 
Comprehensive College or University I 
Comprehensive College or University II 
Baccalaureate (Liberal Arts) College I 
Baccalaureate College II 
Associate of Arts College 
SpeciaUzed Institution 

TOTAL: 

Population 
# 

4 
4 
8 
9 

67 
21 
34 
59 

176 
66 

448 

% 

0.9 
0.9 
1.8 
2.0 

15.0 
4.7 
7.6 

13.2 
39.3 
14.7 

*100.1 

Respondents 
# 

2 
2 
5 
5 

43 
15 
13 
37 

133 
43 

298 

% 

0.7 
0.3 
1.7 
1.7 

14.4 
5.0 
4.4 

13.1 
44.6 
14.5 

*100.4 

Rate 

50.0% 
50.0% 
62.5% 
55.6% 
64.2% 
71.4% 
38.0% 
66.3% 
75.6% 
65.2% 

66.5% 

* Error due to rounding 
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As evidenced by Table 4.1, the highest percentage of female presidents 

is found in the Associate of Arts classification (39.3%). The Research 

University I and Research University II have the lowest numbers of female 

presidents with only four female presidents in each category. Only seventeen 

females are presidents of Doctoral Granting Universities. These numbers 

indicate that, despite the advancement of more women into the college and 

university presidency, women are still severely underrepresented in the 

Research and Doctoral Granting higher education institutions. 

The highest response rate (71.4%) is found in the Comprehensive 

College or University II category. The lowest response rate (38%) is found in 

the Liberal Arts College I category. Therefore, the results are generadizable 

to all types of Carnegie Classifications; however, more care should be 

exercised when generadizing to higher education institutions in the Liberal 

Arts College I category. 

The population and respondents were also categorized by presidential 

code (as indicated in the 1996 Higher Education Directory) and by student 

body composition. Presidential code "1" is defined as the Chief Executive 

Officer (President/Chancellor) who directs all affairs and operations of a 

higher education institution. Code "2" is defined as the Chief Executive 

Officer Within A System (PresidentyChamcellor) who directs all affairs and 

operations of a campus or an institution which is pairt of a university-wide 

system {1996 Higher Education Directory). Table 4.2 summarizes the 

distribution of the population and respondents by number amd percentage 

according to the presidential code, and the response rate for each category. 
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Table 4.2: Population and Respondents by Presidential Code 

Population Respondents Rate 
Type # % # % 

Presidential Code 1 319 71.2 212 71.1 66.5% 
Presidential Code 2 129 28.8 86 28.9 66.7% 

TOTAL: 448 100.0 298 100.0 66.5% 

Table 4.2 shows that most female presidents (71.2%) direct all affairs 

and operations of a higher education institution (code "1"). The table also 

indicates strong response rates for each category. The results, therefore, can 

be generalized to female presidents in each category. 

Student body composition was categorized as co-educational, female 

only, and male only. Table 4.3 summarizes the breakdown of the population 

and respondents by number and percentage according to student body 

composition. Also indicated is the response rate for each presidential code. 

Table 4.3: Population and Respondents by Student Body Composition 

Tyve 

Co-educational 
Female only 
Male only 

TOTAL: 448 100.0 298 100.0 66.5% 

No female president heads an institution with only made students. The 

co-educational and female only categories are applicable in this study. The 

highest percentage of female presidents lead institutions with co-educational 

student bodies (87.3%). A small percentage lead female only institutions 

(12.7%). There are fewer female only institutions than co-educational 
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Population 
# % 

391 87.3 
57 12.7 

0 0.0 

Respondents 
# % 

268 
30 

0 

89.9 
10.1 

0.0 

Rate 

68.5% 
52.6% 

0.0% 



institutions. Response rates of 68.5% and 52.6% for these respective 

categories make the results of this study generadizable to each. 

The population and respondents are further categorized by the 

affiliation or control of the institution, as reported in the 1996 Higher 

Education Directory. Table 4.4 summarizes the breakdowm of the population 

and respondents by number and percentage according to the affihation or 

control of the institution. Indicated, too, is the response rate for each 

category of affiliation or control. 

Table 4.4: Population aind Respondents by Affiliation or Control 

Type 

State/Local (Public) 
Independent Non Profit (Private) 
Religious Denomination 
Tribal/Federal 

Total 

Population 
# % 

209 
150 

83 
6 

448 

46.7 
33.5 
18.5 

1.3 

100 

Respondents 
# % 

147 
88 
62 

1 

298 

49.3 
29.5 
20.8 

0.3 

99.9 

Rate 

70.3% 
57.3% 
74.7% 
16.7% 

66.5% 

Table 4.4 indicates that slightly less than half (46.7%) of the female 

presidents lead public institutions controlled by the state or local entities. A 

very smadl percentage (1.3%) of all female presidents head tribal/federal 

institutions. The greatest number of responses were received from those 

presidents heading state/local (public) institutions (49.3%). The highest 

response rate (74.7%) is seen in the rehgious denomination category. The 

lowest response rate (16.7%) is seen in the tribal/federal category. The 

results of this study are generalizable to each category, except the 

tribal/federal category. 
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Finally, the population and respondents were categorized by 

institutional Full Time Equivalent student enrollment. Table 4.5 summarizes 

the breakdown of the population and respondents by number and percentage 

according to seven enrollment categories. Also indicated is the response rate 

for each category. The enrollment figures were provided by the 1996 Higher 

Education Directory. 

Table 4.5: Population and Respondents by Enrollment 

Type 

1,000 or less 
1,001 - 5,000 
5,001 - 10,000 
10,001 - 15,000 
15,001 - 20,000 
20,001 - 25,000 
25,001 or more 

Total 

Population 
# 

132 
188 

74 
28 
14 
10 

2 

448 

% 

29.5 
42.0 
16.5 

6.3 
3.1 
2.2 
0.4 

100 

Respondents 
# 

87 
126 

49 
17 
11 

7 
1 

298 

% 

29.2 
42.3 
16.4 

5.7 
3.7 
2.3 

.3 

99.9 

Rate 

66.0% 
67.0% 
66.2% 
60.7% 
78.6% 
70.0% 
50.0% 

66.5% 

Table 4.3 indicates that the vast majority (88%) of all female 

presidents lead institutions with 10,000 or fewer students. Only 26 female 

presidents (5.8%) head institutions with 15,000 or more students. Also 

evidenced in Table 4.5 is that the highest percentage of respondents (42.3%) 

head institutions with an enrollment of 1,001-5,000. Furthermore, all 

categories have a high response rate, from 50%-78.6%. Given the high 

response rate in each category, the results can be generalized to each 

enrollment category. 

In summary, an analysis of the representativeness of the respondents 

to the population reveals that the results of this study are highly 

generalizable. The results can be generalized on a nation-wide basis as 
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responses were received from all but four states (New Mexico, Rhode Island, 

Utah, and Wyoming) and the District of Columbia. The results can be 

generahzed based on institutionad characteristics ais well. 

The respondents sufficiently represent institutions from each Carnegie 

Classification, though caire should be exercised when generalizing to the 

Liberal Arts College I category because of the comparatively low response 

rate of 38%. The respondents also sufficiently represent the two different 

classifications of presidents: (1) the Chief Executive Officer 

(President/Chancellor) who directs all aiffairs and operations of a higher 

education institution; and (2) the Chief Executive Officer Within A System 

(President/Chancellor) who directs all affairs amd operations of a campus or 

an institution which is part of a university-wide system. Response rates were 

above 65% for each category, making the results generalizable to the two 

types of presidents. 

The respondents sufficiently represent institutions when classified by 

student body composition. Response rates were above 50% for each of the 

applicable categories, agaun making the results generalizable. When the 

institution was classified by affihation or control, the respondents also were 

representative of the population, with the exception of the tribal/federal 

category, with a response rate of only 16.7%. The results are generadizable to 

all categories except the tribal/federal category. 

Finally, the respondents also adequately represent the population 

when the institution was classified by enrollment. Response rates 

between 50% and 78.6% exist for each category, making the results of the 

study generalizable to all enrollment categories among institutions. 
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The tjrpical femade president can be identified by the institutionad 

characteristics mentioned above. She is most likely to lead an Associate of 

Arts College, wdth a co-educational student body, and a Full Time Equivalent 

student enrollment of 1,000-5,000 students. Her institution is most hkely a 

state or locally controlled public institution. 

Descriptive Statistics 

Descriptive statistics were calculated for each item on the 

questionnaiire. Means were computed for continuous items, such as levels of 

satisfaction. Frequencies were computed for categorical items, such as race 

and mauital status. Percentages were also calculated to determine the 

distribution of responses. See Appendix F for a summary of the descriptive 

statistics for those items not included in the five satisfaction scales. 

The typical female president is age 46-55, Christian, not a member of a 

rehgious order, white, in her first marriage, vrith no school-age children at 

home. She has been at her present institution an average of 5.8 years, has 

served as a president an average of 6.9 years, has eau-ned a Ph.D., and has 

desired to be president as she moved up the administrative ladder. 

The typical female president spends an average of 58.3 hours per week 

fulfilling job responsibilities. Most of her time is spent working on campus 

(39.7 hours per week on average) and meeting with others (30.6 hours per 

week on average). She is a member of 5.7 professional associations, holds 1.5 

offices in professional associations, serves on 5.7 campus committees, 3.4 

local committees, 1.5 regional committees, 1.8 statewide committees, and 1.7 

national committees. 
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She interacts frequently with students, faculty, the governing board, 

and other external constituents (who were not specifically identified). She 

interacts with the administration on a daily basis, and with alumni, parents, 

and legislators only occasionally. 

The typical female president spends the greatest amount of energy 

problem solving, creating a positive environment, setting institutionad goals, 

satisfying the governing board, and maintaining a high quahty administration. 

She spends the least aimount of energy influencing regionad and national 

political outcomes. 

The tjrpical female president spends an average of 3.7 hours per week 

exercising and 2.8 hours per week volunteering. She spends an average of 5.7 

hours per week enjoying leisure activities or hobbies, and she spends an 

average of 11.1 hours per week vdth family or friends. The t3q)ical female 

president attends a religious worship service once a week, and she 

participates in personal meditation or prayer on a daily basis. 

The t5rpical female president feels that her institution is very accepting 

of her as a female president. She is the first female president of her 

institution. She earns $90,000 or more per year. 

Objective One—Describe 

The first objective of this study was to describe the level of overall 

career satisfaction for female presidents of American higher education 

institutions using five multiple-measure satisfaction scales. The following 

results answer the first six reseau-ch questions. 
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Satisfaction with the Job Scale (SWJS) 

The answer to "How satisfied are female presidents with their jobs?" is 

that they are satisfied. The overall mean score for this scale was 4.7, where 1 

= very dissatisfied, 2 = dissatisfied, 3 = more dissatisfied than satisfied, 4 = 

more satisfied than dissatisfied, 5 = satisfied, and 6 = very satisfied. Table 4.6 

summarizes the means for each questionnaire item on the Satisfaction wdth 

the Job Scale. 

Table 4.6: Satisfaction with the Job Scale Item Means 

3.7 
4.9 
5.1 
5.5 
5.7 
5.4 
2.9 
4.6 

1.3 
1.1 
0.8 
0.7 
0.5 
0.7 
1.2 
1.2 

RQl: How satisfied are female presidents with their jobs? 

Questionnaire Item Standaird 
Item Mean Deviation 

Time required to fiilfill duties 
Autonomy 
Influence 
Task variety 
Challenge 
Skill and abihty utihzation 
Time for scholairly activities 
Degree of job security 

Overall Mean 4.7 0.6 

According to these results, female presidents are the least satisfied 

with the amount of time available for scholau-ly activities (2.9) and the 

amount of time required to fulfill job duties (3.7). They are very satisfied with 

the degree of challenge (5.7) and the task variety (5.5) that comes v^th being 

the president of a college or university. They are satisfied (5.4) with the 

utilization of their skills and abihties. Given the multifaceted nature of the 

presidency (see Monson, 1967; Simon, 1967; Cohen & March, 1974; Buxton, 
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Prichard, & Buxton, 1976; Kaufinann, 1980; Fretwell, 1988; Bimbaum, 1988; 

Dougherty, 1992), these results indicate that female presidents value being 

challenged, dealing with a variety of tasks, and putting their skills and 

abilities to use. 

With regau-d to the aunount time required to fufill job duties, descriptive 

statistics revealed that female presidents spend an average of 58.3 hours per 

week fidfilling job responsibilities. The presidency is a demanding job, with 

presidents performing a wide variety of tasks amd interacting with mamy 

different constituents on a daily basis. Tight schedules, excessive demands 

on their time, and the immense amount of responsibility may lead to 

dissatisfaction, or feelings of not being able to accomplish all that needs to be 

done. This finding is similar to the findings by Cohen and March (1974) who 

estimated that presidents in general spend an average of 50 to 55 hours 

working from Monday-Friday, and Taylor (1981) who found that one of the 

most significant dissatisfiers for female community college presidents was 

lack of time. 

Female presidents reported that they are more dissatisfied than 

satisfied with the amount of time available to pursue scholarly activities. 

Within the context of Locke's values theory, conducting research and 

teaching are upheld as values among female presidents. The lack of time 

available to presidents to pursue these scholarly activities leads to the 

inability to attain these values. According to Locke (1969, 1976) the non-

achievement of a value leads to dissatisfaction. Within the context of 

involvement theory, female presidents are not able to give time and energy to 

scholarly activites, which leads to dissatisfaction with this job facet. This 
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finding supports reseau-ch by Buxton, Prichard, and Buxton (1976) who 

reported that the most significant sources of dissatisfaction for all presidents 

were the lack of opportunity for teaching and conducting research (scholarly 

activities), and the inabihty to stay abreast of current developments in their 

respective fields of expertise. 

Satisfaction with Compensation Scale (SWCS) 

The answer to "How satisfied are female presidents wdth their 

compensation?" is that they are satisfied. The mean score for this scale was 

4.5, where 1 = very dissatisfied, 2 = dissatisfied, 3 = more dissatisfied than 

satisfied, 4 = more satisfied than dissatisfied, 5 = satisfied, and 6 = very 

satisfied. Table 4.7 summarizes the means for each questionnaire item on 

the SWCS. 

Table 4.7: Satisfaction with Compensation Scale Item Means 

RQ2: How satisfied are female presidents with their compensation? 

Questionnaire Item Standard 
Item Mean Deviation 

Salary 4.5 1.2 
Fringe benefits 4.6 1.2 
Leave time 4.5 1.3 

Overall Mean 4.5 1.0 

According to these results, female presidents are slightly less satisfied 

wdth the amount of leave time they receive (or are able to take) and their 

salary. They are slightly more satisfied with their fringe benefits. Data was 

not gathered on the types of fringe benefits received by female presidents; 
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however, an analysis of the descriptive statistics reveal that 201 (or 67.4%) 

of the respondents earn $90,000 or more per yeau*. Only 5% earn less than 

$50,000. Buxton et al. found that a curvilinear relationship exists between 

salary and career satisfaction for male and female presidents. Taylor (1981) 

reported that financial advantage (high salary) was one of the factors that 

initially influenced women's interest in the presidency. The satisfaction rating 

in this airea is indicative of the caliber of the compensation packet most 

female presidents receive. This finding indicates, according to values theory, 

that a good compensation package is valued by female presidents. 

Satisfaction with Professional Relationships Scale (SWRS) 

The answer to "How satisfied au-e female presidents wdth their 

professional relationships?" is that they are satisfied. The meam score for this 

scale was 5.0, where 1 = very dissatisfied, 2 = dissatisfied, 3 = more 

dissatisfied than satisfied, 4 = more satisfied than dissatisfied, 5 = satisfied, 

and 6 = very satisfied. Of the five scales, the Satisfaction wdth Professional 

Relationships Scale received the highest mean score. This finding supports 

Taylor's (1981) discovery that for female community college presidents, 

working as part of a management teaim, having good relationships wdth 

faculty and students, and positive community relationships were commonly 

noted satisfiers. Table 4.8 summarizes the means for each item on this 

satisfaction scale. 
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Table 4.8: Satisfaction with Professional Relationships Scale Item 
Means 

RQ3: How satisfied are female presidents with their 
relationships? 

Questionnaire 
Item 

Students at your institution 
Faculty at your institution 
Administrators at your institution 
Male members of the governing board 
Female members of the governing board 
Male presidents of other institutions 
Female presidents of other institutions 
Community leaders 
Legislators 
Alumni 

Overall Mean 

Item 
Mean 

4.9 
4.8 
5.2 
5.2 
5.2 
4.9 
5.1 
5.1 
4.6 
4.7 

5.0 

Standard 
Deviation 

0.9 
1.0 
0.8 
0.9 
0.8 
0.9 
0.8 
0.9 
1.1 
1.1 

0.6 

According to these results, female presidents are most satisfied with 

their relationship vrith the governing board (5.2), and their administration 

(5.2). Though no satisfaction mean was below 4.0, female presidents are 

slightly less satisfied vrith the professional relationships they have with 

alumni (4.7) and legislators (4.6). 

A possible explanation for the distribution of responses can be 

considered in the context of Astin's involvement theory. Those with whom the 

female president interacts on a more frequent basis, or with whom she is 

more involved, are also those with whom she has a more satisfactory 

professional relationship. 

For instance, when asked how often female presidents interact with 

their administration (with whom they had a satisfactory relationship), 255 

(85.6%) responded that they interact on a daily basis. When asked how often 
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they interact wdth their governing board (wdth whom they had a satisfactory 

relationship), 60.3% responded that they interact frequently. When asked 

how often they interact with alumni and legislators (wdth whom they had less 

satisfactory relationships), 64.9% reported interacting wdth alumni only 

occasionally, amd 65.8% reported interacting wdth legislators only 

occasionally. Not a single respondent interacts with legislators on a daily 

basis, and less than 1% interact with alumni on a daily basis. Perhaps the 

frequency of their interaction wdth the administration and governing board 

leads to more satisfactory professional relationships, and the infrequency of 

interaction wdth legislators and adumni is correlated with a shghtly lower 

satisfaction rating. 

Satisfaction with Performance Scale (SWPS) 

The answer to "How satisfied are female presidents wdth their 

performance?" is that they are satisfied. The meam score for this scale was 

4.8, where 1 = very dissatisfied, 2 = dissatisfied, 3 = more dissatisfied than 

satisfied, 4 = more satisfied tham dissatisfied, 5 = satisfied, and 6 = very 

satisfied. Taylor (1981) found that among the most frequently mentioned 

areas of satisfaction for female community college presidents were being able 

to provide leadership, master politics, and define the institutionad future. 

Table 4.9 summarizes the means for each item on this scale. 

140 



Table 4.9: Satisfaction with Performance Scale Item Means 

RQ4: How satisfied are female presidents wdth their performance? 

Questionnaire 
Item 

Vision 
Leadership 
Decision making 
C ommunication 
Conflict resolution 
Political acuity 
Financial management 
Fund raising 

Overadl Mean 

Item 
Mean 

5.1 
5.1 
5.1 
4.8 
4.7 
4.7 
4.9 
4.2 

4.8 

Standard 
Deviation 

0.8 
0.7 
0.7 
0.8 
0.8 
0.9 
0.9 
1.2 

0.5 

According to these results, female presidents are most satisfied with 

their vision (5.1), leadership (5.1) and decision making skills (5.1). Female 

presidents are more satisfied than dissatisfied wdth their fund raising abihties 

(4.2). In the context of Locke's values theory, female presidents most highly 

value having a vision for the institution, being able to provide leadership, and 

being able to make decisions. 

An explanation can also be considered in the context of Astin's 

involvement theory. The more time and energy devoted to an activity will 

result in more satisfaction due to the higher degree of involvement. Hence, a 

look at the time and energy spent problem solving, setting institutional goals, 

and creating a positive campus environment provides insight into the 

satisfaction female presidents experience in their vision, leadership and 

decision making abilities. Respondents were asked to rate the level of energy 

spent on various activities using a scale of 1 to 10, wdth 1 being the lowest. 

For problem solving, the response was a mean of 9.1; for setting institutional 
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goals, the response was a mean of 8.2; and, for creating a positive campus 

environment, the mean was 8.9. Perhaps the high level of energy devoted to 

these activities leads to higher satisfaction with performance in the areas of 

vision, leadership, and decision making. 

On the other hamd, the less time and energy devoted to an activity will 

result in lower satisfaction ratings, according to Astin's involvement theory. 

Respondents were the least satisfied wdth their performamce in raising funds. 

When asked to rate the level of energy spent fund raising, the mean was 6.8 

(on a scale of 1 to 10 with 1 being the lowest). Perhaps the lower satisfaction 

with performance in this au-ea is a result of less time and energy being 

expended on fiind raising. 

Satisfaction with the Institution Scale (SWIS) 

The amswer to "How satisfied aire female presidents with their 

institutions?" is that they are more satisfied than dissatisfied, but they are 

the most dissatisfied in this au-ea. The mean score for this scale was 4.4, 

where 1 = very dissatisfied, 2 = dissatisfied, 3 = more dissatisfied than 

satisfied, 4 = more satisfied than dissatisfied, 5 = satisfied, and 6 = very 

satisfied. The mean for this scale was the lowest of adl five satisfaction 

scales. Table 4.10 summarizes the means for each item in the Satisfaction 

with Institution Scale. 
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Table 4.10: Satisfaction wdth the Institution Scale Item Means 

RQ5: How satisfied are female presidents wdth their institutions? 

Questionnaire 
Item 

Mission 
Culture 
Climate 
Status 
Facilities 
Financiad condition 
Operating policies and procedures 
Orgamizational structure 

Overadl Mean 

Item 
Mean 

5.3 
4.6 
4.5 
4.3 
4.1 
3.9 
4.3 
4.5 

4.4 

Standau-d 
Deviation 

0.8 
1.1 
1.1 
1.1 
1.3 
1.3 
1.0 
1.0 

0.7 

According to these results, female presidents aire the most satisfied 

wdth the mission of their institution (5.3). It is interesting that the largest 

percentage of female presidents serve Associate of Arts Colleges (see Table 

4.1: Population and Respondents by Cairnegie Classification). Perhaps one 

reason female presidents are not more prevalent in the Doctoral Granting and 

Research institutions is that they choose not to be. Their belief in the mission 

of the Associate of Arts Colleges may lead them to self select the institutions 

which they serve. Empirical data supports this conclusion. A cross-

tabulation of Cau-negie Classification by satisfaction with institutional 

mission revealed that 132 of the 133 respondents who serve Associate of 

Arts colleges supplied an answer to this question. Of these 132 respondents, 

51 (38.6%) are satisfied with the mission of their institution, and 55 (41.7%) 

are very satisfied with the mission of their institution. Therefore, 80.3% of 

female presidents who serve Associate of Arts colleges are satisfied or highly 

satisfied wdth the mission of their institution. 
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Female presidents are least satisfied wdth the financial condition of 

their institutions (3.9). Taylor's (1981) study on career satisfaction for 

female community college presidents indicated that inadequate financing, 

inability to get needed things done, changed, or improved, amd problems wdth 

bureaucracy were among the most frequently mentioned dissatisfiers. 

Overall Career Satisfaction (OCS) 

The answer to "How satisfied are female presidents overall?" is that 

they are satisfied. The mean score for this overall measure of career 

satisfaction was 4.7, where 1 = very dissatisfied, 2 = dissatisfied, 3 = more 

dissatisfied than satisfied, 4 = more satisfied than dissatisfied, 5 = satisfied, 

and 6 = very satisfied. In comparison, the Touchton, Shavlik, and Davis 

(1993) study showed that 57% of female presidents responding to their 

survey were highly satisfied, 39% were satisfied, and only 3% were somewhat 

satisfied. Table 4.11 summarizes the means for each of the five satisfaction 

scales used to determine overall career satisfaction. 
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Table 4:11: Overall Career Satisfaction Scale Means 

RQ6: How satisfied are female presidents overall? 

Satisfaction Scale Stamdard 
Scale Meam Deviation 

Satisfaction wdth Job 

Satisfaction with Compensation 

Satisfaction with Professional 
Relationships 

Satisfaction with Performance 

Satisfaction with Institution 

Overadl Mean 

4.7 

4.5 

5.0 

4.8 

4.4 

4.7 

0.6 

1.0 

0.6 

0.5 

0.7 

0.5 

This summary reveals that female presidents are satisfied with their 

professional relationships, their performance, their jobs, and their 

compensation. Female presidents are the more satisfied than dissatisfied 

wdth their institutions. 

In this study, the Overall Career Satisfaction Measure (OCSM), a 

single-item measure of satisfaction asked the respondents to answer the 

following question: "How satisfied are you as president/CEO overall?". Table 

4.12 clauifies the differences in responses between the OCSM and Overall 

Career Satisfaction as measured by the five satisfaction scales. 
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Table 4.12: OCSM and Overall Cau-eer Satisfaction Compared 
(in percentages) 

Response 

Very Dissatisfied 
Dissatisfied 
More Dissatisfied than Satisfied 
More Satisfied than Dissatisfied 
Satisfied 
Very Satisfied 

OCSM 

3.4 
0.0 
1.7 

16.5 
40.9 
37.5 

Overall 
Career 

Satisfaction 

0.0 
0.0 
1.7 

28.9 
67.2 
2.1 

The results of the OCSM are different than the results of the OCS. 

When aisked to rate their overall satisfaction by answering a single question, 

most female presidents considered themselves satisfied or very satisfied. 

When overall satisfaction was calculated using the five satisfaction scales, 

the level of overadl career satisfaction dropped. The OCS revealed that most 

female presidents are satisfied and only a small percentage are very satisfied. 

The higher satisfaction ratings on the OCSM perhaps reflects human 

tendency to report high levels of satisfaction regardless of their actual feehngs 

because it is socially desirable to do so (Orpen, 1976). 

Combining the five satisfaction scales to determine overall career 

satisfaction provides a more reliable final result. Each of the five scades were 

measured to be reliable using Cronbach's alpha. Cronbach's alpha is a 

reliability coefficient that measures internal consistency. It is the reliability 

coefficient of choice since the items on the scales had severad possible 

answers and could not be measure dichotomously (Borg & Gall, 1989). Table 

4.13 summarizes the Cronbach's alpha for each of the five scales. 
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Table 4.13: Cronbach's Alpha for Each Satisfaction Scale 

Satisfaction Scale Alpha 

Satisfaction with Job Scale .76 

Satisfaction with Compensation Scale .77 

Satisfaction with Professional Relationships Scale .81 

Satisfaction with Performance Scale .77 

Satisfaction with Institution Scale .83 

Furthermore, according to Locke (1969), overall career satisfaction is 

the sum of the evaluations of the discriminable elements of which it is 

composed. For this study, overall career satisfaction was thought of as a 

composite concept that required an analysis of various components, not jus t 

a single question item. 

To summarize the individual facets with which female presidents are 

the most and least satisfied: they are highly satisfied wdth the challenge and 

task variety that comes with being president. They are satisfied wdth the 

utilization of their skills and abilities. They are more satisfied than 

dissatisfied wdth the financial condition of their institutions amd the time 

required to fulfill their job duties. Femade presidents are more dissatisfied 

than satisfied with the time avaulable for scholarly activities. 

To summarize the results of the five satisfaction scales, female 

presidents are satisfied with their jobs, compensation, professional 

relationships, and peformance. They are more satisfied than dissatisfied with 

their institutions. Female presidents are satisfied wdth their careers overadl. 
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Objective Two—Predict 

Multiple regression was the statistical method used to answer the final 

reseairch question of this study: "Which personal (input) variables and 

environmental variables predict career satisfaction for female presidents?". 

The purpose of this statistical technique is to determine which combination of 

vauiables form the best prediction of the criterion variable, overall cau-eer 

satisfaction. For this study, blocked, forward multiple regression was used. 

Six blocks were entered into the multiple regression equation, three 

input blocks and three environmental blocks. The variables in the input 

block included: (1) prior satisfaction scale items; (2) personal demographics; 

and (3) professional demographics. See Appendix D for a summary of the 

vairiables in these blocks. The three environmental blocks were: (1) Within 

Institution Effects; (2) Personal Involvement Effects; and (3) Between 

Institution Effects. The Within Institution Effects block identifies different 

subenvironments within the institution. The variables in the Within 

Institution Effects block included estimates of time spent on work related 

activities, involvement with professional associations and committees, 

interaction with students, faculty, and other pertinent constituents, and 

energy devoted to a vauiety of presidential roles/duties. Also included in this 

block were measures of the institution's acceptamce of a female as president, 

whether or not she is the first female president of her institution, and her 

current annual salary. See Appendix E for a summary of the variables in the 

Within Institution Effects block. 

Personal Involvement Effects refer to personal lifestyle behaviors of 

the respondents. Variables in this block included the number of hours per 

148 



week the respondent exercises, volunteers, enjoys leisure activities or 

hobbies, and spends with family or friends. Paulicipation in rehgious worship 

services and frequency of personal meditation or prayer is adso included. 

Appendix E summarizes the Personal Involvement Effects block. 

Between Institution Effects refer to variables that contrast the effects 

of different types of institutions and are used to obtain information that 

describes the environment of a total institution (Astin, 1991). The variables 

included in the Between Institution Effects block are: Carnegie Classification, 

student body composition, aiffiliation or control, and enrollment. Appendix E 

summarizes the Between Institution Effects environmental block. 

All of the variables in the six blocks were entered in a forward manner 

until all of their predictive power was exhausted. In the amalysis, the number 

of responses was reduced from 298 to 218 due to missing responses in the 

variables that were used in creating the criterion variable. Means were 

substituted for missing responses to predictor variables entered into the 

regression equation. 

Input and Environmental Predictors of Career Satisfaction 

Using the criterion variable, overadl career satisfaction as determined 

by the five satisfaction scales, ten variables (four input and six 

environmental) entered the model for predicting career satisfaction. Inclusion 

was based on a 0.05 level of significance for F, which is the SPSS default 

value for the probability of F to enter or PIN = 0.05 (SPSS, 1988). A review 

of the correlation coefficients between each variable indicated that 
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multicoUineauity among the predictor vauiables was not a problem in this 

multiple regression analysis. 

For each of the potentiad predictor variables, consistent coding was 

used in the statistical program. The coding system for categorical variables 

was based on the following: "1 = not marked" and "2 = marked". Furthermore, 

dummy variables were created for the potentiad predictor variables. For 

instance, the variable "marital status" had six possible responses: 1 = single, 

never married; 2 = first marriage; 3 = remauried; 4 = separated; 5 = divorced; 

and 6 = widowed. In the SPSS program, these six categories were recoded to 

create the dummy variables, 1 = not marked and 2 = marked. These 

statements were repeated for each of the six response categories for marital 

status. Therefore, for example, a divorced marital status response was coded 

as a two, for "marked." Since divorced marital status emerged as a negative 

predictor of career satisfaction, this means that divorced femade presidents 

are less satisfied than femade presidents who are not divorced. Likewise, 

similar recoding statements were made for presidential code, Cairnegie 

Classification, student body composition, affiliation or control, religious 

preference, race, highest degree earned, and attraction to the presidency. 

Within the input block, one variable in the prior satisfaction category, 

two variables from the personal demographics category, and one variable 

from the professional demographics category entered the equation. Within 

the environmental block, all of the variables which entered the equation were 

in the Within Institution Effects category. The Personal Involvement Effects 

and the Between Institution Effects category were not represented in the 

finad regression equation. One input predictor variable (divorced marital 
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status) entered with a negative beta weight. All other input and 

environmental predictor variables entered with positive beta weights. See 

Table 4.14 for a summary of the input amd environmental vauiables 

predictors of career satisfaction for female presidents and the pertinent 

multiple regression information. 

Table 4.14: Input and Envirormiental Predictors of Overall Career 
Satisfaction for Female Presidents 

Final Step 

Step 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

Variable 

Prior Compensation 

Separated 

Rehgion - None 

Widowed 

Divorced 

Yrs. in current pres. 

Acceptance as female 

Recruiting faculty 

Interaction w/parents 

Interaction w/students 

Salary 

Interaction w/legis. 

Type 

E 

E 

E 

E 

E 

E 

zero - r 

.3453 

-.1754 

-.2050 

.1976 

-.1775 

.2921 

.4480 

.2654 

.3073 

.1951 

.0669 

.1730 

h 

.0891 

-.3223 

-.1083 

.4265 

-.1561 

.0112 

.2071 

.0378 

.1330 

.1322 

.0566 

.1280 

3 

.2129* 

.0750 

-.0724 

.1143* 

-.1230* 

.1188* 

.2941* 

.1843* 

.1303* 

.1882* 

.1437* 

.1309* 

F-ratio* 

29.367 

19.477 

16.185 

14.334 

12.402 

13.247 

16.560 

16.702 

16.697 

15.951 

15.716 

15.242 

*F-ratio significant at 0.05 level. Fcriticai (.os, 12,400) = 1-78. N = 218 
Adjusted R 2 = .4394 

After the four significant input variables entered the regression 

equation, the adjusted R 2 was .2521. The input variables explained 25.27r of 
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the vauiance. In other words, 25.2% of the overall career satisfaction 

experienced by femade presidents could be accounted for by the four input 

vauiables. After the six significant environmental vauiables entered the 

equation, the adjusted R^ was .4394. Almost 44% of the variance in overall 

career satisfaction could be accounted for by these ten predictors. Given the 

complicated nature of career satisfaction and the fact that many variables 

have the potential to influence this construct, expladning 44% of the vauiance 

lends credence to the model created in this study. The prediction equation is 

as follows: 

Y = 2.240 + .0891 (previous compensation) -f- .4265 (widowed) + 
-.1561 (divorced) + .0112 (years in current presidency) + .2071 
(acceptance as femade president) + .0378 (recruiting faculty) + 
.1330 (interaction with parents) -i- .1322 (interaction with 
students) + .0566 (salary) -i- .1280 (interaction with legislators). 

Additional relationships were observed when the changes in betas were 

reviewed after each step. Redundancy and suppressor effects were identified. 

Redundamcy occurs when one predictor vauiable carries pairt of the 

information about the criterion variable that is supplied by amother predictor 

variable. Redundancy may be noted when the step betas or final beta for a 

predictor variable are less than the simple correlation (Cohen & Cohen, 

1975). Suppressor effects, according to Hodge (1995), occur when the beta 

weights are outside the interval established by zero and the simple 

correlation (expressed as zero - r). 

Two types of suppressor effects may emerge in multiple regression: (1) 

cooperative—when two predictor variables have the same correlational 

relationship (both positive or both negative) with the criterion variable and a 

negative relationship with each other, and when the final beta falls outside 
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the range established by zero and the simple correlation for the predictor 

vauiable and is the same sign as the simple correlation; (2) net—when two 

predictor variables have opposite relationships with the criterion variable 

(one positive and one negative) and a positive relationship with each other, 

and when the final beta falls outside the ramge established by zero and the 

simple correlation for that predictor variable and is the opposite sign as the 

simple correlation. 

Cooperative suppressor effects, according to Cohen and Cohen (1975) 

are considered desirable because the negative relationship between the 

predictor variables pau-tiads out a portion of the variamce that is irrelevant to 

the criterion variable, thus enhancing adl other relationships with Y. Net 

suppression, which is not desirable, means one of the predictor variables may 

be hiding the true relationship between that predictor variable and the 

criterion variable. 

Based on the data in Table 4.14, checking for redundancy and 

suppressor effects was wau-ranted in this study. The step beta weights and 

the simple correlation are summarized in Table 4.15 to show the suppressor 

effects of the variables. Ideally, standardized coefficients (beta) should 

decrease in magnitude as other variables are entered into the regression 

equation. If the standardized coefficient (beta) is greater than the correlation 

coefficient, suppressor effects are indicated (Cohen & Cohen, 1975). 
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At the final step, all but one final beta weight was less than the simple 

correlation (zero - r). Salary was the only predictor variable that had a final 

beta weight greater than the simple correlation (zero - r). Since none of the 

step betas or the final beta differ in sign fi-om the simple correlations, net 

suppression was not present in the equation. 

To briefly summarize, after entering all of the potential predictor 

variables in a forward manner, foiu* input predictor variables and six 

environmental predictor variables entered the regression equation for overall 

career satisfaction. The amount of variance explained by the ten predictors 

was 43.94%. 

Discussion of Input and Environmental Predictors 
of Career Satisfaction 

Ten variables entered the regression equation as significant predictors 

(p < .05) of overall satisfaction for female presidents: (1) satisfaction with 

previous compensation; (2) widowed marital status; (3) divorced marital 

s tatus; (4) years in ciurent presidency; (5) institutional acceptance of a 

female as president; (6) energy spent recruiting faculty; (7) fi-equency of 

interaction with parents; (8) fi-equency of interaction with students; (9) 

salary; and (10) fi-equency of interaction with legislators. The first four 

predictors of overall career satisfaction are personal (input) variables and the 

last six predictors of overall career satisfaction are environmental variables . 

Satisfaction with previous compensation has a positive effect on 

overall career satisfaction. The mean satisfaction with previous 

compensation was 4.5, where 1 = very dissatisfied, 2 = dissatisfied, 3 = more 

dissatisfied than satisfied, 4 = more satisfied than dissatisfied, 5 = satisfied, 
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and 6 = very satisfied. Of the respondents, 39.9% said they were previously 

satisfied. This means that the more satisfied the respondents were with their 

previous compensation, the more satisfied they are with their career. The 

opposite relationship is the one most expected. Though data on the amount of 

pay they received prior to attaining the ciurent presidency was not obtained, 

perhaps the overall importance of salary explains the presence of this 

predictor variable. This finding supports a finding by Ghck (1992) that 

academic vice presidents (the most commonly held position held prior to the 

attainment of the prsidency) were satisfied with their pay. Taylor (1981) 

identified financial advantage as a positive factor that influenced women's 

interest in piu*suing a presidency. 

Marital status appeared twice in the regression equation, as 'Svidowed" 

and "divorced". The predictor variable "widowed" had a positive influence on 

career satisfaction. Based on the coding system where 1 = not widowed and 

2 = widowed, vddowed respondents were more satisfied than non-widowed 

respondents. An assiunption can be made that the respondents who are 

widowed (2.3%) fall into an older age category. The correlation between age 

and widowed is positive (r = .11), indicating that these two variables are 

related. There is also a positive, simple correlation between age and overall 

career satisfaction (r = .17). Furthermore, another assumption that can be 

made is that older female presidents are also likely to have more years of 

presidential experience. The correlation between age and total years as a 

president is .26. The correlation between v^ddowed and total years as 

president is .14. Buxton, Prichard, and Buxton (1976) found a hnear 

relationship between years of administrative experience in higher education 
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and career satisfaction for presidents of public colleges and universities (it is 

not clear if females were included in their study). The more experience, the 

higher the satisfaction. The attributes assumed to be associated with 

widows, that they are older and have more years of presidential experience, 

may positively contribute to an overall sense of career satisfaction. 

Furthermore, in the context of involvement theory, widows possibly 

have more time and energy to devote to the presidency as they do not have 

competing personal involvements at home, including spouses and school age 

children hving at home. A cross-tabulation of the number of school age 

children living at home and marital status revealed that not a single wddowed 

female president has school age children hving at home. Therefore, they may 

have time to be, and may be able to choose to be, more involved in their 

presidential job duties since they do not have personal responsibility for 

school age children. 

The predictor variable "divorced" had a negative influence on overall 

career satisfaction. Based on the coding system where 1 = not divorced and 

2 = divorced, divorced respondents were more dissatisfied than non-divorced 

respondents. If the assumption that divorce has a negative influence on life 

satisfaction is accepted, then this finding supports similar research by Judge 

and Watanabe (1993) on the reciprocal relationship between personal life 

satisfaction and career satisfaction for male executives. According to this 

resesirch, individuals who are satisfied with their lives may be more likely to 

be satisfied with their jobs because of their positive disposition. Divorce would 

certainly influence this disposition (at least temporarily), and negatively 
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affect life and career satisfaction. Almost 18% (17.8%) of the respondents in 

this study were divorced. 

Another possible explanation for the negative effect divorce has on 

overall career satisfaction can be explained in the context of involvement 

theory. Divorced mothers may have less time and energy to devote to the 

presidency because of the increased pressures experienced by single parents. 

Judge, Boudreaux, and Bretz (1994) found in their study of male executives 

that the interference of family activities with work caused executives to be 

less satisfied with their jobs. A cross-tabulation of the number of school age 

children hving at home and marital status revealed that of the divorced 

respondents, 20.8% had one or more school age children hving at home. Given 

this empirical fact, divorced female presidents may want to be more involved 

in their institutions and in their jobs, but they can not be because of their 

family responsibihties. 

The predictor variable "years in current presidency" had a positive 

influence on overall career satisfaction. The respondents simply wrote on the 

survey the number of years they have served their current institution. Of the 

respondents, they had served an average of 5.8 years in their current 

institution. Only seven female presidents had served twenty years or more in 

their current institution. The longest time served by a female president in her 

current institution was forty years. Time is obviously a factor in overall 

career satisfaction. According to Buxton, Prichard, and Buxton (1976), there 

is a linear relationship between years of administrative experience and job 

satisfaction for presidents of public colleges and universities (it is not known if 

females were included in their study). Time spent in office contributes to the 
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talent development of female presidents. As they continue in their position, 

the input and environmental variables that influence career satisfaction may 

change. Female presidents perhaps become more knowledgeable of and more 

able to influence their institution's culture, climate, mission, strengths and 

weaknesses. They perhaps become more comfortable, perhaps, in their 

leadership position as time passes, which may lead to a greater sense of 

overall career satisfaction. 

Institutional acceptance of a female as president was the first 

environmental variable to enter the regression equation. This predictor 

variable was based on a 4-point Likert scale as follows: 1 = not accepting; 2 = 

somewhat accepting; 3 = accepting; and 4 = very accepting. The majority of 

the respondents (63.4%) felt that their institutions were very accepting. The 

mean score was 3.5 According to these results, feehngs of belonging 

positively influences career satisfaction for female presidents. Quite simply, 

feeling accepted at the institution which one leads positively influences the 

overall career satisfaction experienced by that person. 

The predictor variables "energy spent recruiting faculty," "fi-equency of 

interaction with parents," and "fi-equency of interaction with students" (each 

with a positive beta weight) also support Astin's theory of involvement. On a 

rating scale of 1 to 10, with 1 being the lowest and 10 being the highest, the 

mean response to the amount of energy spent recruiting faculty was 6.4. 

With regard to interaction with parents, 68.8% of the respondents 

occasionally interact with parents. Likewise, 45.6% of the respondents state 

that they fi-equently interact v^th students. Thus, the more involvement 

with faculty, parents, and students, the higher the overall satisfaction. This 
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supposition supports Astin's involvement theory. Taylor (1981) found similar 

results and noted that good relationships with faculty and students were 

common career satisfiers for female community college presidents. 

Salary also entered the regression equation as a positive predictor of 

career satisfaction. Since respondents indicated that they were satisfied with 

their salary (4.5), it is safe to speculate that salary level is valued by female 

presidents and should be considered as a legitimate predictor of career 

satisfaction. Other researchers have also found salary to be a positive 

predictor of career satisfaction. Buxton, Prichard, and Buxton (1976) found a 

curvilinear relationship between salary and job satisfaction in their study on 

college presidents. Super and Hall (1978) (as cited in Austin, 1985) stated 

that appropriate and sufficient rewards are key job characteristics that 

affect the work experience. Taylor (1981) identified financial advantage as a 

positive factor that influenced women's interest in pursuing a presidency. 

Austin (1985) found that salary was a positive influence on career 

satisfaction for university mid-level administrators. In his study on faculty 

career satisfaction, Opp (1992) found that the base salary of faculty was a 

positive predictor of career satisfaction for five disciplinary t5rpes. He also 

found that the higher the salary, the more satisfied with their careers faculty 

tend to be. Compensation is partially a reflection of success, and success is 

positively correlated with satisfaction (Buxton, Prichard, & Buxton, 1976). 

Finally, fi-equency of interaction with legislators entered the regression 

equation as a positive predictor of career satisfaction. Spending time and 

energy with legislators is an external involvement and should be carefully 

weighed in the prioritization of presidential acitivities. Usually, being more 
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involved with internal activities increases satisfaction; however, interaction 

with legislators is a positive predictor of career satisfaction for female 

presidents and should be so noted. Perhaps the reason this is a predictor is 

that the consequences of interactions with legislators may have a direct 

effect on the progress and condition of the institution. 

To summarize, in the regression equation created by this study, four 

input variables and six environmental variables emerged as predictors of 

overall career satisfaction. Within the input block, a prior satisfaction 

variable, personal demographics, £ind professional demographics were 

revealed as predictors. Within the environmental block, only those variables 

in the Within Institution Effects block were significant predictors. It seems 

apparent that the overall career satisfaction of a female president is based 

primarily on: (1) what she brings to the presidency (satisfaction with prior 

compensation, marital status, and years in current presidency); (2) the 

professional activities in which she involves herself (recruiting faculty, and 

interaction with parents, students, and legislators); and (3) the environment 

in which she operates (institutional acceptance of her as a female president, 

and annual salary.) 

Summary 

Two objectives guided this study on overall career satisfaction for 

female presidents of higher education institutions in the United States. This 

research: (1) described the overall level of career satisfaction for female 

presidents; and (2) explored the personal (input) variables and environmental 

variables that predict career satisfaction for female presidents. 
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With regard to the first objective, this study determined that female 

presidents are generally satisfied with their careers. The mean score for the 

overall measure of career satisfaction was 4.7, where 1 = very dissatisfied, 2 

= dissatisfied, 3 = more dissatisfied than satisfied, 4 = more satisfied than 

dissatisfied, 5 = satisfied, and 6 = very satisfied. Considering each of the five 

satisfaction scales (all of which proved to be highly reliable), female 

presidents reported being the most satisfied with their professional 

relationships (5.0) and least satisfied with their institutions (4.4). Likewise, 

female presidents reported the highest satisfaction rating with the challenge, 

task variety, and skill and ability utilization that accompanies the 

presidency. They are more satisfied than dissatisfied with the financial 

condition of their institutions and the time required to fulfill their job 

responsibihties. They are more dissatisfied than satisfied with the amount of 

time available to pursue scholarly activities. 

With regard to the second objective, multiple regression analysis was 

conducted to determine which input and environmental predictor variables 

have an influence on overall career satisfaction. Ten predictors of overall 

career satisfaction emerged in the regression equation and explained 43.94% 

of the variance. The predictors were as follows: 

1. Satisfaction with previous compensation (positive predictor), 

2. Widowed (positive predictor), 

3. Divorced (negative predictor), 

4. Years in current presidency (positive predictor), 

5. Institutional acceptance of female president (positive 

predictor). 
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6. Energy spent recruiting faculty (positive predictor), 

7. Frequency of interaction with parents (positive predictor), 

8. Frequency of interaction with students (positive predictor), 

9. Salary (positive predictor), 

10. Frequency of interaction with legislators (positive predictor). 

Of the ten predictors, four variables were fi-om the input block and six were 

fi-om the environmental block. While all three categories that made up the 

input block were represented in the regression equation, only one category 

(Within Institution Effects) emerged fi-om the environmental block. Nine of 

the predictor variables in the equation had a positive influence on overall 

career satisfaction. One of the predictor variables (divorced) had a negative 

influence on overall career satisfaction. 

Information gathered from the descriptive statistics, the five 

satisfaction scales, and the multiple regression analyses enables discussion 

on implications for pohcy, imphcations for theory, and recommendations for 

future research. Chapter V addresses each of these areas. 
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CHAPTER V 

DISCUSSION AND CONCLUSION 

"... not all women, however bright or weU prepared, 
would enjoy being a president.... Among those 

[are] resilient women who could tolerate 
considerable stress £ind who have found satisfaction in 

meeting constant challenges. These women have 
been willing to make a total commitment 

to their colleges. They recognize and accept 
the heavy responsibility they carry. Their presidencies 

are truly a way of life." 

(Thurston, 1975, p. 123) 

Introduction 

The purpose of Chapter V is to summarize this study and to draw 

conclusions. Chapter V contains the following sections: (1) Summary of the 

Study; (2) Summary of Major Findings; (3) Implications for Pohcy and 

Practice; (4) Implications for Theory; (5) Recommendations for Future 

Research; and (6) Conclusions. 

Summary of the Study 

The primary purpose of this research project was to conduct an in-

depth, comprehensive study of the career satisfaction levels of female 

presidents (chief executive officers) of higher education institutions in the 

United States. As a result, this research: (1) described the overall level of 

career satisfaction for female presidents; and (2) explored the personal (input) 

variables and environmental variables that predict career satisfaction for 

female college and university presidents. 
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The research topic was the career satisfaction of female presidents of 

American institutions of higher education. The premise of this study was 

based upon two trends in higher education. The first trend of note was the 

increasing number of female presidents in American higher education 

institutions over the past 25 years. The second trend was the relatively brief 

amount of time spent in office by college and university presidents, an 

average of seven years. 

The theoretical fi-amework surrounding this study came fi-om two 

significant contributors to satisfaction research: Edwin A. Locke and 

Alexander W. Astin, who developed the concept of values theory and 

involvement theory, respectively. 

To accomplish the objectives and purposes of this project, survey 

research was employed to gather quantitative data in order to understand 

cau-eer satisfaction of female presidents of American institutions of higher 

education. After a review of existing job satisfaction questionnaires, the 

Comprehensive Career Satisfaction Survey, a new satisfaction 

measurement tool created by the researcher, was used to address the 

objectives and research questions of this particular study. 

The universal population for this study was 448 female presidents of 

American higher education institutions as classified under the Carnegie 

Classification System, excluding proprietary, for-profit schools. Three waves 

of surveys were mailed to ensure the highest response rate possible. Upon 

completion of the three mailings, a total of 298 completed and usable surveys 

were returned, representing a 66.5% response rate. 
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Overall career satisfaction of female presidents of American 

institutions of higher education was described and relationships between 

variables associated with career satisfaction were explored to determine their 

predictive value, using Astin's Input-Environment-Output Model of 

Assessment as the structural framework for the study. 

To accomplish the objectives of this study, the follovdng research 

questions were posed: 

RQl: How satisfied are female presidents with their 

jobs? 

RQ2: How satisfied are female presidents with their 

compensation? 

RQ3: How satisfied are female presidents vsdth their 

professional relationships? 

RQ4: How satisfied are female presidents with their 

performance? 

RQ5: How satisfied are female presidents with their 

institutions? 

RQ6: How satisfied are female presidents overall? 

RQ7: Which personal (input) variables and environmental 

variables predict career satisfaction for female 

presidents? 

The fundamental contention of this research project was tha t the 

assessment of presidential career satisfaction is one of the most important 

activities of educational research. Astin (1991) believes tha t the assessment 

of student satisfaction is perhaps the single most important affective-
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psychological area for student outcomes assessment. In the same vein, an 

analysis of presidential career satisfaction, also an affective-psychological 

area, is equally as important for higher education chief executive officers 

because of the complex and varied consequences of satisfaction and 

dissatisfaction on the institution. 

Summary of Major Findings 

Two primary objectives guided this study. The first objective was to 

describe how satisfied female presidents are with their career via an analysis 

of five satisfaction scales. The second objective was to explore the personal 

(input) variables and environmental variables that influence overall career 

satisfaction and determine the predictive value of those variables. A 

compeuison of the respondents to the population confirmed that the followdng 

results are highly generalizable across the nation and across various 

institutional characteristics, with few exceptions. Following is a summary of 

the major findings for each objective. 

Objective One—Describe 

An analysis of five satisfaction scales provided information about the 

criterion variable for this study, overall career satisfaction. Female 

presidents were asked to rate their satisfaction with facets of the following 

scales: (1) Satisfaction with the Job Scale (SWJS); (2) Satisfaction with 

Compensation Scale (SWCS); (3) Satisfaction with Professional 

Relationships Scale (SWRS); (4) Satisfaction with Performance Scale 
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(SWPS); and (5) Satisfaction with the Institution Scale (SWIS). All five 

scales proved to be highly reliable. 

Using information provided by 298 respondents (which represent 

66.5% of the population), the following means were calculated for each 

satisfaction scale (with 1 being very dissatisfied and 6 being very satisfied), 

and the first six research questions were answered: 

Satisfaction with Job Scale 4.7 

Satisfaction with Compensation Scale 4.5 

Satisfaction with Professional Relationships Scale 5.0 

Satisfaction with Performance Scale 4.8 

Satisfaction with Institution Scale 4.4 

The criterion variable, overall career satisfaction, was determined by adding 

the means of each satisfaction scale and dividing by five. The overall career 

satisfaction mean was 4.7. 

To summarize the individual job facets for which female presidents are 

the most and least satisfied and the means for these facets: they are very 

satisfied with the challenge (5.7) and task variety (5.5) that comes with being 

president. They are satisfied with the utihzation of their skills and abihties 

(5.4). Each of these variables are included in the Satisfaction with the Job 

Scale. They are more satisfied than dissatisfied with the financial condition of 

their institutions (3.9), an element of the Satisfaction with Institution Scale, 

and the time required to fulfill their job duties (3.7), an element of the 

Satisfaction wdth the Job Scale. Female presidents are more dissatisfied 

than satisfied with the time available to pursue scholarly activities (2.9), an 

element of the Satisfaction wdth the Job Scale. 
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Objective Two—Predict 

Blocked, forward multiple regression was used in this study to identify 

the input and environmental predictors of overall career satisfaction. One 

input block and one environmental block was entered into the multiple 

regression equation. Each block consisted of three categories: input block— 

prior satisfaction, personal demographics, and professional demographics; 

environmental block—^within institution effects, personal involvement effects, 

and between institution effects. The number of valid responses was reduced 

fi-om 298 to 218 due to missing responses in some of the items that were used 

in the satisfaction scales to create the criterion variable. Means were 

substituted for missing responses to potential input and environmental 

predictor variables. 

Ten variables (four input and six environmental) entered the model for 

predicting career satisfaction. Inclusion was based on a 0.05 level of 

significance for F, which is the SPSS default value for the probability of F to 

enter or PIN = 0.05 (SPSS, 1988). 

Ten predictors of overall career satisfaction emerged in the regression 

equation and explained 43.9% of the variance. The predictors, in the order 

tha t they entered the equation, are as follows: 

1. Satisfaction wdth previous compensation, 

2. Widowed marital status, 

3. Divorced marital status, 

4. Years in current presidency, 

5. Institutional acceptance of female president, 

6. Energy spent recruiting faculty. 
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7. Frequency of interaction wdth parents, 

8. Frequency of interaction with students, 

9. Salary, 

10. Frequency of interaction wdth legislators. 

Nine of the predictor variables in the equation had a positive influence on 

overall career satisfaction. One predictor variable (divorced) had a negative 

influence on overall career satisfaction for female presidents. 

Implications for Policy and Practice 

Though not explicitly stated as an objective of this study, one of the 

implied benefits of this study is the opportunity to use the results to influence 

policy and practice regarding female college and university presidents. This 

section details possible implications for policy and practice as a result of this 

career satisfaction study. 

Descriptors of Overall Career Satisfaction 

With regard to the first objective, implications for policy and practice 

can be identified for each satisfaction scale. 

Satisfaction with Job Scale (SWJS) 

Female presidents were generally satisfied with their jobs. The facets 

of the job with which female presidents were the most satisfied were the 

degree of challenge, task variety, and skill and ability utilization. Female 

presidents were more satisfied with these three facets than with any other 

facets measured in this study. The implication, viewed fi-om a values theory 
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perspective, is that the degree of challenge encountered by female presidents, 

the variety of the tasks they perform, and the utizilization of their skills and 

abilities are three of the most highly valued elements of career satisfaction. 

Female presidents who enjoy being challenged, who prefer to perform a 

variety of tasks, and who want to feel like their skills and abilities are being 

utihzed to the fullest will be more satisfied with their career. Aspiring female 

presidents should be aware of the three facets with which current female 

presidents are the most satisfied. They should decide if they, too, will like 

challenge, variety, and fiill utihzation of their skills and abihties. 

The facets of this scale with which female presidents were the least 

satisfied were time to fulfill job responsibilities and time to pursue scholarly 

activities. The implication is that aspiring female presidents need to be made 

aware of the nature of the presidency, the demands that will be placed on 

their time, and the lack of time available for teaching and research. Creative 

ways to make more time available to current female presidents need to be 

explored. One possible suggestion is that leadership of an institution could 

become a shared responsibility between "co-presidents". The typical 

hierarchy where one president oversees the entire operation of the institution 

with the assistance of vice presidents may need to be reviewed in the future. 

Co-presidents would work as a team and divide the responsibilities equally to 

match their respective strengths and allow for more time to complete the 

necessary duties. They would also have more time to be a better job. A 

reduction in job responsibility could provide more time for the pursuit of other 

valued activities, such as teaching and research. Increased satisfaction with 

the amount of time required to do the job and the amount of time available for 
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scholarly activities would positively impact the level of overall career 

satisfaction experienced by female presidents. 

Satisfaction with Compensation Scale (SWCS) 

Female presidents were satisfied wdth their compensation. The facets 

of this scale with which female presidents were shghtly less satisfied were 

leave time and salary. The obvious imphcation for policy and practice, then, 

is that female presidents need more leave time and a higher salary in order to 

be very satisfied wdth their careers. However, the more accurate imphcation 

is that female presidents need to take advantage of the leave time they have 

been allotted. One anonymous comment by a respondent was that she gets 

plenty of leave time, but that she is not able to take it because of the 

demands of the presidency. An institution's governing board needs to be 

aware of whether or not the president is using her leave time. If she is not, 

they need to encourage her to do so for her overall career satisfaction. They 

should also receive salaries commensurate wdth their quahfications and equal 

to those of their male counterparts. 

Satisfaction with Professional Relationships Scale (SWRS) 

Female presidents are satisfied wdth their professional relationships. 

The mean score for this scale was 5.0, the highest of all five of the 

satisfaction scales. Female presidents were most satisfied with their 

professional relationships wdth the governing board and the administrators at 

their institutions. Female presidents were shghtly less satisfied in their 

professional relationships wdth alumni and legislators. 
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With regard to the governing board and administration, this researcher 

determined that female presidents are highly involved with these two groups. 

The recommendation of this study, then, is that current female presidents 

should continue to be involved with these groups. Aspiring female presidents 

need to prepare to be involved with their ftiture governing board members and 

administrators to help ensure their satisfaction wdth the relationship they 

have with these two groups. 

The low satisfaction rating of their relationships wdth alumni and 

legislators, and the empirical data that shows less involvement with these 

two groups, implies that female presidents should seek ways to increase the 

quantity and/or quality of their interaction wdth these constituents. Female 

presidents should be aware of the possibility that increased or improved 

involvement with these groups could lead to increased career satisfaction, and 

they should act on this awareness. For instance, female presidents could 

attend fund raisers where alumni will be present so they can get to know each 

other. Female presidents could invite small groups of alumni on campus for 

personal interviews to evaluate their experiences as students. Likewise, 

female presidents could seek opportunities to bring legislators on campus to 

increase the level of involvement they experience with each other. A personal 

tour of the campus led by the female president, a luncheon hosted by the 

president for a legislator, or an invitation to attend a football game together 

are ideas that might be taken into consideration. Furthermore, increased and 

improved involvement with alumni and legislators might lead to the 

betterment of the fiscal health of the institution, and ultimately an increase 

in c£u*eer satisfaction on the part of the female president. 
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Satisfaction with Performance Scale (SWPS) 

Female presidents are generally satisfied wdth their performance. The 

facets wdth which female presidents are the most satisfied are vision, 

leadership, and decision making skills. They are least satisfied with their fund 

raising abilities. 

The implication for policy and practice might be that female presidents 

need to seek opportunities to hone their fund raising abihties. Increased 

exposure and experience in this field could help increase female presidents' 

satisfaction wdth their performance in this area. Satisfaction wdth their 

institution's financial condition might also be positively impacted. 

Not feehng like they are performing at the level required of the position 

may lead to dissatisfaction and frustration. Another implication, then, is that 

female presidents need to identify the areas which they feel need 

improvement and pursue appropriate professional development activities. 

They need to make time and take time to enhance the skills and abilities that 

wdll make them a more effective, and a more satisfied, leader. 

Satisfaction with the Institution Scale (SWIS) 

Female presidents are more satisfied than dissatisfied wdth their 

institutions, but they are the most dissatisfied in this area. Female 

presidents are the most satisfied wdth the mission of their institution, and the 

most dissatisfied wdth its financial condition. 

An interesting imphcation to consider given that: (1) female presidents 

are most satisfied wdth the missions of their institutions; and (2) tha t most 

female presidents serve in Associate of Arts Colleges (see Table 4.1) is that 
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perhaps women choose which institutions to lead; the institutions do not 

choose them. This study found that 80.3% of female presidents of Associate 

of Arts colleges are satisfied or highly satisfied wdth the mission of their 

institution. Of all the respondents who claimed to be satisfied or very 

satisfied with the mission of their institutions (243), 85.1% were presidents of 

Associate of Arts colleges. Perhaps the under-representation of women in 

Research Universities and Doctoral Granting Universities is not a matter of 

discrimination on the part of the institutions, but rather women are self-

selective and choose to serve the Associate of Arts Colleges because they 

value the mission of that type of institution. Further research is needed to 

support or refute this conclusion. Aspiring female presidents should educate 

themselves about the differing missions of the various types of colleges and 

universities. They should also know that current female presidents who serve 

Associate of Arts colleges are the ones who are the most satisfied with the 

institutional mission. 

Since female presidents are least satisfied wdth the financial condition 

of their institutions, policies and practices that wdll increase funding and 

support should be adopted, such as spending time wdth alumni and legislators. 

Though an age-old problem for higher education institutions, the lack of 

resources significantly influences the career satisfaction levels among female 

presidents. Governing boards should be fully aware of the effect of the 

financial condition of the institution on the career satisfaction of its president. 

Likewise, current and aspiring female presidents should be aware of the 

financial constraints under which higher education institutions must operate. 

They should decide if a poor fiscal condition is a significant deterrent to their 
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desire to be president. Seeking increased funding and support should be a 

priority for governing boards and presidents for several reasons, one of which 

is to help improve the career satisfaction of the president, which could lead to 

more effective leadership and a longer term in office. 

Overall Career Satisfaction 

Female presidents are generally satisfied wdth their careers overall. 

Female presidents are satisfied wdth their professional relationships, their 

jobs, and their compensation. They are the more satisfied than dissatisfied 

wdth their institutions. 

Based on these findings, it appears that in order for current female 

presidents to experience high career satisfaction, policies and practices that 

will enhance facets of their professional relationships, jobs, compensation, 

performance, and especially their institutions need to be adopted. In 

summary, if female presidents were more satisfied wdth the time available to 

perform their duties, the time available to pursue scholarly activities, the 

amount of leave time they were able to take, their fund raising abilities, and 

the financial condition of their institutions, they would be more highly satisfied 

with their careers overall. 

Input and Environmental Predictors of Overall 
Career Satisfaction 

The second objective of this study also revealed certain imphcations for 

policy and practice. These implications are detailed below. 
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Input Variables 

The input block was the first block to be entered into the multiple 

regression equation. Input variables are those personal qualities a person 

brings initially to the presidency. Within this block, satisfaction wdth prior 

compensation, wddowed marital status, divorced marital status, and years in 

current presidency emerged as significant predictors of career satisfaction for 

female presidents. 

Satisfaction with prior compensation had a positive effect on overall 

career satisfaction. Super and Hall (1978) (as cited in Austin, 1985) stated 

tha t appropriate and sufficient rewards are key job characteristics tha t 

affect the work experience. Specific information regarding the amounts and 

types of compensation received in the position held prior to the current 

presidency was not gathered from the respondents. Respondents were also 

not asked to report what position they held prior to attaining the current 

presidency. However, it is safe to assume that half of the respondents are in 

their first presidency, as the average length of service in the current 

presidency was 5.8 years, and the average length of service as a president 

(regardless of institution) was 6.9 years. It is also logical to assume that a 

significant increase in salary is one of the benefits of accepting a presidency 

since 67.4% of the responding female presidents earn $90,000 or more each 

year. The conclusion is that female presidents value being appropriately 

compensated. Respondents were less than satisfied wdth their prior 

compensation. Pursuing and attaining the presidency leads to better 

compensation and rewards for most. Taylor (1981) identified financial 

advantage as a positive factor that influenced women's interest in pursuing a 
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presidency. Compensation should be commensurate with the requirements of 

the presidency and with the qualifications the female president brings to the 

position, and should be equal to that of her male counterpart. 

Marital status appeared twdce in the regression equation as 'Svidowed" 

and "divorced." Being wddowed had a positive influence on overall career 

satisfaction. The implication is not that female presidents wdll be happier in 

their careers if their husbands were deceased. More accurately, this predictor 

is probably reflective of a hfe cycle phenomenon and of an involvement factor. 

A positive correlation between age and being wddowed exists, as does a 

positive correlation between total years as president and being widowed. The 

widows in this study, who are older and more experienced, have had more 

opportunity to grow and develop personally and professionally. Therefore, 

they are likely to be more satisfied in their careers. More research is needed 

to support or refute this conclusion. 

In the context of involvement theory, widows also probably have more 

time and energy to devote to the presidency as they do not have competing 

personal involvements, including spouses and school age children living at 

home. This study found that not one wddowed respondent had school age 

children hving at home. Therefore, they may feel they can be more involved in 

their presidential job duties and responsibilities. This finding should be made 

known to current president, aspiring presidents, and governing boards. 

The predictor variable "divorced" had a negative influence on overall 

career satisfaction. This finding supports previous research on the reciprocal 

relationship between personal life satisfaction and career satisfaction by 

Judge and Watanabe (1993), and Schmitt and Bedeian (1993) (as cited in 
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Judge, Boudreau, & Bretz, 1994). Satisfaction in one's personal life 

contributes to a more positive disposition overall and to more satisfaction in 

one's professional hfe. Additionally, being divorced may cause increased 

personal stress as a single parent. Family obligations and responsibilities 

may prevent a divorced female president from being more involved in her 

duties as chief executive officer. 

Two possible scenarios exist: (1) the current female president entered 

the presidency already divorced; or (2) the current female president became 

divorced after attaining the presidency. Without information on which 

scenario is more common, implications for both scenarios must be considered. 

In light of the first scenario, the implication is that women wdth strong 

marriages, or perhaps women who have never been married, will be more 

satisfied wdth their careers as president than wdll women who are divorced. 

This is a potentially controversial area. It is also an area in which governing 

boards must tread hghtly. Marital status should not, and legally can not, be 

used as a factor upon which to base employment. However, the applicant 

herself should be aware that this research has shown that being divorced 

affects overall career satisfaction. 

In light of the second scenario, the implication is that marriages can be 

strained when a woman accepts a presidency due to the increased demands 

on her time by the institution. Traditionally, male presidents are married and 

rely on their non-working wives to perform a role similar to that of the first 

lady. Most hkely, the husbands of female presidents have their own career 

and choose not to be involved in their wdves' careers. Ross, Henderson, and 

Green (1993) report that among female presidents who were married, 86% 
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had working spouses. Only 48% of the men who were married had spouses 

who were employed. The implication for female presidents is that balancing 

their professional and personal involvements may be difficult. Current and 

aspiring female presidents and their spouses need to be made aware of the 

potential detrimental effects of the presidency on their personal relationships 

wdth their husbands. 

In addition, in the context of involvement theory, this study showed 

tha t 20.8% of the divorced female presidents have one or more school age 

children living at home. The responsibility divorced female presidents have as 

single parents may negatively affect their career satisfaction. One 

implication is that divorced female presidents with school age children living 

at home need to be aware of the effect the single-p£u-ent status has on their 

career satisfaction. Creative ways to balance personal and professional 

responsibilities so that more time and energy can be freely given to the 

presidency need to be explored. Children of divorced female presidents could 

become more involved in their mothers' careers. For instance, children could 

be encouraged to attend (or be allowed to attend) institutional functions with 

their presidential mothers in the evening when the children are not in school. 

Another possibility is that children could do their homework in their mother's 

offices while their mothers catch up on their own work. Finally, governing 

boards and administrators must be flexible and understanding when personal 

obligations require the female president to be away from her job. However, 

personal obligations should be weighed carefully against professional 

obligations so as not to interfere with job performance. If the female 

president is not afraid of being evaluated poorly or not afraid of losing her job, 
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then she is likely to be more effective, and ultimately more satisfied wdth her 

chosen career. 

The final input predictor variable to enter the regression equation was 

years in the current presidency. Time is obviously a factor in overall career 

satisfaction. According to Buxton, Prichard, and Buxton (1976), there is a 

linear relationship between administrative experience (which is achieved over 

time) and job satisfaction for presidents of pubhc colleges and universities (it 

is not known if females were included in their study). The more 

administrative experience, which implies length of service, the higher the 

satisfaction. Therefore, if a female president is not currently as satisfied as 

she would like to be, it is highly probable that if she perseveres, her level of 

career satisfaction will increase. The implication for practice is that 

continuance in the presidency should be encouraged as career satisfaction wdll 

increase with time. As time passes, she will grow and develop as president, 

which will lead to greater career satisfaction. 

Environmental Variables 

Environmental variables are those that directly influence the 

development of satisfaction (Astin, 1991). Within this block, six predictors of 

overall career satisfaction emerged: institutional acceptance of a female as 

president, energy spent recruiting faculty, frequency of interaction with 

parents, frequency of interaction with students, salary, and frequency of 

interaction with legislators. 

Institutional acceptance of a female as president had a positive affect 

on overall career satisfaction. Quite simply, feehngs of belonging influence 
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how one feels about himselfOierself Feehng accepted at the institution which 

one leads obviously influences the overall career satisfaction experienced by 

that person. Using the Overall Career Satisfaction Measure (OCSM) for 

cross-tabulation wdth institutional acceptance revealed the followdng: of the 

108 respondents who reported being very satisfied with their careers, 83.3% 

felt their institutions were very accepting of them as a female president. 

Consider the fact that 44.6% of the respondents serve Associate of 

Arts Colleges. A cross-tabulation of institutional acceptance by Carnegie 

Classification showed the following: of the 189 respondents who felt their 

institutions were very accepting of them as a female president, 41.3% served 

Associated of Arts colleges (the majority by far). Aspiring female presidents 

may choose to target Associate of Arts institutions as ones in which they 

would hke to serve since being accepted as a female president is a significant 

predictor of career satisfaction. Current female presidents of various 

classifications of institutions who do not feel accepted may choose to seek a 

presidency in an Associate of Arts college. This finding also supports the 

notion that women self-select the institutions they serve. 

One recommendation is that efforts should be made by governing 

boards on behalf of female presidents to influence their institution's 

acceptance of a female as president (though governing boards should 

influence the institution's acceptance of the president, regardless of gender). 

This could happen when a new president is hired and the announcement is 

made that a female will be leading the institution. This could happen when a 

controversial or difficult decision must be made which has a significant 

impact on an institution. Pubhc support by the governing board wdll trickle 
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down and influence the entire institution's acceptance of a female as 

president. However, if female presidents value their satisfaction and hope to 

attain the highest satisfaction possible in their career, then they have a 

personal responsibility to influence their own degree of acceptance. Another 

recommendation is that female presidents should consider instigating and 

being involved in activities that will provide an opportunity for members of 

the institutional community to get to know her better as a president and 

create an environment of acceptance. For instance, she could routinely have 

lunch with various small groups on campus where they could interact socially 

or discuss ideas and future plans. She could also hold campus forums where 

she shared information and was available for comment and discussion. 

Energy spent recruiting faculty also had a positive influence on career 

satisfaction. Female presidents who are involved in the recruitment process 

experience an increase in their overall career satisfaction. The relationship 

between the president and the faculty member being recruited has a 

foundation based upon involvement and can be more positive from the 

beginning. Also, involvement in the selection of faculty who share the vision 

of the college can help institutionalize the vision on campus, and help increase 

the career satisfaction of the president. The implication for current female 

presidents is that they should involve themselves in the recruitment of 

faculty. Note, however, that more research is needed as to how involved they 

should be. 

Frequency of interaction with parents entered the prediction equation 

as a positive influence on overall career satisfaction. The imphcation that 

needs to be made known to current and aspiring presidents is that increased 
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and/or improved interaction with parents could enhance their degree of career 

satisfaction. For instance, financial contributions from parents may improve 

the financial condition of the institution, leading to greater overall career 

satisfaction. Opportunities for interaction with parents of their students 

should be sought out by female presidents. They should become involved in 

student activities that often include parents, such as freshman orientation, 

parents' day, homecoming, and graduation. 

Frequency of interaction with students also entered the regression 

equation as a positive influence on overall career satisfaction. The conclusion 

to be drawn is that more guid/or improved involvement with students leads to 

higher overall career satisfaction. Presidents, male and female, need to 

remember for whom they lead the institution—the students. The implication 

is that for those female presidents seeking high levels of overall career 

satisfaction, they should commit to being involved in the campus life of their 

institution and being familiar with and to their students. Fun and creative 

suggestions for accomplishing this include hosting a reception for students 

and inviting them to come meet her, being the guest speaker at meetings held 

by student organizations, spending time in the residence halls, and sitting in 

the student section at a football game. 

Salary was another positive influence on career satisfaction for female 

presidents, a finding that supports earlier research (Buxton, Prichard & 

Buxton, 1976; Taylor, 1981; Austin, 1985; Opp, 1992). Cross-tabulating the 

Overall Career Satisfaction Measure (OCSM) and salary revealed the 

following: of the 106 respondents who reported being very satisfied with their 

careers, 71.77f earn $90,000 or more annuaUy; only 2.8% of the reportedly 
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very satisfied earn less than $50,000 annually (the lowest response 

category). Closely related to the input variable, satisfaction with prior 

compensation, salary also has implications for satisfaction. Female 

presidents should receive salaries commensurate with their quahfications. 

Salary is partially a reflection of success, and success is positively correlated 

with career satisfaction (Buxton et al., 1976). 

The final predictor variable was frequency of interaction with 

legislators, which had a positive influence on overall career satisfaction. The 

implication is that female presidents should seek opportunities to interact 

with the appropriate legislators who have the power to influence the condition 

and status of the institution. This supports research by Taylor (1981) that 

determined that a highly developed political acumen was sm essential skill 

identified by female community college presidents. As stated earlier, female 

presidents could bring legislators on campus for a personal tour, a luncheon, 

or a football game. Being professionally involved wdth a legislator will hkely 

benefit the institution. Perhaps the legislator would be more wdlling to 

respond to requests for additional funding, take a stand when institutional 

funding was being reduced, or help push major educational policy reform 

through the system. Legislators can be considered to be external to the 

institution. External involvement by female presidents can detract from the 

time and energy they have to spend on internal involvements. Though more 

interaction with legislators may lead to higher career satisfaction, care must 

be exercised whenever time and energy is diverted to external affairs. The 

quality of the involvement must be considered. This is one reason why 

bringing the legislator on campus is a worthy idea. 
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Summary of Implications for Policy and Practice 

To summarize, below is an abbreviated hsting of all the aforementioned 

implications for policy and practice: 

• Aspiring female presidents should know that current female 

presidents value being challenged, performing a variety of tasks, 

and utilizing their skills and abilities; aspiring female presidents 

need to decide if they value these same facets. 

• Aspiring female presidents need to be aware of the nature of the 

presidency - excessive pressures and demands will be made on their 

time, and they wdll have less time for scholarly activities. 

• Creative ways of making more time available for presidents need to 

be explored, such as "co-presidency" arrangements. 

• Current female presidents should take the leave time available to 

them; governing boards need to ensure that they do so. 

• Aspiring female presidents need to prepare to be involved wdth their 

governing bo£u-ds and their administration; current female 

presidents who are not involved wdth their governing boards and 

their administration need to become more so. 

• Female presidents need to seek creative ways to be more involved 

wdth almuni and legislators. 

• Current and aspiring female presidents need to seek opportunity to 

hone their fund raising abihties. 

• Current female presidents need to continue to pursue professional 

development activities that will help them be more effective in their 

role. 
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Aspiring female presidents need to educate themselves about the 

differing missions of the various types of colleges and universities 

and decide wdth which one(s) they would be most satisfied. 

Pohcies and practices that lead to increased funding and support of 

higher education institutions must be adopted; aspiring female 

presidents need to be adequately informed of the current fiscal 

conditions of most colleges and universities. 

Female presidents should receive salaries commensurate wdth their 

quahfications and the demands of the position. 

The positive effect being wddowed has on the career satisfaction of 

female presidents should be made widely knowni. 

Female presidents should be aware of the effect of personal life 

satisfaction on career satisfaction; current and aspiring female 

presidents and their spouses need to be made aware of the potential 

detrimental effects of the presidency on their relationships. 

Divorced female presidents wdth school age children hving at home 

should seek creative ways to balance their personal family 

obhgations and their professional responsibihties. 

Governing boards and administrators need to be flexible and 

understanding when a family obligation requires the female 

president to be away from the office; the president should not be 

afraid of being evaluated poorly or losing her job because of personal 

responsibihties to her children. 

Continuance in the presidency should be encouraged as career 

satisfaction increases with time. 
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• Efforts should be made by governing boards on behalf of female 

presidents to influence their institution's acceptance of a female as 

president. 

• Female presidents should take responsibihty of their institutions' 

acceptance of them as female presidents; they should instigate and 

pguticipate in opportunities to influence their own degree of 

acceptance. 

• Aspiring female presidents, and current female presidents, should 

be made aware that most current female presidents feel most 

accepted at Associate of Arts colleges. 

• Female presidents should involve themselves in the recruitment of 

faculty. 

• Female presidents should avail themselves of the opportunity to 

interact with parents of their students. 

• Female presidents seeking high levels of overall career satisfaction 

should commit to being involved in the campus life of their 

institution and being familiar wdth and to their students through fun 

and creative ways. 

• Female presidents should seek opportunities to be professionally 

involved wdth legislators who have the power to influence the 

condition and status of their institution. 

Implications for Theory 

The theoretical framework surrounding this study comes from two 

significant contributors to satisfaction research: Edwin A. Locke and 
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Alexander W. Astin, who developed the concept of values theory and 

involvement theory respectively. A brief description of each theory follows. 

(See Chapter II for more detailed explanations). 

There are three elements of Locke's values theory. First, job 

satisfaction is the result of value achievement. Job dissatisfaction results 

from a failure to attain an important value. Secondly, individuals hold their 

values in a hierarchy. They value some things more than others, and they 

differ from each other in the degree to which they value things (Locke, 1969). 

Thirdly, overall job satisfaction is determined by measuring satisfaction with 

individual job facets. Values theory was selected as a conceptual construct 

for this study for three reasons: (1) "it is the (perceived) job situation in 

relation to the individual's values that is the most direct determinant of job 

satisfaction" (Locke, 1976, p. 1304); (2) values theory works well with the 

design of the study; and (3) Locke recognizes the construct of involvement as 

an important determinant of job satisfaction. 

Astin's involvement theory states that involvement refers to the 

quantity and quality of physical and psychological energy that the president 

devotes to the presidential experience. The more involved a female president 

is, the more highly satisfied she wdll be with her career, according to 

involvement theory. Involvement theory was selected as a conceptual 

framework for this study for five reasons: (1) involvement theory is simple; 

(2) involvement theory focuses on the motivation and behavior of the person 

being studied and considers the person's time and energy as a resource; (3) 

involvement theory is practical as institutional policies and practices can be 

evaluated in terms of the degree of involvement on behalf of the president; 
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and (4) other researchers have successfully utilized this theory in other 

satisfaction studies (Opp, 1992; Hodge, 1995). 

Values Theory 

In each of the five satisfaction scales, female presidents were asked to 

rate their satisfaction with a variety of job facets. According to Locke, 

satisfaction with a job facet occurs when: (1) that job facet is highly valued; 

and (2) that value is attained. Dissatisfaction occurs when a job facet is 

highly valued, but that value is not attained. 

When each item (facet) in each of the five satisfaction scales was 

reviewed, those with which female presidents were the most satisfied and the 

most dissatisfied were unveiled. According to values theory, those items 

(facets) can also be identified as what female presidents value the most. For 

instance, the implication is that, because of the high satisfaction ratings, 

female presidents most highly value the mission of their institutions, the 

influence they have as president, and the task variety, challenge, and skill 

and ability utilization that comes with the position. Values theory allows the 

conclusion to be drawn that value achievement has occurred in these areas. 

Likewise, female presidents also seem to value their time and the opportunity 

to conduct scholarly activity. However, due to the low satisfaction ratings 

with these two facets, value attainment has not been achieved. 

Values theory has acted as theoretical lens through which to view the 

findings of this study. There are facets of a female president's career with 

which she is the most satisfied and the least satisfied. When examined under 

the guise of values theory, the implication is that value attainment occurred 
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in areas of satisfaction, and value attainment has not been achieved in areas 

of dissatisfaction. 

This study helped to broaden the usefulness of values theory by 

applying it to the realm of higher education. Further studies should be 

conducted using values theory as the theoretical construct to further solidify 

its applicability to educational research. 

Involvement Theory 

Analysis of the satisfaction ratings in each of the five satisfaction 

scales provided insight into the usefulness of involvement theory in higher 

education administration. This study supports Astin's premise that the more 

involved one is, the more satisfied one wdll be. 

For example, in the Satisfaction wdth the Job Scale, the lowest 

satisfaction rating (for any of the scales) was attached to the variable "time 

for scholarly activities." Presidents in general do not have time to teach, 

conduct research, and stay abreast of developments in their respective fields, 

a well-known fact established by previous research (see Buxton, Prichard & 

Buxton, 1976). Now that this fact has been established for female 

presidents, it is evident that the lack of involvement in this area definitely 

leads to lower satisfaction with this particular facet of the presidency, and 

ultimately leads to lower overall career satisfaction. 

Another example supporting Astin's involvement theory is evident in 

the Satisfaction wdth Performance Scale. Female presidents were not 

satisfied with their fimd raising abihties. When the amount of energy spent 

fund raising was considered, it became clear that female presidents were less 

191 



involved in fund raising than in other activities in which they were more 

satisfied. Therefore, their lack of involvement leads to lower satisfaction with 

this particular facet of the presidency, and ultimately leads to lower overall 

career satisfaction. 

A final supporting example is seen in the Satisfaction with Professional 

Relationships Scale. Female presidents were less satisfied in their 

relationships with those constituents with whom they had little interaction, 

i.e., alumni and legislators. However, female presidents were most satisfied 

with the relationship they had with their administrators, with whom they 

interact on a daily basis, £uid their governing board, with whom they 

frequently interact. If considered as external versus internal involvement, 

the data leads to the conclusion that female presidents are more involved 

with, and most satisfied with, the relationships they have with internal 

constituents (i.e., administrators). Female presidents are less involved with, 

and less satisfied with, the relationship they have with external constituents 

(i.e., legislators, and alumni, who are no longer internal to the institution). 

Further support of Astin's involvement theory is seen among the 

predictor variables that emerged in the regression equation for overall career 

satisfaction. Four of the six environmental predictors were professional 

involvement variables: energy spent recruiting faculty, frequency of 

interaction with parents, frequency of interaction with students, and 

frequency of interaction with legislators. This phenomenon is proof that 

involvement, at least professional involvement, has a positive impact on 

overall career satisfaction. 
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Perhaps the most significant imphcation, then, for involvement theory, 

is that this study has proved its continued usefulness in higher education. 

Now the theory has been extended beyond student satisfaction to a new 

population, female presidents. 

Recommendations for Future Research 

This study is a significant contribution to higher education for several 

reasons: (1) it has filled a gap in the literature where comprehensive research 

on career satisfaction for female presidents was lacking; (2) it wdll possibly aid 

the career development, choices, and satisfaction of current and aspiring 

female presidents; (3) it wdll possibly help the female president and her 

institution be more self-aware and operationally effective; (4) it may influence 

higher education pohcies and their makers; (5) it has furthered the use of 

values theory and involvement theory in higher education research; (6) it has 

opened the door for future publications; and (7) this research generated 

additional questions. Despite the intended breadth and depth of this study, 

more questions were raised that remain unanswered. Recommendations for 

future research follow: 

• Replicate the study with male presidents, and compare the results. 

• Replicate the study with female higher education officials at various 

levels. 

• Conduct a similar study with female executives in the private 

sector. 
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• Conduct the study longitudinally, perhaps every five years; 

compare the results and look for changes in overall career 

satisfaction levels over the years. 

• Conduct the study longitudinally wdth male presidents, perhaps 

every five years; compare the results and look for changes in career 

satisfaction levels over the years. 

• Explore how the presidency met, or did not meet, the expectations 

of current female presidents; explore how the job was different than 

they anticipated, and how expectations affect overall career 

satisfaction. 

• Enhance the study by interviewing female presidents who are 

highly satisfied (and who are highly dissatisfied) to fiirther 

understand overall career satisfaction. 

• Delve more deeply into each of the five satisfaction scales and look 

for specific reasons why female presidents are satisfied or 

dissatisfied, for example: (1) explore more in-depth the kinds of 

fi-inge benefits female presidents receive and if they differ from 

fringe benefits male presidents receive; (2) explore how much leave 

time female presidents receive and how much they actually take; 

(3) ask if there is a salary difference between Ph.D.'s and Ed.D.'s; (4) 

explore which institutions pay the most; (5) explore the 

relationships between female presidents, female board members, 

and other female administrators to determine the strength of the 

network between these groups; (6) determine what kinds of 

experiences have helped the female president perform her roles and 
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duties to the best of her ability; (7) compare female presidents' 

satisfaction with their own performance to the governing board's 

satisfaction with their performance; and (8) explore why female 

presidents are underrepresented in certain institutions to determine 

if they choose not to serve particular institutions, or if they want to 

but are not chosen. 

• Explore more in-depth the effect of the presidency on personal life 

satisfaction; look for ways the presidency has changed the women 

who chose to accept the responsibility. 

• Explore the possibility that wddowed female presidents are older and 

more experienced in their careers. 

• Explore the effects of being wddowed and being divorced in terms of 

involvement theory; do family obligations affect the amount of time 

and energy female presidents are able to devote to their 

institutions? 

• Explore more in-depth the satisfaction experienced by female 

presidents prior to the attainment of the presidency. 

• Follow-up with current female presidents to determine their goals 

and intentions for the rest of their careers; will they remain as 

president or choose to move on? 

• Further test the use of values theory to determine what female 

presidents value the most; compare the results with the 

satisfaction ratings in this study and look for comparable findings. 

• Explore to what degree female presidents involve themselves in 

professional development activities; explore involvement in 
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professional development activities as a predictor of overall career 

satisfaction. 

• Explore how involved female presidents are in the recruitment of 

faculty. 

• Research further the possibility that the high percentage of female 

presidents in Associate of Arts colleges is a matter of self-selection 

and not a result of discrimination. 

Finally, one weakness of this particular study provides an opportunity for 

future research. Since the results were not generahzable to tribal/federal 

colleges, future research could focus specificaUy on female presidents of 

these institutions. Also, more information is needed about the types and 

amounts of compensation received in positions held prior to the current 

presidency. Future researchers could use this information to make more 

definite conclusions about prior compensation as a predictor of overall career 

satisfaction. 

Conclusions 

The answers to the seven research questions that guided this inquiry 

into the overall career satisfaction of female college and university presidents 

and the resulting implications, recommendations, and conclusions should be 

given thoughtful and serious consideration because of the strengths of this 

study: (1) a 66.5% response rate from the entire population of female 

presidents of American higher education institutions; (2) the generahzabihty 

of the results across the nation and across various institutional 

characteristics; (3) the high reliability of the five satisfaction scales; and (4) 
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the high percentage of the variance explained by the prediction model. From 

the answers to the research questions, the followdng conclusions can be made. 

The overall career satisfaction of female college and university 

presidents is important for at least three reasons. First of all, the way female 

presidents experience or perceive their work may have imphcations for the 

institution. Higher satisfaction may lead to increased effectiveness. For 

example, more involvement in fund raising and increased interaction with 

parents, Edumni, and legislators may lead to an improvement in the financial 

condition of the institution. An improvement in the financial condition of the 

institution can lead to increased career satisfaction. Secondly, increased 

effectiveness among this population has implications for the future of female 

chief executive officers. A perceived increase in the effectiveness of female 

presidents may lead to more widespread acceptance of them as legitimate 

leaders of higher education institutions by those who are skeptical of their 

presence in the role of chief executive officer. Thirdly, the possible 

consequences of dissatisfaction, including absenteeism and turnover, can be 

averted. High overall career satisfaction could lead to longer presidential 

terms held by female presidents. 

While female presidents are generally satisfied with their careers 

overall, there is room for improvement. The results of this study can be used 

to justify changes in pohcy and practice that will transform those facets that 

are dissatisfiers for female presidents. For example, creative ways to 

increase the amount of time available for scholarly activity could be 

implemented; ways to improve the financial conditions of institutions could be 
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adopted; and, the quantity and quahty of presidential involvement with 

alumni and legislators may be increased. 

The results of this study provides the first benchmark measure of 

career satisfaction for female presidents. Current female presidents can 

compare their personal career satisfaction against their population. They wdll 

now be able to know if their frustrations and dissatisfactions are shared by 

others in their population. Aspiring female presidents now have a global 

picture of the environment in which they intend to enter. Perhaps this study 

wdll influence their decision to pursue or accept a presidency. 

Based on the input and environmental variables that emerged as 

predictors of career satisfaction, it seems apparent that the overall career 

satisfaction of a female president is based primarily on: (1) what she brings to 

the presidency (satisfaction with prior compensation, marital status, religious 

preference, and years in current presidency); (2) the professional activities in 

which she involves herself (recruiting faculty, and interaction wdth parents, 

students, and legislators; and (3) the environment in which she operates 

(institutional acceptance of her as a female president, and salary). A female 

president who is not currently satisfied may choose to persist based on the 

finding that years in the current presidency was a positive predictor of overall 

career satisfaction. A female president who is seeking ways to improve her 

career satisfation may now realize the importance of being involved in the 

recruitment of faculty, interacting wdth students, and spending time and 

energy developing relationships with parents and legislators. Finally, aspiring 

cheif executive officers can begin to affect their career satisfaction even 
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before their aspirations are fulfilled, and enter the presidency armed with the 

knowledge of what it takes to be a satisfied female college president. 
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Professional Involvement Variables 

Average number of hours per week spent: 

Fulfilling job responsibilities 
Working on campus 
Working off campus, in town 
Working out of town 
Working alone 
Meeting with others 

Active membership in professional association(s) 
Office held in professional association(s) 
Active participation in campus committee(s) 
Active participation in local committee(s) 
Active participation in regional committee(s) 
Active participation in statewide committee(s) 
Active participation in national committee(s) 

Frequency of interaction with: 

Students 
Faculty 
Administrators 
Governing Board 

Alumni 
Legislators 
Parents 
Other external constituents 

Level of energy devoted to: 

Satisfying the student body 
Satisfying the faculty 
Satisfying the governing board 
Problem solving 
Fundraising 
Setting institutional goals 
Working to create a positive 

campus environment 
Recruiting high quality faculty 
Maintaining high quality faculty 

Recruiting high quality administrators 
Maintaining high quality administrators 
Influencing the campus political 

environment 
Influencing local political outcomes 
Influencing regional pohtical outcomes 
Influencing state political outcomes 
Influencing national pohtical 

outcomes 
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Personal Involvement Variables 

Average number of hours per week spent: 

Exercising 
Volunteering 
Enjoying leisure activities or hobbies 
Spending time with family or friends 

Frequency of: 

Attendance at religious worship service 
Participation in personal meditation or prayer 

Other Environmental Variables 

Institutional acceptance of a female as president 
Whether or not she is the first female president of the institution 
Current annual salary 

Institutional Data 

Carnegie Classification 
Student Body Composition 
Affiliation or Control 
Full Time Equivalent Enrollment (FTE) 
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Bunwf ROTponM Hutnbf . 

COMPREHENSIVE CAREER SATISFACTION SURVEY (CCSS) 

1 . Satisfaction with the Job Scale 

The rtems in this section refer to the job of the president/CEO. Please respond to the question: 
"How satisfied are you with the fol lowing job-related variablesr (Mark only one answer in each row. 

1 = Very 
Dissatisfied 

2 = Dissatisfied 3 = More Dissatisfied 
than Satisfied 

Time required to fulfill duties 
Autonomy 
Influence 
Task variety 
Challenge 
Skill & ability utilization 
Time for scholariy activities 
Degree of job security 

4 = More Satisfied 
than Dissatisfied 

5 = Satisfied 6 = Very Satisfied 

2 . Satisfaction with Compensation Scale 

The items in this section refer to extrinsic rewards. Please respond to the question; 
How satisfied are you with the following compensation-related variables?" (Mark only one answer in 
each row.) 

1 = Very 2 = Dissatisfied 3 = More Dissatisfied 4 = More Satisfied 5 = Satisfied 6 = Very Satisfied 
Dissatisfied than Satisfied than Dissatisfied 

Salary 
Fringe benefits 
Leave time 

1 
1 
1 

2 
2 
2 

3 
3 
3 

4 
4 
4 

5 
5 
5 

6 
6 
6 

3 . Satisfaction with Professional Relationships Scale 

The items in this section refer to your professional relationships. Please respond to the questbn: 
"How satisfied are you with the quality of the professional relationship you have with the 
following?" (Mark only one answer in each row.) 

1 = Very 
Dissatisfied 

2 = Dissatisfied 3 = More Dissatisfied 
than Satisfied 

4 = More Satisfied 
than Dissatisfied 

5 = Satisfied 6 = Very Satisfied 

Students at your institution 1 2 3 4 5 6 
Faculty at your institution 1 2 3 4 5 6 
Administrators at your institution 1 2 3 4 5 6 
Male members of the governing board 1 2 3 4 5 6 
Female members of the governing board 1 2 3 4 5 6 
Male presidents of other institutions 1 2 3 4 5 6 
Female presidents of other institutions 1 2 3 4 5 6 
Community leaders 1 2 3 4 5 6 
Legislators 1 2 3 4 5 6 
Alumni 1 2 3 4 5 6 

CCSS 
1 
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4 . Satisfaction with Self-Performance Scale 

The items in this section refer to your own skills and abilities as presklent/CEO. Please respond <° *^® ^"®!,*^" 
"How satisfied are you with your performance in each of the following areasT (MarK oniy one 
in each row.) 

: Very Satisfied 
1 = Very 2 = Dissatisfied 3 = More Dissatisfied 4 = More Satisfied 

Dissatisfied than Satisfied than Dissatisfied 

5 = Satisfied 6 

Vision 
Leadership 
Decision making 
Communication 
Conflict resolution 
Political acuity 
Financial management of the institution 
Fundraising 

5 . Satisfaction with the Institution Scale 

The items in this section refer to various aspects of the institutran which you currently lead. Please respond to the 
question: "How satisfied are you with the following institutional variablesT (Mark only one answer in 
each row.) 

1 = Very 2 = Dissatisfied 3 = More Dissatisfied 
Dissatisfied than Satisfied 

4 = More Satisfied 5 = Satisfied 6 = Very Satisfied 
than Dissatisfied 

Mission 
Culture 
Climate 
Status 
Facilities 
Financial condition 
Operating policies and procedures 
Organizational structure 

1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 

3 
3 
3 
3 
3 
3 
3 
3 

4 
4 
4 
4 
4 
4 
4 
4 

5 
5 
5 
5 
5 
5 
5 
5 

6 
6 
6 
6 
6 
6 
6 
6 

6 . Overall Career Satisfaction Measure 

Please respond to the following question: "How satisfied are you as president/CEO overall?" 

^ Very dissatisfied G More satisfied than dissatisfied 
G Dissatisfied G Satisfied 
G More dissatisfied than satisfied G Very satisfied 

7 . Prior Satisfaction Scale 

Please express the degree of satisfaction you experienced with each of the following prior to the attainment of your 
current position. (Mark only one answer in each row.) 

1 = Very 2 = Dissatisfied 3 = More Dissatisfied 4 = More Satisfied 5 = Satisfied 6 = Very Satisfied 
Dissatisfied than Satisfied than Dissatisfied 

Previous institution/organization 1 2 3 4 5 6 
Previous job 1 2 3 4 5 6 
Prevk>us compensation package 1 2 3 4 5 6 
Previous professional relationships 1 2 3 4 5 6 
Previous performance 1 2 3 4 5 6 
Previous overall career satisfactran 1 2 3 4 5 6 

cess 
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8 . Personal and Professional Demographics 

Age Religious Preference 

G < 3 5 
G 3 6 - 4 5 
G 46 - 55 
G 56- 65 
G > 6 5 

Racial or Ethnic Group 

G American Indian 
G Asian Pacific 
G Black 
G Hispanic 
G White 
G Other 

G Catholic 
G Protestant 
G Jewish 
GOther 
G None 

Cun-ent marital status 

G Single, never married 
G First marriage 
G Remarried 
G Separated 
G Divorced 
G Widowed 

Are you a member of a religious order? 

GYes 

G N O 

Number of school-age children 
living with you 

G None 
G One 
G T W O 

G Three 
G Four 
G Five or nwre 

HOW k)ng have you been presklent/CEO at your current institution? 

Counting all appointments, how long have you been a preskJent/CEO? 

What is the highest degree you have earned? 

Why did you become a president/CEO? (Mark only one answer.) 

G It was always my professional goal. 
G It became my goal as I moved up the administrative ladder. 
G I did not want to be president/CEO, but I grew to like it. 
G I did not want to be president/CEO, and I still don't. 
G A colleague/friend/mentor suggested it to me. 
G i was asked by a search committee or search consultant to be a candidate. 

9 . Professional Involvement 

Please give your best estimate of the average number of hours per week you spend on each of the following: 

Fulfilling job responsibilities 
Working on campus 
Working off campus, in town 

_hrs. per week 
_hrs. per week 
_hrs. per week 

Working out of town 
Working atone 
Meeting with others 

_hrs. per week 
_hrs. per week 
_hrs. per week 

Please respond to the folk>wing statements by writing in your best answer: 

In how many professk>nal associatk>ns do you hoki membership? 

In how many professional associations do you hokl an offk:e? 

In how nr^ny campus committees do you actively partk:ipate? 

In fK>w many kx:al committees do you actively partrcipate? 

In how many regional committees do you actively participate? 

In how many statewkle committees do you actively partk:ipate? 

In how many national committees do you actively partk:ipate? 

CCSS 
3 
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Please rate how often you interact with each of the foltowing by mari<ing the most appropriate column. 
(N = Never O = Occasionalty; F = Frequently; D = Daily) 

Students 
Faculty 
Administrators 
Goveming tToard 

N 
N 
N 
N 

0 
0 
0 
0 

F 
F 
F 
F 

D 
D 
D 
D 

Alumni 
Legislators 
Parents 
Other external constituents 

_N_ 
_N_ 
N 
N 

_0_ 
O 

On a scale of 1 - 10, with one being the towest and ten being the highest, indk^te the level of energy you devote 
to each of the foltowing activities. 

Satisfying the student body 
Satisfying the faculty 
Satisfying the goveming board 
Problem solving 
Fundraising 
Setting mstitutior^i goals 
Working to create a positive campus environment 
Recruiting high quality faculty 
Maintaining high quality faculty 
Recruiting high quality administrators 
Maintaining high quality administrators 
Influencing the campus polittoal environment 
Influencing tocal polittoal outcomes 
Influencing regional political outcomes 
Influencing state political outcomes 
Influencing national political outcomes 

1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 

3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 

5 6 
5 6 
5 6 
5 6 
5 6 
5 6 
5 6 
5 6 
5 6 
5 6 
5 6 
5 6 
5 6 
5 6 
5 6 
5 6 

7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 

8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 

9 10 
9 10 
9 10 
9 10 
9 10 
9 10 
9 10 
9 10 
9 10 
9 10 
9 10 
9 10 
9 10 
9 10 
9 10 
9 10 

10. Personal Involvement 

Please give your best estimate of the average number of hours per week you spend on each of the foltowing: 

Exercising 
Volunteering 

_hrs. per week 
_hrs. per week 

Enjoying leisure activities or hobbies 
Spending time with family or frierxjs 

_hrs. per week 
_hrs. per week 

How often do you atterxl a religious worship 
servtoe? 

G Never 
G ^Six times a year 
G ^Six times a year 
G Once a month 

G Once a week 
G > Once a week 
G Daily 

How often do you personally meditate 
or pray? 

G Never 
G ^Six times a year 
G >Six times a year 
G Once a month 

G Orxre a week 
G > OrKe a week 
G Daily 

11 . Other 

How accepting is your institutton of you as a female 
president/CEO? 

G Not accepting 
G Somewfiat accepting 

G Accepting 
G Very accepting 

Are you the first female preskient/CEO of your 
institutton? 

GYes G N O GDoNotKnow 

What is your current annual salary? 

G <$50,000 
G $50,000 - $59,999 
G $60,000 - $69,999 
G $70,000 - $79,999 
G $80,000 - $89,999 
G ^ $90,000 

T H A N K Y O U ! Please use me enclosed postag«-paKt business rep»y envelope to return me cotnpleted survey or mkll to 
Lee Ann Nutt 
Texas Tech University - Cottage of Education 3 Please sartd me the resuRs ol the stutfy' 
Box 41071 
Lutt>oe*. TX 7M09-1071 e Lee Ann Nutt. 1996 

cess 
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TEXAS TECH UNIVERSITY 
College of Education 
Box 41071 
Lubbock, TX 79409-1071 
(806) 742-2377 
FAX (806) 742-2179 

March 4, 1996 

<Nai i ie> 
<Title> 
<Institution> 
<Address> 
<City, ST Zip> 

Dear <Naine>: 

As a doctoral candidate in the Higher Education program at Texas Tech University, I am 
researching the overall career satisfaction of female college and university presidents/chief 
executive officers. Via survey research, I am investigating the degree to which female 
college and university presidents/chief executive officers are satisfied with various facets of 
their career and attempting to determine the best predictors of career satisfaction for this 
population. As a member of this growing population, your response to the enclosed 
Comprehensive Career Satisfaction Survey (CCSS) would be most appreciated. 

This career satisfaction study is relevant for three reasons. First of all, the niunber of 
female presidents/chief executive officers in American higher education mstitutions 
continues to grow. Secondly, the average amoiuit of time coUege and university 
presidents/chief executive officers spend in office is relatively brief Finally, a greater 
understanding of career satisfaction could have imphcations for pohcy and practice in 
higher education. 

Your response to the survey is very important. Though every female college and university 
president/chief executive officer in the United States will be mailed the same survey you 
just received, a high response rate is of utmost importance in order to make vahd 
inferences fi:'om the results of this study. Given the relatively small size of the population, 
every response is needed. Confidentiahty will be maintained. In no way will your name be 
revealed nor wiU you be identified in the results of the study. The survey has been coded 
to protect your identity. 

The CCSS is a four page questionnaire that will take approximately 10-15 minutes to 
complete. Please return the completed survey in the postage-paid business reply envelope 
that has been provided by March 29, 1996 If you would like a summary of the results, 
please indicate so in the space provided at the end of the survey. Thank you for your 
consideration of this research. 

Sincerely, 

Lee Ann Nutt 
Doctoral Candidate 

An Affirmative Action Institution 
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TEXAS TECH UNIVERSITY 
CoUege of Education 
Box 41071 
Lubbock, TX 79409-1071 
(806) 742-2377 
FAX (806) 742-2179 

March 11, 1996 

<Name> 
<Title> 
<Institution> 
<Address> 
<City, ST Zip> 

Dear <Name>: 

March 13, 1996 

Recently you should have received by first-class mail the Comprehensive 
Career Satisfaction Survey. This questionnaire is intended to gather data 
on the overall career satisfaction of female presidents/chief executive officers 
of higher education institutions in the United States. This is just a reminder 
that the deadline to submit the completed questionnaire is March 29, 1996. 
Your response is very much needed and very much appreciated. If you did 
not receive this survey, please call me at (503) 371-8366. 

Thank you. 

Lee Ann Nutt 
Doctoral Candidate 

An Affirmative Action Institution 
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TEXAS TECH UNIVERSITY 
College of Education 
Box 41071 
Lubbock, TX 79409-1071 
(806) 742-2377 
FAX (806) 742-2179 

April 3, 1996 

<Name> 
<Title> 
<Institution> 
<Address> 
<City, ST Zip> 

Dear <Name>: 

Approximately four weeks ago you were sent a Comprehensive Career 
Satisfaction Survey (CCSS). I am using this questionnaire to gather data for 
my doctoral research project. The intent of this research is to describe the 
overall career satisfaction of female presidents/chief executive officers of 
higher education institutions in the United States and to determine the best 
predictors of career satisfaction for this population. 

To date, I have not received a completed questionnaire from you. In the 
event that you did not receive the CCSS, I have enclosed another one along 
with a postage-paid business reply envelope. Given the relatively small size 
of the population being surveyed, your response is essential to ensure the 
validity of the results. The CCSS will take approximately 10-15 minutes to 
complete. Please submit the completed survey by April 26, 1996. If you 
have already completed and returned the CCSS, please disregard this letter. 
Your attention to this project is very much appreciated. 

Sincerely, 

Lee Ann Nutt 
Doctoral Candidate 

An Affirmative Action Institution 
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TEXAS TECH UNIVERSITY 
College of Education 
Box 41071 
Lubbock, TX 79409-1071 
(806) 742-2377 
FAX (806) 742-2179 

April 29, 1996 

<Name> 
<Title> 
<Institution> 
<Address> 
<City, ST Zip> 

Dear <Name>: 

Approximately four weeks ago you should have received a second mailing of 
the Comprehensive Career Satisfaction Survey (CCSS) along with a 
postage-paid business reply envelope. The intent of this study is to describe 
the overall career satisfaction of female presidents/chief executive officers of 
higher education institutions in the United States and to determine the best 
predictors of career satisfaction for this population. 

To date, I have not received a completed questionnaire from you. In the 
event that you did not receive the first two mailings, I have provided you with 
a third and final CCSS and return envelope. Given the relatively small size of 
the population of interest, your response is essential to the usefulness and 
validity of this study. If you could find 10-15 minutes to complete and return 
the survey by May 17, 1996,1 would be very appreciative. Please disregard 
this third and final request if you have already mailed a completed survey. 

Sincerely, 

Lee Ann Nutt 
Doctoral Candidate 

An Affirmative Action Institution 
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Input Blocks 

1. Degree of satisfaction with each of the following prior to the 
attainment of the current presidency: 

Previous institution/organization 
Previous job 
Previous compensation package 
Previous professional relationships 
Previous performance 
Previous overall career satisfaction 

2. Personal demographics: 

Age 
Religious preference 
Membership in a religious order 
Racial or ethnic group 
Current marital status 
Number of school-age children living with you 

3. Professional demographics: 

Years as president/CEO at current institution 
Total years as a president/CEO 
Highest degree earned 
Attraction to the presidency 
Presidential Code: 01 or 02 
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1. WITfflN INSTITUTION EFFECTS 

Average number of hours per week spent: 

Fulfilling job responsibilities 
Working on campus 
Working off campus, in town 
Working out of town 
Working alone 
Meeting with others 

Involvement in the following: 

Active membership in professional association(s) 
Office held in professional association(s) 
Active participation in campus committee(s) 
Active participation in local committee(s) 
Active participation in regional committee(s) 
Active participation in statewide committee(s) 
Active participation in national committee(s) 

Frequency of interaction with: 

Students Alumni 
Faculty Legislators 
Administrators Parents 
(3k)verning Board Other external constituents 

Level of energy devoted to: 

Satisfying the student body 
Satisfying the faculty 
Satisfying the goveming board 
Problem solving 
Fundraising 
Setting institutional goals 
Working to create a positive campus environment 
Recruiting high quality faculty 
Maintaining high quality faculty 
Recruiting high quality administrators 
Maintaining high quality administrators 
Influencing the campus political environment 
Influencing local political outcomes 
Influencing regional political outcomes 
Influencing state political outcomes 
Influencing national political outcomes 
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other environmental variables: 

Institutional acceptance of a female as president 
Whether or not she is the first female president of the 

institution 
Current annual salary 

2. PERSONAL INVOLVEMENT EFFECTS 

Average number of hours per week spent: 

Exercising 
Volunteering 
Enjoying leisure activities or hobbies 
Spending time with family or fiiends 

Frequency of: 

Attendance at religious worship service 
Participation in personal meditation or prayer 

3. BETWEEN INSTITUTION EFFECTS 

Carnegie Classification Student Body Composition 

Research University I Co-educational 
Research University II Female only 
Doctoral University I Male only 
Doctoral University II 
Master's College or University I 
Master's College or University II 
Baccalaureate (Liberal Arts) College I 
Baccalaureate College II 
Associate of Arts College 
Specialized Institution 

Affiliation or Control Enrollment 

State/Local (public) 1,000 or less 
Independent Non Profit (private) 1,001 - 5,000 
Religious Denomination 5,001 - 10,000 
Tribal/Federal or other 10,001 - 15,000 

15,001 - 20,000 
20,001 - 25,000 
25,001 or more 
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Table F.l: Descriptive Statistics—Personal Demographics 

Age: (n=298) 

35 or less 

36 -45 

46 . 55 

56 - 65 

65 or more 

No response 

Frequency 

1 

23 

156 

102 

15 

1 

Religious Preference: (n = 

Catholic 

Protestant 

Jewish 

Frequency 

110 

115 

15 

7c 

0.3 

7 7 

52.5 

34.3 

5.1 

0.3 

298) 

"^c 

36.9 

38.6 

5.0 

Membership 
(n = 298) 

No 

Yes 

No response 

in Religious 

FYequency 

231 

53 

14 

Race or Ethnic Group: (n= 

Amer. Ind. 

Asian Pac. 

Black 

Hispanic 

White 

No response 

Frequency 

3 

4 

25 

11 

253 

2 

Order: 

:298) 

17.8 

4.7 

7f 

1.0 

1.3 

8.4 

3.7 

84.9 

0.7 
Other 11 3.7 

None 36 12.1 

No response 11 3.7 
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Table F.l: Continued 

Marital Status: (n=298) 

Frequency 7c 
Number of School Age Children at 
Home: (n=298) 

Single 

First 

Remarried 

Separated 

Divorced 

Widowed 

No response 

Table F.2: 

76 

105 

45 

3 

53 

7 

2 

Descriptive 

25.5 

35.2 

15.1 

1.0 

17.8 

2.3 

0.7 

Statistics-

None 

One 

Two 

Three 

No response 

Frequency 

234 

22 

20 

4 

18 

-Professional Demographics 

7c 

78.5 

7 4 

6.7 

1.3 

6.0 

Years as president/CEO 
at curent institution: 

Mean =5.8 Median = 4.0 
Mode =1.0 Standard Deviation = 5.4 

Highest Degree Earned: (n=:298) 

Total Years as president/CEO: 

Mean = 6.9 Median = 5.0 
Mode = 1.0 Standard Deviation = 6.3 

Attraction to the presidency: (n=298) 

Frequency 7c 

Bachelor's 

Master's 

Doctorate 

Ph.D. 

Ed.D. 

J.D. 

Other 

No response 

Frequency 

3 

33 

17 

173 

57 

7 

1 

4 

7c 

1.0 

11.1 

5.7 

59.1 

19.1 

2.3 

0.3 

1.3 

Always ... goal 

Became goal ... 

...grew to like 

it 

Did not want it 

Suggested ... 

Asked 

No response 

16 

148 

25 

0 

31 

63 

4 

5.4 

49.7 

8.4 

0.0 

10.4 

21.1 

1.3 
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Table F.3: Descriptive Statistics—Professional Involvement 

Hours p e r ^veek spent : 

Fulfi l l ing j o b responsibi l i t ies : 

Mean = 58.3 
Median = 60.0 
Mode = 60.000 
Standard Deviation =16.9 

Working on campus : 

Mean = 39.7 
Median = 40.0 
Mode = 40.0 
Standard Deviation = 14.2 

Working off campus , in toM^n: 

Mean = 10.1 
Median = 10.0 
Mode = 10.0 
Standard Deviation = 6.4 

# of professional associat ions: 

Mean = 5.7 
Median = 5.0 
Mode = 3.0 
Standard Deviation = 2.9 

# of offices held: 

Mean = 1.5 
Median =1.0 
Mode = 0.0 
Standard Deviation = 1.5 

# of c a m p u s commit tees : 

Mean = 5.7 
Median = 5.0 
Mode = 3.0 
Standard Deviation = 2.9 

Hours per iveek spent : 

Working out of toivn: 

Mean = 8 1 
Median = 6.0 
Mode = 10.0 
Standard Deviation = 7.6 

Working alone: 

Mean = 15.0 
Median = 12.5 
Mode = 10.0 
Standard Deviation = 9.2 

Meeting wi th o thers : 

Mean = 30.6 
Median = 30.0 
Mode = 20.0 
Standard Deviation = 15.0 

# of local conunit tees: 

Mean = 3.4 
Median = 3.0 
Mode = 2.0 
Standard Deviation =2.4 

# of regional commit tees: 

Mean = 1.5 
Median = 1.0 
Mode = 0.0 
Standard Deviation = 1 4 

# of s ta tewide conunit tees: 

Mean = 1.8 
Median = 2.0 
Mode = 2.0 
Standard Deviation =1.4 
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Table F.3 Continued 

# of national committees: 

Mean = 1.7 
Median= 1.0 
Mode = 0.0 
Standard Deviation = 1.7 

Interaction with students: (n=298) Interaction with admin.: (n=298) 

Frequency 7c Frequency 7c 

Never 

Occassionally 

Frequently 

Daily 

No Response 

0 

78 

136 

80 

4 

0.0 

26.2 

45.6 

26.8 

1.3 

Never 

Occassionally 

Frequently 

Daily 

No Response 

0 

3 

32 

255 

8 

0.0 

1.0 

10.7 

85.6 

2 7 

Interaction with faculty: (n=298) Interaction with board: (n=298) 

Frequency 7c Frequency 7c 

Never 

Occassionally 

Frequently 

Daily 

No Response 

0 

27 

137 

128 

6 

0.0 

9.1 

46.0 

43.0 

2.0 

Never 

Occassionally 

Frequently 

Daily 

No Response 

5 

101 

176 

10 

6 

1.7 

33.9 

59.1 

3.4 

2.0 
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Table F.3 Continued 

Interaction with alumni: (n=298) 

Frequency 7_ 

Never 8 2.7 

Occassionally 

Frequently 

Daily 

No Response 

189 

92 

63.4 

30.9 

0.7 

2.3 

Interact ion w i t h parents: (n: 

Never 

Occassionally 

Frequently 

Daily 

No Response 

Frequency 

68 

205 

14 

0 

11 

=298) 

7c 

22.8 

68.8 

4.7 

0.0 

3.7 

Interaction with Legislators: (n=298) Interaction with other constituents: 
(n = 298) 

Frequency 7c 
Frequency 7c 

Never 21 

Occassionally 196 

Frequently 74 

Daily 0 

No Response 7 

7.0 

65.8 

24.8 

0.0 

2.3 

Leve l of e n e r g y d e v o t e d to e a c h of the 

Satisfying the s tudent body 
Satisfying faculty 
Satisfying the goveming board 
Problem solving 
Fund rais ing 
Sett ing inst i tut ional goals 
Creating a positive environment 
Recruiting faculty 
Maintaining faculty 
Recruiting administrators 
Mainta ining adminis t ra tors 
Influencing campus pohtical environment 
Influencing local pohtical outcomes 
Influencing regional pohtical outcomes 
Influencing state pohtical outcomes s 
Influencing national pohtical outcomes 

Never 

Occassionally 

Frequently 

Daily 

No Response 

fol lowing: 
Mean 

7.2 
7.8 
8.2 
9.1 
6.8 
8.2 
8.9 
6.4 
7.4 
7.5 
8.1 
7.2 
4.9 
4.6 
5.1 
4.5 

Median 

8.0 
8.0 
9.0 
9.0 
7.0 
9.0 
9.0 
7.0 
8.0 
8.0 
9.0 
8.0 
5.0 
4.0 
5.0 
4.0 

3 

105 

156 

23 

11 

Mode 

8.0 
8.0 

10.0 
10.0 

8.0 
10.0 
10.0 

9.0 
9.0 
9.0 
9.0 
9.0 
6.0 
1.0 
1.0 
1.0 

1.0 

35.2 

52.3 

7 7 

3.7 

Standard 
Deviation 

2.1 
1.6 
1.9 
1.1 
2.4 
1.7 
1.3 
2.6 
2 1 
2.3 
1.7 
2.2 
2.7 
2.6 
2.8 
6.0 
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Table F.4: Descriptive Statistics—Personal Involvement 

Hours per w^eek spent: 

Exercising: 

Mean = 3.7 
Median = 3.0 
Mode = 3.0 
Standard Deviation = 2.6 

Volunteering: 

Mean =2.8 
Median = 2.0 
Mode = 0.0 
Standard Deviation = 3.0 

Hours per >veek spent: 

Enjoying leisure activities or 
hobbies: 

Mean = 5.7 
Median = 5.0 
Mode = 5.0 
Standard Deviation = 4.9 

Spending time with family or 
friends: 

Mean = 11.1 
Median = 10. 
Mode = 10.0 
Standard Deviation = 8.9 

Attendance at w 
(n=298) 

Never 

<Six times a year 

>Six times a year 

Once a month 

Once a week 

> Once a week 

Daily 

No response 

'orship service: 

Frequency 

49 

42 

18 

32 

93 

24 

32 

8 

7c 

16.4 

14.1 

6.0 

10.7 

31.2 

8.1 

10.7 

2.7 

Personal meditation/prayer: 
(n=298) 

Never 

<Six times a year 

>Six times a year 

Once a month 

Once a week 

> Once a week 

Daily 

No response 

Frequency 

35 

10 

3 

9 

30 

30 

159 

22 

7c 

11 7 

3 4 

1.0 

3.0 

10.1 

10.1 

53.4 

7.4 
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Table F.5: Descriptive Statistics—Other 

Acceptance as female president: (n=298) 

Frequency 7c 

Not accepting 

Somewhat accepting 

Accepting 

Very accepting 

No response 

1 

30 

73 

189 

5 

0.3 

10.1 

24.5 

63.4 

1.7 

Are you the first female president/CEO of your institution? (n=298) 

Frequency 7c 

No 121 40.6 

Yes 176 59.3 

Do Not Know 

Salary: (n=298) 

Less than $50,000 

$50,000 - $59,999 

$60,000 - $69,999 

$70,000 - $79,999 

$80,000 - $89,999 

$90,000 or more 

No response 

1 

Frequency 

15 

6 

17 

23 

32 

201 

4 

0.3 

7c 

5.0 

2.0 

5.7 

7 7 

10.7 

67 4 

1.3 
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Table F.6 Descriptive Statistics—Prior Satisfaction 

Previous job: (n: 

Very dissatisfied 

Dissatisfied 

More dissatisfied 

More satisfied 

=298) 

Frequency 

1 

9 

21 

63 

7c 

0.3 

3.0 

7.0 

21.1 

Previous relati< 

Very dissatisfied 

Dissatisfied 

More dissatisfied 

More satisfied 

Satisfied 

Very satisfied 

No response 

109 

91 

36.6 

30.5 

1.3 

Frequency ^ 

1 0.3 

3 1.0 

Satisfied 

Very satisfied 

No response 

8 

56 

122 

104 

2.7 

18.8 

40.9 

34.9 

1 3 

Previous compensation: (n=298) 

Frequency 7c 

Very dissatisfied 

Dissatisfied 

More dissatisfied 

More satisfied 

Satisfied 

Very satisfied 

No response 

5 

11 

21 

58 

120 

68 

15 

1.7 

3.7 

7.0 

19.5 

40.3 

22.8 

5.0 

Previous performance: (n=298) 

Frequency 7c 

Very dissatisfied 

Dissatisfied 

More dissatisfied 

More satisfied 

Satisfied 

Very satisfied 

No response 

0 

0 

3 

23 

133 

134 

5 

0.0 

0.0 

1.0 

7 7 

44.6 

45.0 

1.7 
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Table F.6 Continued 

Previous institution: (n=298) Previous overall: (n=298) 

Frequency 7c 7c 

Very dissatisfied 

Dissatisfied 

More dissatisfied 

More satisfied 

Satisfied 

Very satisfied 

No response 

5 

11 

21 

58 

120 

68 

15 

1.7 

3.7 

7.0 

19.5 

40.3 

22.8 

5.0 

Very dissatisfied 

Dissatisfied 

More dissatisfied 

More satisfied 

Satisfied 

Very satisfied 

No response 

0 

4 

10 

44 

117 

119 

4 

0.0 

1.3 

3 4 

14.8 

39.3 

39.9 

1.3 
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