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ABSTRAcr

The objective of this study was to detennine the career pattern and profl1e of

Canadian university CEOs. As weIl, it was anticipated that a career pattern model and

profile for future research would he developed. A survey design was employed. Sixty­

one of 83 CEOs provided usable data. A 22 item questionnaire was developed to elicit

data concerning their career patterns and profiles. Data were converted into 31 items for

statistical analysis. It was concluded that CEOs' careers followed either an academic or

administrative pattern. The typical CEO began their career as an educator, and continually

moved toward administrative positions, typically in higher education institutions. The

typical CEOs' was a male, 54 years old, married, Christian (Protestant), with an earned

doctorate in a Profession or Humanities field from an institution outside of Canada. The

development of a "career tree" model was the salient finding of the study.
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RÉsUMÉ

L'objectif de cette étude était de détenniner le profil et le plan carrière des PDG

des universités canadiennes. Aussi, il était anticipé qu'un modèle de plan carrière et qu'un

profil pour des recherches futures seraient developpées. Un sondage a été employé.

Soixante et un des 83 PDG ont contribué des données utilisables. Un questionnaire de 22

questions a été developpé pour éliciter des données concernant les prords et les plans de

carrieré. Les donneés ont été converties en 31 items pour une analyse statistique. il a été

conclu que les carrières de PDG suivaient soit un plan académique, soit un plan

administratif. Les PDG typiques ont débuté leurs carrières en tant qu'educateurs et ont

continuellement progressé vers des positions administratives, typiquement dans des

institutions d'enseignement supérieur. Le PDG typique était un homme des 54 ans, marié.

Chrétien (protestant) possidant un doctorat dans un domaine d'Humanitiés ou de

Profession provenant d'une institution à l'extérieur du Canada. Le développement d'une

"career tree" est le résultat important de cette étude.



(

(

iv

ACKNOWLEDGMENTS

l must thank Dr. Geoffrey Isherwood for his help and advice throughout this

study. His advice, friendship, and intelligent guidance has helped me realize my potential,

as weil as the importance of communication in accomplishing goals.

l would also like to thank: Dr. Bernard Shapiro, McGill University's Principal, for

sharing his insight into the world of the university president His constructive feedback

shaped the development of ail correspondence and the questionnaire used in this study.

Finally, l would like to thanle my parents, Cameron and Susanne MacGuire, and

my partner, Ashley Woodward. These three people have had a tremendous int1uence on

my life. My parents instilled in me the determination to pursue dreams and goals, reaching

them through hard work, faith, honesty, and integrity. My partner taught me the

importance of friendship, patience, respect, and love in ail aspects of lite.

rconsider all these individuals to have been my teachers.

No man cao reveal to you aught but that which already lies half
asleep in the dawning of your knowledge.

The teacher who walks in the shadow of the temple, among bis
followers, gives not of his wisdom but rather of his faith and his lovingness.

If he is indeed wise he does not bid you enter the house of his
wisdom, but rather leads you ta the threshold of your own mind.

- Kahlil Gibran, The Prophet



{
ABSTRAcr

RÉsUMÉ

ACKNOWLEDGMENTS

UST OF TABLES

UST OF FIGURES

TABLE OF CONTENTS

ii

üi

iv

ix

x

v

CHAPTER ONE -- INTRODUCITON 1
Statement of the Problem 2

The Significance of the Studyl Rationale 3

Defmitions ofTenns 3

Assumptions 4

( Limitations 4

Organization of the Study 5

CHAPTER TWO -- REVIEW OF THE LITERATURE 6
Structure of the Literature Review 6

Overview of Career Theories 7

Career Mobility 8

Career Models 9
Individtial Oriented Career Model 10
Organizational Oriented Career Models Il

The Relationship between Individual Theory and Organizational Theory 13

Career Theories Applied to University Administration 14

Career Patterns of University CEOs 16

( FtrSt Position 16
Previous Position 17



vi

( Title in Previous Position 17
Years in Pervious Position 18
Faculty Tenure in Previous Position 18

Present Position 19
Number of Presidencies 19
Internal versus External Hiring 20
Years in Present Position 20
Faculty Tenure in Present Position 21

Employment History 22
Academie Employment 22
Administrative Employment 23

Career Pattern Models 23
Academie Career Pattern 24
Administrative Career Pattern 25

Profiles of University CEOs 26
Sex 27
Age 28
Marital Status 28
Religion 29
Academie Background 30

Field of Study 30

( Highest Degree Earned 31

Summary of the Literature Review 32

(

CHAPTER THREE -- MElHODOLOGY
Study Design

Sample and Sample Criteria

Instrumentation

Data Collection

Data Analysis

CHAPTER FOUR - ANALYSIS AND FINDINGS
Description of the Sarnple

Career Patterns of University CEOs
Fmt Position
Tille in Previous Position

34
34

34

35

36

36

38
38

38
39
40



(

(

(

Years in Previous Position
Faculty Tenure in Previons Position
Present Position

Number of Presidencies
InternaI versus External Hiring
Years in Present Position
Faculty Tenure in Present Position

Employment History
Academie Employment
Administrative Employment
Outside Employment

Career Pattern Models

ProÎl1es of University CEOs
Position Title
Sex
Age
Marital Status

Spousal Employment
Full-time and part-time spousal employment

Religion
Academie Background

Field of Study
Highest Degree Eamed
Location of Study for Highest Degree

Additional Fmdings
Place ofBirth
FirstLanguage
Molber's Ancestral Background
Father's Ancestral Background
Honorary Degrees
Boards
Institutional Affiliations

CHAPTER FIVE - CONCLUSIONS AND DISCUSSION
Summary of the Findings

Findings Regarding the Career Patterns
Fmdings Regarding the ProfIles
Findings Regarding Additional Fmdings

Discussion of the Findings
Career Patterns of University CEOs

Fust Position

41
42
43
43
44
44
45
46
46
47
49
50

54
54
55
55
56
57
58
58
59
60
60
61

62
62
63
64
65
65
66
67

69
69
69
71
72

73
73
74

vü



(

(

(

Previous Position
Present Position
Employment History
Career Pattern Models
Summary of Career Patterns Discussion

Profiles of University CEOs
Sex
Age
Marital Status
Religion
Academie Background
Summary of ProfJ1e Discussion

Implications
Future Research

REFERENCES

APPENDIXES
Appendix A - Canadian University Presidents Survey
Appendix B - Certificate of Ethical Acceptability
Appendix C - Fonn Lener to University CEOs
Appendix D - Consent Fonn
Appendix E - Codebook for Statistical Analysis
Appendix F -- Career Tree

74
75
76
77
77
79
79
80
80
81
81
82

83
84

86

92
92
96
97
98
99

103

vüi



(

(

(

UST OF TABLES

1. FtrSt Position of Employment
2. TiUe in Previous Position of Employment
3. Years in Previous Position of Employment
4. Faculty Tenure in Previons Position of Employment
5. Number of Presidencies
6. InternaI versus Extemal hiring of CEOs
7. Years in Present Position of Employment
8. Faeulty Tenure in Present Position of Employment
9. Years in Academie Employment
10. Years in Administrative Employment
Il. Years in Outside Employment
12. (A) The Academie Career Pattern (B) The Administrative Career Pattern
13. Position Title
14.Sex
15. Age
16. Marital Status
17. Spousal Employment
18. Full-time and Part-time Spousal Employment
19. Religion
20. Field of Study
21. Highest Degree Earned
22. Location of Study for Highest Degree
23. Place of Birth
24. FirstLanguage
25. Mother's Ancestral Background
26. Father's Ancestral Background
27. Honorary Degrees Received
28. Boards (Extemal Involvement of CEOs)
29. Institutional Affiliations of CEOs

40
41
42
43
44
44
45
46
47
49
50

52,53
55
55
56
57
58
58
59
60
61
62
63
63
64
65
66
67
68

ix



(

(

(

UST OF FIGURES

1. Academie Career Pattern Variations for University Presidents
2. Administrative Career Pattern Variations for University Presidents

51
51

x



(

(

(

1

CHAPTERüNE

Introduction

Prior to the middle of the twentieth century, detréls on the careers and profJ..1es of

university Chief Executive Officers (CEOs) generally came from two sources: memoirs or

biographical books. Over the past three decades, research on the university CEOs'

careers and profiles became invaluable in higher education. Research enabled institutions

to locate and compare potential candidates to those of other institutions (Cohen & March,

1986). Findings in regard to the CEOs' career and profile were used to examine hiring

trends of academic institutions, as well as the individuals who were hired.

Empirical studies of university CEOs fell into two broad categories. First,

researchers sought ta understand the career patterns of the university CEOs (Brooks,

1974; Cohen & March, 1986; Ferrari, 1970; Green, 1988a; 1988b; Moore, Marller,

Salimbene, & Bragg, 1983; Muzzin & Tracz, 1981; Ross, Green, & Henderson, 1993;

Twombly, 1986; Wessel & Keim, 1994). Second, scholars endeavored to understand the

profile of the university CEOs as a means of identifYing individuals in a presidency, or

those likely to assume a presidency (Cohen & March, 1983; Ferrari, 1970; Green, 1988a;

1988b; Muzzin & Tracz, 1981; Ross et al., 1993; Ryan, 1984).

The premise that a career was the succession ofjobs in an ordered unfolding

sequence was the foundation upon which much of the research on careers was constructed

(Wilensky, 1961). Careers were viewed in a variety of ways: Twombly (1986) believed

that careers were a control mechanism for societal stability; Wilensky (1961) understood

the career as a tool of organizations; and Weber (1946) interpreted the career as part of

the basis for modem bureaucracy. Each theorist painted a unique perspective of the

career. A career stabilized organizatioDS, dictated mobility, maintained a viable work

force and a system of rewards.

Through the organizational culture of universities careers developed and were

perpetuated. Careers for good academic service could be lifelong if tenure (the right to

hold a position without capricious removal) was granted. As universities evolved into a

recognized institution, they became more conservative in nature, requiring specifie types
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of individuais to lead them (Cohen & March, 1986; Kauffman, 1980; Kerr & Gade, 1986).

The need for a specifie type of individualled to the study of the career and profùe of those

who became CED.

The development of a CEOts career was effected by an individuars traits and

characteristics, including their sex, age, ethnicity, religion, marital status, education level,

and prior employment (Allan, 1972; Basil, 1972; Dalton, 1951; Gaertner, 1980; Spilerman,

1977; White, 1974). Traits and characteristics were taken into consideration when

employers discussed potential candidates for jobs. There needed to he a ~1it" between an

employer's perspective of the job requirements and a candidate's Ustock" of traits and

characteristics.

Despite the increased number of studies on university CEOs, Canadian studies

were limited to one, that of Muzzin and Tracz (1981). As the population of universities

and degree granting colleges increased in Canada, research ioto their leaders' careers and

profiles did note The development of career patterns and profiles of university CEOs was

either ignored or forgotten in the realm of educational research in Canada.

Il was the existence of the one study on the Canadian university CEOs that drove

this study. As the highereducational system evolved in Canada, it seemed prudent to

develop an accurate portrait of the leaders of academic institutions. Byaddressing

questions regarding the career patterns and profiles of educationalleaders in the 1996­

1997 academic year, future researchers would have the opportunity to examine changes

and issues that developed over time. For the benefit of educational and organizationai

researchers, and institutions, this study provided an examination of CEOs.

Statement of the Problem

The purpose of this study was to defme the career patterns and persona! profùes of

traits and characteristics of the Canadian university CED. As weIl, it was anticipated that

a career pattern model would be defined. In addressing the career patterns and profiles,

two hypotheses and 20 research questions were developed from the literature to shape the

inquiry.



(

(

{

3

The Significance of the StudylRationale

Lacking a strong body of research in the area of CEOs' careers and profiles,

Canadian researchers were dependent upon American studies for a viable literature review.

By focusing on the Canadian university, this study endeavored ta create a foundation upon

which future studies might add ta the body of knowledge.

If individuals who studied education, particularly higher education in Canada, were

ta assess developing trends regarding administrators, it was vital to have a baseline study

from which results could he compared and interpreted. This study was intended to be a

tool through which future studies addressed topics such as: changes in the university

CEOs' career patterns or profiles, employment equity, institutional differences, etc. The

findings clarified both the career patterns and profIles from which individuaIs came to be

university CEOs in Canada, creating a foundation for future research.

As well, this study might impact on current and potential role aspirants, providing

empirical data that could shape career decisions.

Definition ofTenns

For this study on the career patterns and profùes of the Canadian university CEO,

a series of operational defmitions were devel0Ped. The defined tenus were: career, career

mobility, fiat hierarchy, career pattern, profile, broad and focused institutions, and CEO.

1. Career: The succession of jobs, in an ordered unfolding sequence.

2. Career Mobility: Movement between positions and/or organizations while developing

one's career.

3. Career Pattern: A sequence of related jobs common to a proportion of the labour

force and for which there was a high probability of movement from one position to

another.

4. Flat Hierarchy: A structure with no explicit career ladder in terms of ordered positions

of advancement

5. Profile: A concise description of the traits and characteristics held by a particular

population.
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6. University: uA group of faculties providing higher education and empowered to grant

academic degreesu (The New Lexicon WebsterY s Encyclopedic Dictionary of the

English Language, 1988, p. 1078).

7. Broad Institution: An academic higher education institution which contained the

following characteristics: public funding, competitive admissiooy independent campus,

non-religious affiliation, diverse faculties, general academic mandate, and recognized

as a national institution in that il draws from a wide population. l

8. Focused Institution: An academic higher educational institution which contained the

following characteristics: public or private funding, competitive or open admission,

affiliated or federated relationship to another institution, religious affiliation, specifie

academic mandate, and recognized regionally more than nationally.

9. CEG: The Chief Executive Officer of a university, college, or institute, included the

following titles: president, reetor, director, principal, provost, etc.

Assumptions

The present study was prefaced by the following assumptions. First, by

guaranteeing each CEü and their institution anonymity, a greater number of responses

were generated. Second, CEOs provided accurate and complete responses to the items on

the questionnaire.

Limitations

This study was limited in several respects. Ficst, ooly 83 selected university CEOs

were approached to participate. AIl 83 of the CEOs were at institutions that were

members of the Association of Universities and Colleges of Canada (AUCC). Ooly 61

CEOs partieipated, thus the fmdings eould he generalized to the population of CEOs ooly

tentatively. The number of male (54) and female (7) CEOs were quite different, thus sex

based comparisons were tentative.

The concept of "broad" and "focused" institutions reveal a need to distinguish between modem
large state·funded universities and somewbat smaller universities with nanower mandates in the study of
their CEOs. Given that CEOs and universities were guarenteed anonymity 1cannot provide a listing of
the two categories.
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Second, the data were collected during the 1996 - 1997 academic year. As the

context of the university and the individual shifts, so may the career pattern and profile of

the CEO.

Third, the data were examined through descriptive and frequency statistics which

allowed for the creation of models and profIles. The data were not examined through any

other type of statistical analysis, as the intent was clearly the formation of the career

pattern and profl1e.

Fmally, sorne of the limitations were due to the instrument The wording of sorne

questions proved to be awkward. AIl responses that were unclear were confmned with

the subject through a telephone conversation.

Organization of the Stndy

The fmt chapter provided an introduction to the study, highlighting the career

patterns and profIles.

The second chapter presented a review of the literature related to career patterns

and profiles of university CEOs. The review followed a specified outline including: career,

mobility, individual and organizational career models, presidential career patterns,

presidential trait profIles, concluding with a brief summary. As weIl, this chapter

contained the two hypotheses and 20 research questions that defmed the analysis of

findings.

The third chapter described the methodology: the study design, sample and sample

criteria, instrumentation, data collection, and data analysis.

The fourth chapter presented the fmdings and analyses based on the data. The two

hypotheses and 20 research questions were analyzed, and additional flOdingS were

investigated. Tables were used extensively in the analysis and flOdingS of the study for

both clarity and visual presentation of the data.

The fûth chapter provided the forum for the conclusions and discussion related to

the prior literature, as weIl as implications for future research.
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Review of the Literature

This study dealt with a relatively new area of research on university CEOs in that it

focused on Canadian university leaders. Only one other piece of research was completed

on university CEOs in Canada. Thus~ a literature review developed from this limited

amount of data would be inappropriate. Therefore, the applicable literature was extended

to the large body of research on university CEOs found in the United States. United

States studies were used for two reasons. Firs~ they were numerous, and second, the

university systems in Canada and the United States were more similar than thase of other

English speaking countries. Moreover~ research on university career patterns was limited

outside of the United States. To examine previous worles with a similar focus, the

literature review was organized as follows:

(

1.
2.

3.
4.
5.
6.

The structure through which prior research was addressed.
A brief overview of the theoretical background to the study of careers.
A A brief examination of career mobility.
B. A review of two models of careers.

1. An individuai focused career mode!.
2. An organization focused career models.

C. A summary of how the two modeIs, individual and organizational~

were related.
An application of the career concept to university administration.
A broad review of research on career patterns of university CEOs.
An examination of research on profùes of university CEOs.
A summary of the general themes of the research, including a composite
career pattern and proÏl1e.

(

Structure of the Literature Review

Beginning with the general theory of careers~ the base for an examination ioto

mobility or career movement was set To discuss career models prior to an examination of

mobility was of little use, as a career was not deÏmed as one position of employment

Having examined mobility~ a career theory with the individual as the focus was explored

(Vardi~ 1980). To balance the individual centered theory, works with the organization as

the focus were explored (Kerr, 1950; 1954; Spilennan9 1977; Stewman & Konda, 1983;
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Weber, 1946; White, 1970). To conclude the theoretical section" the researcher examined

the relationship between the two schools of thought, individual and organizational,

arguing that they fonned a symbiotic relationship.

The relationship of career patterns to proftles in the educational field was briefly

examined in the third section of the literature review. This section offered a narrowing of

the theoretical framework from the realm of organizations of all types to that of a

university.

The fourth section examined studies on the career patterns of university CEOs.

This section focused on the employment history of university CEOs and various sub-facets

of this history. Several worles were used more frequently than athers (Cohen & March"

1986; Ferrari, 1970; Green, 1988a; 1988b; Moore et al., 1983; Ross et al., 1993; Wessel

& Keim, 1994) including the ooly study completed on Canadian university CEOs (Muzzin

& Tracz, 1981).

Section five examined profùes of university CEOs. This section focused proftle

traits and characteristïcs: sex, age, marital status, religion, academic background, etc.

Findings from the study of Canadian CEOs were incorporated to provide a framework for

the profile of university CEOs (Muzzin & Tracz" 1981).

Following the review on career patterns and profiles of university CEOs" the sixth

section provided summary cornposition career patterns and profùes based on the literature.

Overview of Career Theories

Theoretical debates often revolved around defmitions, schools of thought, or

applications of data for intentional purposes. The debates regarding the study of ucareer"

were no different In 1961, Wilensky argued that a career should he viewed as Ua

succession of related jobs, arranged in a hierarchy of prestige, through which persans

move in an ordered (more or less predictable) sequence" (p. 523). Countering Wilensky's

notion of a structural hierarchy was the defmition put forth by Thompson, Avery, and

Carlson (1968) that a career was u any unfolding sequence of jobs" (p. 7). It was cleac that

both definitions recognized the existence of mobility through usuccession" and
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Usequence." In this study, a career was defmed as the succession of jobs in an ordered

unfolding sequence.

Careers impacted modem society in tenns of how they, indirectly or directly,

shaped advancement and pay differential (Feathennan, 1971; S~rensen, 1977; Stolzenberg,

1975); social integration (Wilensky, 1961); status (Blan & Duncan, 1967); motivation

(Glasser, 1968; Rosenbaum, 1979a); and how individuals viewed their careers in reference

to their peers.

Sociologists who explored the concept of the ucareer" early in the twentieth

century often examined its place in society. The eminent organizational sociologist,

Weber (1946), wrote that the career was one of the foundations of modern bureaucracy.

Suggesting that careers were tools utilized by organizations, Wilenslcy (1961) agreed with

Weber's notion (1946). Twombly (1986) married the concepts of the career as the

foundation of modem bureaucracy (Weber, 1946) and as a tool used by organizations

(Wilensky, 1961), when stating that careers "[provided] a major source of stability and

control for society" (p. 2). With organizations adopting bureaucratie structures for

operation, an interna! framework required that the development, maintenance, and

advancement of careers be institutionalized.

For organizations ta employ and maintain an effective and efficient work force,

systems of rewards and advancements were developed to match careers. Through the

development of the career, organizations maintained skilled, knowledgeable, and trained

employees could he available to assume roles as they became available. The desire ta have

workers fill positions as they opened reqnired that employees understand that a job was

potentially available ta them. Thus, it was in the employees' best interest to remain loyal

to an organization. Similar arguments were given rationalizing the institutionalizing of the

career. The institutionalization of the career in organizations inevitably led to the study of

career mobility.

Career Mobility

The study of movement within a career was contingent upon the defmition of

mobility. A career was the succession of jobs, in an ordered, unfolding sequence. Career
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mobility in Iight of this defmition was the movement between positions and/or

organizations. The breadth of the definition allowed for upward, downward, lateraI, as

weIl as internal and external mobility. Records provided insight into patterns of movement

throughout hierarchical structures of organizations (Kanter, 1983; Ouichi, 1981;

Rosenbaum, 1979a; 1979b; Stewman & Konda, 1980).

Traditional career mobility was understood as movement between two positions.

The movement was within an institution or between separate institutions. A mid-Ievel

manager could Ieave a prestigious company for a higher position within a smaller

company. Conversely, a dean al a less prestigious institution could become chairperson at

a more prestigious institution. Mobility was not always upward, it could be a promotion

in terms of movement to a lesser position at a more prestigious institution (Birnbaum,

1971). Mobility was not simply the advancement of a career. Researchers identified

severa! methods of mobility that did not involve the concept ~llpward." Job enlargement

was mobility in that it required greater competency of operations, variety, increased

earnings, etc. (Buchanan, 1979). Job enrichment gave the employee greater control,

accountability, authority, feedback, and special assignments (Herzberg, 1968). Job

enlargement and job enrichment demonstrated that mobility could mean increased

responsibility, but not necessarily physicallocation or title change.

It was necessary to understand the importance of mobility as a series of choices

made by an individual for the growth of their career. Whether the mobility was up, down,

increasing or decreasing, internai or extemaI, it identified change as an integral part of an

individuaI's career development. Without the recognition of mobility, the study of career

patterns would simply he an exercise in naming disjointed positions without continUÏty or

cornprehension.

Career Models

There were a number of theoretical approaches, frameworks, and models created

by theorists dedicated to the pursuit of knowledge related ta careers. The two most

important schools of thought regarding career patterns were the individual or the
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organizational. As the title of this study suggests, this study used the individual as the

focus. However, it was impossible to avoid theories that focused on organizations.

Individual Oriented Career Model

Vardi defmed the organizational career mobility (OCM) mode!. The OCM model

had two major theoretical units that aided the study of careers: individual and

organizationallevels of analysis. The model was further subdivided into sections that

emphasized the perceptual-subjective aspects or the objective-actual aspects. The

perceptual-subjective aspects were defmed as the concepts that related to the satisfaction

and well-being an individual found in employment, coupled with the benefits given to the

organization. The objective-actual aspects were defined as the cycles and frameworks in

which an individual placed their own development in regard to their peers, while the

organization develops models of interaction and management for extemal positioning

(Vardi, 1980).

The OCM model's smallest units created four separate conceptual frameworks that

allowed careers to he analyzed. The four frameworks were:

1. psychological- utilizing the individual analysis and perceptual-subjective
aspects;

2. sociological- utilizing the individual analysis and objective-actual aspects;
3. administrative - utilizing the organizational analysis and perceptual-subjective

aspects;
4. economic - utilizing the organizational analysis and objective-actual aspects.

Of the four frameworks provided by the OCM model, the sociological framework required

the most attention of the researcher, as it contained severa! key determinants not shared by

the other frameworks, notably career patterns and individual traits and characteristics.

uSociological approaches [centered] on career patterns and changes experienced by mobile

individuals in terms of status, group, or occupational membership" (Vardi, 1980, p. 345).

The focus of the OCM model's sociological concept was the individual, which led to a

large body of literature.

The sociological framework incorporated the notion that uindividual differences

[reflected] the variability among two or more persons, and ... they [allowed] us to
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categorize individuals according to any given attribute common ta a group of people"

(Vardi, 1980, p. 350). The fact that individual traits and characteristics were taken inlo

account when studying potential career patterns was important, as they denoted individual

differences and collective similarities of various populations. Sociological studies were

frequently used in studying individuals, traits, characteristics, and organizations, as they

best developed relevancy to individual and organizational culture (Gross & Etzioni, 1985).

Traits and characteristics, such as sex (Allan, 1972; Basil, 1972; Grimm & Stern,

1974; Schein, 1972), age (Elliott, 1966; Faulkner, 1974; Martin & Strauss, 1956; White,

1974), and level of education (Coates & Pellegrin, 1957; Dalton, 1951; Grosley, 1966;

Kaufman, 1974; Lehmen, 1966; Stone, 1953; White, 1974) contributed to how an

individual viewed their career in light of others. These fmdings were tangible evidence of

the existence and importance of the objective-actual aspects of the sociological framework

developed by Vardi.

Career mobility was not simply lied to an ordered hierarchy of positions through

which an individual passed. Factors such as sex, age, marital status, or previous

employment all impacted on the development and furthering of a career. Through the

OCM model, Vardi theorized that ucareer mobility experiences and opponunities [were]

shaped by contextual and process constraints at both the individual and organizational

Ievels" (Vardi, 1980, p. 341). In SUffi, an individual's career was inexorably tied to their

career pattern and trait profile.

Organizational Oriented Career Models

The majorlty of the organizational models were developed via the organizational

school of thought (Becker & Strauss, 1956; Weber, 1946). Weber noted that bureaucracy

was an ordered system of positions with flXed responsibilities and duties that provided the

individual with a career. Career mobility occurred through merlt and a normative pattern

of increasingly responsible jobs that became available within the organization. Becker and

Strauss (1956) believed that the career took the form of a "stream" that carried the

appropriate personnel through the organization to the appropriate position. These
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organizationaI theorists developed the groundwork for the development of organizational

career models.

Several organizational models were examined in this section, specifically: the

Labor Market Segmentation (LMS) model; the Internai Labor Market theory (ll..M)

model; and the Vacancy Chains (VC) mode!.

The LMS model argued that the organization had particular parameters dictated to

it by the supply and demand of markets (Kerr, 1950; 1954). These parameters ranged

from flXed wages, salary structures, and institutionally regulated career progression, to the

variable influences of institutional norms, behaviors, and expectations. The parameters

were found within the organization, where nonns such as unions could demand benefit

packages, wage freezes, etc. (Kerr, 1950; 1954; Gaertner, 1980).

Noting that the LMS model was developed during a time of social upheaval,

severa! of Kerr' s critics raised objections that concems with social justice led to the

overlooking of demands and realities of a mutli-level economy (Aventt, 1968; Hodson &

Kaufman, 1982). This being noted, the econornic division of the labor market still fell

within the boundaries of the LMS mode!. An economic division between "good" and

"bad" fums created two types of fmus: those that offered a broad career pattern with

stable employment and an increasing pay scale; or those that offered little opportunity for

advancement, linIe security, and flucwating salary levels (Althauser & Kalleberg, 1981;

Milkovich, Anderson, Greenhalgh, 1967; Piore, 1975; Wallace & Kalleberg, 1979). In

short, the LMS model was based upoo the parameters that society placed upon an

organization founded on economic principles.

The ll..M model was similar to the LMS model in that institutional markets

detennined the parameters for its operation (Doeringer & Piore, 1971). The theoretical

constructs of this theory were based 00 severa! tenants:

They should include any cluster ofjobs, regardless of occupational
titles or employing organizations that have three basic structural features:
(1) a job ladder, with (2) eotry at ooly the bottom, and (3) movement up
this ladder, which is associated with a progressive development of
knowledge or skill (Althauser & Kalleberg, 1981, p. 130).
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While the !LM model's constructs placed limits on the theory, they failed to address issues

that stemmed from their choice of words. As noted earlier, a ca.reer ladder inferred

vertical advancement within the institutionalized hierarchy. However, it failed to address

downward or lateral mobility, or job enlargement and enrichmenl AIso neglected were

entry ports that were not always located at the bottom of the ladder (Milkovich et al.,

1970), as Althauser and Kalleberg (1981) argued. There were differences that could be

attributed to the types of intemallabor markets studied, thus, contextual differences were

anticipated.

In the early 1980s, Stewman and Konda (1983) identified specific processes lbat

impacted career advancement opportunities. The five processes were: job competency

rating, vacancy chains, mortality rates, new job positions, and organizational growth.

Each of these processes were attributed to the organization, as was the case with the

Markov model (White, 1970). However, to address the mobility of individuals within the

organization, the VC model proved more useful than the Markov modeL

The VC model proposed that career promotional opportunities were delimited by

the number of vacancies or advancement opportunities within an organization (White,

1970), the notion being that if one person retired from an upper level position, a chain

reaction of openings would take place, providing that the replacement was hired intemally.

~The advantage of the vacancy model [was] that it [focused] on opportunity and the

impact of opportunity on career mobilityU (Twombly, 1986, p. 18).

Unlike the VC model, the Markov model was stochastic in nature: the assumption

being that an individual' s status at lime two was sorne probability of their status at time

one (White, 1970). The Markov model, like the VC model, was effective in an

organization that was dynamic in nature, due to its foundation in an ordered organizational

hierarchy.

The Relationship between Individual Theo" and Organizational Theory

In this study, the main concepts established in the theory of career patterns were

the importance of opportunity for advancement, and the development of a symbiotic

relationship between the individual and organization. Through an acknowledgment of the
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similarities between the two schools (specifically, need of competence, loyalty, and

productivity), it was clear that they often existed in a balance overlooked by theorists of

either school. One school focused on the individual, while the other focused on the

organization. The schools either focused on the individual as in control of their career, or

the organization in control of careers that impacted the viability of the organization.

This study relied upon the OCM. While this study examined the individuaIs

(CEOs ofCanadian universities), in tenns of theircareer patterns and profùes, it was vital

to recognize the impücit involvement of the organizational focused models (LMS and VC

models) in the development of the career of those who led. AlI university CEOs' careers

progressed based on their superior qualifications (profùe) compared to others, or through

organizations where they traveled along a "stream" of appropriate positions (Becker &

Strauss, 1956). In short, for a career to he successful it was necessary to utilize the

strengths of both schools of career pattern theory to the benefit of the individual and the

organization. The strength of an individual's profùe can be enhanced or detracted by an

organization. The choice for career position advancement should be œmpered by the

reputation and strength of an organization's reputation.

This section was not intended to explore the relationship of the individual and

organizational models. It was intended to demonstrate that though the theories were

different, they were implicitly and explicitly joined by their need of individuals with

specifie experiences, traits, and characteristics. Individuals needed organizations for

economic viability; organizations needed individuals for a sustainable work force for

economic prosperity - thus they were bound.

Career Theories Applied to University Administration

Unlike many organizations, universities maintained a series of positions for

advancement that formed confusing career patterns. The confusion was captured by

Duryea (1973), who stated, "two mainstreams flowed to and from the offices of the

(CEO]: one an academic route to deans and then to departmental [chairpersons]; the other

a managerial hierarchy" (p. 133). Particular patterns may have developed in particular

institutions. The principles of multiple career patterns had their foundation in works that
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found different career patterns and characteristics for academic administrators (Cohen &

March, 1986; Gross & McGann, 1981).

The lack of a defmitive pattern led researchers (Bossert, 1982; Estler & Miner,

1981; Holmes, 1982; Scot~ 1978) to classify university career pattern structures as Uflat

hierarchies;" there were few discrete levels, two or three, perhaps as Many as four. A flat

hierarchy was defmed as a structure with no explicit career ladder in tenns of ordered

positions of advancement As flat hierarchies offered no obvious career patterns,

identifying them was difficult Moreover, it made the study of career advancement of

deans, CEOs, and other administrators difficult unless the study examined careers from the

desired position backwards. To examine the presidency, the researcher worked back from

the current presidency, uncovering previous positions to the desired level. This method of

exarnination created strong and viable career patterns for analysis.

Career mobility at academic institutions was noted to he varied in its steps. In fact,

researchers identified four types of career mobility:

1. an individual could hold evolving or enlarging jobs, increased responsibilities
for a specifie job, usually without a title change or alteration (Estler & Miner,
1981; Bossert, 1982);

2. an individual could leave a position at institution A for a higher position al
another institution;

3. an individual could accept a lower position al an institution with higher status
or promotion through demotion (Birnbaum, 1971);

4. an individual could have a change in position title that retlected outstanding job
perfonnance (Scott, 1978).

Through these four methods of academic mobility, it was understood that career patterns

were more than a simple hierarchy with clearly defined positions and roles. "Progress may

he actually detennined by more subtle, intangible, and culturally specific criteria" (Holmes,

1982, p. 31). Perhaps Holmes was referring to the notion of being "the right persan at the

right time," or the fact that profùes played an important part in the construction of an

administrative career. Regardless, the complex nature of the career structure made bath

studying and researching career patterns and profùes of university CEOs difficult

The belief in examining the environment and circumstances in which carcer change

occurred mirrored the OCM model's integrative structure of organizational career
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mobility. "Given a framework within which mobility [occurred] it then [became] more

meaningful to study individual mobility within the structure, focusing on such things as

length of position incumbency, age, sex, and so forth" (Gaertner, 1980, p. 9). Thus, the

theoretical framework in which the study took place married the individual and the

organization within the educational context From the broad development of theories and

models used to explain the patterns and characteristics of careers to the application and

refmement of theories related to the educational organization, this review came ta focus

on the fmdings related to the career patterns and proftles of university CEOs.

Career Patterns of University CEOs

The career was understood ta he the succession of jobs in an ordered, unfolding

sequence. In the context of the university CEO, the career was studied from the fmt

position, or entry position, through the position of CEO. The review moved through the

following five areas: fust position, previous position to the current presidency, present

position, employment history, and presidential career pattern models.

First Position

The beginning position for future CEOs was as an educator at an institution of

higher education.

Typically, the fmt position of employment of a future university CEO was either:

education, other profession (law, religion, medicine), business, and other (government,

military, farmer). The educational grouping referred to positions related to education

institutions (teaching, administration, etc.). Other profession referred to the careers

defmed as professions, in that they all had specifie guidelines, statutes, regulations, and

licensing certification. Business groupings referred to any non-govemment private

organizations not related to the previously mentioned groups. The other grouping

referred to those careers that were not covered implicitly or explicitly by the three

previous groups.

University CEOs' careers typically began as edueators at a post-seeondary or

secondary institution. Sixty-seven percent of future CEOs began their career in



(

17

"education," compared to the 23 percent '4other professional," 5 percent "business," and 5

percent '40 ther" (Ferrari, 1970). These findings replicated the results of other studies on

the same subject (Bolman, 1965; Green, 1988a; Wessel & Keim, 1994).

Through the fmdings on flfst position, it was evident that university CEOs typically

began their career with full-tîme employment as an educator at an educational institution.

• (RQ1)

CEOs?

What is the typical frrst position of employment of Canadian university

(

Previous Position

Research on the previous position took place within the context of three main

issues: previous title, years in the previous position, and faculty tenure. Through an

examination of the literature on these three topics, a consistent pattern of the prior

position emerged.

Tille in the previous position.

Typically the previous position title of a university CEO came from an upper level

academic administrative position. These titles often included: vice-president, dean, CEû

(if one moved from one presidency to another), or departmental chair.

Approxïmately three quarters of university CEOs held prior positions in upper

level administrative positions at academic institutions (Brooks, 1974). The most common

titles held were: vice-president and dean (Brooks, 1974; Cohen & March, 1986; Green,

1988b; Moore et al., 1983; Ross et al., 1993; Wessel & Keim, 1994). In the lone

Canadian study (Muzzin & Tracz, 1981), the tille of dean was the previous tille most

used, as ovec half of the university CEOs identified it as the tille they previously held.

Through the fmdings it was apparent that movement to a presidency was almost

exclusively done from an upper level administrative position within an academic

institution.

( • (RQ2) What is the typical previous title of the Canadian university CEOs?
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Years in grevions position.

The period of time from when an individual moved ioto their previous position

until they became CEü was regarded as an incubation period (Cohen & March, 1986).

Perhaps those hiring CEOs believed that they required time to develop a greater

understanding of the administrative workings of an academic institution.

The data and f"mdings on the time spent in the previous position were remarkably

stable in nature over the last 30 years. Sînce the 1970s the majority of university CEOs

spent five years or less in their previous position (Brooks, 1974; Green, 1988b; Ross et al.y

1993). While the majority ofCEOs spent five years or less in their position, almost all

spent under 10 years in their previous position (Ross et al., 1993).

The typical university CEO came to theu current position with the experience

gained over the course of roughly five years of administrating at an educational institution.

{

• (RQ3)

position?

How long had the typical Canadian university CEü been in their previous

(

Faculty tenure in previous position.

The granting of tenure was recognized as the commitment of an academic

institution to a faculty member. As tenure was generally bestowed upon academics, was it

also granted to administrators?

Those who became CEOs in the United States were rarely granted faculty tenure.

In fact, less than 40 percent of future CEOs held faculty tenure in their previous position

(Green, 1988b; Ross et al., 1993). Clearly, the pathway to the presidency in the United

States was seen by universities as an administrative function, not traveled by academic8

functioning as administrators. While few American CEOs held faculty tenure, no research

was completed regarding their contractual statU8. If a CEü heId a guaranteed contract,

would faculty tenure he of importance?

Questions were provided for this study by the fact that academics who chose to

follow an administrative career gave up the possibility of tenure. Canadian universities,



(

(

(

19

though similar 10 American institutions, remained more stringently academic in their

orientation than the majority of their counterparts in the United States.

• (RQ4) What percent of Canadian university CEOs held faculty tenure while in

their previous position?

Present Position

CEOs were studied in various instances, from examinations of the number of

presidencies ta years spent in the presidency. For the purpose of this study, the research

regarding the number of presidencies, the internai versus external hiring, the number of

years in the position, and faculty tenure in position were investigated.

Number of presidencies.

The attainment of a presidency by younger individuals made the likelihood of

multiple presidencies a reality. Academie administrators were developing administrative

careers at academic institutions, not merely serving as an administrator in the midst of an

academic career.

The typicaI CEO held one presidency during their career (Green, 1988b; Muzzin &

Tracz, 1981; Ross et al., 1993). Little in the manner of actual numbers of prior

presidencies have been investigated to date. Eleven percent of Canadian university CEOs

in 1981 were in a presidency other than their [mt (Muzzin & Tracz, 1981). These

fmdings were replicated by two studies completed several years later in the United States,

that found over 17 percent of university CEOs in another presidency (Green, 1988b; Ross

et al., 1993). It appeared as though there was a development of professionaI academic

administrators.

The past decade and a haIf demonstrated that the university presidency was

becoming less the domain of the career academic, and more the domain of the career

academic administrator. The findings from prior studies demonstrated an increased

willingness of a CEO to take on a second or third presidency.
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In how many presidencies bas the typical Canadian university CEO served?

(

Internai versus externat hirine.

AIl university CEOs can he classified as having been hired from an institution

extema! to the institution in which they currently served, or were from the institution they

currently served. Severa! concerns developed from the issue of hiring an internai or an

external candidate for a presidency.

Bimbaum believed that uIimiting vertical mobility [minimized] possible conflict

between members of competing subunits" (1971, p. 144). This statement clearly aligned

itself with the notion of educational institutions as fiat hierarchies, but with the intent of

maintaining civility within the institution by hiring an impartial externai candidate who has

limited knowledge of the internai culture of the institution. By bringing in an executive

administrator from outside, a university broadened the field from which administrators

carne, thus increasing the positions from which administrators came to their positions.

It came as no surprise that since the Ïrrst quarter of this century there was a strong

increase in the number of extemal candidates hired as CEOs. From less than 50 percent in

1924, external candidates made up over 70 percent of the CEOs of institutions in 1993

(Cohen & March, 1986; Poskozim~ 1984; Ross et al., 1993).

Clearly there was a shift toward the hiring of an outsider. PoliticaI infighting

within faculties at universities was part of this shift, but the development of the career

academic administrator was another (Birnbaum, 1971).

• (Hl) The typical Canadian university CEO was hired as an external candidate.

(

Years in present position.

University CEOs could he in their Ïtrst year of their presidency or in their tenth

year. The duration ofCEOs' terms in office were examined by few people prior to the

1980s. The number of years in the presidency was recognized as the best manner in which

to assess the duration of the CEOs' career (Cohen & March, 1986).
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The CEOs in Canadian universities held their positions for approximately eight

years (Muzzin & Tracz, 1981). However, the study failed to examine the percentage of

individual CEOs by the number of years in office. Perhaps one CEü was in office for 25

years, which would skew the results. In recent studies, over 10 percent of university

CEOs were in the ftrSt year of their presidency, while the majority had completed one to 5

years (Green, 1988b; Ross et al., 1993). Both studies (Green, 1988b; Ross et al., 1993)

found that CEOs were in their positions for seven years (median).

The current presidency of the university CEOs was either a recent development or

not The presidency was a position of constant renewal, and as such the number of years

in office remained relatively stable.

• (RQ6) How long has the typical Canadian university CEO been in their current

presidency?

Faculty tenure in present position.

Tenure was most frequently associated with academics, not administrators, of

academic institutions. Since the presidency was often fùled by an academic who moved

into an administrative career, faculty tenure was occasionally granted. The conflict

between the granting or not granting of faculty tenure was evident in the available

literature.

ln the United States less than 35 percent of university CEOs held faculty tenure at

their institutions (Green, 1988b; Ross et al., 1993). Severa! conclusions were drawn from

this facl First, since the presidency was an administrative role, the individual may have

been given a guaranteed contract. Second, the CEO may have tumed down faculty tenure

if its granting would have caused a division within the institution. Nonetheless, faculty

tenure was rarely bestowed upon university CEOs.

As Canadian institutions were regarded as more academically inclined than many

of their counterparts in the United States, it was difficult to detennine whether the same

findings were applicable te Canadian university CEOs. Snch a detennination was only

possible if the issue of presidential faculty tenure was studied.
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• (RQ7) What percent of Canadian university CEOs held faculty tenure in their

present position?

Emplovment Historv

In examining the employment history of university CEOs, the literature was broken

into three separate sections: academic, administrative, and outside (non-academic

institution related) employmenL The outside career was addressed in the section

regarding the administrative career. As the fmdings of many of the studies on these areas

were interrelated, it was difficult to separate them into subsections.

Academie emplovment.

The academic career of the university CEO referred to the number of years spent

as a professor in a full-lime status. Typically it was expected that a CEO of an academic

institution would spend a number of years developing a career that would satisfy the

faculty of an institution (Bolman, 1965).

Over the course of the past 30 years, the academic side of a university CEOs'

career decreased. In the mid 1960s and early 1970s, the typical university CEO spent

approximately Il years as a professor prior to moving into any administrative capacity at

an academic institution. During this same time period, those university CEOs who had not

started their careers in education moved into teaching positions (Ferrari, 1971). AImost

15 years later, ooly a quarter of the university CEOs had not entered the classroom before

assuming a university presidency (Green, 1988b). When combined with those who had

taught for five years or less, over flfty percent of university CEOs had short academic

careers, if any. In the mid 1980s the median number of years that a CEO served as a

faculty member was five. By 1993 these figures had barely changed. Over 49 percent of

university CEOs had academic careers of five years or less (Ross et al., 1993).

It was logical to assume that Canadian university CEOs followed a similar pattern,

or was it? IfCanadian CEOs held higher rates of faculty tenure, would they therefore

hold longer academic careers?
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• (RQ8) What is the length of the typical Canadian university CEOs' acadernic

career?

Administrative employment.

The development of an administrative career appeared to he evident by the length

of time individuals held the positions of dean, vice-president, CEO, or other fonnal

academic administrator. This was not the case, as few studies actually examined the

length of the administrative career.

Administrative careers of the university CEOs were much the same in duration as

the academic career. The administrative career lasted approximately 10 years (Cohen &

March, 1986; Ferrari, 1971). Nearly 70 percent of university CEOs held full-lime

employment in a purely administrative capacity (Ross et al., 1993). These studies were

the lone sources of informaûon related to the administrative career, although implied

infonnation was available. Unfortunately, researchers deemed the exploration of the

administrative career as marginal and unnecessary for examination, leaving a void that

needed to be filled.

As the literature was limited, it necessitated the development of a question related

ta the existing administrative career. Before introducing the question, the outside career

had to he examined, as it aIso had no literature to explain the hiring of government

officiais who had never worked at an educational institution. The lack of existing

literature required that the following questions he raised for this study.

• (RQ9)

career?

• (RQI0) What is the length of the typical Canadian university CEOs' outside (non-

academic related) career?

Career Pattern Models

Through the examination of severa! studies on career patterns of university CEOs,

two specifie patterns emerged, the academic pattern and more recently the administrative
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pattern. The development of the career patterns for university CEOs began with the study

of the presidency as a whole, and quickly moved to specialized areas, such as the two

specified career patterns. Three main studies contributed to the understanding of career

patterns. The academic career pattern, herein referred to as the CM model, was fostered

by the work of Cohen and March (1986), as weIl as Moore et al. (1983) and Wessel and

Keim (1994). The development of an administrative career pattern was relatively new, as

it was developed in 1994 (Wessel & Keim, 1994). These two models shaped the way

university CEOs careers were examined.

Academie career pattern.

The development of a career model for those individuals who became university

CEOs was one of the products of Cohen and March' s research. The typical academic

career pattern as they understood it followed a usix-rung ladder: [CEO], academic vice­

president or provost, dean, department chair, professor, student or teacher or minister"

(Cohen & March, 1986, p. 20). As their model was theoretical, not aIl university CEOs

followed or matched titis particular pattern. The pattern was strictly hierarchical in nature,

which implied an ordered and controlled mobility in a particular manner.

The primary foundation of the CM model stemmed from the findings of studies on

the career and profile of university CEOs. Fmdings showed that CEOs entered the work

force through an academic position; then after sorne lime the individual moved into an

administrative position, moving through the administrative hierarchy over time to a

presidency (Bolman, 1965; Green, 1988a; 1988b; Ferrari, 1971). The CM model was

never intended to he used as a normative model, however there was nothing Cohen and

March could do when it was used in this manner in 1983 by Moore et al.

The CM model was used as a framework to which a university CEOs' career was

applied, determining whether it followed the nonnative academic career pattern. It was

this type of application of the CM model that started the study of the CEOs' careers.

Moore et al. structured the analysis of the presidential careers so that they were limited to

the CM model. In the CM model, future CEOs began their careers in academia as faculty,

climbed through the hierarchy and became CEO. Fourteen variations of the CM model
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were proposed. Five positions: (CEO], vice-presiden~dean, department chair, and faculty

were placed in order: (1) no position missing, (2) three with one position missing, (3) four

with two positions missing, and (4) six with three positions missing (Moore et al., 1983).

Two major studies were completed based on the above described mode!. The

results of the frrst study yielded 3.2 percent ofCEOs following the normative pattern (alI

five positions were attained), which Ieft 96.7 percent with a pattern variation (Moore et

al.,. 1983). Of this remaining group, 16.7 percent rnissed an administrative link between

faculty and CEO,. while 14.1 percent rnissed the chair or dean position (Moore et al.,

1983). Those CEOs who missed two positions made up 30.7 percent of the sample, while

those missing three represented 32.1 percent (Moore et al., 1983). The results of the

second study found that '~slightly more than 69 percent of the (CEOs) fit into the [CM

model]....H (Wessel & Keim, 1994, p. 221). The results were similar ta those of the

Moore et al. study. Wesse! and Keim found that ooly 2.6 percent of theu sample matched

the CM model perfectly (1994). The most traveled career path within the CM mode! was

the variation where the CEO skipped the positions of department chair and dean (Wessel

& Keim, 1994). Through the studies of Cohen and March, Moore et al., and Wessel and

Keim, the academic Career pattern of the university CEO was identified.

The literature in this and previous sections on the "Career Patterns" suggested that

the Canadian university CEOs were possibly more academically focused in tenns of their

careers. Were Canadian CEOs more academically inclined in tenns of their careers?

• (RQll) What is the typical academic career pattern of the Canadian university

CEO?

Administrative career pattern.

The administrative career pattern was developed in response to the growing

number of CEOs who developed careers that could not he placed into the CM mode!.

The administrative model was based on the premise that university CEOs began

their career in administration, possibly having uminimal faculty experience but extensive

administrative experience" (Wessel & Keim, 1994, p. 220). The administrative experience
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was nonacademic-related in that it did not incorporate the nonnative academic positions of

department chair, dean, or academic vice-president

Following the pattern established in the academic model, the administrative model

used three positions: [CEO], senior administrative staff, and entry/middle level

administrative staff, placed in order of, (l) no positions missing, (2) five with one position

missing, and (3) one with two positions missing (Wessel & Keim, 1994).

Of the 270 university or college CEOs sampled, 31 percent had careers that

followed the administrative mode!. Less than 10 percent of the university CEOs were

employed in aIl three administrative positions (Wessel & Keim, 1994).

• (RQ12) What is the typical administrative career pattern of the Canadian university

CEO?

As there were two career patterns iota which the career history of university CEOs

were placed in the United States, it was logical to conclude that two patterns existed in the

Canadian context

• (H2) There are two career patterns to the presidency of the Canadian university,

one being acadernic, the other administrative.

Profiles of University CEOs

To address the career pattern fully within the context of the individual focused

OCM model, it was necessary to address the traits of the individual (Vardi, 1980). The

most comprehensive studies on the proftles of university CEOs were completed by Cohen

and March (1986), Ferrari (1970), Green (1988a; 1988b), Ingraham (1968), and Ross et

al. (1993). The Ione Canadian study (Muzzin & Tracz, 1981) examined severa! specifie

areas, but never created a comprehensive proftle. Through these major studies a profùe

was developed. The specific traits that made up the profùe were: sex, age, marital status,

religion, and academic background (field of study and highest degree eamed). By



(

(

(

27

examining the CEOs in tenns of these traits, a profile was created, similar to that of the

career pattern.

• (RQI3) What is the official title of the Canadian university CEG?

The use of sex as a defming trait of the presidential profl1e was rare until the latter

half of the twentieth century. (Sex was coupled with the gender related terms men and

women to improve the readability of the study.) As late as 1965, women were not

recognized as viable candidates for a university presidency - outside of all-women colleges

and universities (BoIman, 1965). Prior to Ferrari's study in 1970, few studies attempted

to develop a proftle that inciuded women.

Since the late 1960s women typically held 10 percent of the university

presidencies. The percentage varied from 9.7 percent in 1968 (Ingraham, 1968) to 11.8

percent in 1990 (Ross et al., 1993). The increase of two percent was accounted for by the

number of women who had academic careers that allowed them to move through the

hierarchy at the university. They spent 20 years developing their careers. While the

majority of women (90 percent) Ied same-sex institutions in the 1960s and early 1970s

(Ferrari, 1970), in recent years they Ied the more typical co-educational institutions. In

1990 women held 287 out of 2,423 presidencies in the United States (Ross et al., 1993).

The most recent study completed in 1996 found that women increased their share in the

presidency from 5 percent in 1975, to over 16 percent in 1995 (ACE, 1996). The Ione

Canadian study found that women accounted for less than five percent orthe CEOs at

universities (Muzzin & Tracz, 1981).

The frndïng related to sex showed the slow acceptance of women ioto the

presidency across North America. Bas the progress that was demonstrated in the United

States occurred in Canada?

• (RQ14) What is the sex of the typical Canadian university CEO?
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Age was the most examined trait of the university CEO, followed since the early

1900s (Bryan, 1914). Typically, age was used to identify the population of CEOs, as weIl

as creating a reference as to when an individual became a CEO (age at accession).

Sïnce the duration of the typical CEOs' career was known to be approximately 20

years prior to a presidency, it came as no surprise when the age of the typical CEü was

found to he 54 (Ross et al., 1993). The age remained relatively constant since the 1960s

and 1970s when it was reported to he approximately 53 to 55 (Demerath, Stephens, &

Taylor, 1967; Ferrari, 1970; Ingraham, 1968). Fifteen years aiter Ferrari's study, Green

(1988b) found that the age was no different The age at accession was 45 (Ferrari, 1970),

this finding aIso remained consistent over time (Green, 1988b; Ross et al., 1993). In

Canada, the typical CEO was 49 on average (Muzzin & Tracz, 1981). One plausible

explanation for this lower age was that a number of younger CEOs were hired prior to the

study, lowering the average age.

The fmdings established a consistent age proftle over the past 30 years. The

typicaI CEü was in their early fûlies, however the variation of the Canadian CEO made

this assumption somewhat awkward.

• (RQ15) What is the age of the typical Canadian university CEO?

Marital Status

Marital status was virtually a non-issue prior to the latter half of the twentieth

century, as almost all CEOs were married, outside of those at Roman Catholic institutions.

Less than two percent of university CEOs were not married, excluding Roman Catholic

institutions (Bolman, 1965; Ferrari, 1970). This traditional institution (marriage) was

found to have shifted rather dramatically in recent years. Specifically it marked the largest

difference between the men and women who served in the presidency.

According to Green (1988a), "only slightly more than one-third of aIl women

[CEOs] were married (compared to 90 percent of aIl men)" (p. 47). These percentages

changed dramatically when Roman Catholie institutions were removed from the analysis.
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Lay CEOs were more Iikely to be married (93 percent of men and 49 percent of women)

(Green, 1988a). By 1990 there were marginal shifts in the earlier fmdings~ as 91 percent

of the men and approximately the same percent of women were rnarried (Ross et al.,

1993). Of those not married, 2 percent of the men were divoreed, compared to 13 percent

of the women; while 2 percent of men were unmarried, compared ta 15 percent of women

(Ross et al., 1993).

Specific referenees were made by Green with regard to the issues of marital status

and the employment of the CEOs' spouses. Green (l988a) implied that by hiring men,

universities often benefited from a we who worked within the university eommunity

voluntarily, as 55 percent of wives were not employed. This contention was founded on

the fact that only 19 percent of men were not employed (Green, 1988a).

Two distinct profiles in terms of marital status were visible. Firs~ if the CEO was

a man it was very likely that he was married, compared to variability of a woman's marital

status. Seeond~ a profile was visible, but to accurately examine the presideney it was

necessary to also examine men and women separately, not ooly together.

• (RQI6) What is the marital status of the typical Canadian university CEO? Is the

spouse employed? If 50, where does the spouse work? Full-time or part-time?

Relieion

In examining religion as a characœristic, several general scenarios were addressed.

Individuals of specifie faiths (Roman CathoIic, Protestant, Jewish~ etc.) typically led

institutions that were afftliated with their particular religion. There were exceptions;

however, they were not dwelled upon.

The dominant religion of CEOs was Christianity, specifically Protestantism.

Protestants aceounted for nearly 60 percent of all university CEOs in the United States,

followed in strength by Roman Catholicism (24.5 percent), Other (agnostic~ atheis~ Islam,

Hinduism, and Buddhism, etc.) (14.1 percent), and Judaism (3 percent) (Green, 1988b).

These fmdings remained relatively stable over tîme. In 1993, Protestants still made up the

majority (aithough smaller), while Roman Catholles and Other increased their share of the
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presidencies (Ross et al.). Those of the Jewish faith retained the same percentage of

presidencies.

Il was apparent that university CEOs were typically Christians, specifically

Protestants, and to a lesser degree Roman Cathollcs.

• (RQI7) What is the religion of the typical Canadian university CEG?

Academie Background

The literature on the academic background of university CEOs addressed two

distinctively different areas: academic field of study and highest degree earned. Academie

field of study was important in that it demonstrated key areas of interest to the individuals

who became university CEOs. The highest degree earned demonstrated the academic

achievement of the university CEO. A number of studies completed since the 1960s

addressed the characteristics of the field of study as part of the presidential profile.

Field of study.

CEOs were placed iota four categories in terms of field of study: education,

humanities, social sciences (including history), and other (Holman, 1965). Twenty-five

percent of university CEOs came from education, 27 percent from humanities, 28 percent

from social science, and 20 percent from other fields. Similar fmdings were published by

Ingraham (1968) and Ferrari (1970) iodicating that the majority of CEOs carne through

the Faculty of Education or Arts in tenns of their education.

A recent study (Green, 1988b) found that the majority of CEOs (over 43 percent)

had academie backgrounds in the field of education. Humanities and social sciences bath

deereased frOID the earlier studies. Slightly ovec Il percent of the remaining CEOs came

from science related fields (Green, 1988b). A slight decrease in the number of CEOs from

the arts field was noticed in a 1993 study (Ross et al.). While education (42.5 percent)

and social sciences (11.0 percent) both decreased, humanities (17.4 percent) increased

(Ross et al., 1993). Science related fields enjoyed the greatest increase in terms of the
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total population of CEOs with an increase of two percent over the 1988 fmdings (Ross et

al., 1993).

The lone Canadian study offered a different proftle in tenus of academic field of

study. Muzzin and Tracz (1981) found that most Canadian CEOs came from the

professional fields (Law, Engineering, Education, Medicine, Theology) at 31.6 percent,

27.6 percent from science (Mathematics, Chemistry, Physics, Biology), 15.3 percent from

social sciences (psychology, Economics, Political Science, Anthropology),. and 12.2

percent from humanities (History, English, Philosophy, Classics). These fmdings marked a

contrast in the proftle of Canadian and American university leaders.

Severa! explanations were fonnulated 10 explain the difference between the

American and Canadian studies. Firs~ these fmdings were merely another difference

between two different academic cultures. Second,. as noted by Wecter (1948), Canadian

universities tended to appoint individuals to lead based on the historical and recognized

strengths of the institution. An exarnple of this was the selection of J.R. Evans to Iead the

University of Toronto.

It was clear that the fields of study of university CEOs were likely to be

professional- or science-based in Canada, and based in education or the traditional arts in

the United States.

• (RQ18) What is the most common field of study for the typicai Canadian university

CEO?

Highest degree earned.

Through an examination of the highest degree earned, it was possible to follow the

emphasis placed on academic achievement by CEOs, as weIl as universities (related to the

individual versus organizational theories). One expected a leader of an academic

institution to achieve high standards, commanding the respect of fellow administrators,

faculty, students, alumni, and the external community. McDonagh, Schuennan, and

Schuerman (1970) found that 80 percent of university CEOs obtained a Ph.O. as their

highest degree. Cohen and March (1986) agreed, fmding that the percentage of those
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with doctorates had increased since the beginning of the twentieth century to almost 80

percent (this percentage was higher for Ubetter known" institutions). Most universities

were led by individuals wha received either a Ph.D. or an Ed.D. Approximately 55

percent of university CEOs eamed a Ph.O., while 22 percent eamed an Ed.O. (Ross et al.,

1993). This finding meant that 23 percent of university CEOs received other types of

degrees. They included Master's (12 percent), Religious Degree (4 percent), J.O. (3

percent), and M.D. (2 percent) (Ross et al., 1993).

In arder ta fit the typical university CEOs' profùe, a candidate earned a doctorate

in the field most accepted in the country in which the individual wanted ta work. A facet

of the highest degree earned that was not addressed was the location where the degree

was eamed. Oid CEOs go abroad to study?

• (RQ19)

• (RQ20)

What is the most comman tille of the highest degree earned?

Where was the highest degree earned?

{

(

SummaIT of the Literature Review

Through the review of the literature, particular patterns in terms of careers and

traits were evident It was necessary to create a normative career pattern and profue as

recognized through the existing literature. By creating a normative career pattern and

profùe, comparisons and discussion related to this study were undertaken within the

context in which they were presented and addressed.

Findings showed that the career pattern of a university CEü need not develop

from a strictly academic career. While the majority of university CEOs had academic

careers, a noticeable number had administrative careers. What jobs made up the

nonnative career pattern of the CEO?

The academic pattern provided the career pattern for most leaders. These CEOs

came from vice-presidencies, deans, department chairpersons, and faculty. The pattern

they followed was similar to the CM model (Cohen & March, 1986; Moore et al., 1983;

Wessel & Keim, 1994). Researchers recognized a career that began at the instructional

level and moved to administrative practice within 10 to 15 years. The career pattern was
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one in which an individual, prior 10 their accession to the presidency, taught, performed

administrative functions in their academic field, and obtained upper-level administrative

positions.

The second pattern was grounded in administration. The parameters of the

administrative pattern were detennined by Wessel and Keim (1994), which included entry

and mid-Ievel administrative staff, senior staff, and the CEG. The vast majority of

university CEOs came from the academic career pattern, as opposed to the administrative

career pattern (Wessel & Keim, 1994). The application of the two types of career patterns

was similar, in that they both led to the hiring of extemal candidates (Ross et al., 1993).

Developing trait profl1es was less complicated than career patterns, in that ooly one

major profl1e existed when CEOs were examined as a population. Granted, differences

appeared when the population was examined by seXe The CEOs' profile tended to follow

this fonn: male, in bis late forties or early ftfties, married, Christian (typically Protestant),

recipient of a Ph.D. or Ed.O. in the arts if American, or the professional programs or

sciences ifCanadian.

It was through the findings on the university CEO that the hypotheses and research

questions were developed for this study. Muzzin and Tracz (1981) made an attempt to

create a career pattern and profùe of CEOs in Canada, but a number of years passed and

another study was needed to examine university CEOs in Canada to further the study of

university CEOs at educational institutions.

By placing the pertinent hypotheses and research questions within the body of the

literature review, the rationale and foundation for this study were integrated. The format

and content of the literature review made it more practical 10 develop the research

questions and hypotheses within the body of the literature review. Thus, all the pertinent

hypotheses and research questions were addressed in the context of the literature that

drove this study.
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CRAPTER TOREE

Methodology

This study investigated the development of the Canadian university CEOs' career

patterns and profIles. This chapter presented the study design, the sample and sampling

criteri~ the instrumentation, the data collection, the data analysis, and procedures.

Study Design

Since this study intended to provide a description of the career patterns and

profùes of Canadian university CEOs, a descriptive survey design utilizing a questionnaire

was adopted. Educational researchers (Anderson, 1988; Bes~ 1959; Borg, 1963) noted

that questionnaires were often employed in education and the social sciences because they

could provide for descriptive analysis of a sample. As a methodological approach, the use

of a questionnaire within the survey technique was successfully used by scholars

examining the university CEO (Ferrari, 1970; Green, 1988a; 1988b; Moore et al., 1983;

Ross et al., 1993; Wessel & Keim, 1994).

Sample and Sarnnle Criteria

Ta be eligible for the study's sampie, one had to he the CEO of a university or

member college of the Association of Universities and Colleges of Canada (AVCC).

Membership in the AVeC was given as a criteria as it insured a standardized population

that met an existing set of attributes. There were four criteria used in establishing the

sample:

1. Full-time CEO at the time of the study;
2. Institution with membership in the AUCC;
3. Willingness 10 communicate via English correspondence;
4. Willingness to participate in the study.

These criteria provided a population of 83 candidates, of which 69 were men and 14 were

women. The initial sample included 58 respondents. Three people declined ta participate,

and the remainder received follow-up contacts. The final study sample numbered 61, of

which 54 were men and 7 were women. The 54 men made up 78 percent of the total
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eligible male population, whereas the 7 women made up 50 percent of the eligible female

population. The total response rate was 73 percent

Instromentation

The instrument took the fonn of a survey questionnaire. This method of gathering

data was derived from studies of university CEOs in the United States (Cohen & March,

1986; Ferrari, 1970; Green, 1988a; 1988b; Moore et al., 1983; Ross et al., 1993). The

instrument itself was modeled arter two particular questionnaire designs, that of Ferrari

(1970) and Ross et al. (1993). A draft questionnaire was reviewed by severa! individuals,

notably a university CEO, a statistician, and a professor, for corrections prior to its

mailing.

The survey instrument (see Appendix A) consisted of questions divided into two

major categories:

1. CharacterProftle (Items 1-16). This included information conceming age, sex, place

of birth, marital status, spousal employment, ethnicity, language, and educational

achievements.

2. Career Proftle (Items 17-22). This included information conceming employment

history in terms of location of employment, years of employment, faculty tenure,

position titles, and institutional movement

On December 4, 1996, the McGill University Research Ethics Committee gave

their approval to the proposed study and instrument (see Appendix B).

The complete mailing consisted of three separate parts. The package sent to the

CEOs consisted of: a letter describing the project and soliciting CEOs' cooperation (see

Appendix Cl; the "Consent Fonn" to he signed, outlining aspects of confidentiality,

withdrawal from the study etc. (see Appendix D); and the questionnaire titled "Canadian

University Presidents Study." Each subject received these three documents as well as a

SASE to return the completed package. AlI correspondence with subjects was completed

on McGill University, Faculty of Education letterhead.
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Data Collection

On December 4, 1996, aIl 83 potential subjects were mailed a package containing

those items presented in the instrumentation (including Appendixes A, C. and D). This

mailing was the fust contact made with the subjects with regard to this study. AlI

envelopes were marked with the McGill departmental address, thus all envelopes were

returned to the Faculty of Education at McGill University. Ianuary 20. 1997 was set as

the date at which time all subjects who had not participated were contacted via telephone

and asked if they planned to participate. If the subject answered uno," then there was no

further contact. If the answer was "yes," they were sent another package. The second

collection ended February 7, 1997.

Data Analysis

To identify the career patterns and profl1es of the Canadian university CEO, the

data analysis consisted of four sections related to the questionnaire, the curriculum vitae,

the constructed data fue, and the testing of hypotheses and research questions.

Data from the 22 items on the questionnaire were coded ioto 31 variables (see

Appendix E). These 31 variables included nominal, interval, and ratio variables.

The correspoodence to the CEOs included a request for a copy of their Curriculum

Vitae. The Curriculum Vitae and employment history items were used to create a career

pattern. These items enhanced the analysis of career related data, and produced additional

findings.

From the questionnaire and Curriculum Vitae the data fùe was constructed. The

ftIe was placed ioto a spreadsheet program to improve access to the data, as weIl as to

amend any items that were questionable in nature. The data file itself consisted of 61

records based on the infonnation supplied by the CEOs. Not all items were answered;

therefore, the use of the sample size in all tables was included.

AlI data were analyzed through an appropriate statistical method. A frequency

analysis was run on aIl nominal variables, while a descriptive analysis was run on ail

interval and ratio variables. It was through the application of these two methods of

statistical analysis that quantitative analysis was conducted. The hypotheses and research
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questions were examined exclusively through frequency and descriptive statistics. The

quantitative data were analyzed in tenns of percentages allowing the results ta be

displayed in tabular and statistical summaries.

37
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CHAPTER FOUR

Analysis and Findings

In chapter foUf, an analysis of the findings of the career patterns and proftles of

Canadian university CEOs was presented. FlI'Sl, the sample was examined based on their

demographic traits and characteristics. Then two hypotheses and 12 research questions

related to the career patterns were examined. Eight research questions related to tille, sex,

age, marital status, religion, academic background (field of study and highest degree

earned) were then examined, creating a profùe. The analysis concIuded with a few

additional fmdings related to place of birth, fust language, ancestral background, honorary

degrees, boards, and institutional affiliations.

Description of the Sample

Of the 83 survey instruments distributed to the eligible university CEOs across

Canada, 61 (73 percent) were retumed. There were 54 male respondents (78 percent) and

7 female respondents (50 percent). Men clearly outnumbered women in university

presidencies. Respondents had their institutions pIaced into a category that was used to

deterrnine whether an institution was considered broad or focused. Of the 61 CEOs, 36

(59 percent) came from broad institutions: 86.1 percent were men and 13.9 percent were

women. Twenty-five individuals (41 percent) were CEOs from focused institutions: 92

percent were men and 8 percent were women.

Career Patterns of University CEOs

The two hypotheses and 20 research questions were deveIoped from the literature

review to guide the study of the career patterns of the Canadian university CEOs. The

analysis and fmdings were presented in order of the development of the literature review

related to the career patterns. This was followed by fmdings related to the proftles, and

completed by a section of additional fmdings. Sorne analysis included subgroups of data

(sex and institutional type) to enhance and cIarify the career patterns. Because the data
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were descriptive in nature t the findings were presented using numbers and percentages.

Where applicable a camparison was made within the subgroups.

Fint Position

• (RQ1) What is the typical fust position ofemployment for Canadian university

CEOs?

Nearly 50 percent of Canadian university CEOs entered the work force as faculty

members al a college or university (Table 1). Ten percent of the CEOs entered the work

farce as teachers in elementary or secondary schoolst and 15 percent entered through

science related positians such as an engineer or research scientist The remaining 25

percent came from other administrative and academic positions (clergy memberst civil

servants, etc.).

When compared by sext 47.2 percent of the men entered as faculty members at

universities and calleges compared ta 71.4 percent of the women. Nearly 10 percent af

future CEOs entered as teachers at the primary or secondary level, men at 10 percent and

women al 9.4 percent Seventeen percent of the men came from science related positions t

whereas none of the women who became CEOs were from a science related field. The

remaining 26.4 percent af the men and 14.3 percent of the women began their careers in

other fields.

In examining the data when applied to institutions with a braad mandate versus

those with a focused mandate, subtle differences were noted. The braad institutions had

52.8 percent of their leaders coming from the position of professor, campared to 45.8

percent far the focused institutions. Teachers made up 8.3 percent of the fust positions at

broad institutions compared to 12.5 percent al the focused institutions. Slightly less than

20 percent (19.4 percent) of broad institution CEOs began careers in a science related

field, over double that of focused institution leaders (8.3 percent). Of the remaining

CEOst 19.4 percent from broad schools and 33.3 percent of focused schools had their fust

career position outside the three fields mentioned.
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Table 1

First Position of Employment (Percentage of CEOs)

Titles Sex Institution Type
AlI Men Women Broad Focused

(n=60) (n=53) (n=7) (n=36) (n=24)
Professor 50.0 (l) 47.2 (1) 71.4 (1) 52.8 (1) 45.8 (1)

Teacher (EVSec) 10.0 9.4 14.3 (3) 8.3 12.5 (3)

Science Field 15.0 (3) 17.0 (3) 0.0 19.4 (3) 8.3
Other 25.0 (2) 26.4 (2) 14.3 (3) 19.4 (3) 33.3 (2)

Total 100.0 100.0 100.0 99.9 99.9
N01E: Ali totals are equal ta 100 percent unless impacted by rounding errors, therefore no lOta1s will he

given for the remaining tables in this chapter, unless the totaIs are not out of 100 percenL The numbers al

the head of the columns represent me subject total. The bracketed numbers within the columns represent

an ordinal ranking.

Tille in Previous Position

• (RQ2) What is the typical previous title of Canadian university CEOs?

(

{

Of the CEOs, 18.3 percent served as a president or chancellor at other institutions

prior to their current position (Table 2). Nearly 31.7 percent had served as a vice­

president irnmediately before they became CEO; 15 percent were deans, 11.7 percent were

professors, and 5 percent were directors of programs or institutes. The remaining 18.3

percent came to the presidency from outside these standard academic positions (Associate

Dean, Chaplain, Deputy Minister, etc.). The positions from which individuals moved to

the presidency were quite varied.

When comparing the previous position title by sex, differences were evident Just

over 30 percent of the men moved to a presidency from a vice-presidency compared to

just under 43 percent of the women. The next most popular position for the men was a

prior presidency at 18.9 percen~ slightly higher than that of the women at 14.3 percent

Seventeen percent of the men held the title of dean prior to their presidency, while none of

the women held this title. While 13.2 percent of the men came to the presidency from a

professorship, none of the women made this maye. The position of director was the
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previous position for 3.8 percent of the men and 14.3 percent of the women. The

remainder, 17 percent of the men and 28.6 percent of the women, came from other

positions.

It was evident in examining the data in respect to institutional type that broad

institution CEOs came from academic administrative positions more than the focused

institution leaders. The vice-presidency provided the largest percentage of previous

positions for broad institution leaders at 41.7 percent compared to 16.7 percent for

focused institution leaders. Over 22 percent of broad institutions had CEOs who moved

frOID another presidency; this was the case for 12.5 percent of the focused institutions. In

the broad institutions 13.9 percent were deans, 5.6 were directors or professors, and the

remaining Il.1 percent came from other positions. The focused institutions had 16.7

percent from the position of dean, 4.2 percent from director, 20.8 from professorship, and

the remainder (29.2 percent) from other positions.

Table 2

Tille in PreviQus PositiQn Qf Employment (Percenta~e of CEOs)

Title Sex Institutional Type
AU Men Women Broad Focused

President
Vice-Presidents
Dean

Director
Professor
Other

(n=60) (n=53) (n=7) (n=36) (0=24)
18.3 (3) 18.9 (2) 14.3 22.2 (2) 12.5
31.7 (1) 30.2 (1) 42.9 (1) 41.7 (1) 16.7
15.0 17.0 0.0 13.9 (3) 16.7
5.0 3.8 14.3 5.6 4.2
11.7 13.2 0.0 5.6 20.8 (2)
18.3(3) 17.0 28.6(2) 11.1 29.2(1)

Years in Previous Position

• (RQ3)

position?

How long had the typical Canadian university CEO been in their previons

(
While the median number of years in the previons position were five for all CEOs,

the total was five for males, six for females, five for broad institutions, and seven for
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focused institutions. To accurately develop career patterns, the data were also examined

through a frequency analysis. Fifty-six percent of all subjects held their previous position

from one to five years (fable 3). The next largest period of time was 6 to 10 years which

contained 37.2 percent of the CEOs. The remaining 6.8 percent held their positions from

Il years or more.

The men maintained their position for shorter periods of time than the women,

57.7 percent compared ta 42.9 percent in the time frame of 1 to 5 years. While 34.6

percent of the men held their previous position for 6 ta 10 years, 57.1 percent of the

women held their positions for the same length of time. The remaining 7.7 percent of the

men held their positions for over Il years.

The institution type provided the largest difference in tenus of years in the

previous position. CEOs from broad institutions held their positions for shorter periods of

time than their counterparts; 62.9 percent of broad institution CEOs held their position for

1 to 5 years compared to 45.8 percent of focused institutions. Of those CEOs who held

their previous positions from 6 to 10 years, 31.4 percent were from broad institutions,

while 45.8 percent were from focused institutions. The remainder of the CEOs served in

their previous position for Il years or more (5.7 percent frnm broad institutions and 8.4

percent from focused institutions).

Table 3

Years in Previous Position of Employment (Percentage of CEOs)

Years Sex Institution Type

1-5
6 - 10
Il - 15
16 - up

AIl
(0=59)

56.0 (1)
37.2 (2)

5.1 (3)
1.7

Men
(0=52)

57.7 (1)

34.6 (2)

5.8 (3)
1.9

Women
(n=7)

42.9 (2)

57.1 (1)

0.0
0.0

Broad Focused
(n=35) (0=24)

62.9 (1) 45.8 (2)

31.4 (2) 45.8 (2)
5.7 (3) 4.2
0.0 4.2

(

Faculty Tenure in Previous Position

• (RQ4) What percent of Canadian university CEOs held faculty tenure while in

their previous position?
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Nearly 72 percent of subjects held facuIty tenure in their previous position, while

the remainder (28.3 percent) did not (Table 4). Men were more likely to hold faculty

tenure than women, 73.6 percent of men compared to 57.1 percent of women. The

largest disparity between grouped subjects was found when broad and focused institutions

were examined. Over 83 percent of individuals at broad institutions held faculty tenure

compared to less than 55 percent at focused institutions.

Table 4

Faculty Tenure in Previous Position of Employment (Percentage Qf CEOs)

Tenure Sex Institution Type
AIl Men Women Broad Focused

(n=60) (n=53) (n=7) (n=36) (n=24)
Yes 71.7 73.6 57.1 83.3 54.2
NQ 28.3 26.4 42.9 16.7 45.8

Present Position

Similar ta the findings on the flfSt position and prior position, the present position

provided data with respect to the number of presidencies, the number of universities at

which an individual has worked, internai versus externaI hiring, the number of years in the

present position, and tenure.

Number of presidencies.

• (RQ5) In how Many presidencies bas the typicaI Canadian university CEO served?

Over 83 percent of Canadian university CEOs were serving in their fmt presidency

(Table 5). Nine CEOs (14.8 percent) were serving in their second, while only one held a

third presidency. Slightly higher percentages of the women (85.7 percent) were in their

flfSt presidency than men (83.3 percent). Twenty-five percent of CEOs from broad

institutions were serving in a second or third presidency compared to only 4 percent of

CEOs from focused institutions.
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Number of Presidencies fPercenta&e of CEOs)
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Presidencies

Fmt
Second
Third

AlI
(n=61)

83.6 (1)
14.8 (2)

1.6 (3)

Men
(n=54)

83.3 (1)

14.8 (2)
1.9 (3)

Sex
Women

(n=7)
85.7 (1)

14.3 (2)

0.0

Institution Type
Broad Focused
(n=36) (n=25)

75.0 (1) 96.0 (1)

22.2 (2) 4.0 (2)

2.8 (3) 0.0

(

Internai versus externat hiring of CEOs.

• (H1) The typical Canadian university CEO was hired as an external candidate.

Over 26 percent of the university CEOs were hired internally~ with the remaining

74 percent being external hiring (Table 6). Thirty percent of the men were hired

internally~ while the remainder (69.8 percent) were hired externally. No women were

hired intemally. In the broad institutions less than 14 percent ofCEOs were hired

internally compared to 45.8 percent from focused institutions.

Table 6

Internai versus Extemal Hiring of CEOs CPercentage of CEOs)

Internai v. External

Internal Hiring
External Hiring

AIl
(n=60)

26.7

73.3

Men
(0=53)

30.2
69.8

Sex
Women
(n=7)

0.0
100.0

Institution Type
Broad Focused
(n=36) (n=24)

13.9 45.8
86.1 54.2

(

Years in present position.

• (RQ6) How long has the typical Canadian university CEO been in their current

presidency?

Less than Il percent of Canadian university CEOs were in the fmt year of their

presidency (Table 7). If years two to five were included with the fml year, then the
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percentage increased to 53.6 percent compared to the 33.8 percent of those in office for 6

to 10 years or the 12.6 percent in office for more than 10 years.

Four men (8.2 percent) and two women (28.6 percent) were in their flfSt year of

their current presidency. While 38.8 percent of male were in their current position for two

to five years, the remainder of women (71.4 percent) were in this category. Fewer than 39

percent of men were in their presidency for 6 to 10 years, while the remaining were been

in their current position for more than eleven years.

The majority of those who led broad institutions were in their current position for

five years or less (57.6 percent) compared to the majority of focused institution leaders

(52 percent) who were in their positions for six years or more. Of those CEOs in their

fust year of their current position, 12.1 percent were from broad institutions while 8.7

percent were from focused institutions. Fifteen broad institution CEOs (45.5 percent) had

their positions for two to Cive years, while Il (33.4 percent) had 6 to 10 years in the

position and the remaining three (9.1 percent) had more than 10 years service in their

position. Of the CEOs from focused institutions, nine (39.1 percent) were in their position

for two to five years, eight (34.7 percent) had 6 to 10 years experience, and the remaining

four (17.3 percent) had more than 10 years in their current position.

Table 7

Years in Present Position of Employment {Percenta~e of CEOs}

Years Sex Institution Type

1
2-5
6 - 10
11- up

AlI
(n=56)

10.7
42.9 (1)

33.8 (2)
12.6 (3)

Men
(n=49)

8.2
38.8 (2)

38.8 (2)
14.3 (3)

Women
(n=7)

28.6 (2)
71.4(1)
0.0
0.0

Broad Focused
(n=33) (n=23)

12.1 (3) 8.7
45.5 (1) 39.1 (1)

33.4 (2) 34.7 (2)
9.1 17.3 (3)

{

Faculty tenure in present position.

• (RQ7) What percent of Canadian university CEOs held faculty tenure in their

present position?
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AImost 76 percent of Canadian CEOs heId faculty tenure at the institution at which

they served (Table 8). Over 70 percent of men (76.5 percent) and women (71.4 percent)

held faculty tenure. The largest disparity in faculty tenure was found between the two

types of academic institutions. AImost 90 percent of CEOs of broad institutions heId

faculty tenure compared to fewer than 60 percent of their counterparts at focused

institutions.

Table 8

Faculty Tenure in Present PQsitiQn Qf Ernployrnent œercenta~e of CEOs)

Tenure Sex Institution Type
AlI Men Women Broad Focused

(n=58) (n=51) (n=7) (n=34) (0=24)
Yes 75.9 76.5 71.4 88.2 58.3
No 24.1 23.5 28.6 11.8 41.7

Emplovment History

An academic career was one in which an individual was a prQfessQr Qf varying

rank, while the administrative career included such positions as dean, vice-president,

associate dean Qr vice-president, CEO, provQst, etc. ThQse positions outside of academics

ranged from teacher to doctor, minister to scientist. To adequately develop a career

pattern, it was important to address the length of three types of employment sectors

during university CEOs' careers.

Academie employment

• (RQ8) What is the length of the typical Canadian university CEOs' academic

career?

Over 70 percent of university CEOs spent between 6 to 20 years in academic

positions, with the largest group (29.3 percent) spending 6 to 10 years (Table 9). The

next highest percentage was shared by those who had careers lasting Il to 15 years (20.7

percent) and thQse with careers lasting 16 to 20 years (20.7 percent). Slightly more than
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17 percent held an academic position for one to five years, while over 10 percent were

neveremployed in any academic capacity. Only one subject had an academic career that

lasted over 20 years.

Over 29 percent of men had academic careers that lasted between 6 to 10 years

compared to 28.6 percent of women. Those who had careers lasting Il to 15 and 16 to

20 years had equal numbers, 21.6 percent of men and 14.3 percent of women in both

cases. Of those who spent no lime in an academic career, 7.8 percent were men compared

to 28.6 percent of women. The lone subject whose career lasted over 20 years was male.

The bulk of CEOs from the broad institutions had academic careers that ran for 6

to 10 years (34.3 percent) or 16 to 20 years (25.7 percent), whereas only 21.7 percent and

13 percent of focused institution leaders spent the same amount of time in their academic

career. More likely at the focused institutions was an academic career lasting Il to 15

years (26.1 percent), while only 17.1 percent of the broad institution leaders followed the

same pattern. Of those who never had an academic career, 8.6 percent were found at

broad institutions, white 13 percent were found at focused institutions.

Table 9

Years in Academie Employment CPercentage of CEOs)

Years Sex Institution Type

o
1 - 5
6 - 10

Il - 15
16 - 20

20 - up

Ail

(n=58)
10.3

17.2
29.3 (1)

20.7 (3)

20.7 (3)

1.7

Men
(0=51)

7.8
17.6
29.4 (1)

21.6 (3)
21.6 (3)
2.0

Womeo
(0=7)

28.6 (2)
14.3
28.6 (2)
14.3

14.3

0.0

Broad Focused
(n=35) (0=23)

8.6 13.0
14.3 21.7 (3)
34.3 (1) 21.7 (3)
17.1 (3) 26.1 (1)
25.7 (2) 13.0
0.0 4.3

{

Administrative emplovment.

• (RQ9) What is the length of the typical Canadian university CEOs' administrative

career?
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Ten percent of all university CEOs had spent zero time developing an

administrative career at an educational institution (Table 10). The largest single group of

CEOs (31.7 percent) spent 6 to 10 years in administrative positions, followed by 21.7

percent of those whose careers were either 1 to 5 years or Il to 15 years. Those with

over ftfteen years experience in administrative positions made up the remaining 15 percent

(10 percent with 16 to 20 years and 5 percent with more than 20 years).

Those who spent 6 to 10 years in an administrative capacity provided the largest

single portion of the sampie based on sex (30.2 percent of men and 42.9 percent of

women). Over 22 percent of the men held administrative positions for Il to 15 years

compared to 14.3 percent of the women. The women had less time in administrative

positions than the men as 28.6 percent worked one to five years, whereas 20.8 percent of

men worked the same amount of time. Those CEOs with careers over 16 years were

limited (14.3 percent ofwomen and 16 percent of men). None of the women and fewer

than 12 percent of the men had spent zero time in administrative positions in an academic

environment prior to their current presidency.

The differences between broad and focused institutions were evident as a larger

percentage of CEOs from broad institutions spent a greater nurober of years in

administrative positions than their counterparts. The majority of CEOs from broad

schools spent over six years in administrative positions, 27.8 percent spent either 6 to 10

or Il to 15 years in administrative positions. The majority of focused school CEOs spent

similar amounts of time in administrative positions as their counterparts (37.5 percent

spent 6 to 10 years and 12.5 percent spent 16 to 20 years). Only 2.8 percent of broad

schoolleaders had not spent time in administrative positions in academia compared to

20.8 percent of focused school CEOs.
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Table 10

Years in Administrative EmplQyment Œercenta2e of CEOs)

Years Sex

o
1 - 5
6 - 10
Il - 15
16 - 20
20 - up

AD
(n=60)

10.0
21.7 (3)
31.7 (1)
21.7 (3)
10.0
5.0

Men
(n=53)

11.3
20.8 (3)

30.2 (1)

22.6 (2)
9.4
5.6

Women
(n=7)

0.0
28.6 (2)

42.9 (1)
14.3
14.3
0.0

Institution Type
Broad Focused
(n=36) (n=24)

2.8 20.8 (2)
25.0 (3) 16.7 (3)

27.8 (2) 37.5 (1)

27.8 (2) 12.5
8.3 12.5
8.3 0.0

(

(

Outside emplovrnent.

• (RQ10) What is the length of the typical Canadian university CEOs' outside (non-

academic) career?

The majority of the Canadian university CEOs spent sorne amount of lime

developing a career outside of academic institutions. However, over 43 percent never

worked outside fonnal academic institutions (Table Il). Of those who spent lime in

outside careers, 30 percent worked 1 to 5 years, 10 percent for 6 to 10 years, 8.3 percent

for Il ta 15 years, and 8.4 percent for over 16 years.

Slightly more than 47 percent of the men had no employment experience outside of

academic institutions compared to 14.3 percent of women. Men spent less time in outside

positions than women, as 32.1 percent of men had careers lasting one to five years while

the percentage for women was 14.3. A minority of men (20.7 percent) had outside

employment lasting over six years, while the majority of women (71.5 percent) had

outside careers of six years or more.

Exactly haIf of focused institution CEOs were never employed outside of academic

institutions compared to 38.9 percent of broad institution leaders. The next largest groups

were those who had careers lasting one to five years (38.9 percent of broad schoolleaders

and 16.7 percent of focused schoolleaders). Of those whose outside careers lasted 6 to

10 years, 5.6 were from broad schools while 16.7 percent were fonn focused schools. Of
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the remaining CEOs who had outside careers, 16.7 percent of broad and focused school

leaders spent more than Il years employed outside academic institutions.

Table Il

Years in Outside EmplQyment Œercenta2e of CEOs)

Ye~ Sex Institution Type

o
1 - 5

6 - 10

Il - 15

16 - 20
20 - up

AIl
(n=60)

43.3 (1)

30.0 (2)

10.0 (3)

8.3
1.7

6.7

Men
(n=53)

47.2 (1)

32.1 (2)

7.5
5.7
0.0

7.5

Women
(n=7)

14.3

14.3
28.6 (2)

28.6 (2)

14.3
0.0

Broad Focused
(n=36) (n=24)

38.9 (2) 50.0 (1)
38.9 (2) 16.7 (3)

5.6 16.7 (3)
11.1 (3) 4.2
0.0 4.2
5.6 8.3

(

(

Career Pattern Models

• (RQII) What is the typical academic career pattern of the Canadian university

CEO?

• (RQI2) What is the typical administrative career pattern of the Canadian university

CEO?

• (H2) There are two career patterns to the presidency of the Canadian university,

one being academic, the other administrative.

Upon the analysis of the employment histories of 59 CEOs in this study, two

career patterns leading to an academic institutions presidency were identified. The frrst

pattern (FIG. 1), labeled the Academie Career Pattern, was the model identified by Cohen

and March (1986) and expanded with variations by Moore et al. (1983). In this model,

the person began as a member of a faculty, became a department chairperson, dean of a

college, academic or executive vice-president, and fmally CEO. However, there was no

specifie arder that had to he followed. An individual could have been a chairperson after

being a dean or vice-president



Missing 3 Positions

( Variation 1 2 3 4 5 6 7 8 9 10 Il 12 13 14

President • • • • • • • • • • • • • •
Vice-President • • • • • •
Dean • • • • • 0

Depl Chair • • • • • • A

Faculty • • • • • • • • • •
Missing 1 Missing 2 Positions

Position

FIG. 1. Academie Career Pattern Variations for University Presidents

51

{

NOlE: "0" meaos that a person bad employment outside a post-secondary institution; "An indicates

administrative experience within a coUege or university. Model by Cohen and March (1986). adapted by

Moore et aI. (1983). and Wessel and Keim (1994).

The second career pattern to the college presidency was the Administrative Career

Model identified by Wessel and Keim (1994) (FIG. 2). In this mode!. the persan had little

to no faculty experiencc but extensive experience in administrative positions. Movement

to the presidency through this model began with an entry- or middle-level administrative

position. moving into a senior administrative staff position. and then to a presidency.

Variation

President

Senior Staff

EntrylMiddie Staff

15

•
•
•

16

•
•

17

•
•
o

18

•

•

19

•
o

•

20

•
A

•

21

•

o
Missing 1 Position Missing 2

Positions

(

FIG. 2. Administrative Career Pattern Variations of University Presidents

NOTE: ""0" means that a person came from employmeot outside a post-secondary institution; ""An means

that a person had minimal faculty experience. Model by Wessel and Keim (1994).
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Table 12A showed the percentage of CEOs who fol1owed one of these career

patterns to a Canadian university presidency. Slightly more than 86 percent of the CEOs

careers fit ioto the academic model and 13.6 percent followed the administrative model.

The career patterns of men and women CEOs were similar to the composite of aIl

CEOs. Following the academic pattern were more than 86 percent of men and almost the

same percent for women. Those CEOs who followed an administrative career were

approximately 14 percent ofboth men and women.

However, among the two types of Canadian academic institutions, over 91 percent

of broad institution CEOs fol1owed the academic pattern compared to less than 80 percent

of their counterparts al focused institutions. Almost 9 percent of broad institution CEOs

followed an administrative career pattern, while over 20 percent of those al focused

institutions followed the same pattern.

Fourteen variations of Academie Careers were identified. Nine CEOs (15.3

percent) perfectly matehed the model. Over 33 percent missed one position along the way

to the presidency, 28.8 percent missed two positions, and 6.8 percent rnissed three

positions. Variation 1 and Variation 6 were the Most common version of the Academie

Career Pattern, as 15.3 percent of the CEOs followed these paths. In Variation 1 the

person began their career as a faculty member and moved through the positions of

chairperson, dean, and vice-president prior to becoming CEO. In Variation 6 the person

began their career as a faculty member became dean and moved into a presidency,

skipping the positions of chairperson and vice-president

Table 12A

The Academie Carcer Pattern (Percentafle of CEOs)

Variation Sex Institution Type

(

1
2-4
5-8
9 - 14

Total

AIl
(n=51)

15.3 (3)
35.6 (1)
28.8 (2)

6.8
86.5

Men
(n=45)

13.5 (3)
38.5 (1)
26.9 (2)

7.7
86.6

Women
(n=6)

28.6 (2)

14.3 (3)
42.9 (1)
0.0
85.8

Broad Focused
(0=32) (0=19)

25.7 (3) 0.0
34.3 (1) 37.5 (1)
28.6 (2) 29.2 (2)
2.9 12.5 (3)
91.5 79.2
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Only 15 members of the sample followed the Administrative Career Pattern, so

interpretation was based on very small numbers. Nevertheless, seven variations were

identified among the Administrative Career Pattern. Sorne of the CEOs missed one or

two of the positions io the pattern (Table 12B). Two CEOs (3.4 percent) matched the

Administrative Career Pattern perfectIy. AImost 9 percent of university CEOs rnissed one

administrative position prior to their presidency. One individual proceeded ioto a

presidency directIy from a position outside higher education, with no previous position in

higher education.

Table 12B

The Administrative Career Pattern (Perceota~e of CEOs)

Variation Sex Institution Type
AlI Men Women Broad Focused

(0=8) (n=7) (n=l) (n=3) (n=5)
15 3.4 (2) 3.8 (2) 0.0 5.7 (1) 0.0
16 - 20 8.5 (1) 7.7 (1) 14.3 (1) 0.0 20.8 (1)

( 21 1.7 (3) 1.9 (3) 0.0 2.9 (2) 0.0
Total 13.6 13.4 14.3 8.6 20.8

(

In an anempt to gain further insight ioto the career patterns of Canadian university

CEOs, the employment histories of 59 CEOs were examined and compared, using

responses and Curriculum Vitae. Individuals came ta their presidencies from 14 different

positions, 10 rooted in academic positions and four from outside positions (see Appendix

F). Of the ten academic positions ooly five contained more than two individuals: vice­

president (19 CEOs), dean (9 CEOs), president (9 CEOs), professor (7 CEOs), and

director (3 CEOs). From these five positions ooly two patterns contained CEOs with

identical employment histories. Two CEOs (one male and one female, bath of broad

institutions) moved from the position of professor to chairperson to dean to vice-president

and then to a presidency. The only other pattern with more than one person following the

complete employment history was that of three individuals (two men--one from a broad

institution, the other from a focused institution, and one woman-from a broad institution)

who moved from the position of professor to vice-president to a presidency. Clearly,
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there were a multitude of paths, he they academic or administrative, to a university

presidency.

Profiles of University CEOs

In the creation of Canadian university CEOs' proflles, severa! variables were

examined: position tille, sex, age, marital status-including spousal employment, religion,

academic background-including field of study, highest degree earned, and location.

Analysis of these variables led to composite profùes of the university CEOs. As in the

previous section on career patterns, sex and institution type were incorporated to extend

the analyses.

Position Title

• (RQI3) What is the official title of the Canadian university CEO?

The typicalleader of a Canadian higher educational institution held the title of

president (Table 13). Of the 61 institution leaders, 67.2 percent used the title president,

followed by rector (14.8 percent) and principal (8.2 percent) with the remainder using

another title.

A few more women (71.4 percent) heId the title of president than did men (66.7

percent). The men had a greater variety of titles as they outnumbered the women in the

sample aImosl eight to one. For example 9.3 percent of the men heId the title principal

while none of the women held this title.

Seventy-five percent of the CEOs at broad institutions went by the title of

president while 56 percent of their counterparts at focused institutions went by the same

title. AlI CEOs at broad institutions had traditional titles: 16.7 percent were reclors and

the remaining 8.3 percent were principals; there were no position tilles that fell in the other

category. At the focused institutions, 12 percent were reclors, 8 percent were principals,

and 24 percent went by another tille (director, director general, provost).
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Table 13

Position Title œercentaf:e of CEOs)

Title

President
Rector
Principal
Other

AIl
(n=61)

67.2 (1)

14.8 (2)

8.2
9.8 (3)

Men
(n=54)

66.7 (1)

14.8 (2)
9.3
9.3

Sex
Women

(n=7)
71.4 (1)
14.3 (3)
0.0
14.3 (3)

Institution Type
Broad Focused
(n=36) (n=25)

75.0 (1) 56.0 (1)
16.7 (2) 12.0 (3)

8.3 (3) 8.0
0.0 24.0 (2)

(

Sex

• (RQ14) What is the sex of the typical Canadian university CEO?

Almost 90 percent of Canadian university CEOs were men (Table 14). Over 88

percent of the univeIsity CEOs were men while Il.5 percent were women. Men held 86.1

percent of the CEOs at broad institutions and a greater percentage at focused institutions

(92 percent). Of the institutions, broad institutions had a larger percentage of the women

serving in the CEü position than focused institutions. Nearly 14 percent of CEOs at the

broad institutions were held by the women while 8 percent of the focused institution

leaders were women.

Table 14

Sex (Percentage of CEOs)

Men
Women

Sex

88.5
11.5

AlI
(n=61)

86.1
13.9

Institution Type

Broad Focused
(0=36) (n=25)

92.0
8.0

{

Aee

• (RQ15) What is the age of the typical Canadian university CEO?
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The median age ofCEOs in the 1996 - 1997 academic year was 54 years; the mean

was 54.7 years. The great majority of CEOs (87.3 percent) were 41 to 60 years of age.

The majority ofCEOs (87.3 percent) were in their 50s; 47.3 percent were 51 to 55, while

25.5 percent were 56 to 60 (Table 15).

When examining the data based on sex, 100 percent of the women were 60 years

old or less, 85.7 percent were 51 to 55 and the remaining 14.3 percent were 56 to 60.

The men tended to have a broader distribution of age. Over 16 percent of the men were

50 or less while 41.7 percent were 51 to 55 and 27.1 percent were 56 to 60, leaving 14.6

percent over the age of 60.

Both broad and focused institutions had a majority of their CEOs between age 51

to 60; at broad institutions 46.9 percent of the CEOs were 51 to 55, 18.8 percent were 56

to 60 compared to 47.8 percent and 34.8 percent for the same age groups at focused

institutions. While the oldest CEO was found at a focused institution, a larger percentage

of broad institution CEOs were over the age of 60. Of those CEOs 50 or less, 15.6

percent led broad institutions while 13 percent led focused institutions.

Table 15

Age (Percentage of CEOs)

Age
AlI Men

Sex
Women

Institution Type
Broad Focused

41- 45
46 - 50
51 - 55
56 - 60
61- 65
66 - up

(n=55)
1.8
12.7 (3)
47.3 (1)

25.5 (2)
10.9
1.8

(n=48)
2.1
14.6 (3)
41.7 (1)

27.1 (2)

12.5
2.1

(n=7)
0.0
0.0
85.7 (1)

14.3 (2)

0.0
0.0

(n=32) (n=23)
3.1 0.0
12.5 13.0 (3)
46.9 (1) 47.8 (1)

18.8 (3) 34.8 (2)

18.8 (3) 0.0
0.0 4.3

c

Marital Status

• (RQ16) What is the marital status of the typical Canadian university CEOs? Is the

spouse employed? If so, where does the spouse work? Full-lime or part-lime?
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More than four in five of the CEOs were married. AImost seven percent of the

CEOs were divorced or separatedy while 5.6 percent never married--all were CEOs of

religions afïùiated institutions (Table 16). Over 85 percent of the men were married,

compared with slightly more than 57 percent of the women. AImost 6 percent of the men

were separated while 14.3 percent of the women were separated. Two of the men (3.7

percent) and women (28.6 percent) were divorced. Thirty-three CEOs (91.7 percent) at

broad institutions were married compared to seventeen (68 percent) of their counterparts

at focused institutions. While a small percentage of broad institution CEOs were

separated (2.8 percent) or divorced (5.6 percent), a larger percentage of focused

institutions leaders were separated (12 percent) or divorced (8 percent). Only focused

institutions had CEOs who were never married (12 percent).

Table 16

Marital Status (Percenta&e of CEOs)

Marital Status Sex Institution Type

( AIl Men Women Broad Focused
(n=61) (n=54) (n=7) (n=36) - (n=25)

Never Married 4.9 5.6 (3) 0.0 0.0 12.0 (3)
Married 82.0 (1) 85.2 (1) 57.1 (1) 91.7 (1) 68.0 (1)

Separated 6.6 (3) 5.6 (3) 14.3 (3) 2.8 (3) 12.0 (3)
Divorced 6.6 (3) 3.7 28.6 (2) 5.6 (2) 8.0

(

Spousal emplovrnent.

Among CEOs, there was aImost a 60 percent probability that the spouse was

employed (Table 17). Under 55 percent of the men had an employed spouse; 100 percent

of the women had a working spouse. A spouse was more likely to he working off-campus

at another organization or to be self-employed (50 percent for wives, 74 percent for

husbands) than to he working at the same institution as the CEO (4.2 percent for wives,

25 percent for husbands). At broad institutions less than 50 percent of the CEOs had an

employed spouse, while 6.1 percent were employed at the same institution. In contrast,

slightly more than 21 percent of spouses of the focused institution CEOs were not

employed, while 5.3 percent were employed at the same institution. Of the spouses from



( broad institutions who were employed, 18.1 percent worked at another organization and

21.2 percent were self-employed The spouses at focused schools were more likely to

work at another organization (47.4 percent) or he self-employed (26.3 percent).

Table 17

Spousal Employment œercentaf:e Qf CEOs)
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Employment

Same Location
Another Location
Self-Employed
Not Employed

AIl
(n=52)

5.8
28.8 (2)
23.1 (3)

42.3 (l)

Men
(0=48)

4.2
29.2 (2)

20.8 (3)

45.8 (1)

Sex
Women
(n=4)

25.0 (3)

25.0 (3)

50.0 (1)

0.0

Institution Type
Broad Focused
(n=33) (n=19)

6.1 5.3
18.1 (3) 47.4(1)
21.2 (2) 26.3 (2)
54.5(l) 21.1(3)

(

Full-lime and part-lime spousal emplovrnent.

In examining the employment of the CEOs' spouses it was evident that there was

almost a 50-50 split Qn full- (51.7 percent) and part-time (48.3 percent) employment

(Table 18). The men had a greater percentage of spouses that worked part-time (52

percent) than the WQmen (25 percent). Approximately 50 percent Qf the spouses of both

broad and focused institution CEOs were employed part-time QC full-time.

Table 18

Full-Time and Part-Time Spousal Employment œercenta~e ofCEOs)

Tune Sex Institution Type
AIl Men WQmen Broad Focused

Full-Time
Part-Time

(n=29) (n=25) (0=4) (n=14) (n=15)
51.7 48.0 75.0 50.0 53.3
48.3 52.0 25.0 50.0 46.7

(

Religion

• (RQ17) What is the religion of the typical Canadian university CEO?
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Over 80 percent of the CEOs identified themselves as Christians; of that, 32.7

percent identified themselves as Protestant and 30.9 percent Roman Catholic (Table 19).

CEOs of the Jewish religion made up fourth largest group at 7.3 percent following noo­

specific Christians at 18.2 percenL The remainder of the CEOs were classified in the other

category which included agnostics, atheists, ete. Christianity, Protestantism and Roman

Catholicism were popular among both men (14.6 percent Christian, 35.4 percent

Protestant, and 33.3 percent Roman Catbolic) and women (42.9 percent Christian, 14.3

Protestant, and 14.3 percent Roman Catholic), while Judaism was only represented by the

men (8.3 percent). Broad institution CEOs were predominately Christian (77.5 percent),

specifically Protestant (35.5 percent), and the ooly place where Jewish CEOs were found.

Focused institutions had a larger percentage of Christians (88.5 percent), of which the

majority were Roman Catholic (41.7 percent).

Table 19

Reli~ion œercenta&e of CEOs)

( Religion Sex Institution Type
AIl Men Women Broad Focused

(n=55) (n=48) (n=7) (0=31) (n=24)
Christian 18.2 (3) 14.6 (3) 42.9 (1) 19.4 (3) 16.7 (3)
Protestant 32.7 (1) 35.4 (1) 14.3 35.5 (1) 29.2 (2)
Catholic 30.9 (2) 33.3 (2) 14.3 22.6 (2) 41.7 (1)

Jewish 7.3 8.3 0.0 12.9 0.0
Other 10.9 8.3 28.6 (2) 9.7 12.5

Academie Background

The topic of academic background was addressed in a three-fold manner. First,

the area of focus, or field of study for the CEOs' highest degree was identified. Second,

the highest degree earned was then identified to give a comprehensive profile of the

academic endeavors of the Canadian university CED. Third, the location of study for the

terminal degree was identified.

(
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Field of study.

• (RQ18) What is the most common field of study for the typical Canadian university

CEO?

Over a quarter of the university CEOs received their terminal degree in a

Profession (Law, Medicine, Theology, Engineering), as identified by Muzzin and Tracz

(1981) (Table 20). Humanities (25 percent), Science and Social Science (18.3 percent)

were the next most frequent fields of study. Although Professions were the CEOs' most

frequent choice, this varied considerably by sex and institutional type. While the men had

32.1 percent of their highest degrees from Professions and 20.8 percent from Science, the

women had no representatives in these two fields. The largest group of the women (42.9

percent) received their highest degree in Social Sciences compared to 18.3 percent of

men. Approximately the same Percentage of men (24.5 percent) and women (28.6

percent) had received their degree in Humanities; Other degrees constituted a total of 7.5

percent for the men and 28.6 percent for the women. A near equitable distribution of the

field in which CEOs received their highest degrees was visible at broad institutions

compared to the dominance of Professions (37.5 percent) and Humanities (29.3 percent)

at focused institutions.

Table 20

Field of Study (Percentage of CEOs)

Subject

Professions
Sciences
Social Sciences
Humanities
Other

AIl
(n=60)

28.3 (1)
18.3
18.3
25.0 (2)

10.0

Men
(n=53)

32.1 (1)

20.8 (3)

15.1
24.5 (2)

7.5

Sex
Women
(n=7)

0.0
0.0
42.9 (1)

28.6 (3)
28.6 (3)

Institution Type
Broad Focused
(0=36) (n=24)

22.2 (3) 37.5 (1)

25.0 (1) 8.3
19.4 16.7 (3)
22.2 (3) 29.2 (2)
11.1 8.3

(
Highest degree earned.

• (RQ19) What is most common tille of the highest degree eamed?
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Over 75 percent of the university CEOs received a Ph.D. as their highest degree

(Table 21). The remaining degrees, Ed.D. (3.3 percent), M.A. (6.7 percent), M.Sc. (5

percent), and Other (8.3 percent) made up the remainder of the degrees eamed. The

highest degree by sex only strengthened aIl degrees held by the men, except that of the

M.A. which dropped 10 3.8 percent, while the women either had a Ph.D. (71.4 percent) or

a M.A. (28.6 percent). Ph.D. and Ed.D. degrees combined for over 85 percent of the

highest degrees earned by the CEOs of broad institutions compared to 70.9 percent al

focused institutions. One CEO held a presidency at a broad school with a Master's

degree, while 25 percent of those at focused institutions held that degree. Other types of

degrees (D.Sc., MD, and business related degrees) made up the remaining 11.1 percent of

broad and 4.2 percent of focused institution CEOs' degrees.

Table 21

Highest Degree Eamed œercenta~e Qf CEOs)

(
Degree Sex Institution Type

AlI Men WQmen BrQad FQcused

(n=60) (n=53) (n=7) (0=36) (n=24)
Ph.D. 76.7 (l) 77.4 (1) 71.4 (1) 83.3 (1) 66.7 (1)

Ed.D. 3.3 3.8 0.0 2.8 4.2
M.A. 6.7 (3) 3.8 28.6 (2) 0.0 16.7 (2)

M.Sc. 5.0 5.7 (3) 0.0 2.8 8.3 (3)

Other 8.3 (2) 9.4 (2) 0.0 11.1(2) 4.2

Location of study for highest degree.

• (RQ20) Where was the highest degree eamed?

(

A majority of the university CEOs attended institutions outside of Canada to

receive their highest degree (Table 22). While Canada was the most frequented location

to receive a degree (45 percent), the UK (16.7 percent), USA (25 percent), France (10

percent), and other countries (3.3 percent) made up the collective majority. A smaller

percentage of the men (44.7 percent) received their degrees from outside Canada than the

women (57.1 percent). The most frequented country for the men was the USA (24.5
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percent) followed by the UK (18.9 percent)7 while the women split their locations evenly

between the USA and France (28.6 percent). Approximately 45 percent of the CEOs

from the two types of institutions attended Canadian institutions. While those leading

broad institutions were more likely to attend schools in the UK (22.2 percent) than their

counterparts (8.3 percent), over 40 percent of those at focused institutions bad attended

universities in the USA (29.2 percent) or France (12.5 percent) compared to 22.2 percent

and 8.3 percent of those al broad institutions.

Table 22

Location of Study fQr Highest Degree fPercentage of CEOs)

Location Sex Institution Type
AlI Men Women Broad Focused

(n=60) (0=53) (n=7) (n=36) (n=24)
Canada 45.0 (1) 45.3 (1) 42.9 (1) 44.4 (1) 45.8 (1)

UK 16.7 (3) 18.9 (3) 0.0 22.2 (3) 8.3
USA 25.0 (2) 24.5 (2) 28.6 (3) 22.2 (3) 29.2 (2)

( France 10.0 7.5 28.6 (3) 8.3 12.5 (3)

Other 3.3 3.8 0.0 2.8 4.2

Additional Findings

Through the gathering of the data on Canadian university CEOs, severa! fmdings

were made with regard to the career patterns and profùes. The fmdings included tQpies

sucb as place of birth, frrst language, mother's and father's ancestral backgrounds,

hooQrary degrees, the number of boards to which a CEO belQnged, and number of

academic institutions for which the CEOs worked. The explQration of the fmdings in

these areas belped create a broader analysis than otherwise expected.

{

Place of Birth

More than a quarter (26.7 percent) of the Canadian university CEOs were born

outside of Canada (fable 23). While 74.1 percent of the men and 66.7 percent of the

women were born in Canada, 25.9 percent and 33.3 percent were not Broad institutions

had a larger percentage of their CEOs born in Canada (83.3 percent), than did the focused
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institutions (58.3 percent). Only 6 of the CEOs (16.7 percent) from broad institutions

were foreign barn compared to 10 of those (41.7 percent) from focused institutions.

Table 23

Place of Birth fPercenta&e of CEOs)

Place of Birth

Canada
Foreign

AIl
(n=60)

73.3
26.7

Men
(n=54)

74.1

25.9

Sex
Women

(n=6)

66.7

33.3

Institution Type
Broad Focused
(n=36) (n=24)

83.3 58.3
16.7 41.7

(

First Language

Slightly less than 75 percent of the university CEOs spoke English as their frrst

language campared to 23 percent who spoke French and 3.3 percent who spoke another

language (Table 24). While 75.9 percent of the men spoke English as their frrst language,

the percentage of the women was almost 20 percent lower at 57.1 percent A lower

percentage of the men (22.2 percent) spoke French as their frrst language than the women

(28.6 percent). Broad institution CEOs (80.6 percent) were more likely to speak English

as their fmt language than their counterparts al focused institutions (64 percent). Those

who spoke French as their frrst language heId a larger percentage of presidencies at

focused institutions (32 percent) than at braad institutions (16.7 percent).

Table 24

Fust Langua~eœercenta&e of CEOs)

{

Language

English

French
Other

AIl
(0=61)

73.8
23.0
3.3

Men

(0=54)

75.9
22.2
1.9

Sex
Womeo

(n=7)
57.1
28.6
14.3

Institution Type

Broad Focused
(n=36) (n=25)

80.6 64.0
16.7 32.0
2.8 4.0
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Mother's Ancestral Background

Twenty-six of the CEOs (44.1 percent) identified their mother's ancestral

background as British (Table 25). Mothers of western European heritage, excluding the

British and French, made up the next largest group at 23.7 percent followed by the French

at 20.3 percent. AImost 9 percent of the mothers were of eastem European ancestry,

while the remaining 3.4 percent were of other heritage.

When examining the mother's ancestry by the CEOs' sex it was evident that the

vast majority were of European descenl Those of British descent were represented

strongest among the men (46.2 percent), while 28.6 percent of the women's mothers

represented the British, western European, and French with the rernaining 14.3 percent

eastem European. The rnen's mothers were less lïkely to have French ancestry (19.2

percent) than western European ancestry (23.1 percent), 7.7 percent of the remaining

mothers had eastem European heritage.

Broad institution CEOs were more likely ta have mothers with British heritage (50

percent) than their counterparts (36 percent). The rnother' s heritage of focused

institution leaders was evenly split between French and western European background (28

percent) as weIl as those of eastem European and other ancestry (4 percent). Those from

broad institutions were aIso mainly Europeans, led by western Europeans (20.6 percent)

and French (14.7 percent) with aImost 12 percent representing eastern European heritage.

Table 25

Mothers' Ancestral Back~round (Percenta~e of CEOs)

(

Ancestry

British
French
W. European
E. European
Other

AlI
(n=59)

44.1 (1)

20.3 (3)
23.7 (2)

8.5
3.4

Men
(0=52)

46.2 (1)

19.2 (3)
23.1 (2)
7.7

3.8

sex
Wornen
(n=7)

28.6 (3)

28.6 (3)
28.6 (3)
14.3
0.0

Institution Type
Broad Focused
(n=34) (n=25)

50.0 (1) 36.0 (1)
14.7 (3) 28.0 (3)
20.6 (2) 28.0 (3)

11.8 4.0
2.9 4.0
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Father's Ancestral Background

The ancestral heritage of the CEOsY fathers was predominately British (49.2

percent) followed by French (20.3 percent) and western European (16.9 percent) (Table

26). Of the remaining 13.6 percen~ 8.5 percent of the fathers were of eastern European

heritage while 5.1 percent were of other ancestries.

Over 48 percent of the men had fathers of British origin cornpared to 57 percent of

the women. An equal percentage of their fathers had French or western European

ancestry (19.2 percent)y while 28.6 percent of the women had fathers of French heritage

and none representing western European countries. Four of the men and one of the

women had fathers of eastern European ancestry.

The majority of fathers of broad institution CEOs were British (57.1 percent)

followed by French and western European both at 14.7 percentYand completed by the

II.8 percent of eastern European heritage. Of CEOs at focused institutionsy36 percent of

their fathers were British followed by the French (28 percent), western European (20

percent), other (12 percent)y and eastern European (4 percent).

Table 26

FatherYs Ancestral Background œercentage of CEOs)

Ancestry

British
French
W. European
E. European
Other

AIl
(n=59)

49.2 (1)

20.3 (2)
16.9 (3)

8.5
S.l

Men
(n=52)

48.1 (1)

19.2 (3)

19.2 (3)

7.7
5.8

Sex
Women
(n=7)

57.1 (1)

28.6 (2)
0.0
14.3 (3)
0.0

Institution Type

Broad Focused
(n=34) (n=25)

58.8 (1) 36.0 (1)

14.7 (3) 28.0 (2)
14.7 (3) 20.0 (3)

II.8 4.0
0.0 12.0

(

Honoraa Degrees

Reception of honorary degrees was not a cornmon occurrence as 72 percent of all

CEOs had never received one (Table 27). Of those awarded honorary degrees, 6.6

percent of the CEOs received one, two, or four. Three CEOs received five or more

honorary degrees, the most being nine.
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AImost three quarters of the men had never received honorary degrees compared

ta 57.1 percent of the wornen. The bulk of the men awarded honorary degrees received

one to four in total, while the most was nine. Two, fOUf, and five honorary degrees were

awarded to individual wornen who had received such commendations.

Only one CEO (4 percent) from a focused institution received an honorary degree

compared to 16 CEOs (44.4 percent) from broad schools. Out of the broad institution

CEOs, those who received one to four honorary degrees made up 36.1 percent of the

population, while three separate CEOs each received five, six, and nine degrees

respectively.

Table 27

HQnQrary Degrees Received œercenta~eQf CEOs)

HQnorary Degree Sex Institution Type

(
o
1
2

3
4
5
6
9

Boards

AlI
(n=61)

72.1 (1)
6.6
6.6
3.3
6.6
1.6
1.6
1.6

Men
(n=54)

74.1 (1)

7.4 (2)

5.6
3.7
5.6
0.0
1.9
1.9

WQmen

(0=7)
57.1 (1)

0.0
14.3
0.0
14.3

14.3

0.0
0.0

Broad Focused
(0=36) (n=25)

55.6 (1) 96.0 (1)
8.3 4.0 (2)
11.1 (3) 0.0

5.6 0.0
11.1 (3) 0.0

2.8 0.0

2.8 0.0
2.8 0.0

(

Fewer than 10 percent of the university CEOs were oot involved with any type of

bQard outside of their own institution (Table 28). A majority of the CEOs (72.1 percent)

served on two ta four boards. Of those serving on more than four boards, 9.8 percent

served on Cive boards and the remaining 6.6 percent served on six boards. Only one CEO

served on a single board.

While five men (9.8 percent) were not involved in extemal boards, only one

woman (14.3 percent) was not involved in external boards. The majorîty of men (74.1

percent) and wornen (57.2 perceot) were involved in two to four extemal boards. Those
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CEOs involved in four boards made up the largest group of men (31.5 percent), while the

largest group of women (42.9 percent) who participated in two boards. The least

represented number of boards was one for men (1.6 percent), and both one and three for

women (0.0 percent).

Twenty-eight of the 36 CEOs of broad institutions were members of two to four

extemal boards compared to 16 of the 25 CEOs from focused institutions. While 2.8

percent of broad institution leaders were not involved in external boards, 20 percent of

focused institution leaders were not involved. The largest group of broad institution

CEOs7 aImost 40 percen~ served on four external boards compared ta the 32 percent of

focused institution CEOs who served on two boards. Three leaders of broad and focused

institutions were involved with five external boards7 but ooly broad institution CEOs (ll.l

percent) were involved with six boards.

Table 28

(
Boards CExternal Involvement of CEOs) (Percenta&e of CEOs)

Boards Sex Institution Type

o
1

2
3
4
5

6

AlI
(n=61)

9.8
1.6
24.6 (2)
18.0 (3)
29.5 (1)
9.8
6.6

Men
(n=54)

9.3
1.9
22.2 (2)
20.4 (3)

31.5 (1)
9.3
5.6

Women
(n=7)

14.3
0.0
42.9 (1)
0.0
14.3
14.3
14.3

Broad Focused
(0=36) (0=25)

2.8 20.0 (2)
0.0 4.0
19.4 (3) 32.0 (1)

19.4 (3) 16.0
38.9 (1) 16.0
8.3 12.0
11.1 0.0

(

{usdtutioual Affiliations

By the lime a CEO reached their current position the majority had served in sorne

capacity at three or more academic institutions. Twenty-three percent of CEOs had

served at only one institution7 while 24.6 percent served at either two or three institutions.

Coly Il.4 percent of CEOs served at more than four separate institutions.



(

68

The rank of the percentages held true for the majority of men and women serving

in a CEO capacity, as 68.4 percent of men served at two to four institutions, while 71.5

percent of women served at the same number.

The greatest differences in results came when the data were examined based on

institutional type. Less than 14 percent ofbroad school CEOs had ooly been employed at

one academic institution compared 36 percent of focused school CEOs. Twenty-eight

percent of CEOs from focused schools were at their second institution, for a combined

total of 76 percent having served at one to three institutions. Twenty-two percent of

broad schoolleaders had served at two institutions, while 33.3 served at three and 22.2

percent served at four, the remaining 8.4 percent served at five to six institutions.

Focused institutions had individual CEOs who had served at five, six, seven, and nine

separate institutions.

Table 29

Institutional Affiliations of CEOs œercentage by CEOs)

( Institutional Affiliation Sex Institution Type
AIl Men Women Broad Focused

(n=61) (n=54) (n=7) (n=36) (n=25)
1 23.0 (3) 24.1 (3) 14.3 13.9 36.0 (1)

2 24.6 (2) 24.1 (3) 28.6 (2) 22.2 {3} 28.0 (2)

3 24.6 (2) 25.9 (1) 14.3 33.3 (1) 12.0 (3)

4 16.4 14.8 28.6 (2) 22.2 (3) 8.0
5 3.3 3.7 0.0 2.8 4.0

6 4.9 3.7 14.3 5.6 4.0

7 1.6 1.9 0.0 0.0 4.0
9 1.6 1.9 0.0 0.0 4.0

(
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CHAPTER FIVE

Conclusions and Discussion

The central focus of this study was to define the career patterns and profùes of the

Canadian university CEG. As well, it was anticipated that a career pattern model and

profIle would he defmed. This chapter provided sorne discussion about the results

obtained from the data provided by 61 Canadian university CEOs. The chapter was

broken into three major sections. The fust section restated the purpose and set the

framework through which the conclusions were provided. The fmt section also focused

on the conclusions regarding career patterns and profiles of the Canadian university CEOs.

The second section provided a discussion relating the fmdings of the study to prior

research. The third section addressed the implications of the study as they related to

further research and practice.

SummaIT of the Findins:s

This section on findings focused on two main issues: the career patterns and the

profiles of Canadian university CEOs. The order in which the fmdings and analysis were

completed was the same for the discussion. Therefore? the career patterns were examined

from the frrst position through the corrent position. The profIles were developed through

sex, age, marital status? religion, and academic background.

Findines Regardine the Career Patterns

The fmdings from an examination of the career patterns suggested severa!

conclusions. First, the entry position of an educator (professor or teacher) was the most

prevalent, suggesting that an educational career was vital ta obtaining a future presidency.

If an educator position was not the entry position, those who started in other fields quickly

moved into the educator position, predominately in higher education institutions.

Second, the previous position of employment for Canadian university CEOs was

dominated by upper level administrative positions, suggesting experience in academic

management was necessary prior to moving into a presidency. The time required in the
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previous position, generally five years or less, demonstrated the mobility within the

administrative side ofhigher educational institutions. Mobility was associated with risk.

However, this was not the case with those who moved into a presidency, as over 70

percent held tenure in their previous position. The importance of academic and

administrative employment was evident by the lime required in these two fields,

approximately 10 years in each. These fmdings related to employment suggested that

CEOs were meeting socialization requirements for their current position.

Third, fmdings related to the current position suggested that the majority of CEOs

were new to their position, implYing that a limited number ofCEOs had an interest in a

presidency at another institution. CEOs were not hired by the institutions where they had

completed their duties in their previous position. They were hired extemally. The

majority of CEOs were in their positions for five years or less, suggesting that long careers

(those over 10 years) were not typical. CEOs were secure in their positions, more so than

in their previous position, as over 75 percent held faculty tenure (an increase of 5 percent).

Fourth, two career patterns were identified, though a strong majority followed the

academic career pattern. The position of dean was the least patent position in the

academic career pattern, and the one for which other kinds of administrative experience

were most often substituted. Faculty experience was the dominant entry position for

CEOs. Only eight CEOs in the academic career pattern skipped over a faculty position.

In the administrative career pattern, the least patent position was the entry/middle staff

position. Five of the eight CEOs who followed the administrative career pattern either

missed this position completely or held such a position in an organization not related to

academics. The academic and administrative career patterns were an accurate depiction of

the career experience of the current Canadian university CEOs in a general sense. More

individuals confonned 10 variations of the "norms" than to the "norms" themselves.

Finally, the careers of university CEOs were încredibly varied, so varied that a

composite profùe or Canadian career model for university CEOs was not developed.

Within this study, a chronological examination of the CEOs' careers found ooly two

career patterns that mirrored one another from entry position to current position.
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Thereforet it was concluded that developing a model was inappropriate as the career

pattern resembled the structure of a UfamilytreeU more than a standardized career pattern.

The career pattern model put forth by Cohen and March (1986) and Moore et al.

allowed for position tilles 10 he placed within a framework that did not take the

chronological order of the positions into consideration. By ignoring the chronological

progression of the careert researchers developed a pattern that created a misleading

representation of university CEOs' careers. By replacing the academic and administrative

career patterns with the notion of a familytree, or u career tree,n2 a concise model was

developed (See Appendix F). The careertree demonstrated that while particular positions

were common to the CEOs t the actual chronological progression of their careers was

radically different The careertree followed the same pattern as a familytree. The top

position was the presidency followed by ail previous positions, which in turn were

followed by their previous positions until the frrst position was reached. When mappe<L

the careertree provided a comprehensive view of the chronological and ordered

developrnent of the CEOs' career. The comprehensive view of the CEOs t careers

suggested that there was no ordered movement through positions in any particular order­

there was a randomness to their career development

Findines Reearding the Profiles

The fmdings from an examination of the profiles of the Canadian university CEO

suggested severa! conclusions.

First, the position of university CEO was dominated by men, as wornen made up

less than 20 percent of the population, and less than 12 percent of the respondents.

Second, the median age of the CEOs was 54, with a majority in their 50s. Third, the

majority ofCEOs were married. Women CEOs differed most from the marital fmdings as

less than 60 percent were married; the remainder were either separated or divorced. Less

than 60 percent of the spouses of university CEOs were employed. Husbands were likely

te hold full-time employment, whereas wives were either not employed or worked part-

The notion of a career tree means that the career pattern branches out üke that of a family tree.
Career positions make up levels within the career tree demonsuating the development of similar and
dissimilar careers.
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time. Fourth, Christians, predominately Protestants, held the majority of university

presidencies. Fifth, in terms of academic background, CEOs held a Ph.D. in a Profession

or Humanities subject from an institution outside of Canada. None of the women held

their highest degree in a Profession or Science, instead ail were in Humanities or Social

Sciences.

Findings Regsrding Additions) Findings

The additional fmdings were related to place of birth, fust language, mother' s and

father's ancestral background, honorary degrees, and external boards.

The majority of the Canadian CEOs were born in Canada, despite the aImost 27

percent who were foreign bom. A greater percentage of broad institution CEOs were

born in Canada than those at focused institutions.

The majority of CEOs spoke English as their flfSt language; this majority was

lower among women and focused institution CEOs.

British ancestry was dominate among mother's and father' s backgrounds. French

accounted for one fûth of the total of both parents. On the whole, 95 percent of the

university CEOs were of European heritage through both their mother's and father's

family.

Honorary degrees were infrequently bestowed upon the university CEOs. Less

than 30 percent of CEOs had ever received one. AImost haIf of those at broad institutions

received one honorary degree or more cornpared to 4 percent of focused institution CEOs

(one recipient). The number of honorary degrees bestowed upon the CEOs ranged from

zero to mne.

Most CEOs were involved in the community outside of their institutions serving in

sorne capacity on a number of boards. The majority of institutionalleaders served on two

to four boards. AImost all broad university CEOs served on external boards, while 20

percent of focused institution CEOs served on none.
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Discussion of the Findines

The discussion of the findings on the Canadian university CEOs was developed in

the same manner in which the literature review, and fmdings were organized. The

discussion revolved around the career patterns and profùes of the CEOs, as inlroduced in

the statement of the problem. Various areas of focus for the literature review aided in the

development of the research questions, which allowed for the fmdings from this study to

he compared with those of prior studies.

Career Patterns of University CEOs

As in previous sections the focus of the discussion moved from early positions to

the current presidency.

As stated in the summary of findings, the career patterns of the Canadian university

CEO began with a teaching position at a university. Having spent roughly ten years in a

teaching position, the individual moved into academic administration, where another ten

years was spent. Having moved through the hierarchy of positions (in no set order)­

depamnent chairperson, dean, vice-president- the individual became CEO through an

external hiring.

The Canadian university CEO developed career patterns that could not be

identified as American, or he seen as stI'ongly related to the prior Canadian study (Muzzin

& Tracz, 1981). The data that defined the career pattern in 1981 in Canada, and more

recentiy in the United States, was a portrait of a career pattern at a given time. The career

patterns that were uncovered from the 1996 Canadian university CEO, was unique unto

itself. For almost 30 years, researchers had examined the academic career pattern, and

more recentIy the administrative pattern, which accommodate the titles of the CEOs' prior

job tilles. The current study found that there were existing career patterns~ in the sense of

an ordered path of positions, that Ied to a university presidency. However, these career

patterns did not account for the ordered chronological development of the CEOs career.

What existed was a career pattern that was identified as a careerttee. The career tree

contradicted Cohen and March's (1986) notion of a career pattern, suggesting that their

model represented acareer pattern typology. This discussion centered arouod the fmdings
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of this study in reference to its similarities and differences 10 previous American and

Canadian studies. The fmdings relevant to creating a greater understanding demonstrated

the imponance of continued study of the university CEOs.

First position.

The enttance into the career ladder or stream was for the CEOs of 1996 - 1997 the

same as it was for the CEOs of 1965 (Bolman) and 1971 (Ferrari). A teaching position al

an institution remained the primary eottance into the career pattern of the university

CEOs. Muzzin and Tracz (1981) noted that CEOs had to udo one's time" in academia in

order to move from the teaching and instructional side to the administrative side of a

university.

Previous position.

This study found that individuals moved to the presidency from a variety of

positions. The dominant previous positions were vice-president, dean, CEG, professor,

and director. These findings were counter to the findings ofMuzzin and Tracz (1981)

who found that over 52 percent of the CEOs came directly from the position of dean,

followed by deparunent heads, vice-presidents, and a prior presidency. An apparent shift

toward hiring those from the dominant administrative positions has taken place. Such a

move shifted the Canadian CEOs into career patterns that were more like those of

American university CEOs (Ross et al., 1993).

Within this study, severa! issues related to the previous position were addressed,

such as the number of years in previous position and faculty tenure in previous position.

Again, the fmdings related to these two areas provided a marked difference to those of

American CEOs' career patterns. Canadian university CEOs tended to spend a longer

period of time in their previous position (37 percent spent 6 to 10 years) than their

American counterparts (28.5 percent spent 6 to 10 years). Perhaps the longer time period

in a previous position in Canada was explained by the fact that over 70 percent of CEOs

held faculty tenure in their prior position compared to less than 40 percent of their

American counterparts (Ross et al., 1993).
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Present position.

The current position offered the greatest range in tenus of studies for comparison

and discussion. There was an increase in the number of CEOs in their second or third

presidency since 1981 (Muzzin & Tracz). In 1996 - 1997,over 15 percent of the

presidencies were filled by candidates who had already been a CEO, an increase of 4

percent since 1981. This fmding appeared to represent another shift toward the American

career pattern that found less than 19 percent of the CEOs serving in more than their fust

presidency (Ross et al., 1993).

ln 1981 (Muzzin & Tracz) over 40 percent ofCanadian university CEOs were

found ta have been hired intemally; this percentage decreased ta less than 27 percent In

fact, the percentages for internal and extemal hiring were less than one full percent off the

fmdings of the ACE study of American university CEOs (Ross et al., 1993).

The Canadian CEOs' career again proved similar ta that of their American

counterparts in tenns of the number of years in the current presidency herein. One percent

separated the CEOs who were in their frrst year, 10.7 percent of Canadian CEOs

compared ta 11.7 percent of American CEOs (Ross et al., 1993). A comparable number

of Canadian and American CEOs spent over Il years in their current positions. However,

a larger percentage of American CEOs were in their position for longer periods of time.

In short, the Canadian CEOs spent less lime in their presidency than their counterparts in

American institutions.

One of the greatest areas of disparity between Canadian and American presidencies

was faculty tenure in the current position. Over 75 percent of Canadian CEOs held faculty

tenure at their institution compared to less than 35 percent of American CEOs (Ross et al.,

1993).

While career pattern fmdings as they related ta the current position showed sorne

development in terms of trends in Canada, it was difficult ta assess their importance

relative to the study of Muzzin and Tracz. The prior Canadian study was limited in its

focus, which hampered the development of a comparison in titis study, but at the same

time it demonstrated the imponance of conducting a more comprehensive examinatian of
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the CEOs' career pattern. Therefore, the fmdings demonstrated trends in Canada, while

demonstrating the similarities and differences of Canadian and American university CEOs.

Emplovrnent History.

This study was consistent with previous studies of CEOs in that it found extensive

employment histories in academic and administrative positions, with sorne limited

experience outside academic institutions and, that, mostly for women CEOs. These

fmdïngs were consistent with fmdings in the United States in the 1960s and 1970s

(Bolman, 1965; Ferrari, 1970); however, CEOs in the United States recently spent much

shorter periods of time as faculty mernbers (Ross et al., 1993).

AImost 90 percent of Canadian university CEOs had an academic career, while this

was the case for Jess than 75 percent of American university CEOs. Also of surprise was

the duration of the academic career in the United States (6 years) compared ta Canada (10

years).

Clearly, Canadian institutions placed an emphasis on hiring a CEO who had a

strong academic background balanced by an equal number ofyears in an administrative

capacity. It appeared that Canadian institutions were more traditional in their hiring of

administrators, in the sense that they hired academics, not just administrators. American

institutions hired a quarter of their CEOs with no academic experience.

The study of the CEOs' careers outside of academic institutions was limited, and

not examined in the Canadian context, except for addressing the CEOs after they left

office, not before they entered il. Regardless, the Canadian university CEOs spent a

limited amount of time in outside positions (median of two years). Almost half were never

employed outside of a fonnal post-secondary institution.

Il was safe to conclude that Canadian institutions valued a balance of proven

academic scholarship with academic administrative training. While this may he the case in

the United States in elite institutions, it was not weIl addressed in recent literature.

Therefore, it was evident that the career history of Canadian university CEOs was much

different than their counterparts in the United States and the Canadian CEOs of 1981.
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Career pattern models.

The career patterns of the university CEO were examined in this study as being

either academic or administrative in nature. The model for this study was developed by

severa! researchers (Cohen & March. 1986; Moore et al., 1983; Wessel & Keim, 1994).

This study placed the Canadian CEOs into one of the two models. Over 85 percent of

Canadian university CEOs developed careers that could he described as academic in

nature. while the remainder were administrative. In the United States less than 70 percent

of the CEOs followed a career pattern that could he described as academic in nature

(Wessel & Keim. 1994). While ail presidents had their career history placed ioto the

academic or administrative career pattern, it seemed inappropriate to rely only on this

model. Therefore, the careertree model was proposed.

The careertree model alIowed for an ordered chronological examination of

individual careers and all CEOs' careers. By developing the careertree model it was

hoped that careers would he seen as having a randomness quality about them. While

individuals might have the same position titles during a career. they may not he in the same

order; thus, it would he inappropriate to conclude that two individuals had the same career

pattern. The careertree affmned the existence of the flat hierarchy in universities. While

consistent position titles were heId in the flfst couple of levels. they quickly changed into a

broad spectrum of titles.

By utilizing the academic and administrative career patterns one type of career

pattern was identified. Through the use of the careertree it became apparent that though

careers may fit in a model, they were not necessarily similar in their development

Summa" of career patterns discussion.

One thing was clear. the Canadian university CEOs had careers that were different

from those of their predecessors and those of their counterparts in the United States.

CEOs entered the work force in the same position and end up in the same position. but

their careers were loosely similar. bordering on aspects of randomness.

Severa! concerns arase during the study of the career pattern. First, the

application of position titles ioto a framework was misleading in the creation of a "career
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model.n It was misleading in that it did not account for ordered movement A CEü could

have been a professor~ a vice-presiden~ a dean~ followed by a department chair. Yet

within the CM model aIl that was known was that the CEü held the four major titles of

the academic career pattern. By placing titles into a framework~ scholars attempted to

reject the notion of academic institutions being a fiat hierarchy (Bosse~ 1982; Estler &

Miner~ 1981; Holmes~ 1982; Scot4 1978). After examining the chronologically ordered

career history of the Canadian university CEOs~ it was evident that a typical career pattern

did not exist Researchers could identify the previous position of a CED and the second

previous position~ but after that the career patterns were so varied that a clear pattern

could not he recognized. As noted in the fmdings~ only two career patterns contained

multiple individuals~ throwing the notion of the existence of a career pattern into limbo.

The existence of a career tYPOlogy through the academic and administrative career model

was evident However, it raised more questions about the use of a model that was not

based on an ordered chronological examination- the career tree.

There were severa! fmdings that were considered salient First~ it was apparent

that the university CEOs career pattern was unique to the individual~ While the majority

of the CEOs entered the work force through an educational position, the balance of their

employment experience was related to administrative functions. The academic who

inadvertently moved into an administrative position was not found to be the norme Those

individuals who moved into upper-Ievel management positions at universities clearly

wanted to be administrators. This position was supported by the development of a

balanced career history~ as weil as the fact that individuals moved ioto the presidency from

a variety of positions. Canadian universities were led by professional administrators~who

happened to he academics prior to moving into the CEO position.

Second, those who moved into a presidency were protected from capricious

removal by faculty tenure. Very little risk in tenns of employment security was found in

the presidency.

Third~ while this study focused on the CEOs as a population~ brealdng the CEOs

down into sex and institutional types provided a clear portrait of the differences found

between men and women, and broad institutions and focused institutions.
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Women were not hired through an internaI network at an institution they servedy

they were externally hired. Women were also newer to their position than men. It was

evident that there has been a slow transition toward the hiring of women for both types of

institutions. Men and women clearly had different career patterns.

Broad and focused institution CEOs provided a contrast in tenns of their

qualifications and their history. It was evident that broad institution presidents had a

stronger academic background (held a larger percentage of faculty tenure)y and were more

recognized for their achievements. Focused institution CEOs were less secure in their

position, and were aIso Jess likely to come from an academic administrative position to

their current position. Institutional differences marked a strong contrast between the

career patterns of the CEOs.

Profiles of University CEOs

To have an adequate discussion on the profiles of the Canadian CEOs it was

necessary to derme the profileythen discuss the reJationship to prior research.

The typical Canadian university CEO was maley54 years oId, marriedyhad a

spouse who was either not empJoyed or works part-lime outside of the university

community, was a Christian {Protestant}, who eamed a Ph.D. in a Profession or

Humanities from an institution oot in Canada. If the CEO was a wornan, then her age was

53, she was not married, and had earned a Ph.D. in Social Sciences or Humanities at a

non-Canadian institution. If she was married, her spouse was employed full-time.

Sex.

One of the largest changes that occurred in the Canadian presidency was the

increasing number ofwomeo who served as CEOs. In 1981 Muzzin and Tracz stated,

41ltis stndy is consistent with previons studies of (CEOs] in that there are virtually no

women7t (p. 339). This situation was no longer valide Women made up aImost 12 percent

of the respondents, and aImost 17 percent of the available population in Canada. This

increase paralleled the growing number of women serving as CEOs in the United States.

The percentages were almost identicaI.
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Age.

As the Canadian universities CEOs' Median age was 54, it was clearly placed

within the parameters and fmdings ofprior studies from the United States. While the age

was similar to that of the CEOs' counterparts, it had changed dramatically within the

Canadian context. From 1981 to 1997, the age of the university CEO increased

approximately five years. Severa! explanations explained titis shift Frrst, the CEOs in

office in 1997 had been in their position for longer periods of time. Second, the

development of a career that took 20 years ta unfold, paired with an increased numher of

academic administrators, might have provided those hiring CEOs the opportunity to select

a veteran administrator, who was not available in the past

The increased age of the CEO May he related to the influence of administrative

careers, as civil servants moved ioto academic institutions after serving 20 to 25 years in

public life. Regardless of the reasoo, the CEOs of Canadian universities have aged

considerably in the past 15 years.

Marital Status.

Related ta sex was the marital status of the CEOs. The fmdings of this study were

consistent with those found in American studies (Green, 1988a; 1988b; Ross et al., 1993).

Men were far more likely to he married than wamen in Canada. However, compared to

the Arnerican fmdings, Canadian wamen were more likely to he married, and men were

less likely to he married than their counterparts. The divorce or separation rate of the

women in university presidencies related 10 the difficulty women face in becoming

institutionalleadecs.

The spousal employment rate was higher in Canada than in the United States.

However, the employment of wives in Canada was more likely to he part-time, whereas a

greater percentage held full-lime positions in the United States. AIso of interest was the

fact that the spouses of Canadian CEOs were more likely to he self-employed than their

American counterparts.
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Religion.

The religious affiliation of the university CEOs marked another difference between

Canadian and American CEOs. Christianity was the dominate religion among university

CEOs in Canada and the United States. Thase CEOs of Jewish or Roman Catholic faith

held a larger percentage of the presidencies in Canada than they did in the United States,

while Protestants held a smaller share. Canadian CEOs presented a more diverse

population in tenns of their religious preferences than their counterparts.

Academie backeround.

Academie background was addressed in a threefold manner: field of study, highest

degree eamed, and location of the institution where the highest degree was earned. In

tenus of the development of a profl1e and comparisons to the past, this section offered the

most insight into the changes that occurred to the Canadian university CEOs.

In 1981, the majority of Canadian university CEOs (58.2 percent) received their

highest degree in a Profession or Science related field (Muzzin & Tracz). It was

speculated that change would occur when institutions became concemed with the

allenation of the student body and the fiscal dilemmas (Muzzin & Tracz, 1981). The

speculation of yesterday tumed into today' s reality. A shift in the focus of university

CEOs' academic backgrounds occurred. While the Professions still ranked as the most

common type of degree, it was followed by Humanities. Science moved ioto a tie with

Social Sciences for the third most popular degree; the profile had changed.

The highest degree remained standard, as the typical CEO received a Ph.D. The

findings from this study merely echoed the findings of American studies (Green, 1988b;

Ross et al., 1993). One of the interesting facets of the Muzzin and Tracz study was their

use of Ugeographic circling" ta identify where CEOs came from to their current

presidency. Issues included in geographic circling were place of birth and where one

attended university. In the current study, 16 of the 61 CEOs (26.7 percent) were foreign

barn. The 26.7 percent represented an increase of almost 10 percent since 1981, when the

percentage of foreign barn CEOs was 18.7 percent Not only were Canadian CEOs
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coming from other countries, but the majority were receiving their highest degrees from

other countries, too.

Less than 50 percent of Canadian university CEOs received their terminal degree

from a Canadian university. Favorite locations around the world were the United States,

UK, and France. In many respects, the diversification of the presidency was vital in that

the leaders of multicultural institutions were given an opportunity to examine issues and

concepts h-l a different context than they might encounter in Canada.

Summary of profiles discussion.

The profùes of the Canadian university CEO were varied and numerous, more

importantly they are ever-evolving. The proftle lets the potential raIe aspirant look at

themselves as more or less like those who were CEOs. Shifts will occor; therefore

continued study of the profile is vital.

Severa! salient findings were located within the analysis of this study. Though the

number of women was low, their profl1e provided a true contrast ta that of the men.

Findings showed an increase io the number of women who were CEOs. Women were

older than men when afforded their flfSl opportunity in a presidency. Marital status

demonstrated a difficulty women face in moving through the academic ranks toward a

presidency. Women aIsa held less formal titles than men, director general and director

were more common than the traditianal president, principal, or rector.

A majority of the CEOs were no longer staying in Canada for their education, nor

were they necessarily bom in Canada AlI findings related to the CEOs t proftle made it

clear that differences were evident when examining men and women, as weil as broad and

focused institutions. Clearly, broad institutions selected leaders that fit ioto their

institution's culture t often hiring the traditional academic over the administrator.

Were the CEOs of Canadian universities more like their American counterparts

than their Canadian predecessors? It was difficuIt ta detennine as sa little research on the

proftle of CEOs has been done in Canada compared to the United States. Clearly in sorne

respects Canadian and American CEOs were similar- sex, marital status, highest degree

earned- but these did DOt make Canadian and American CEOs alike. Our societies and
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cultures detennined how we fit into our surroundings more than our proflle. The

Canadian CEOs' proflle in 1996 - 1997 was varied compared to recent American proflles

and the Canadian presidential profIle of 1981. It was the Cact that shifts occurred and

impacted on the proflle that was important To continue to study the profile and

development of trends in the future more research in this area is needed.

Implications

The study of the career patterns and profIles of the Canadian university CEû had

several implications. First, the lack of studies and research on the university presidency in

Canada led to the near exclusive use of United States studies to provide the theoretical

and practicalliterature relevant to this study. By completing a braad study on the career

patterns and profIle, future researchers will have a base from which their studies could

compare shifts in the fmdings largely unavailable prior to this study.

Second, the career patterns of the Canadian university CEOs were identified as

fitting the academic or administrative career model. At the same time, the lack of a

historical chronologically ordered career pattern validated the notion that universities and

higher educational institutions were flat hierarchies with almost indiscernible career

patterns. The findings and concerns relevant to the career pattern will hopefully lead to

sorne debate over the use of career pattern models and typologies. The CM model should

he valued as a typology, as it clearly does not follow any ardered development of a career

pattern; it merely plugs position titles into a typology model. To assist in the development

of studies on career patterns, a careertree model was proposed ta examine the ordered

chronological aspects of the career.

Third, the profIle of the Canadian university CEO was ever-shifting; with eaeh new

CEû the proftle changed. By creating a profùe for the CEOs in 1996 - 1997, a researcher

in later years could examine sbifts that have occurred with Canadian CEOs related to a

Canadian study, Dot an American study.

To understand any change in the career patterns or the profIles, responsibility must

he taken by the educational community to provide aceurate studies on Canadian issues.

For the identity of the Canadian CEO to he understood we must develop a broad base of
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literature. The fmdings provided through this study will aid researchers and educators by

providing them with a concrete framework in which the career patterns and profùes of the

Canadian university CEO may he examined. Issues related to decision making processes

can now he examined within a broader context- that of a particular type of university

CEO. Future research may bring may new fmdings, but we would never know if they

were new if we had not already researched the field thoroughly.

The greatest contribution of this study was that it demonstrated that the individuals

who became university CEOs had diverse career patterns and profiles. Noting the

diversity, it was evident that a CEO was selected by an institution to fit the needs of that

particular institution. While the career pattern and profùe demonstrated the standards and

appropriateness of the candidate's socialization for a presidency, ultimately it was the

university that chose the candidate. Clearly, universities did not select CEOs based on

their career pattern, as aImost none were identical. These fmdings require further study of

the Canadian university CEO beyond their career pattern and profiles; it requires the

examination of the hiring process as viewed by the institutions. UItimately this study

examined the individual and round that the organization based its selection process on

something other than career patterns and profl1es- that of a symbolic fit between the

potential CEOs' qualities and the institutions' needs.

Future Research

While this study was able to examine the career patterns and profl1es of Canadian

university CEOs, and establish a career pattern model and profile for future research, more

studies are required ta answer questions that developed through titis stndy. 1support any

research that would further the study of these individuals, and their office.

Replication of this study is recommended using the total population of Canadian

university CEOs. Results could he gathered on individual CEOs each time they come to a

new presidency, and a comprehensive study could take place at five year intervals. The

results of such a study could then he compared with this one ta ascertain whether

significant differences exisl The development of a databank on Canadian university

CEOs' career patterns and profJ1es would aid in accessing issues related to the presidency.
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As noted in the literature review, this study examined the CEOs, not the

presidency. A like study could he undertaken to detennine differences in presidencies

based on organizational type (doctoral granting, comprehensive, small universities). Such

a study could develop patterns and profIles specifically oriented to the needs and types of

institutions. For example, would the CEO of a small university have a similar career

pattern or profIle when compared to a CEO of a large institution? Why or why not? Does

a university's culture dictate the selection process ofCEOs.

AIl 61 university CEOs in this study were selected by particular institutions for

particular reasons. Since the career patterns and profIles of CEOs were known, a study of

why these individuaIs were selected to he institution leaders should he undertaken. An

examination of the selection process might offer insight into the development of a

university's culture, hierarchy, and politics.
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Section 1

CANADIAN UNIVERSITY PRESIDENTS STUDY

Character Profile

1. Name oflnstitution: _

2. Name ofChief Institutional Offïcer:, _

3. Exact position tille (e.g., president, principal): _

4. Date appointed to present position: _
monthlyear

s. Do you hold a tenured faculty position al titis time?
(1) yes
(2) no

6. Sex:
(1)
(2)

__-male
__femaIe

7. Age:

( 8. Place of Birth (city, include country ifoutside Canada): _

(

9. Marital Status:
(1) never married
(2) married
(3) separated
(4) divorced
(5) widower/widow

Do you have any children?
(1) yes
(2) no

H currently married, does your spouse have paid employment?
(1) yes, in the same institution
(2) yes, in another institution or organization
(3) yes, self-employed
(4) no

If your spouse is employed, is the employment:
(1) full-time
(2) part-lime



( 10. What is your first language?
(1) English
(2) French
(3) Other (please specify) _

Il. Wbat is the predominant ethnie background of your ancestors, (e.g., Scottish,
German, Spanish, Japanese)? (Optional)
(1) Mother's Family _
(2) Father's Family _

12. What is your religion (ifagnostic or atheist please indicate)? (Optional)
(1) Christian (please specify denomination) _
(2) Jewish
(3) Muslim
(4) Hindu
(5) Buddhist
(6) Other (please specify) _

13. Please f1l1 in the following regarding your fonnal education at the university level:

93

(
Institution Attended Major Subject Degree

(

14.

15.

Please list any academic honours or distinctions eamed during your undergraduate

~dgrndua~education:~~~~~~~~~~~~~~~~~~~

Have you been awarded an honourary degree from anothercollege or university?
(1) yes
(2) no

Ifyes, please give the number of honourary degrees received, _
and/or the number and types of other honourary degrees,_~~ ~~_

name of the institution(s)_~_~~~~ __~_~~__~ _



(
16. Do you serve on any corporate. educational. governmental or community service

boards? (Please check aIl that apply.)
___corporate board(s)
___educational organization board(s)
___c,ommunity service board(s)
___college or university board(s}
__health board(s)
___foundationboard(s)
__-ogovemmental elected or appointed board(s)
___,religions, church-related board(s)
__other (please specify) _

94

Section 2 Career Profile

17. With how many colleges or universities have you been associated as a faculty
member or an academic administrator (including your present institution)?

18. If the corrent presidency is not your frrst, please indicate how many institutions
you have served in the presidential capacity?

( 19. Prior to your present presidency, how Many years did you serve as a full-time
faculty member?

Prior to your present presidency, how many years did you serve as a full-lime
academic administrator?

Priar to your present presidency, how Many years were you employed outside
higher education?

(

20. Position held immediately prior 10 assuming current presidency:
TitIe: _

Institution: _

City: Province: _

For how Many years did you hold titis position1 _

Did you hold a tenured faculty position during this time?
(1) yes
(2) no



( 21. Fust position held on afull-time basis:
Title: _

Institution: _

City:__---------Province:,------------

95

22. Please list all full-time positions in chronological order from most recent, excluding
those positions for which answers have already been given (include tille,
institution, city, and number of years in position):

(

Title Institution City Years

(

Name ofcontact person if further information is required:, _
Telephone number { )- _



Facufty of Education
McGiII University
3700 McTavish Street
Montreal, pa, Canada H3A 1Y2

" McGill
1

CONSENT FORM

Appendix D -- Consent Forro

Faculté des sciences de l'éducation
Université McGill
3700, rue McTavish
Montréal, pa, Canada H3A 1Y2

Facsimile/T'élécopieur.
(S14t 398-4679
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(

1 hereby sign this document giving my consent to participate in the study being
conducted by Robert C. MacGuire of McGiIl University. 1 understand that 1 will he part
of a study that will Cocus on the career patterns and profiles of Canadian university
presidents. The study is intended to contribute toward the development of a distinetively
C8nadian career pattern and profile for the study of academic administration, as weIl as
historical purposes.

1 have been informed, through correspondence, that the completion of the
questionnaire is entirely voluntary. 1 may terminate my participation at any time. If 1
choose to tenninate my participation, 1will receive written confinnation of my withdrawal
from the study.

1have aIso been infonned that the questionnaire is confidential, with the al10wance
for persona! staff and the researcher to complete the questionnaire under my direct
authority. My answers to items on the questionnaire shall not he used for use other than
specified herein. Further, no reports shall identify me or the institution 1 represent in any
way.

(

Date Participant's signature

Researcher's signature



Appendix E - Codebook for Statisticai Analysis
Study: ROB March 17, 1997
Humber Of Variables = 31 Data Record Length = 38

(-1
Variable 1
Format: N2
Offset: l

Variable 2
Format: Hl
Offset: 3

Variable 3
Format: N2
Offset: 4

SCHOOL NAME
SCHOOL NAME

1-70

TITLE
TITLE

I=PRESIDENT
2=RECTOR

YEARS IN OFFICE
YBARS IN OFFICE

3=PRINCIPAL
4=OTBER

99

1-15

Variable 4 TENURE
Format: NI TENURE
Offset: 6

( l=YES

Variable 5 SEX
Format: NI SEX
Offset: 7

l=MALE

2=NO

2=FEMALE

Variable 6
Format: NI
Offset: 8

PLACE OF BIRTH
PLACE OF BIRTH

l=CITY 2=TOWN 3=FOREIGN

Variable 7
Format: Hl
Offset: 9

Variable 8
Format: Hl
Offset: 10

MARITAL STATUS
MARITAL STATUS

l=NEVER
2=MARRIED

CHILDREN
CHILDREN

3=SEPERATED
4=DIVORCED

5=WIDOW/ER

{
Variable 9
Format: NI
Offset: 11

l=YES 2=NO

SPOUSAL EMPLOYMENT
SPOUSAL EMPLOYMENT



l-SAME 2-ANOTBER 3=SELF
100

4=NOT

Variable 10
Format: NI
Offset: 12

TIME ALLOTMENT
TIME ALLOTMENT

Variable 11
Format: NI
Offset: 13

l=FULL-TIME

LANGUAGE
LANGUAGE

l=ENGLISB

2=PART-TIME

2=FRENCB 3=OTBER

Variable 12
Format: NI
Offset: 14

MOTBER
MOTBER'S ETHNIC ORIGIN

l=UK
2=FRANCE

3=WEST EUROPE
4=EAST EUROPE

S=OTBER

Variable 13
Format: NI
Offset: 15

FATBER
FATBER'S ETHNIC ORIGIN

(
Variable 14
Format: NI
Offset: 16

l=UK
2=FRANCE

RELIGION
RELIGION

3=WEST EUROPE
4=EAST EUROPE

S=OTBER

Variable 15
Format: NI
Offset: 17

l=CHRISTIAN
2=PROTESTANT

BIGHEST DEGREE
BIGHEST DEGREE

3=ROMAN CATBOLIC
4=JEWISB

S=OTBER

Variable 16
Format: NI
Offset: 18

l=PHD
2=EDD

FIELD
FIELD

3=MA
4=MSC

S=OTBER

Variable 17
Format: NI
Offset: 19

l=PROFESSIONAL
2=SCIENCE

LOCATION
LOCATION

3=SOCIAL SCIENCE
4=BUMANITIES

S=OTBER

(
l=CANADA
2-UK

3=USA
4-FRANCE

S=OTBER



(

Variable 18
Format: NI
Offset: 20

Variable 19
Format: NI
Offset: 21

Variable 20
Format: NI
Offset: 22

Variable 21
Format: NI
Offset: 23

Variable 22
Format: N2
Offset: 24

Variable 23
Format: N2
Offset: 26

Variable 24
Format: N2
Offset: 28

Variable 25
Format: NI
Offset: 30

HONORARY DEGREES
HONORARY DEGREES

0-9

BOARDS
BOARDS

0-6

COLLEGE AFFILIATION
COLLEGE AFFILIATION

1-9

PRESIDENCY
PRESIDENCY

0-3

YEARS FACULTY
YEARS FACULTY

0-40

YEARS ADMINISTRATION
YEARS ADMINISTRATION

0-40

YEARS OUTSIDE
YEARS OUTSIDE

0-40

PRIOR TITLE
PRIOR TITLE

101

YEARS IN PRIOR
YEARS IN PRIOR POSITION

(

Variable 26
Format: NI
Offset: 31

Variable 27
Format: N2
Offset: 32

l=PRES
2=VP

INSTITUTION
INSTITUTION

l=SAME

3=DEAN
4=DlRECTOR

2=DIFFERENT

5=PROF
6=OTHER



Variable 28
Format: Nl
Offset: 34

Variable 29
Format: Nl
Offset: 3S

1-40

TENUR
TENURE

l=YES 2=NO

FIRST POSITION
FIRST POSITION TITLE

l=PROF
2=TEACHER

3=SCIENCE RELATED
4~HER

102

Variable 30 AGE
Format: N2 AGE
Offset: 36

40-70

Variable 31
Format: Nl
Offset: 38

MAJOR SCHOOL
MAJOR SCHOOL VERSUS MINOR SCHOOL

(

(

I=MAJOR 2=MINOR



(

(

(
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Appendix F - Career Tree

The career tree represents the career patterns of59 Canadian university CEOs. The

number inside the boxes at various levels Îndicated the number ofindividuals who started their

career at that particular entry position. In severa! instances, individuals shared parts ofa career

pattern but not aIl, only individuals who had careers that began in the same position and followed

identical steps had numbers greater than one.
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