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Guided by the research questions, this study utilized a sequential explanatory 

mixed methods research design to examine senior executive leadership succession 

planning at four-year, predominately white, doctoral universities in the state of Georgia.  

Utilizing the Representative Bureaucracy theory and the Mateso SPM conceptual model, 

this study employed a pragmatic epistemology coupled with the critical inquiry to collect 

and analyze data.  The purpose of this study was to explore succession planning and 

management of senior executive leadership by examining the SPM practices and 

processes surrounding the nomination of successors, with implications for diversifying 

senior executive leadership. Included in this study is an extensive literature review 

including the following: Leadership crisis in higher education, historical perspectives, 

diversity in higher education, diversity management, succession planning, succession 

planning and management, ending with succession planning and management theoretical 

consideration. This research study explored the effectiveness of SPM practices at the 
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intuitional and divisional levels at four subject universities.  Associated factors and 

perceptions were examined to identify patterns that facilitate an inclusive leadership   

environment. The study employed an explanatory mixed methods research design as 

suggested by Creswell (2015).  Data findings are summarized in the following categories: 

Unit Driven Informal Practices (SPM Practices), Professional Development (leadership 

commitment), Decentralized organization (organizational culture), and Diversity 

management and various factors. 
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CHAPTER 1 

INTRODUCTION TO THE STUDY 

Diversity among senior executive leadership at predominantly white institutions 

(PWIs) of higher education in the United States has been insufficient (Gasman, Ufuoma 

& Travers, 2015).  Over the last 30 years the United States has experienced an enormous 

shift in population demographics, yielding an increasingly diverse population of students 

seeking to enter post-secondary institutions of higher learning.  Many institutions have 

implemented programs and initiatives to increase diversity among students, faculty and 

administration.  Over the past 60 years, National Center for Educational Statistics 

(NCES) data (2015) confirm a significant increase in underrepresented minorities 

entering and matriculating through college.  Diversity among faculty has experienced a 

slight increase whereas diversity among senior executive leaders has been nominal over 

the past ten years (ACE, 2014).  As reported by American Council on Education (2012), 

over the past 45 years the number of presidents of color has increased minimally from 

8% to 13%, while their white counterparts represent a steady dominating level of 87%.  

Currently, underrepresented minorities continue to represent less than 14% of senior 

leadership positions at four-year institutions, with a breakdown of African Americans  
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totaling 7.9%, Hispanics 2.6%, Asian Americans 2.2%, American Indians 0.4%, and    

Multiracial 0.6% (American Council on Education, 2013).    Institutional diversity  

strategically seeks to include representation of various cultures and identity groups in an 

organization (Ferdman and Deane, 2014).  These findings suggest that institutions must 

move toward the development of diversity through the use of intentional inclusionary 

practices such as succession planning and management to change the composition of the 

institutional leadership which leads to an improved campus climate (Mor Barak, 2014).  

Strategically aligning and incorporating diversity efforts into practices of succession 

planning and management could enhance diversity, and prepare the next generation of 

leaders through the development and inclusion of minority professionals.  

Institutional and structural diversity have numerous benefits for students, staff, 

administrators, and the overall institution (Smith & Schonfeld, 2000).  Many institutions 

engage their undergraduates through curricular and co-curricular programs to increase 

civic engagements, exposure, and interactions with diverse populations.  While these 

activities encourage intercultural competence, and enhance diverse relationships, the lack 

of diversity among campus leadership continue to contradict multicultural practices and 

perpetuates a sense of exclusion (Wilson, Meyer, & McNeal, 2012).  The growing trend 

of underrepresented minorities enrolled in 4-year institutions requires a shift toward 

diversifying executive leadership to increase student retention and success, institutional 

effectiveness and sustainability while decreasing the disconnection between URM 

students and current homogenous administration.  According to Birnbaum (1983), 

institutional diversity increases institutional effectiveness through fostering student 
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development and success of URM students through programs such as mentoring which 

encourages positive self-concept.  Grotrian-Ryan’s (2015) study on mentoring functions 

suggests that mentoring enhances the learning experience while developing psychosocial 

functions such as self-concept and identity.  Mentoring, as part of the senior executive 

leadership succession planning process, also promotes institutional effectiveness through 

leadership and talent development, and workforce engagement (Muijs, Harris, Morrison, 

and Stood, 2006), while offering organizational support which promotes workforce 

retention (Cureton, Green and Meakin, 2010).  Diverse senior executive leaders not only 

serve as role models and mentors, but enable the institution to compete nationally and 

internationally through drawing on diverse abilities and strengths.   

Current senior executive leadership of higher education institutions is nearing 

retirement, presenting a leadership crisis which offers an opportunity for upward mobility 

of the available talent pool and potential successors (Broad, 2012).  The profile of the 

average campus leader has been consistent over the last 27 years as suggested by the 

1986, 2011 and 2013 ACE study of college presidents.  The study findings identify that 

current leadership profiles reflect individuals who are white males within the age range of 

late 50s-60s, married with children, of the Protestant religion, and hold a terminal degree 

in education.  The study findings identify these White males with vast experience in the 

field have an average occupational time span of 6-10 years  (Cook, 2012).  While this 

population is homogenous in nature, they occupy up to 87% of leadership positions, 

leaving individuals of color to occupy less than 16% of senior administrative positions 

(ACE, 2008; Cook, 2012).   
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The number of college presidents over the age of 65 nearing retirement within the 

coming years, yet this population has increased by 20% in recent years (ACE, 2013).  Of 

these college presidents, and senior executive leaders, 84% are White males and 16% 

represent underrepresented minorities (ACE, 2014). While data indicates a minimal 

representation of underrepresented minorities in senior executive leadership positions, 

data also reflects that there is an abundant pool of minority talent in lower level 

managerial positions and faculty (ACE, 2013).  These findings suggest that while 

minority lower level professionals often serve as an available source of internal talent to 

fill anticipated vacant leadership positions, they continue to be overlooked.  Succession 

planning and management have been noted as strategic processes that can develop 

available and qualified professionals (Virick and Greer, 2012), provide a route of access 

and promote the inclusion of underrepresented minority groups at the senior executive 

level (Gonzalez, 2010).   

While benefits of succession planning and diversity management are linked to 

institutional effectiveness and student success, minority professionals are often 

constricted by barriers such as the uneven distribution of opportunities and disparate 

outcomes when seeking positions of executive leadership at PWIs (Teranishi, 2007). 

While federal and institutional policies mandate equity, institutionally dominant group 

perceptions, diversity climate, and low racial identity can serve as barriers that limit 

diversity and perpetuate exclusion of minority groups.   In a study of in-group 

perceptions, Ganks et al. (2001) identified that institutionally dominant groups, such as 

white males, perceive minority group inequities as less important or invisible.  The 
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philosophy of the minimization of racism suggests that discrimination is not a central 

factor affecting the ability of minorities to ascend into leadership positions (Bonilla-Silva, 

2009; Harper, 2012).  Bonilla-Silva (2009) also identifies behaviors, such as 

minimization of racism, as a major contributor to color-blind racism.  Those who are 

opponents of color-blind practices suggest that initiatives such as affirmative action are a 

discriminatory practice that perpetuates the mindset of exclusion. Those color-blind 

opponents would also attribute the lack of people of color in executive leadership 

positions to a natural occurrence of who was hired without considering race as a 

contributing factor.  Proponents of color-blind practices recognize the disproportionate 

amount of URMs in positions of executive leadership as cumulative effects of continuous 

discrimination, exclusion, racism, and white privilege (Bonilla-Silva, 2009).  

While exploring barriers attributing to the disproportionate amount of URMs in 

executive leadership, researchers identified racial identity as a pervasive barrier.  

Dominant groups often display low racial identity indicating that race is a forefront of 

individual mind shaping intergroup relations and campus climate in a negative manner 

(Cameron, 2004; Chavous, 2000; Hurtado, Alvarado, Guillermo-Wann, 2015).  The 

analysis of a Detroit Area Study conducted by Bonilla-Silva (2009) identified political 

liberalism as a barrier of structural diversity.  Political liberalists perceive systematic 

policies that mandate change, such as equal opportunity, force institutions to enforce 

inclusionary practices should not be used to achieve social change (Harper, 2012).  URM 

professionals who are seeking upward mobility within their institutions also often 

experience unfavorable institutional conditions.  These unfavorable conditions such as 
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intergroup relations, diversity climate, and culture often serve as barriers minimizing 

retention and upward mobility of minority higher education professionals to senior 

leadership (Miranda, 2011) 

Many institutions have chosen to enhance diversity efforts by including 

inclusionary practices as a part of succession planning and management.  In a study of 

executive leadership conducted by Kezar and Echels (2005), findings identified an 

increase in diverse executive leaders resulted from a demonstrated commitment guided 

by succession planning processes that were inclusive of a diversity agenda (Kezar and 

Echels, 2005; Wilson and Meyer, 2013).  Data suggest a commitment to leadership 

diversity requires coordinated succession planning and management inclusive of diversity 

efforts to promote transformational change.  Succession planning and management 

consists of preparing for senior executive leadership transition in an organization and 

developing a pipeline of potential internal successors (Golden, 2014).  Harvey (2014) 

identifies diversity considerations, as part of succession planning, is in response to the 

imperative need to promote inclusionary practices.   Research suggests that diversity and 

human resource managers work together to incorporate succession planning practices to 

enhance organizational change, and promote inclusive excellence (Worthington, Stanley, 

& Lewis, 2014).  Implementing succession planning and management processes that are 

inclusive of diversity practices can stimulate access and equity to increase the number of 

URMs in executive leadership (Wilson and Wade-Golden, 2007).  According to the 2013 

ACE and CUPA-HR reports, gender diversity has improved in senior executive 

leadership positions, with an overall increase in positions of 43%, while racial diversity 
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has declined.  The representation of African Americans declined from 3.7 to 2.3%; Asian 

Americans declined from 3.7 to 2.3%, and Hispanics decreased from 1.5 to 0.8% (ACE, 

2013).  These findings suggest that while the presence of a diversity manager has 

warranted overall improvements, there is still need to explore diversity management as an 

associated factor of senior executive leadership succession planning processes to 

understand the lack of inclusion at that level. 

Aligning succession planning and management can help minimize barriers that 

inhibit the pipeline of minority senior executive leader successors and cultivates upward 

mobility minority non-positional leaders through talent development.  Succession 

planning and management can also minimize difficulty surrounding the integration of the 

process and new leadership, decrease transition time in organizational culture, and 

increase productivity and engagement (Mintzberg, 1979).  Research suggests that 

employee engagement and retention improves by 65% when succession planning is used 

as a tool for human resource management and institutional change (Sims, 2014).  

Williams & Clowney (2007) identified the establishment of diversity practices integrated 

into succession planning is an essential strategy to increase the impact and influence of 

institutional diversity programs and initiatives.  Virick and Greer (2012) identify a need 

to examine succession planning and management to understand effectiveness at the 

divisional and institutional levels while exploring how factors, such as diversity, are 

associated with the process.    

Leadership development, in the form of succession planning and management, 

has been noted for its increasing importance in institutional vitality and sustainability 
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(Burgoyne, Mackness and Williams, 2009).  Corporations in America have utilized 

succession planning and management for many years but this practice is rarely used in 

the realm of higher education.  Usage of search firms to supply candidates for positions 

of leadership has increased over the years, but research suggests that majority of senior 

executive leadership were reportedly still more likely to come from within the 

organization (ACE, 2013).  Research indicates that 25% of presidents of independent 

colleges were routed from positions such as chief academic officer and this percentage is 

higher in public institutions of higher education (ACE, 2014).  These findings suggest 

that succession planning and management when used as a tool to develop internal 

candidates, can serve as a tool to increase diversity at the senior executive leadership 

level.  

Institutions of higher education have come to view diversity management as a 

critical component of succession planning and management toward achieving greater 

structural diversity and improving institutional effectiveness.  While research exists 

concerning student and institutional diversity, there are limited studies that examine the 

lack of diversity among senior executive leaders at PWIs.  Underrepresented minorities 

represent less than 16% of senior executive leaders at institutions of higher education in 

the U.S., while white males have consistently increased representation as leadership 

(ACE, 2008; ACE 2012).  This gap in research suggests that there is a need to examine 

senior executive succession planning and management to determine its influence on 

diversifying senior executive leadership at four-year predominantly white doctoral 

universities.  While research exists surrounding succession planning however, there is 
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limited research that examines effective inclusionary practices as a critical component of 

SPM to diversify executive leadership successor nominations.    The proposed mixed 

methods study seeks to examine succession planning, processes, and management 

practices used in predominantly white institutions to diversify senior executive 

leadership. 

History of the Problem 

For centuries, white men have been the face of leadership across various 

industries and corporations in the United States of America.  Through repetition of 

dominant social identities, white men share common systematic privileges rooted in 

historical white privilege and patriarchy (Owen, 2008).  The founding of elite institutions 

such as Harvard University, College of William and Mary, Yale and Princeton, led by 

white males, set the standard for higher education institutional processes and practices.  

These practices also established a culture of separate, elite, and exclusiveness throughout 

institutions of higher education.  Therefore, the standard for leadership of institutions of 

higher education mirrored the population served.   

Affordability and access to higher education continued to be exclusive to affluent 

White males and until the first Morrill Land Grant Act of 1862 that provided the overall 

population with access to higher education through funds and local state institutions.  

While the grant of 1862 sought to remove social and economic barriers, pervasive racial 

obstacles still existed that minimized the opportunity for African Americans to be 

educated.  In 1890 the Second Morrill Act expanded upon the first act and offered 

funding for development of separate institutions specifically for the African American 
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population.   Over the following forty years, this act helped to fund and establish African 

American serving institutions termed historically black colleges and universities 

(HBCUs) that were responsible for educating African American seeking formal 

education.  With the help of African American churches, religious organizations and state 

and federal funding, HBCUs began founding on the east coast of the United States and 

spread across the nation with a heavy concentration in the southern states.  Before 1940, 

the majority of the African American population received formal education from HBCUs, 

however as racial inequities continued, the call for social justice erupted around 1960 

prompting dramatic change across the nation that included increased access to 

predominantly white institutions (PWIs). 

Federal statues such as the Morrill Act of 1862 (7 U.S.C. § 301 et seq.), the 

Thirteenth Amendment to the U. S. Constitution (1965), and related legislation instituted 

the concept of equality across the educational movement opening many doors for 

underrepresented minorities across various industries.  Recognized as the first African 

American to earn a Ph.D., Patrick Francis Healy, became the first African-American 

president of a predominantly white institution of higher education when inaugurated at 

Georgetown University in 1874. While this was a milestone, many years passed before an 

underrepresented minority would head a prestigious PWI.  Dr. Healy’s inauguration was 

yet another step towards inclusion, but the 19th century continued to present perils of 

inequality and injustice for the average African American.  It was not until the Civil 

Rights Movement, bringing national and international attention to inequalities, that 

substantial change was mandated by federal laws in the United States of America.   
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Policy efforts enacted through the late 1960s created opportunities for 

underrepresented minorities to matriculate throughout the ranks of higher education 

(Harper, Patton, and Wooden, 2009).  Following the Civil Rights Act of 1964, PWIs 

aggressively recruited minorities, especially black women who hold double minority 

status, to fill faculty and leadership positions.  During the mid-20th century, Clifton 

Wharton became the first African American university president of the century when 

inaugurated at Michigan State University in 1969.  While the majority of the 20th century 

consisted of extreme racial tension, and the civil rights movement, this inauguration 

marked a significant point in history for African Americans and higher education 

leadership.  Additional private and smaller state institutions across the United States, 

including industries and corporations, also began including minorities in positions of 

leadership, however, over the last three decades the numbers of underrepresented 

minorities occupying leadership roles in higher education have dramatically decreased 

(Dowdy, 2008).  Unfavorable institutional conditions such as intergroup relations, 

campus climate, and culture serve as barriers that minimize the retention and upward 

mobility of minority higher education professionals to senior leadership positions 

(Miranda, 2011).   

Institutions of higher education have focused more on increasing diversity within 

the student body and faculty, but little emphasis has been placed on diversifying 

executive leadership (Wilson, 2013).  Institutions have heavily focused their attention on 

diversification of the student population and not its leadership.  Institutional efforts such 

as inclusive recruitment and admission practices coupled with shifting demographics in 
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the U.S over the past thirty years has prompted diversification in our nation’s student 

populations with an increase of historically underrepresented minorities and women 

(Williams, Berger, and McClendon, 2005).  However, diversification amongst executive 

leadership within the academy has not increased to a significant degree (Gasman, Abiola, 

and Travers, 2015).  As reported by American Council on Education (2012), over the past 

45 years the number of presidents of color has increased minimally from 8% to 13%, 

whereas their white counterparts represent a steady dominating level of 87%.  

Underrepresented minorities represent less than 14% of senior leadership positions at 

four-year institutions, with a breakdown of African Americans totaling 7.9%, Hispanics 

2.6%, Asian Americans 2.2%, American Indians 0.4%, and Multiracial 0.6% (American 

Council on Education, 2013).    

While those who oppose race-conscious policies that increase diversity, such as 

affirmative action, agree that institutions of higher education in America still suffer from 

the cumulative effects of discrimination (Park, 2015).   While federally mandated policies 

ended anti-discriminatory practices across industries, many institutions have adopted 

additional practices and policies such as Affirmative Action and or a structured diversity 

management system to accomplish inclusion outcomes across the institution.  Upon 

implementation of federal and institutional strategies and interventions, barriers and lack 

of access to senior executive leadership positions continued to plague minority 

professionals.  White males in positions of senior leadership continued to outnumber 

minorities nearly 6 to 1 (ACE, 2014).  In 2001, Ruth Simmons became the first African-

American president of Brown University, making her the first African-American 
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president of an Ivy League college.  Remarkably, while these appointments are notable, 

they indicate that as late as the 21st century, inclusion and diversity amongst executive 

leadership is still elusive. 

Background of Study 

Predominantly White Institutions (PWIs) of higher education in the United States 

have been insufficient with confronting an increasing diversity among executive 

leadership (Gasman, Ufuoma & Travers, 2015).  Confronting the issue of diversity 

requires a top-down commitment, management, coupled with the support of resources 

and finances.   Research suggests shifting from normal approaches to succession planning 

and management that is inclusive of factors, such as diversity, can institute change in 

leadership diversity (Clunies, 2004).  Succession planning and management has been 

used as a tool by human resource managers in corporate America and other industries for 

many years.  Commitment to the development of potential leaders from within the 

organizational culture, corporations have used succession planning and management to 

develop a diverse pool of leadership candidates and promote upward mobility of minority 

professionals who mirror its diverse workforce.  Many corporations have viewed 

diversity management as an essential element of human resource management by 

utilizing the succession planning and management processes to achieve desired 

outcomes.  Institutions of higher education have borrowed many things from the 

corporate infrastructure, but succession planning as means to increase diversity among 

senior leadership is an area suited for further research.  
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Institutions of higher education are currently faced with a leadership delima as the 

current senior executive leadership across the United States are nearing retirement (ACE, 

2014).  White males 65 years of age or older serving as senior executive leaders increased 

from 49% in 2006 to 57% in 2011, and currently hold approximately 84% of leadership 

positions (ACE, 2014).  According to the American Council of Education Presidental 

Study (2014), these leaders plan to hold these positions for 6 to 10 years of duration.  

These findings suggest that leadership across institutions of higher education will be 

nearing retirement and at an alarming rate.  Borrowing from corporate America, 

succession planning and management utilized by institutions of higher education can 

provide a plan to be inclusive of minority professionals while developing potential 

leadership successors suited to fill theses leadership vacancies.  

Implementing and managing effective succession planning strategies can address 

current issues surrounding leadership retirement and successor transition (Rothwell, 

2005; Mackey, 2008; Mateso, 2010).  According to his top companies for leadership 

study, Rothwell revealed that successful organizations effectively use succession 

planning and management.  Rothwell identifies that succession planning and 

management strategies have been used as processes to ease leadership transition and 

vacancies through developing the talent pipeline within the organization (Rothwell, 

2005).  The findings suggested that while minorities constitute 17% of senior executive 

leadership positions, the untapped pool of available minority professionals in non-

managerial staff and faculty positions (ACE, 2014) are an abundant source of potential 

candidates that can be developed into leaders and withstand leadership crisis (Rothwell, 
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2010).   Echoing Rothwell’s sediments, Gandossy and Verma suggest that strategies of 

alignment, commitment, assessment, development and measurement are fundamental 

cornerstones of succession planning and management that drive desired outcomes 

(Gandossy and Verma, 2006).  Furthermore, the importance of measurement as a means 

for continuous improvement is essential in succession planning and management 

especially for those institutions seeking to promote ethnic and gender diversity among 

senior executive leadership (Gandossy and Verma, 2006).   

Various succession planning approaches exist, with emphasis on talent 

management to improve the diversity of potential successors (Grigoryev, 2006) or 

through the implementation of developmental plans to ease the transition (Rubin, Powers, 

and Illia, 2007).  Mateso’s concepts serve as a comprehensive framework for succession 

planning and management that merge the following three components: (A) leadership 

commitment and involvement, (B) succession planning and management essential 

practices and (C) organizational culture as means to understand and address the need for 

leadership vacancies while considering diversity as an associated factor (Mateso, 2010).   

With leadership commitment as the core of this framework, research suggests that 

leadership should take an active role, by through enforcing accountability and allocating 

resources to fund the processes (Gandossy and Verma, 2006),  and providing exemplary 

leadership (Kouze and Posner, 2007).  The second component builds on leadership 

commitment through providing six essential SPM strategies to guide the process. The 

final component recognizes that “organizational culture or strategy, depicts the context 
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within which succession planning processes can be continually promoted” with 

consideration of associated factors such as diversity (Mateso, 2010, p. 13).    

Diversification within the ranks of administrations not only improves institutional 

structure to reflect current American demographics but also increases the overall strength 

and effectiveness of the institution (Jackson and O'Callaghan, 2009).   Smith and 

Schonfeld (2005) identifies (1) access and success, (2) campus climate and intergroup 

relations, and (3) education and scholarship, as dimensions that can successfully link 

diversity to needs and well-being of the institution and society.   Access and success of 

underrepresented minority professionals not only provides role models for student 

success, and campus engagement, but also allows various perspectives to sit the 

leadership table where organizational decisions are rendered.  Campus climate and 

intergroup relations not only provide an inclusive campus culture but serves as a platform 

for individual growth.  Wilson & Meyer (2013) suggest that diversifying institutional 

executive leadership can mitigate the growing disconnection between the increased 

enrollment of minority students and the modest representation of minorities among senior 

leaders.   

Various studies report that diverse leadership, and workforce, encompasses varied 

perspectives and problem-solving skills that can improve organizational performance 

(Sabharwal, 2014).  Diversity benefits the strength and effectiveness of an institution 

through various outcomes such as low turnover rates and increased retention of staff and 

students, thus increasing productivity and efficiency (Aigner, 2014).   Strengthened 

intergroup relationships can improve departmental collaborations, campus culture and 
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increase retention of workers.  Increased retention is also linked to institutional 

commitment and can prove to be cost effective.  Research suggests that institutions value 

committed employees because they contribute to organizational success through 

increased work performance and positive customer service (Kim, Lee, and Kim, 2015).    

Diversity among executive leadership offers astounding benefits that span to 

provide positive self-concept, role models for student growth and development, and 

increased prosperity in life through intergroup relations, and institutional performance 

(Jayakumar, 2008).  However, minorities continue to face the recurrent struggle with 

regards to access and inclusion in higher education administration (Harper, Patton & 

Wooden, 2009).  This study seeks to utilize Mateo’s succession planning and 

management model as a conceptual framework to understand senior executive leadership 

succession planning and management, effective practices with consideration of diversity 

as an associated factor. The Critical Race theory will be used as an explanatory 

theoretical framework to understand the lack of diversity among senior executive 

leadership. 

Current Status of Problem 

Over the past thirty years the United States has experienced enormous 

demographic changes prompting an increase of historically underrepresented minorities 

and women in our nation’s student population at institutions of higher education 

(Williams, Berger, and McClendon, 2005), however, diversification amongst executive 

leadership within the academy has not increased to a significant degree (Gasman, Abiola, 

and Travers, 2015).  In their descriptive and trend analysis, McCurtis, Jackson & 
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O’Callahan (2009) identified that over a 20-year span, full-time administrative positions 

increased by 51%, with 89.6% of positions occupied by white males whereas individuals 

of color only occupied 10.4%.   More recently, the ACE concluded from it's 2008, 2012 

and 2013 study that there was “little to no change in the diversity of top leadership 

positions at America’s colleges and universities” (ACE, 2012, p.49).   According to the 

2013 pathway to the presidency study characteristics of higher education senior 

leadership, women represented a 3% increase in positions such as Chief Academic 

Officer, whereas the representation of African Americans decreased 1.4%, Asian 

Americans decreased 1.3%, and Hispanics decreased 0.7%.  Overall, 16% of senior 

administrators were occupied by people of color, with whites representing 84% of those 

positions. People of color represented a high concentration in positions of chief diversity 

officer or manager.  This position that often lacks authority in the organizational 

hierarchy and according to the ACE study, is not a pipeline to a presidency position.  As 

it pertains to college presidents, people of color represented 14%, whereas whites 

represented a dominating 86% (ACE, 2014).   

The American College President (2012) data report suggest that current senior 

executive leadership of institutions is nearing retirement and this will present a leadership 

crisis as well as an opportunity for upward mobility of the available talent pool of 

minority professionals (Broad, 2012).  The current profile of senior executive leadership 

continues to be representative of white males over the age of sixty-five years of age.  

Data suggests that while this population is nearing retirement, it has still managed to 

increase by 11% from 2011 to 2014 (ACE, 2014).  Unlike corporations, institutions of 
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higher education have fallen short in managing successors or even addressing the 

potential problem of leadership vacancies (Rothwell, 2010). While the percentage of 

minorities found at the senior executive level has represented around 16%, research 

identifies to an untapped population of available successors found in non-managerial and 

faculty positions, especially among Asian faculty (ACE, 2012).  Many institutions have 

implemented programs seeking to create a more inclusive environment in senior 

leadership ranks but find that the pipeline narrows at the higher end of the executive 

leadership hierarchy (Virick and Greer, 2012). Management of campus diversity climate 

and intergroup relations can create an atmosphere of inclusion, and minimize barriers that 

prevent people of color from obtaining senior executive positions of authority (Wilson & 

Meyer, 2013). Succession planning and management has been noted as a strategic 

process that can serve a dual purpose to (1) provide available successors during 

leadership transition and (2) provide a route of access and inclusion of underrepresented 

minority groups at all levels (Gonzalez, 2010).  Virick and Greer (2012) suggest that 

there is a need to explore succession planning and management to examine effectiveness 

practices to address leadership shortages and the impact it has on eliminating the 

clogging pipeline as it pertains to upward minority mobility to senior executive 

leadership.    

Statement of Problem  

Despite the proliferation of recommendations, initiatives and strategies for human 

resources and management, institutions of higher education continue to have a serious 

problem with inclusion at the executive level (Iverson, 2012; Wilson, 2013).  For nearly 
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65 years, institutions of higher education have focused priorities and commitment to 

increasing diversity within the student body and faculty (Wilson, 2013).  While the 

diversity of student and faculty profiles at institutions of higher education has increased, 

the profile of senior executive leadership has consistently lacked racial diversity (Cook, 

2012).  ACE studies offer sobering conclusions suggesting while women representation 

in the ranks of college presidency has increased; there has been little to no change in the 

racial diversity of senior executive leadership in higher education (ACE, 2012).  Research 

suggests that while the majority of institutions of higher education are facing a leadership 

crisis due to current leadership nearing retirement, there is an untapped pool of potential 

diverse candidates found in faculty and lower level administrative managerial positions 

that have remained overlooked (ACE, 2014). While research alludes to a supply of 

underrepresented minority talent and potential candidates in lower level managerial 

positions, clogged pipelines continue to present barriers that contribute to the lack of 

inclusion at the senior executive leadership level.  

Purpose of the Study 

The purpose of this mixed methods study was to explore succession planning and 

management (SPM) strategies by examining institutional efforts as perceived by senior 

executive leadership.  The secondary purpose of this study examined perceptions of SPM 

strategies seeking to identify patterns pertaining to associated factors at their respective 

divisions.  The final purpose of this study was to explore perceived effectiveness of SPM 

strategies and processes used for nominating successors and its influence on diversifying 

senior executive leadership will also be examined.  This study examined four-year 
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predominantly white Doctoral Universities, with an established diversity manager and 

talent management office.   

While diversity is important for all institutions of higher education, public 

predominately white institutions have the highest number of diversity managers due to 

management concerns of campus diversity, inclusion, climate and culture.  According to 

research, 98% of diversity managers operate at PWIs with 68% occupied at public PWIs 

(Williams and Wade-Golden, 2013; Leon, 2014).  The qualitative portion of the study 

examined SPM and associated factors such as diversity management to determine how 

practices and procedures were developed and implemented, as well as understand how 

institutional leadership and culture influenced the process.  The mixed methods research 

design based on critical inquiry employed a logical approach to interviewing, and 

statistical analysis.  A study of senior executive succession planning and management can 

provide greater insight, understanding, and awareness of effective practices, strategies 

and processes while offering an analysis to identify influential patterns.  This study will 

help institutional leadership, CDOs, Diversity Managers, Human Resource Managers, 

and Board of Trustees gain knowledge of successful succession planning practices, 

management strategies, and processes to facilitate leadership transition, create pools of 

talent, and diverse campus climate and inclusive leadership environment.   

Research Questions 

Guiding this study were the following research questions through which data 

collection and analysis was conducted: 
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1. How do senior executive leaders perceive institutional succession planning and 

management efforts? 

2. How do the views of senior executive leaders support the perspectives of 

succession planning and management practices utilized at their perspective 

division? 

3. How do the perceived succession planning and management practices differ by 

the following associated factors at the Division / Administrative Unit level? 

i. by race 

ii. by gender 

iii. by service years 

4. What factors do senior executives perceive as contributors to the succession 

planning and management processes at the institutional and divisional levels?  

Theoretical Framework 

  A critical inquiry perspective, coupled with a pragmatic epistemology, (Crotty, 

1998) offers the ability to utilize inquiry that seeks to challenge, critique, empower and 

transform (Merriam, 2014).  Pragmatism is useful to a mixed methods study because it 

will allow the researcher the ability to use a pluralistic approach to research while 

applying various approaches to developing knowledge about the problem (Tashakkori 

and Teddlie, 1998).  The Representative Bureaucracy Theoretical was used to understand 

succession planning and management policies and strategies while challenging 

mainstream approaches to policy analysis and critical assumptions and reasoning that 

guide the process (Teranishi, 2007).   The Representative Bureaucracy Theoretical (RBT) 
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framework was also useful to examine existing power structures, succession planning and 

management practices with emphasis on perceived factors associated such as structural 

diversity, and the disproportionate representation of minority groups in executive level 

leadership positions.   

 Johnson & Christensen (2008) posit that in order disclose the complexity and 

extensiveness of a phenomenon, a mixed methods research design is most appropriate.  A 

mixed methods design coupled with a critical theoretical framework employed a 

transformative and emancipatory strategy (McCoy & Rodricks, 2015).  The procedures 

investigated succession planning and management of senior executive leadership 

positions to examine how perceived practices can constrain or facilitate the process of 

diversifying successor nominations.  In addition to the theoretical framework, this study 

utilized Mateso’s SPM Conceptual Model (2010) as a descriptive framework to examine 

the SPM practices and procedures. The value of the combination of different approaches 

to research, such as quan-QUAL mixed methods approach, can divulge greater 

understanding of a research problem by drawing on the advantages of the combined set of 

data (Creswell, 2015).  The mixed methods research design is grounded in critical theory 

and will employ a logical approach to analyzing the data.   

A case study was conducted to examine the perceived importance of succession 

planning and management strategies by the senior executive incumbents; a case study 

design should be considered when the focus of the study is to answer how and why 

questions (Yin, 2003).  An investigation of succession planning of the institution was 

conducted through the use of semi-structured interviews allowing the freedom to pursue 
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responses in more detail (Pope and Mays, 1999: Britten, 2007).  The aim of the 

qualitative portion of the study was to explore, through the use of narrative and 

counterstory, the perceived effectiveness of succession planning and management 

strategies and processes.  The aim of the quantitative portion of the study was to explore 

perceptions of overall institutional SPM and divisional practices seeking to identify 

patterns to describe the data.  Quantitative research methodology is an appropriate 

method when seeking to quantify results and identify patterns of associated factors and 

SPM practices.  Semi-structured interviews was the data collection method to investigate 

succession planning and management of senior executive succession planning at the 

subject institutions.   

General Procedures 

This study followed the correct procedure to obtain IRB approval from Mercer 

University and additional sites before the study began.  Employing a mixed methods 

research design, this study collected data in two phases with a third integration of 

findings phase.  The quantitative phase will be conducted first followed by the qualitative 

phase as a counterstory utilizing an explanatory approach (DeCuir-Gunby and Walker-

Devose, 2013; McCoy & Rodricks, 2015).  Each participant and institution was 

guaranteed confidentiality.  A mixed methods design coupled with a Representative 

Bureaucracy Theoretical lens employed a transformative and emancipatory strategy 

(McCoy & Rodricks, 2015). The procedures explored the influence of succession 

planning strategies on diversifying successor nominations while examining the 

perceptions of current practices and procedures.  According to Creswell, a sequential 



25 

 

 

explanatory mixed methods design requires the first phase to consist of quantitative data 

collection and analysis, followed by phase two of qualitative data collection and analysis 

(Creswell, 2015).  A well-developed mixed methods design “draws upon multiple (at 

least two) sources of evidence; that is, to seek convergence and corroboration through the 

use of different data sources and methods (Bowen, 2009, p. 28).     

In phase one of this study, the quantitative phase, senior executive succession 

planning and management was explored to understand overall institutional efforts, 

division practices used and some factors associated with the process.   Mateso’s SPM 

Survey (2010) was used to understand the influence of succession planning and 

management on diversifying successor nominations.  Upon IRB and validation measures, 

the 24-item questionnaire was administered to current senior executive leaders at the 

Subject University to collect perceptions of SPM efforts by the overall institution, SPM 

practices used at the divisional level and factors associated with the process.  The 

participants of the survey were solicited through the campus-wide email system with 

reminders provided to improve the response rate (Lodico et al, 2010).   

A formal letter was sent to the IRB offices at the subject universities giving the 

purpose and overview of the study as well as to solicit participation.  Upon receiving the 

subject university’s consent to participate in this study, survey data was collected and 

stripped of all identifying information.  Data screening was completed before the analysis 

to enhance data accuracy (Mertler and Vanatta, 2005).  Data Analysis was conducted 

using descriptive statistical analysis using SPSS to identify patterns among data.  Data 
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was further explained using qualitative methods as recommended by the sequential 

explanatory mixed methods research design (Creswell, 2014).  

The second phase of data collection, qualitative phase, began with a formal 

invitation emailed to senior executive leadership at the Subject University, with an 

overview of the study and to solicit participation.  Each participant and institution was 

guaranteed confidentiality through the use of pseudonyms.  Additional participants were 

purposefully sampled and data was collected through the use of semi-structured 

interviews.  This study was purposeful with regards to the selection of participants, data 

collection methods and protocol design (Yin, 2013).  Data collection methods such as 

interviews are recognized as valuable resources for confirming insights for qualitative 

studies (Merriam, 2014).   

Upon identifying participants and the completion of consent forms, eleven one-

on-one interviews were conducted.  Yin suggests that case studies should conduct 

between six and ten interviews to "provide compelling support for the initial set of 

propositions" (Yin, 2012, p. 57) and to offer a convincing argument for the examined 

phenomenon (Yin, 2013).  The purpose of the interviews is to examine in greater depth 

views of senior executive leadership succession planning and management to understand 

the process of successor nominations, talent development and inclusion. 

Data was collected and analyzed simultaneously utilizing the Miles and 

Huberman's Three Phase Model comprised of data reduction, data display and drawing 

conclusions (Miles and Huberman, 1994).   The data was generated through the process 

of transcription and open coding for themes to offer an interpretation of interviews 
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through the "critical" lens of Representative Bureaucracy Theory.  A critical lens seeks to 

examine contemporary social structures and ideologies with a focus on unveiling their 

role in the construction and maintenance of social domination and subordination as it 

pertains to senior leadership positions (Delgado & Stefancic, 2001; Closson, Bowman & 

Merriweather, 2014).  A critical lens also served to challenge the dominant discourse on 

race and racism in higher education by examining how educational and leadership 

theories, policy and practice have been used to subordinate certain minority groups 

(Solórzano, 1998; Teranishi, 2007) while offering a “description, interpretation, and 

explanation of the relationships between texts, discursive practices, and social practices" 

(Rogers and Mosley, 2006, p 472). 

The sequential explanatory mixed methods research design requires a third phase, 

integration of findings, in which the researcher drew inferences utilizing the qualitative 

data to explain the quantitative data (Creswell, 2015).  Moving from description to 

interpretation (Grbich, 2013), the research integrated the findings to enhance 

interpretation and offer a rich explanation (Creswell, 2014). This final analysis was 

guided by the Represenative Bureaucracry Theoretical framework coupled with the 

Mateso SPM Conceptual model seeking to identify themes in areas of leadership 

commitment, SPM practices, and institutional culture/strategy.  

Limitations 

In this mixed methods research design, quantitative and qualitative methods was 

conducted which may offer limitations, otherwise known as potential weaknesses that can 

threaten the validity of the study (Creswell, 2009).  The quantitative limitations of this 
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research study were: the analysis, the instruments utilized, the sample, and time 

constraints.  The first limitation pertains to the analysis used to interpret the data.   

Extraneous variables such as socioeconomic status such as tenure, education level, 

geographical location and other demographic variables such as age and sex and 

institutional characteristics serve as limitations.   

The second limitation, of the quantitative phase of the study, was the instrument 

used to collect data.  The quantitative portion of the study analyzed data collected 

through the use of a survey instrument.  Surveys consist of self-reported data which 

presents itself as a limitation due to authenticity and self-reporting.  Creswell suggests 

that construction and interpretation of survey questions can present ambiguity (Creswell, 

2009).  The third limitation is the sample.  Data was collected from a limited amount of 

Subject Universities which presented a limitation of causality and generalizability.  The 

researcher mitigated the stated limitations through the use of block regression or partial 

correlation.  

In qualitative portion of the research design, phase two, a case study will be 

conducted which may offer limitations.  Phase two of the study used semi-structured 

interviews as the source of data collection, which offered the following limitations: 

interviewer effect, and demand characteristics.  The interviewer effect is a limitation that 

will affect the response of the interviewee based on perceptions of the interviewer 

(Denscombe, 2007). This limitation could limit truthfulness and the amount of data 

collected.  Seeking to mitigate the limitation the researcher used various methods to 
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conduct the interviews in an effort to create blind interviews, limiting the identity of all 

parties involved.   

Demand characteristics was the second limitation of the qualitative phase of the 

study.  Demand characteristics pertain to the interviewee responses and how they are 

influenced by what he/she thinks the situation requires (Gomm, 2004); this could limit 

the trustworthiness of data collected. The researcher sought to mitigate the limitation 

through the use of open-ended questions, semi-structured interview questions, pilot 

testing and interview protocol.   

Delimitations 

The quantitative portion of the study was conducted under the selected 

circumstances: site selection, selected sample, sample definition, and procedures.  The 

site selection consisted of multiple Subject Universities in the state of Georgia.  The first 

delimitation was specific to the site selection which was defined as four-year 

Predominantly White Doctoral University with high research activity, as classified by the 

Carnegie classification system.  A second delimitation refers to the selected sample for 

this phase of the study.  The selected sample was representative of the president’s cabinet 

as a senior executive leader in either an academic, student or administrative affairs 

division at the subject university.  A third delimitation referred to the definition of senior 

executive leadership.  For this study the definition of a senior executive leader is based on 

the ACE 2008 report classification system for consistency.  Senior executive leadership is 

defined as a person or group appointed and given the responsibility to manage the affairs 

of an organization and the authority to make decisions within specified boundaries. A 
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fourth delimitation referred to the procedures to analyze the study.  Descriptive statistics 

was used to describe patterns found in the data.   

The qualitative portion of the study provides delimitations in the following areas: 

site selection, and participants.  The selection of one site for this study consisted of a 

four-year Predominantly White Doctoral University with high research activity.  The 

selection criterion for the subject university was inclusive of an established talent 

management office, and a diversity manager.  A second delimitation referred to the type 

of participants for this portion of the study.  The participants were identified as a senior 

executive leader as defined by the ACE 2008 report classification system.  

Significance of the Study 

There are countless reasons why the findings of this study may be significant.  

First, gaining knowledge of succession planning and management strategies could create 

blueprints for university leadership, the board of trustees, human resource managers in 

hopes of promoting meaningful and transformational change.  Second, the findings may 

help institutional leaders develop and implement succession policies and strategies to 

address diversity issues on their campuses, and transform perspectives of campus and 

leadership diversity.  Third, bringing awareness to intentional behaviors and effective 

strategies used to diversify successor nominations will raise awareness of the variable and 

their influence when seeking to promote inclusion and equity.  Fourth, succession 

planning in higher education has not been explored as much as it has in corporate 

American, this study will offer knowledge about the subject.  Fifth, statistical data 

surrounding the topic of succession planning will validate the usage and provide data to 
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prove usefulness.  Finally, gaining knowledge of successful succession planning and 

management, diversity practices and management strategies will help universities and 

governing boards create diverse and inclusive environments.  

Definition of Terms 

Chief Diversity Officer (CDO): An “executive–level diversity position at the 

highest levels of institutional governance” (Williams and Wade-Golden, 2007, p.7).   

Critical race theory (CRT): An approach that offers a radical lens through which 

to make sense of, deconstruct and challenge racial inequality in society (Bowman & 

Merriweather, 2014). 

Diversification: A focus on the representation of ethnic and racial minorities 

through fostering a supportive environment characterized by the inclusiveness of 

individual differences and responsiveness to the needs of diverse groups, and the infusion 

of diverse individuals throughout the workplace to represent a diverse democracy 

(Williams and Clowney, 2007; Wyatt-Nichol and Antwi-Boasiako, 2012).    

Diversity: The representation of multiple identity groups and their cultures in a 

particular organization (Ferdman and Deane, 2014). 

Diversity Agenda: One of the most common approaches to create a more inclusive 

environment through which diversity is integrated into the structure, culture,  and  fabric  

of  the  institution (Curry,  1992;  Davis,  2002; Kezar, 2007)  

Diversity Climate: Shared employee perceptions and interpretations of the 

meaning of diversity paradigms, policies, and programs in the organization (Kulik, 2014). 
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Diversity Initiatives: The use of multi-faceted and broad goals to develop an 

understanding of diversity while creating greater “equity and parity in the experience and 

outcomes of individuals from diverse backgrounds” (Hale, 2004; Hurtado et al., 1999; 

Musil, Garcia, Hudgins, Nettles, Sedlacek, & Smith, 1999; Smith, 1989; Krzar, 2007, p. 

413). 

Diversity Management: A comprehensive strategy of using best practices to create 

a diverse and inclusive workplace through the use of: strategic recruitment, retention and 

development strategies to increase cultural sensitivity; develop awareness and recognition 

of issues relevant to diversity; reduce inequality among women and minorities, improve 

communication among various groups within an organization and revise leadership 

practices and the culture of an organization; assessment linked to organizational 

effectiveness (Wyatt-Nichol and Antwi-Boasiako, 2012). 

Diversity paradigms: Values, beliefs, and norms about how diversity should be 

approached and managed (Kulik, 2014). 

Diversity Strategies: Organizational goals, objectives and actions taken to develop 

and manage diverse human capital (Kulik, 2014). 

Diversity practices: The implementation and experience of organizational 

diversity programs by lower level managers and employees (Kulik, 2014). 

Diversity programs: The set of formal diversity activities used in the organization 

to promote inclusion (Kulik, 2014).   

 Executive search firm: A specialized recruitment service used to source 

candidates for senior, executive or other highly specialized positions in organizations. 
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The method usually involves commissioning a third-party organization, typically an 

executive search firm but possibly a standalone consultant, to research the availability of 

suitable candidates (Lee, 2014).  

Inclusion: “A core element for leveraging the advantages of diversity at the 

individual, interpersonal, group, organizational and societal levels” (Ferdman and Deane, 

2014, p. xxv).  

Minority Group: A category that is differentiated and defined by the social 

majority who holds social power in the particular society. The differentiation can be 

based on one or more observable human characteristics, such as race or gender. 

Predominantly White Institution (PWI): A term used to describe institutions of 

higher learning in which Whites account for 50% or greater of the student enrollment.  

PWIs may also be assumed as historically white institutions due its history of exclusion 

as supported by the United States before 1964 (Lomotey, 2010). 

Race: A group of people sharing the same culture, history, or language.  “Race is 

both a social and historic structure and a set of accumulated signifiers that suffuse 

individual and collective identities, inform social practices, shape institutions and 

communities, demarcate social boundaries and organize the distribution of resources” 

(Omni and Winant, 2014, p. 125). 

Representative bureaucracy theory (RBT): A demographically diverse public 

sector workforce will lead to policy outcomes that reflect the interests of all groups 

represented, including historically disadvantaged communities (Bradbury and Kellough, 

2008). 
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Senior Executive Leadership: A person or group appointed and given the 

responsibility to manage the affairs of an organization and the authority to make 

decisions within specified boundaries (ACE, 2010). 

Succession Planning: The process of preparing for senior executive leadership 

changes in an organization and developing the pipeline of internal potential successors 

(Golden, 2014). 

Succession Planning and Management: “Any effort designed to ensure the 

continued effective performance of an organization, division, department, or workgroup 

by making provision for the development, replacement, and strategic application of key 

people over time” (Rothwell, 2005, p. 10). 

Talent Management: A management process that specifically focuses on the 

recruitment, and development of internal talent (Rothwell, 2005), also known as high 

potentials. 

Underrepresented Minorities: Racial and ethnic populations who are 

underrepresented in a designated profession discipline about the percentage of that racial 

or ethnic group in the total population. “This definition includes Black or African 

American, American Indian or Alaska Native, Native Hawaiian or other Pacific Islander, 

Hispanic or Latino, and any Asian including than Chinese, Filipino, Japanese, Korean, 

Asian Indian, Thai, or Vietnamese/Southeast Asian” (Merchant and Omary, 2010, p. 19).  
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CHAPTER 2 

REVIEW OF THE LITERATURE 

The United States has experienced enormous demographic changes producing an 

increase of historically underrepresented minorities and women in our nation’s 

institutions of higher education (Williams, Berger, and McClendon, 2005), however, 

diversification among executive leadership within the academy has not increased to a 

significant degree (Gasman, Abiola, and Travers, 2015).  Literature addressing the lack of 

inclusion at the senior executive leadership level has offered various perspectives and 

discourse surrounding the topics of strategic planning and leadership succession planning 

and management, while continuing the call for inclusion and diversity within the 

academy.  Current leadership across institutions of higher education are nearing 

retirement in the coming years.  These vacancies will present a leadership crisis for 

institutions while serving as an opportunity for midlevel professionals, especially 

underrepresented minorities who often serve as an abundant pool of internal candidates 

awaiting opportunities for upward mobility (ACE, 2014).   

This chapter provides an overview of leadership in higher education while 

exploring several themes and perspectives relevant to succession planning and 

management, including historical perspectives on leadership selection, leadership crisis in  
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higher education,  leadership diversity and management, succession planning and 

management in higher education, related theories, and a chapter summary. 

Leadership Crisis in Higher Education 

The American College President (2012) data report suggest that current senior 

executive leadership of institutions of higher education is nearing retirement and this will 

present a leadership crisis.  In addition to the coming leadership shortage, many 

institutions are experiencing a decline in rates of tenured faculty and increased turnover 

rates in executive leadership positions, such as president (Denison, 2001).  The American 

Council on Education (2013) suggests that many educational professionals view positions 

such as president, as a short-lived temporary position, which is also reflected in high 

turnover rates (ACE, 2013).  The evolution of great institutional leaders such as Robert 

Maynard Hutchins of the University of Chicago, who introduced the “Great Books” 

approach to curriculum, and James Conant of Harvard, who helped create the National 

Science Foundation and advised national presidents, not only sought to leave their 

imprint on the nation but also showed commitment to their institution through serving 

many years in their leadership role.   

Currently, leadership positions are plagued by short-lived occupancy, averaging 

less than 6 years (ACE, 2010), and high turnover rates (Hahn, 1995).  While research 

presents data that reflects inconsistent leadership among institutions of higher education 

in America, the leadership profile has been very consistent over the last 60 years (ACE, 

2014).  White males over the age of 55, holding a terminal degree, occupy 87% of 

leadership positions at PWIs (ACE, 2014).  Research suggests that the current leadership 
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profile is reflective of culminating discriminatory effects of racism rooted in the historical 

context of America and lacks inclusion.   

According to the American Council on Education Presidential Study, over 80% of 

leadership at PWIs are over the age of 65 and are quickly approaching retirement, 

however this population has increased by 20% in recent years (ACE, 2013).  While many 

would argue that hiring retirement-aged professionals is not strategically wise, research 

alludes to the positive impact seasoned leaders have on job performance and increasing 

organizational effectiveness (McEvoy and Cascio, 1989).  84% of higher education 

institutional leaders who are nearing retirement are White males whereas 

underrepresented minorities represent less than 16% (ACE, 2014). While the 

representation of underrepresented minorities in senior executive leadership positions is 

mildly present, research identifies that minority talent in lower level managerial positions 

and faculty offer a vast supply of potential successors to fill vacant leadership positions 

(ACE, 2013).  Unlike corporations, institutions of higher education have fallen short in 

managing successors or even addressing the potential problem of leadership vacancies 

(Rothwell, 2010).  Succession planning and management has been noted as a strategic 

process to identify and develop available and qualified professionals (Virick and Greer, 

2012), and provide a route of access and promote the inclusion of underrepresented 

minority groups at the senior executive level (Gonzalez, 2010). 

Historical Perspectives on Leadership in Higher Education 

Many would argue that the term leadership is very arbitrary and subjective (Yukl, 

2002), having derived from concepts such as administration and management (Gunter, 
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2004), and is often defined several ways and within various contexts (Bush, 2010).  

While perspectives surrounding its definition may vary, the selection of leadership is key 

as it dictates the mission and vision of the organization and is essential to guide 

educational outcomes.  Effective leaders generally possess the knowledge, skills and 

understanding of various disciplines (Bush, 2011).  Conger and Benjamin (1999) suggest 

that leaders of higher education intuitions should be selected based on a sound 

understanding of leadership, what it takes to be an effective leader, and a comprehensive 

understanding of the context in which the practices will be carried out (McDaniel, 2002).  

Westphal and Zajac (1992) suggest in their empirical study that the ritual of identifying 

and selecting future leaders often revolve around insider status producing candidates 

similar in age, demographics, education level, and often race.   

Historically, the standard for leadership selection for institutions of higher 

education mirrored the population in which it served, however, demographic changes 

over the past 60 years have resulted in a diverse society, student and faculty population.  

While the student profile at PWIs across the United States has increased in diversity, the 

profile of the average campus leader has been consistent over the last 30 years as 

suggested by the 1986, 2011 and 2013 ACE study of college presidents.   Presidents of 

color have increased minimally from 8% to 13%, whereas their white counterparts 

represent a steady dominating level of 87% (ACE, 2013).  According to the ACE 2013 

study, underrepresented minorities continue to represent less than 14% of senior 

leadership positions at four-year institutions, with a breakdown of African Americans 

totaling 7.9%, Hispanics 2.6%, Asian Americans 2.2%, American Indians 0.4%, and 
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Multiracial 0.6%.  The current face of leadership among institutions of higher education 

across the United States of America has perpetuated a homogenous culture of White 

males as compared to the percentage of underrepresented minority leaders (ACE, 2014).    

Research suggests that dominant social identities and systematic privileges aid in the 

repetition of this homologous culture (Owen, 2008).  Owen (2008) also suggests that 

such systematic practices establish and perpetuate a culture of separate, elite, and 

exclusiveness throughout leadership in institutions of higher education.   

Following the Civil Rights Movement, PWIs aggressively implemented policy 

changes that diversified the student population.  In a study completed by Antonino 

(2003), data reveals that diversity among the student population, at many PWIs, increased 

so dramatically that demographic statistics at some institutions reflect that Whites are 

now the minority.  However, there is still a lack of diversity among many southern PWIs 

such as Auburn University, Louisiana State University and the University of Georgia 

where White student enrollment has historically and is currently exceeding the 

enrollment of underrepresented minorities by at least 60% (Martin, 2014).  Many would 

argue that the lack of African American student representation at southern PWIs, such as 

Auburn University, is directly related to the 26.5% African American population in the 

state of Alabama.  While this demographic imbalance may not be representative of many 

states, White males continue to occupy up to 87% of leadership positions, leaving 

individuals of color to occupy less than 16% of senior administrative positions at 

institutions of higher education (ACE, 2008; Cook, 2012).  Dumas-Hines (2001) suggest 

that if institutions are truly interested in being reflective of the current multicultural 
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society, strong measures are needed to change the institutional culture, and diversify the 

student, faculty and leadership populations.  Many Southern Land Grant Institutions, such 

as Auburn University and the University of Georgia have instituted strategic plans to 

address these diversity concerns.   

Faculty diversity at PWIs also increased significantly following the Civil Rights 

Movement, however, the numbers of underrepresented minorities occupying leadership 

roles in higher education have radically decreased over the last three decades (Dowdy, 

2008).  Unfavorable institutional conditions such as intergroup relations, campus climate, 

and culture serve as barriers that minimize the retention and upward mobility of minority 

higher education professionals to senior leadership positions (Miranda, 2011).  Too few 

minorities on campus, and in leadership positions, can aid unfavorable institutional 

conditions and campus climate (Mor Barak, 2014) and perpetuate persistent 

discriminatory perceptions (Antonio, 2003).  Research suggests that institutional culture, 

climate and adopted policies surrounding hiring and retention can have a significant 

impact on leadership diversity (Smith, Wolf, Busenberg, & Associates, 1996).   

Search, Screen and Selection 

Historically, institutions of higher education have filled vacant leadership 

positions through the brick and mortar process of search, screen and selection (Lee, 

2014).  Often headed by the office of human resources, a slate of potential candidates is 

provided to the search committee, which narrows the list to top candidates through an 

interview process, ending with a recommendation made by the hiring committee 

(Marchese & Lawrence, 1987).  Mirroring corporate America, many intuitions of higher 
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education began outsourcing major parts of the search process to private consultants and 

search firms to identify qualified candidates.  The shift towards hiring search firms and 

consultants served as a twofold solution for many colleges and universities seeking to 

address institutional Affirmative Action concerns while providing a supply of candidates 

often created through leadership succession planning and management (Atwell, 2009).  

At the turn of the century, 50% of institutions of higher education reported using private 

search consultants or firms to identify and or hire senior executive leaders (ACE, 2007).  

According to the American College President Study, executive searches have increased 

among institutions of higher education over the last 20 years, with the majority of 

consults focused on presidential searches, resulting in nearly 60% of the newly hired 

presidents (ACE, 2013).   

While leadership requires a determined yet skilled individual (Sandeen, 2011), as 

suggested in a study of 28 college and university presidents, research also suggests that 

strategic Person-Organization fit can promote workplace and leadership efficacy 

(Turnpin, 2013).  Assessing candidate competencies to match the needs of the 

organization is essential to enhance organizational success (Jones, 2014).  An 

organizational leadership mixed methods study conducted by Blaschke, Frost and Hattke 

(2014), suggests that leaders who utilize various strategies and skills such as 

communication, commitment and involvement can increase leadership effectiveness and 

promote organizational success (Sandeen, 2011).  While institutions often seek 

candidates that fit the organizational culture and climate, this can often create 

monocultures that are prone to reinforce discriminatory behaviors that can aid in clogging 
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the leadership pipeline for many underrepresented minorities (Owen, 2008).  Barriers 

such as monocultures often clog leadership pipelines that hinder upward mobility, and 

access to senior executive leadership positions (Cook, 2012).  Alternative to the human 

resource driven candidate search, and search firm recommendations, institutions of higher 

education have found success in succession planning processes to address leadership 

shortages and inclusion at the senior executive leadership level.  As suggested by their 

study, Day and Lord (1998) recommend that succession planning practices can serve to 

identify and develop an internal pool of talent as leadership successors, and serve to 

evaluate the impact of leadership on organizational performance. 

Diversity in Higher Education 

Research indicates that the US population has evolved into a diverse nation with 

global perspectives, whereas the US educational system is reverting from progress made 

following the Civil Rights Movement of the 1960’s (Jayakumar, 2008).  The changing 

demographics in the American landscape, has promoted an increase in minorities and 

women matriculating in institutions of higher education (ACE, 2010).  Over the last 60 

years, there has been an increase in student diversity at public predominantly white 

institutions, whereas student diversity at private and Christian institutions of higher 

education has seen minimal change (Nussbaum, Chang, 2013).  Espinosa, Gaertner, & 

Orfield (2015) suggest that race and class continue to be factors that limit college access 

for minorities.  According to the data, underrepresented minorities have increased 

enrollment in college but continue face issues as it pertains to societal perceptions that 

often limit access to private and research institutions.  Qualitative and quantitative data 
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suggest that resting at the intersections of race, socioeconomic status, and higher 

educational structures sit bias and inequity which can severely impact access and 

educational opportunities (Morley & Lugg, 2009). 

The demographic landscape of the United States has radically changed over the 

past three generations but the educational system has reverted to a form of segregation 

among neighborhoods creating monocultures across the nation.  Research suggests that 

higher education plays a significant role in mitigating the effects of neighborhood 

segregations through fostering meaningful cross-cultural experiences (Jayakumar, 2008).  

Cross-racial interactions among undergraduates have astounding educational benefits 

(Chang, Denson, Nida, & Misa, 2005), and cultural differences promote new learning 

experiences (Schwieger, Gros, & Barberan, 2010).    In a 2005 quantitative research 

study, cross-racial interactions were tested and identified a positive relationship between 

diversity and student development with individual improvements in the areas of: 

openness to diversity, cognitive development and self-confidence (Chang, Denson, Nida, 

& Misa, 2005).  A combination of culturally competent courses (Taylor, 2010) and cross-

racial relations can increase campus climate, intergroup relations, and prepare collegiate 

students to compete in a diverse workforce (Stone, Bollard and Harbor, 2009).  Research 

suggests that diversity initiatives that are institutionally driven have a greater effect on 

student growth and development of intercultural competence and cross-racial relations 

(Nussbaum & Chang, 2013).    

Diversity management in the workplace must be leadership driven and include 

practices that impact areas of self-reflection and identity, intercultural competency and 
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global citizenship, and intergroup relations (Galarraga, 2014).  Research recommends 

that individual responsibility and differences are essential elements that directly influence 

organizational culture and environment (Galarraga, 2014).  Diversity initiatives require 

buy-in from the top down positions of leadership to facilitate departmental collaborations, 

which influences organizational culture, and budget allocations to cover costs associated 

with management practices (Wilson & Zamberlan, 2012).  While various literature 

supports the basic level of managing inclusion in an organization, Galarraga (2014) 

suggests a combination of human resources management techniques coupled with 

diversity management practices to leverage diversity among recruitment and retention 

efforts.  

Barriers to Diversity in Senior Executive Leadership 

While federal and state legislation mandates equal opportunity for all students and 

employees at institutions of higher education, many underrepresented minority 

professionals are often restricted by barriers that inhibit upward mobility, access, and 

professional success (Teranishi, 2007).  Research indicates that university policies often 

aid in the construction of in-group perceptions at the expense of limiting 

underrepresented minority access to positions of authority (Iverson, 2012).  The outsider 

perception is one of many barriers that underrepresented minorities encounter, and often 

limits career mobility in institutions of higher education (Lewis, 2007).  In a study of 

insider perceptions, Ganks et al. (2001) identified that institutionally dominant groups, 

such as white males, often minimize racism and perceive minority group inequities as 
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less important or invisible.  Bonilla-Silva (2009) also identifies behaviors, such as 

minimization of racism as a major contributor to color-blind racism.    

In an effort to minimize barriers that impede diversity among senior executive 

leadership, a comprehensive review of institutional equity policies, diversity action plans, 

and their role in diversifying leadership positions is essential.  In the study of diversity 

plans, discourse analysis revealed that the use of language and imagery categorized 

underrepresented minorities as outsiders (Bonilla-Silva, 2009).  The use of such imagery 

and speech in institutional documents perpetuate exclusionary practices and serve as 

barriers and challenges that limit access to executive level positions in higher education 

(Allen, 2003).  Research suggests that institutions of higher education should strive to 

utilize the optimum level of inclusionary practices to minimize in-group perceptions, 

promoting equal access and inclusionary representation within the organization (Allen, 

2003).   

Privileged social identities, such as White (ethnicity) and male (gender), can also 

inhibit diversity among leadership in higher education (Owen, 2009).  Privileged 

identities can serve as huge barriers for underrepresented minorities especially when 

coupled with the history and context of the institution.  Data resulting from a qualitative 

study of diversity perspectives at a PWI, suggest that racism continues to serve as hidden 

bias among higher educational professionals (Shirley and Luther, 2014).  As reported by 

the American Council on Education (2013), White males continue to dominate leadership 

roles at PWIs while the underrepresented minority presence continues to decline.   

Through personal reflections and understanding, White males can use their privilege 



46 

 
 

identities to support and promote equity by serving as a role model for change, an ally 

committed to diversifying and restructuring institutional policies, and an empathetic 

leader committed to inclusionary practices orientations (Owen, 2009).   

Research also identifies unfavorable conditions such as intergroup relations, 

diversity climate, and culture often serves as barriers that contribute to the clogged 

pipeline of minority higher education professionals to senior leadership (Miranda, 2011).  

In their quantitative research study, Flowers, Moore and James (2008) unraveled the 

composition of senior administrators confirming the unbalance of race, and gender 

representation at 2-year and 4-year institutions of higher education (Flowers, Moore and 

James, 2008).  According to the ACE 2013 study on senior executive leadership, 149 

institutions were tracked between 2008 and 2013, identifying a slight increase in gender 

and age diversity but minimal change in racial and ethnic minority diversity.  The Chief 

Academic Officer (CAO) position has had a slight increase in gender diversity but a 

decline in racial diversity; CAO is often the route to obtain a position of presidency.   

By the Numbers: As Presidential Diversity Stalls, Looking into the Future of 

Leadership (ACE, 2013) findings suggest that leadership at institutions of higher 

education has not been and is still not inclusive.  Barriers such as monocultures, clog 

leadership pipelines that hinder upward mobility and access to senior executive 

leadership positions (Cook, 2012).   Too few minorities on campus and in leadership 

positions can aid unfavorable institutional climate (Mor Barak, 2014) and perpetuate 

racial perceptions (Antonio, 2003).  Institutional culture, climate and adopted policies 

affecting hiring and retention can have a significant impact on leadership diversity 
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(Smith, Wolf, Busenberg, & Associates, 1996).  Research findings suggest that factors 

such as isolated work environment and insufficient mentoring often impede the 

solicitation and retention of minority leaders (Antonio, 2002).   

Diversity among senior leadership at institutions of higher education has been 

insufficient (Gasman, Abiola, & Travers, 2015).  Institutional and leadership commitment 

to diversity is essential to minimize barriers that impede senior executive leadership 

diversity.  Upon investigating eight elite institutions of higher education, through a 

critical race theoretical lens, data suggest that knowledge of institutional historical 

context, structure and leadership is essential to recognizing pervasive behaviors, and the 

development of inclusion plans and initiatives that minimize barriers that delay 

leadership diversity (Gasman, Abiola and Travers, 2015).   

Benefits of Diversity 

Research confirms that there are many benefits to incorporating diversity among 

institutional goals.  Building on the works of Teranishi (2007), Loes et al. (2012) offer 

findings from their quantitative study, suggesting that cross-racial interactions have a 

positive impact on critical thinking skills.  While Loes et al. (2012) offer a perspective 

concerning cross-racial interactions, the quality of interactions and context are 

recommended for further research.  According to their longitudinal study of diversity 

programs, Gurin, Nagda and Lopez (2004) suggest that curricular and co-curricular 

educational programs, when compared to control groups, have positive developmental 

benefits.  Research also suggests that high quality cross-racial relationships and frequent 

interactions can strengthen educational impact (Denson & Chang, 2015) and critical 
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thinking skills (Loes, Pascarella, & Umbach, 2012).  While research suggests that diverse 

interactions can increase critical thinking skills, cognitive development, and educational 

impact for all students, research of Smith & Schonfeld (2000) offers empirical data 

confirming its validity and advocates that institutional diversity benefits all stakeholders.   

Achieving greater diversity among the senior executive leadership of institutions 

is essential for many reasons.  Smith and Schonfeld (2005) suggests that senior executive 

leadership has a high level of influence in areas of (1) access and success, (2) campus 

climate and intergroup relations, and (3) education and scholarship.   Inclusion among 

senior executive leadership improves access and success of underrepresented minority 

groups by serving as role models for student success, promoting campus engagement, and 

serves to provide a minority perspective at the decision-making level (Smith and 

Schonfeld, 2009)   

Wilson & Meyer (2013) suggest that diversifying institutional executive 

leadership can mitigate the growing disconnection between the increased enrollment of 

minority students and improve campus climate and relations.  Campus climate and 

intergroup relations not only provide an inclusive campus culture but serves as a platform 

for individual growth.  Smith’s (2009) six-year campus diversity study suggests that 

diversity improves intergroup relations and also serves to promote institutional viability 

and vitality (Smith, 2009).  Diversity also improves institutional durability among 

demographic changes serving to meet the needs of the population it serves (Smith, 2009; 

Smith and Schonfeld, 2005; Nussbaum & Chang, 2013).   
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Diversification within the ranks of administrations not only improves institutional 

structure to reflect current American demographics but also increases the overall strength 

and effectiveness of the institution (Jackson and O'Callaghan, 2009).   Institutions rely on 

the faculty, staff and administrators to work collectively to encourage student success, 

which strengthens institutional efficiency.  Strengthened intergroup relationships can 

improve departmental collaborations, campus culture and increase retention of workers.  

Aigner (2014) suggests that diversity decreases turnover rates, increases retention of 

staff, and increases institutional productivity.  Increased retention is also linked to 

organizational commitment.  Research suggests that committed employees contribute to 

organizational success through increased work performance and positive customer 

service (Kim, Lee, and Kim, 2015).   Various studies report that diverse leadership, and 

workforce, encompass various perspectives and problem-solving skills that can also 

improve organizational performance (Sabharwal, 2014). 

Work Realties for People of Color 

Research eludes to the benefits of diversity, yet barriers serve to clog pipelines for 

people of color limiting access to executive leadership positions at institutions of higher 

education (Jones, 2014).  The ACE and CUPA-HR 2013 publication confirms the lack of 

women and people of color in positions of authority at predominately white institutions 

of higher education.  Currently, underrepresented minorities represent less than 14% of 

senior leadership positions at four-year institutions, with African Americans totaling 

7.9%, Hispanics totaling 2.6%, Asian Americans totaling 2.2%, American Indians 

totaling 0.4%, and Multiracial totaling 0.6% (American Council on Education, 2013).   
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Over the past ten years, diversity among faculty has experienced a slight increase 

whereas diversity among senior executive leadership has been insignificant (ACE, 2014).  

As reported by American Council on Education (2012), over the past 45 years the 

number of presidents of color has increased minimally from 8% to 13%.  Dowdy (2008) 

attributes the minimal representation of  underrepresented minorities in leadership 

positions to an unwritten code, in which black women suffer from a double negative 

stereotype rooted in race and gender, which often limits access.   Research confirms the 

nominal representation of URMs in leadership positions and also identifies an abundant 

pool of minorities present in lower level managerial positions.  Unfortunately, 

underrepresented minorities encounter various barriers that often inhibit upward mobility, 

however Flowers & Moore (2008) suggest programs such as the implementation of an 

apprenticeship model seeks to foster, retain and advance underrepresented faculty and 

administrators. 

While the majority of institutions require an improved approach to diversity 

management, some institutions have worked diligently to recruit underrepresented 

minority professionals, yet negative work-life realities and experiences at PWIs have 

greatly impacted retention and upward mobility (Jackson & O'Callaghan, 2009).  Work-

life realities such as the lack of access, professional identity, and or visible career path 

serve as barriers for minorities seeking positions of senior executive leadership.  In 

addition to the many stressors in the average professional career, underrepresented 

minorities suffer from added race-related microaggressions, from overt and covert racist 

practices, that can threaten their overall wellbeing and inhibit drive to pursue admittance 
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in an unequal system (Harrell, 2000).  The glass ceiling effect, limiting the opportunity 

for advancement, poor working conditions, and inadequate compensation are additional 

barriers that affect underrepresented minority professionals.  Minorities often participate 

in practices such as mentoring and leadership programs to leverage the opportunities for 

upward mobility (Dowdy, 2008).  While work realities for underrepresented minorities 

continue to be pervasive, professional associations, networking groups, mentoring, and 

participation in leadership programs offer ways to navigate the ambiguous pathway to 

executive leadership.    

Diversity Management in Higher Education 

Following the establishment of the Higher Education Act, which allocates 

additional financial resources, many institutions began including basic diversity 

principles within their structures (Langholtz, 2014).  Establishing a firm commitment to 

institutional diversity begins with revising strategic plans, and incorporating best 

practices.  The impact of organizational diversity efforts is maximized when purposefully 

incorporated in system-wide efforts, and aligned with institutional mission, vision, 

diversity and institutional strategic plans (Wilson, 2015).  Institutional strategic plans 

such as an integrated diversity plan, centralized diversity plan, or decentralized diversity 

plan serve as templates to effectively establish and manage diversity efforts.  In an effort 

to affirm institutional diversity, Smith suggests the use of a framework that addresses the 

following four areas: (1) access and success; (2) campus climate and intergroup relations; 

(3) education and scholarship; and (4) institutional viability and vitality (Smith, 2009).  

While Smith’s Diversity framework offers a guide to developing impactful diversity 
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plans, Wilson (2015) suggests that a firm understanding of the legal ramifications, 

succession planning, human capital and changing demographics is essential to ensure 

commitment, longevity and sustainability.     

Historically, management of diversity among human capital often fell within 

individual divisions and department, or through the centralized efforts of the institutional 

human resource department.  However, research suggests utilizing a perspective of 

diversity management instead of human resource management can increase inclusion 

(Sabharwal, 2014).  The use of inclusion practices to change organizational culture and 

perspectives is essential to the diversity management process.  In their quantitative study, 

Wyatt-Nichol & Antwi-Boasiako (2012) suggest that practices and perceptions are 

important aspects that can move institutional diversity efforts beyond surface level 

practices to institutional culture change and management.  Job training practices, 

multicultural course requirements and cultural sensitivity training are suggested 

management practices that can change organizational culture, minimize insider/outsider 

perspectives, and promote an inclusive campus culture (Juffer, 2001).   

Research suggests that leadership and administration should also subscribe to a 

variety of management practices to advance underrepresented minority faculty and staff 

to leadership positions, and conduct frequent institutional research to ensure an active 

approach to leadership diversity (Flowers, Moore and James, 2008).  Strategies of 

management and accountability, framed in a representative bureaucracy theoretical lens, 

can move an organization from passive to active representation producing a more 

inclusive leadership environment mirroring the student population (Bradbury and 
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Kellough, 2008).   Jackson and Callahan (2009) recommend a three-tier institutional 

diversity approach increases the retention of a diverse student population while achieving 

greater diversity among leadership and staff.   

Management of inclusion should be addressed through human resources 

management techniques, such as succession planning and management, to leverage 

diversity in recruitment, retention, promotions (Galarraga, 2014).  In an effort to increase 

diversity among leadership applicants, Wilson & Meyer (2013) suggest the use of best 

practices for the development of position announcements.  Succession planning and 

management has been noted as a strategic process that can provide a route of access and 

promote the inclusion of underrepresented minority groups at the senior executive level 

(Gonzalez, 2010).  Grotrian-Ryan (2015) conducted a mixed methods study to explore 

the benefits of talent management as a component of succession planning and 

management with findings to supporting the use of mentoring resulting in leadership 

development of internal candidates.  Aligning succession planning and management can 

help minimize barriers that inhibit the pipeline of minority senior executive leader 

successors and cultivates upward mobility minority non-positional leaders through talent 

development.    

Chief Diversity Officer 

To ensure the establishment and perpetuity of diversity within an institution, a 

strong commitment to diversity management is critical (Stuart, 2010).  An active 

institutional diversity and strategic plan, accompanied by a strong commitment from the 

president, articulates a mission and vision of inclusion and equity (Owen, 2009).  In their 
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comprehensive study of institutional mission statements, Wilson, Meyer & Mcneal 

(2012) identified that mission statements that are often inclusive of diversity language 

send a clear and concise plan for change and inclusion, and has the most permanency.  

Corporate industries, such as healthcare and academic medicine, have taken a proactive 

approach to inclusion and diversity management by incorporated the use of a Chief 

Diversity Officer (CDO) coupled with an organization diversity plan that has increased 

leadership diversity by 45% (AAMC, 2012).  Following the example of corporate 

America, many institutions of higher education have centralized institutional diversity 

efforts and implemented the leadership of a Chief Diversity Officer (CDO) to manage the 

institutional diversity agenda.   

The implementation of a CDO represents an institutional commitment to diversity 

efforts and serves as a response to the imperative need to diversify representation among 

students, faculty and administrators in higher education (Harvey, 2014).  According to 

the NADOHE standards of professional practice of 2012, the duties of the CDO should 

embrace a variety of social identities, focal groups and core areas to enhance structural 

diversity (Worthington, Stanley and Lewis, 2014), enhance equity in the number of 

URMs in executive leadership (Wilson and Wade-Golden, 2007), and promote 

transformational change and manage inclusive excellence (Worthington, Stanley, & 

Lewis, 2014).   While diversity is important for all institutions of higher education, 98% 

of diversity managers operate at PWIs with 68% operating in public PWIs (Williams and 

Wade-Golden, 2013; Leon, 2014) due to the increased concern of diversity management, 

campus climate and culture.   
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While many scholars identify the CDO as a vertically aligned position of 

leadership and a champion for institutional diversity, however many CDO have limited 

authority and resources to institute meaningful change.  Research indicates that the 

implementation of CDOs at PWIs has increased over the years, gender diversity among 

leadership at PWIs has increased to 43%, whereas racial diversity declined on an average 

of 1.2% (ACE, 2013).  According to the ACE presidential study (2013), underrepresented 

minorities are mildly represented in leadership positions at PWIs.  Of the minorities 

represented in senior leadership, 82% are located in positions of CDO or diversity 

manager; neither of which are a pipeline to the presidency position.  According to 

research, 98% of diversity managers operate at PWIs with 68% operating in public PWIs 

(Williams and Wade-Golden, 2013; Leon, 2014).   

Diversity Management Models 

The development of various diversity management models and approaches has 

been birthed out of changing times, demographics and other related political trends.  

Historically, the human resource department or lower level officer within a department 

managed the implementation of mandated federal policies, such as EEO, within an 

organization.  Among the original models many institutions implemented were the 

Affirmative Action and Equity Model, Multicultural Model, and Diversity and Learning 

Model.  These models provided means of federal compliance while serving as a gateway 

to institutional inclusion and equity.  These models ranged in services from basic Equal 

Employment Opportunity and Harassment support to the implementation of cultural 

centers and academic programs providing cultural development and career services.    
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Diversity management models also serve as strategic processes to address 

trending diversity issues.  For example, the Affirmative Action and Equity Model was 

birthed out of the civil right movement of the 1950’s and 1960’s seeking to open doors 

and end pervasive exclusionary practices.  The Multicultural Model followed the next 

twenty years as a response to the social and cultural movements seeking to promote 

cultural awareness and social justice.  Approaching the 20th century and into the 

beginning of the 21st century the Diversity and Learning Model transformed the face of 

inclusion as a response to changing workforce demographics to include various races 

other than Black and White.  Within the 20th century, diversity management models 

began to link diversity and cultural awareness to student learning and development, 

institutional culture, and intergroup relations.   

Careful consideration, planning and analyses must be conducted to choose the 

most appropriate diversity management model that will accomplish institutional 

outcomes and goals.  Identifying an appropriate diversity management model can 

minimize difficulty surrounding the integration of the diversity office and manager into 

the institutional culture, while allowing the model to serve as a plan to meet established 

diversity goals (Mintzberg, 1979).  The establishment of a vertically aligned managerial 

officer is an essential strategy to increase the impact and influence of institutional 

diversity programs and initiatives (Williams, 2014).  Over the last couple of decades, 

three additional models have emerged to meet the needs of the shifting 21st century.  

Identified as the three archetypes of vertical authority, the Collaborative Officer model, 

Unit-Based model, and Portfolio Divisional model, were developed to meet the needs and 
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provide guidance to leaders managing diversity (Leon, 2014).  According to the national 

survey of diversity managers, 45% utilized the Collaborative officer model, 38% utilized 

the unit based model and 17% utilized the portfolio divisional model (Williams & Wade-

Golden, 2007).  Research suggests the effectiveness of these models are based on the role 

and authority of the managing officer, unit budget, and desired outcomes.  

Although there are similarities and differences among universities in their 

approach to managing diversity at institutions of higher education (Lang, 2000), utilizing 

a Three-Dimensional Model of Higher Education Diversity approach can effectively 

encompass a broad set of social identity characteristics, focal groups associated with the 

institution and core areas of institutional initiatives (Worthington, 2012).  Utilizing this 

approach, diversity management and inclusion can be addressed at the intersection of 

race/ethnicity (identity characteristic), administrator (focal group), and strategic planning 

and accountability (core area).  Research suggests that the implementation of institutional 

policies do not automatically lead to increased diversity among leadership in higher 

education, but less state control and more autonomy (Van Vught, 2008).  However, 

diversity practices that are inclusive of strategic planning and management revealed 

substantial institutional change (Wilson, 2015). 

Succession Planning 

A leadership crisis is on the horizon for most higher education institutions in 

America, due to a vast majority of senior executive leaders nearing retirement (ACE, 

2013).  While this issue is apparent, may institutions have not instituted a plan or 

allocated resources to address this problem (Malhotra, 2011).  Implementing and 
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managing effective succession planning strategies can address current issues surrounding 

leadership retirement, successor transition, and inclusion (Rothwell, 2002: Mackey, 2008; 

Mateso, 2010).  Succession planning (SP) is a process that has been noted to ease 

leadership transition and vacancies through identifying potential successors 

(Kowalewski, Moretti and McGee, 2011), and developing a talent pipeline within the 

organization (Rothwell, 2005).  Strategically incorporating diversity principles into 

practices of succession planning and management could enhance diversity, and prepare 

the next generation of leaders through the development of minority professionals.   

The three major goals of succession planning (SP) require top-down commitment, 

and resources, to identify critical positions, future vacancies and potential candidates to 

serve as future successors (Orellano & Miller, 1997).  Achieving succession planning 

goals requires a comprehensive strategy that  includes the following: (1) commitment to 

the process and use of strategies, (2) assessment of personnel and positional 

requirements, (3) evaluation of individual performance, (4) assessment of future 

personnel and positional requirements, (5) evaluation of future individual potential, (6) 

closing the talent development gap, and (7) evaluation of succession planning strategies 

(Rothwell, 2005).  While Rothwell’s 7-step SP process is comprehensive, Rubin, Powers, 

and Illia’s model for succession planning and management begins with planning in mind.  

Rubin, Powers, and Illia suggest that successful planning begins with identifying and 

establishing skills necessary for future vacant leadership positions, followed by the 

alignment and development of potential successors to ease the transition when vacancies 

become available (Rubin, Powers, and Illia, 2007).  An assessment of positions, as it 
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related to identifying successors, guides the implementation of strategies to develop a 

potential successor pool of candidates followed by an evaluation of strategies against 

successor progress (Gandossy and Verma, 2006).   

Investing and building potential successors is an essential part of succession 

planning that can improve diversity among senior executive leadership (Grigoryev, 

2006).  According to the ACE presidential study (2013), underrepresented minorities 

represent 13% while their White counterparts represent 87% of executive leaders at 

PWIs.  Of the White males that currently represent 87% of leadership positions, 80% are 

nearing retirement in the coming years (ACE, 2013).  Research reveals an untapped pool 

of diverse candidates at the managerial level is available to serve as potential successors 

(ACE, 2013).  King and Gomez (2008) recommend, in their Pathway to Presidency 

article, that institutions should incorporate succession planning practices that identify, 

mentor and promote upward mobility of underrepresented minorities to address these 

diversity deficiencies (Gonzalez, 2010).  Gandossy and Verma, (2006) recommend that 

alignment, commitment, assessment, development, and measurement are the cornerstones 

of succession planning that can develop a strong pool of potential successors and address 

current and future staff needs.   

While SP has been used in corporate America for many years, its use in higher 

education has increased over the last 30 years with many associated benefits (ACE, 

2013).  Research identifies that a major benefit of SP involves the cultivation of internal 

talent, which keeps the organizational memory, whereas Bower (2007) suggests that 

internal and external candidates both come with circumstances to consider.   Research 
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suggests that external candidates have a greater impact on leading organizational change 

(Gonzalez, 2010) whereas internal candidates possess invaluable knowledge of the 

organization to promote and expedite necessary change as needed (Kowalewski et al., 

2011).  Currently, over 50 % of institutions utilize external companies to complete 

national searches to identify successors for leadership vacancies (ACE, 2013).  However, 

research has shown that the numbers are on a slight decline due to trends identifying an 

increase in external candidate turnover rates (Barden, 2010).   

While institutions of higher education are hesitant to use executive search firms, 

however over two-thirds of organizations have not implemented a formal or informal SP 

process as an alternative.  Seniwoliba (2015) suggests that the absence of established 

succession plans may be due to a lack of organizational need, whereas others don’t view 

talent management as a problem (Malhortra, 2011).  In their study of leadership 

vacancies, data identified that 5% of leadership and 36% of managerial positions 

experienced long term vacancies over a three-year span (Peak, 1996) suggesting many 

organizations do not have issues with filling vacancies thus dedicating time and resources 

to other areas of the organization.  Although leadership vacancies aren’t often vacant for 

long periods of time, SP is noted as a plan or process that offers organizational stability 

through identifying and developing potential internal successors to fill vacancies, short or 

long term, thus continuing organizational effectiveness.      

Succession Planning and Management  

Succession processes can be viewed as a continuum of replacement planning, 

succession planning, talent management, and succession management (Berke, 2005).  



61 

 
 

While, replacement planning seeks to identify potential successors, it does not focus on 

the talent development pipeline.  Succession planning seeks to identify and develop 

potential successors, whereas succession management seeks to identify, develop and 

manage the process by continuing to add potential successors to the cycle.  Upon 

assessing potential successors, development plans are strategically created for cultivation 

and to ease the transition when a position becomes available (Rubin, Powers, and Illia, 

2007).   

Talent management is also another concept often used when discussing 

succession processes.  Unlike replacement planning or succession planning, talent 

management specifically focuses on the recruitment, and development of internal talent 

(Rothwell, 2005), also known as high potentials.  Encompassing the processes involving 

planning and management as an overarching concept to succession, succession planning 

and management (SPM) also includes strategies for talent management (Mateso, 2010).  

As a comprehensive approach, SPM is designed to provide continuous movement of an 

organization through the use of successor development, replacement and application of 

key people to ensure leadership continuity (Rothwell, 2011).  

Succession planning and management (SPM) addresses leadership shortages 

(Mateso, 2010) in the midst of the current higher education leadership crisis (ACE, 2012) 

seeking to utilize internal talent inclusive of the untapped pool of underrepresented 

minority talent found lower level managerial positions (Broad, 2012).  Underrepresented 

minorities continue to face barriers to leadership positions due to lack of mentors and 

networks (Kilian, Hukai & McCarty, 2005) and other issues that perpetuate 
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discriminatory practices that limit access.  SPM is a process that is noted as a process to 

help eliminate discriminatory practices through a holistic approach talent development 

and successor nominations.  Rothwell (2005) identifies that SPM inclusive of diversity 

management practices encourages mentoring and serve to provide access to the 

leadership pipeline for potential minority talent.   

Mateso’s (2010) SPM conceptual framework is an approach that is inclusive of 

diversity management and consists of the following three main components: leadership 

commitment, SPM practices, and institutional culture.  As the core of the framework, 

leadership commitment and involvement in addressing senior executive leadership SPM 

is essential and is closely connected to six effective practices and approaches of SPM 

found in component B.  Component C take into consideration the organizational culture 

or strategy, depicting the context within which succession planning processes are 

continually promoted. 

Succession Planning and Management Theoretical Considerations 

The exploration of SPM practices that promote an inclusive leadership 

environment (Virick and Greer, 2012), and address senior executive leadership shortages 

(ACE, 2013), warrants further research and the support of an applicable theoretical 

framework.  Peter Mateso (2010) suggest the use of a SPM conceptual model that offers a 

comprehensive guide to addressing dual issues of leadership shortages and diversity.  The 

Mateso SPM conceptual model offers a descriptive understanding of how leadership 

commitment and involvement drives the use of effective SPM practices, set within the 

context of intuitional culture and efforts (Mateso, 2010).   Effective SPM processes 



63 

 
 

require leadership commitment and involvement and the allocation of resources.  Kouze 

and Posner (2007) suggest that leadership involvement is essential for enforcing 

accountability.  Gandossy and Verma (2006) suggest that a strong sense of leadership 

commitment is reinforced through processes such as allocating resources to fund the 

processes.  The Mateso SPM Model also seeks to offer a lens to analyze and understand 

institutional efforts, as well as issues and factors associated with the process, as perceived 

by senior executive leadership.   

In an effort to address leadership shortages, succession planning and management 

inclusive of diversity management, can be used to diversify senior leadership, utilizing a 

supply of internal minority talent.  To explore such issues, a critical inquiry perspective 

serves to offer an analytical ability to challenge, critique, empower and transform 

(Merriam, 2014).  Developed from legal scholarship, the critical lens of theories such as 

critical race theory (CRT) and representative bureaucracy theory (RBT) offers a critical 

perspective to examine institutional structures to employ a transformative and 

emancipatory strategy (McCoy & Rodericks, 2015).  When applied to succession 

planning and management, the critical race theoretical framework provides a critical 

examination of the current leadership shortage and perceived factors associated with a 

disproportionate representation of minority groups in executive level leadership positions.  

A critical perspective will also be useful in challenging mainstream approaches to policy 

analysis, critical assumptions, and reasoning that guide institutional efforts and the 

process of succession planning and management (Teranishi, 2007).   Furthermore, RBT is 

a useful explanatory framework that considers the role of race and racism as it pertains to 
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exclusion and subordination (Perez-Huber and Soloranzo, 2015), using an analytical 

approach to associate patterns with racism (Covarrubias and Valez, 2013) that can 

constrain the process of diversifying successor nominations.  

While a critical perspective serves as an explanatory framework to address the 

issue of minority exclusion from senior executive leadership positions at institutions of 

higher education, the representative bureaucracy theory (RBT) offers an additional 

perspective to the examination of inclusion among senior executive leadership.  The 

application of the RBT to SPM offers a perspective to analyze the relationship between a 

diverse student body of institutions of higher education and the nominal level of inclusion 

among senior leadership, against to policy outcomes (Bradbury and Kellough, 2008).  In 

their research study, Sowa and Selden (2003) identified that active representation of 

diverse populations would lead to policy changes to advance the interests of particular 

groups such as underrepresented minority groups.  While the RBT offers, an analytical 

lens pertaining to policy changes to mitigate the disconnection between the student 

population and leadership population and offer transformation based on strategic policy, 

strategy and or practice, a critical eye also offers a centered perspective that offers an 

analysis of historical discrimination in comparison to current leadership shortages and the 

continued discriminatory practices used to perpetuate the nominal numbers of minorities 

in senior executive leadership position at PWIs.  

Summary 

This chapter provides a comprehensive summary of issues surrounding senior 

executive leadership at institutions of higher education, leadership shortages and the lack 



65 

 
 

of inclusion among senior executive leadership.  American history alludes to a culture 

rooted in pervasive racism that continues to spill into organizations and systems guiding 

practices among many institutions of higher education.  Although the American 

demographics have shifted to reflect a diverse society, White males continue to dominate 

senior executive leadership positions at institutions of higher education.  Research alludes 

to the many benefits of diversity, whereas barriers to diversifying senior executive 

leadership positions combined with work realities for underrepresented minorities 

continue to clog the leadership pipeline.  Research speaks to the many diversity practices 

and models that are proven effective.  

While data suggests that the current leadership of institutions of higher education 

is nearing retirement at an alarming rate (ACE, 2013), this leadership transition presents 

an opportunity for upward mobility of underrepresented minorities, who are often an 

overlooked pool of talent (Broad, 2012).  Succession planning and management has been 

noted as a process to address leadership shortages, and manage diversity issues.  This 

chapter continues to explore several themes and perspectives relevant to succession 

planning and management, including historical perspectives, leadership diversity and 

management, and related theories.  Comprehensive details of the study methodology will 

be discussed in chapter three, followed by the data results and analysis in chapter four.   
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CHAPTER 3 

METHODOLOGY 

The purpose of this study was to explore succession planning and management 

(SPM) of senior executive leadership by examining the effectiveness of SPM practices, 

the process of nominating successors, and its influence on diversifying senior executive 

leadership.  This study utilized an explanatory sequential mixed methods research design 

beginning with a quantitative data descriptive analysis guiding interview questions for a 

qualitative counterstory narrative.  The quantitative phase of the study investigated SPM 

practices and strategies, identifying patterns, and descriptive data surrounding 

perceptions of effectiveness.  The qualitative phase of the study examined additional 

SPM practices to determine how they were developed and implemented, as well as 

explore how the institutional culture and associated factors were perceived to have 

influenced the process.  The mixed methods research design based on critical inquiry 

employed a pragmatic epistemology and logical approach to interviewing, and data 

analysis.   

The main purpose of this study was to explore the perceived effectiveness of 

succession planning and management strategies used to nominate senior executive 
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successors, inclusive of diversity management, against the campus culture landscape.  

This study examined four-year predominantly white Doctoral Universities with highest 

research activity.  Each institution had an established campus diversity manager, and 

talent management office, along with the previously mentioned criteria.  While diversity 

is important for all institutions of higher education, predominately white institutions have 

the highest number of diversity managers due to management concern of diversity 

management, campus climate, and culture.  According to research, 98% of diversity 

managers operate at PWIs with 68% operating in public PWIs (Williams and Wade-

Golden, 2013; Leon, 2014).  A study of senior executive succession planning, inclusive 

of diversity management, can provide greater insight, understanding, and awareness of 

effective practices, strategies, and processes. 

This chapter covers the following areas to investigate the stated topic: the 

rationale and purpose of the study, research design, research execution and chapter 

summary.    An explanatory mixed methods research design to understand and examine 

the research questions was utilized.  This study sought to provide effective succession 

planning practices, management strategies, and processes to facilitate a knowledgeable 

campus culture, strategic, and inclusive leadership environment.   

Rationale for Research Study 

The primary goal of this study was to gain an understanding of senior executive 

succession planning and management.  This study sought to gain an understanding of the 

perceptions of senior executive leadership succession planning practices, with the 

inclusion of associated factors such as diversity and campus culture. To better understand 
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the challenges associated with SPM, and diversifying executive leadership, research 

suggests that one needs to delve deeper into the perceptions of the senior executive 

incumbents.  This study will help institutional leadership, CDOs, Diversity Managers, 

Human Resource Managers, and Boards of Trustees gain knowledge of successful 

succession planning practices, management strategies, and processes to facilitate a culture 

of succession planning and inclusive leadership environment.   

Johnson & Christensen suggest that the use of a mixed methods study is useful in 

revealing the breadth and depth of a given phenomenon (Johnson & Christensen, 2008).  

In this study, the researcher integrated both quantitative and qualitative data, while 

expanding the findings of one method with another (Creswell, 2003), using their 

combined strengths to drawing interpretations from both sets of data to understand the 

research problems (Creswell, 2015).  A mixed methods design coupled with a 

Representative Bureaucracy Theoretical Lens employed a transformative and 

emancipatory strategy (McCoy & Rodricks, 2015).   This study utilized interviews to 

highlight personal experiences allowing for a greater understanding of the phenomena, 

thus each approach added value to the research (Creswell, 2015).    

Research Questions and Hypotheses 

Guiding this study are the following research questions through which data 

collection and analysis will be conducted: 

1. How do senior executive leaders perceive institutional succession planning and 

management efforts? 
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2. How do the views of senior executive leaders support the perspectives of 

succession planning and management practices utilized at their perspective 

division? 

3. How do the perceived succession planning and management practices differ by 

the following associated factors at the Division / Administrative Unit level? 

i. by race 

ii. by gender 

iii. by service years 

4. What factors do senior executives perceive as contributors to the succession 

planning and management processes at the institutional and divisional levels?  

Research Design  

Epistemology, theoretical perspective, methodology, and methods are four 

essential elements that a sound research design requires (Crotty, 1998).  Epistemology is 

the philosophy of knowledge, grounded theoretically, that offers a means of explaining 

“how we know what we know” (Crotty, 1998, p.3).  Using a theoretical perspective, the 

researcher took a philosophical stance that guided the methodology and provided a 

background for the process (Crotty, 1998).  Through careful consideration, and building 

on the epistemology and theoretical perspective, the researcher selected the methodology 

and methods as guiding procedures to produce desired outcomes (Crotty, 1998).  

This study was conducted using a pragmatic epistemology through a 

transformative lens as a strategy to approach the research (Currell & Towler, 2003).  As a 

mixed methods researcher, “pragmatism opens the door to multiple methods, different 
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worldviews, and different assumptions, as well as different forms of data collection and 

analysis” (Creswell, 2003, p. 12).  The Represenative Bearucracry Theory (RBT) offered 

a theoretical framework that helped to understand racialized structures (Zamudio et al, 

2011) and challenged institutional policies,  and practice to examine how they have been 

used to subordinate certain minority groups (Solórzano, 1998; Teranishi, 2007).  RBT 

furthermore suggests that “bureaucratic power can be made more responsive to the public 

if the personnel who staff administrative organizations reflect the demographic 

characteristics of the public they serve” (Sowa and Selden, 2003, p. 700)    

Representative Bureaucracy Theory (RBT) suggests that the interests of all groups 

represented (passive representation), including historically disadvantaged communities, 

will result in a demographically diverse public sector workforce and will lead to policy 

outcomes (active representation) (Bradbury and Kellough, 2008).  Recent studies of the 

theory of representative bureaucracy have focused on active representation, whereby 

administrators in public organizations work to advance the interests of particular groups, 

achieving policy outcomes that directly address the needs of those groups (Sowa and 

Selden, 2003).  Theilman and Stewart identify that if an organization wants to make more 

decisions that benefit the public, then it requires the organizational bureaucracy to 

broadly representative the public that it serves (Thieleman and Stewart, 1996).  

This study also employed Mateso’s SPM conceptual model (2010) listed below in 

Figure 1.  This model served as a descriptive framework identifying how top leadership 

commitment, SPM strategies, and institutional culture played a role in successor 

nominations, and use of SPM strategies and practices.   
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Figure 1. Succession Planning and Management Conceptual Model (Mateso, 2010). 

 

 

This study utilized an explanatory sequential mixed methods research design 

beginning with a quantitative phase that guided interview questions for a qualitative 

counterstory narrative.  For this study, qualitative data (semi-structured interviews) was 

utilized to expound upon the quantitative findings (survey analysis) (Creswell, 2003).  A 

multi-site case study was conducted to examine succession planning and management of 

senior executive incumbents.  This case study provided an in-depth investigation of a 

contemporary phenomenon within a real world context providing enriched experiences of 

a unique situation (Yin, 2013) while giving access to places often held for “insiders” 

(Cronin, 2014).     

The aim of the quantitative portion of the study was to examine perceptions of 

SPM at the intuitional and divisional level and explore factors associated with the 
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process.   Quantitative research methodology was fittingly chosen to quantify results and 

identify patterns among SPM practices, and effectiveness as perceived by senior 

executive leaders of the subject university.  Aliaga and Gunderson (2000) identify 

quantitative research as descriptive information with a narrow scope. The aim of the 

qualitative portion of the study was to explore the perceived effectiveness of succession 

planning and management strategies and processes.  Qualitative research methodology is 

an interpretative and naturalistic approach that focuses on the underlying meaning and 

experiences related to a phenomenon (Merriam, 2014).  Qualitative research 

methodology was appropriately chosen to offer an explanation through thick rich 

descriptions with a supplement of quantitative data.  

Participants 

This study focused on senior executive leadership session planning and 

management using mixed methods to gather a greater understanding of the research 

problem (Creswell, 2015).  The subject university consisted of four public and private 

four-year predominately white doctoral universities.  The subject university, given the 

pseudonym Subject University, was classified as a Doctoral University with highest 

research activity, and has an established talent management office, and diversity 

manager.  Pseudonyms were assigned to the subject universities, and all participants of 

the study to ensure confidentiality.  This study utilized a quan-QUAL technique where 

survey data were investigated quantitatively during the first phase followed by a 

qualitative second phase.  Since this study utilized a mixed methods design, it is 

important to discuss the two types of participants involved in this study.   
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Survey Participants 

The quantitative portion (phase one) of this study consisted of a 24-item survey 

administered to senior executive leaders at the subject universities.  Survey participants 

consisted of senior executive leaders from the division of academic affairs, student affairs 

or administrative affairs each subject university.  Due to the possibility of some senior 

executive leaders serving dual roles, an item in the survey was included to for each to 

identify their major occupational roles.  Upon approval from Mercer University, and the 

Subject University Institutional Research departments. emails were sent soliciting 

participation in this study.  

Interview participants 

The qualitative portion (phase two) of the study consisted of eleven semi-

structured one-on-one interviews.  The participants for phase two of this study consisted 

of senior executive leaders identified through criterion purposeful sampling.  For this 

study, senior executive leadership was considered one of the following positions: senior 

administrative officer (e.g. chief financial officer, chief human resources officer, general 

counsel), senior external affairs officer (chief development officer, chief government 

relations officer), chief student affairs or enrollment management officer, chief diversity 

officer, chiefs of staff, executive vice president, chief academic 

officer/provost/chancellor, Central senior academic affairs officer (e.g. associate provost, 

dean of graduate studies), and dean of academic college (ACE, 2008).  At least, two 

participants were purposefully selected from the Academic, Student, and Administrative 

Affairs Divisions were selected to represent the broad spectrum of the subject university 
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president’s cabinet.  Other criteria considered in selecting interview participants was the 

inclusion of a diverse representation, such as gender and race, and the number of years of 

service at the university.  The inclusion of diverse participants was intentional to convey 

voices from the female gender, and underrepresented minority groups.  The inclusion of 

years of service was also included offer a perspective from a historical range, institutional 

memory, and culture of the subject university. 

Instrumentation 

The instrumentation for this study was appropriately chosen to reflected the stated 

methodology, and to answer the stated research questions.  Quantitative instrumentation 

and qualitative instrumentation will be discussed in the following paragraphs  

Quantitative Instrumentation  

The source of data collection for the quantitative portion of this study was a 

Questionnaire entitled Assessing Succession Planning and Management Efforts created 

by Dr. Peter Masteo based on the 2010 SPM Conceptual framework.  The researcher 

administered a 24-item questionnaire from late 2016 to early 2017. The questionnaire, 

comprised of four sections, gathered information concerning SPM and associated factors.  

Section A served the purpose of collecting basic demographic data using 12 questions to 

get a better understanding of participants and characteristics associated.  Section B served 

the purpose of assessing SPM practices at the Divisional/Administrative Unit Level using 

1 question and 23 subunits to understand apparent practices used.  Section C evaluated 

the overall university efforts as it pertains to some SPM aspects using 4 questions.  

Section D served the purpose of evaluating of contributing factors associated with the 
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SPM efforts using 7 questions.   The survey instrument also included 7 open-ended 

questions that was analyzed with the rest of the qualitative data. Survey instrument can be 

found in Appendix D. 

The creator of the survey instrument was clear to establish validity and reliability 

in 2010.  Content and instrument validations were conducted by subjecting the instrument 

to rigorous scrutiny by expert panel review, field-testing, and the institutional Human 

Subjects Review Board (HSRB) at the authors subject and home universities.   

Qualitative Instrumentation 

The source of data collection for the qualitative portion of this study was one-on-

one interviews.  Descriptions of the experiences lived by the interviewee with respect to 

the interpretation of the described phenomena are considered structured conversations 

called interviews (Kvale, 2007).   An established Interview Protocol, located in Appendix 

E, guided the interview process.  The interview questions were semi-structured, pilot 

tested, and probe questions were available to offer flexibility and direction.  Each 

interview consisted of one informant and one interviewer, lasting 30-60 minutes in 

duration.  The interviewer was responsible for asking the interview questions.  The 

interviewer took notes and recorded each interview for added dependability.  Interviews 

were conducted on the same day in a quiet room at the Subject University.   

Subjectivity Statement 

Merriam identifies that the researcher is a primary instrument in the inductive 

process to obtain a richly descriptive product (Merriam, 2014).   Creswell states that 

researcher bias may affect the validity of collected data if the researcher does not 
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recognize their own values and objectives (Creswell, 2013).  As an African 

American/Black female, the researcher has had personal experiences with racism and 

sexism on various levels divisions of academic and student affairs, and across multiple 

institutions of higher education.  Working as college faculty, and a program manager in 

higher education, the researcher is familiar with and has had personal experience with the 

“glass ceiling” effect that can shape the researchers analytical lens.  For this study, the 

researcher recognized and mitigated bias through peer review, and member checking.   

Validation 

The means by which the researcher determined if the research study measured 

what was intended is known as the concepts of validity and reliability (Joppe, 2000).  As 

suggested by Glesne, trustworthiness was considered during the research design and was 

considered  “amidst data collection” (Glesne, 1999, p. 32). "The researcher was expected 

to draw upon multiple (at least two) sources of evidence; that is, to seek convergence and 

corroboration using different data and methods (Bowen, 2009, p. 28).   For this study, the 

researcher utilized the four steps of credibility, transferability, dependability, and 

conformability, to establish validity, reliability and trustworthiness (Lincoln and Guba, 

1985).   

Quantitative Component 

 The validation of the quantitative portion of this study was ensured 

through content and instrument validity as well as reliability.  Prior to its usage, Mateso 

(2010), the survey creator, underwent a review of the survey instrument by expert panel 
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members, field testing, and IRB Board of Directors to enhance content validity.  As 

reported by Mateso in 2010, the survey instrument was justified and validated.   

Qualitative Component  

 Lincoln & Guba (1985) established the standards of quality, as governed 

in this study, as four terms for verification to include: credibility, transferability, 

dependability and conformability.  Upon completion of each one-on-one interview, data 

was noted and transcribed by the researcher and one additional individual.  Each 

transcript was reviewed, and a copy was given to each informant (member checking) for 

enhanced reliability and transferability.  Each transcript was coded and analyzed for 

themes. Two additional analyst were used to increase validation and to establish inter-

coder reliability for this study.  To ensure dependability, a pilot study was completed to 

test the interview questions before the start of the study.  Credibility will be ensured by 

verified through peer debriefing, protocols, and member checks.  Transferability will be 

ensured through the use of thick rich descriptions, with dependability ensured using 

inquiry audits. 

Data Collection 

Prior to collecting data, IRB approval from Mercer University and the subject 

university was obtained.  The data for this study will be collected in two phases, 

quantitatively (phase one) and qualitatively (phase two); followed by a third phase 

integrating the findings.   Instrumentation was selected to produce findings consistent 

with answering the established research questions. Data were collected follow the 

explanatory sequential research design as suggested by Creswell (2015, p.39).  The 
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explanatory sequential research design consisted of quantitative data collection and 

analysis completed in phase one.  Phase two consisted of qualitative data collection and 

analysis.  Each phase was successive with phase two explaining finding from phase one.  

The third and final phase consisted of inferences drawn by integrating findings from each 

phase.  

Quantitative Procedures 

Phase one of data collection began with a formal letter of invitation sent to the 

subject universities IRB office, and additional offices if needed, giving an overview of 

the study and to solicit participation.   Upon approval, an email letter of solicitation, listed 

in Appendix C, was sent to senior executive leaders at each subject university.  The 

solicitation email included a summary of the study, IRB approval information, and a 

summary of the quantitative and qualitative phases of the study with active links to 

participate in each phase of the study.  After completing consent forms, the participants 

completed the SPM Survey using Survey Monkey online methods.  Weekly reminders 

were sent to participants via email to increase response rate.  Biweekly follow up calls 

were also utilized.  Upon completing the survey, participants notified the researcher of 

willingness to participate in the qualitative phase two portion of the study.  

Qualitative Procedures 

The second phase of data collection began with a formal invitation emailed to 

each participant who expressed willingness to participate in the interview portion of the 

study.  This email included a link in which each participate could sign up for a date, time, 

and location for an interview.  To ensure that full range of unit perspectives were present, 
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the researcher purposefully identified any additional participants for interview (Creswell, 

2013).   Participants were identified and solicited using the subject university 

organizational chart and institutional email list.   

Participants were guaranteed confidentiality, and data was collected using semi-

structured interviews.  Data collection methods such as interviews are recognized as 

valuable resources for confirming insights for qualitative studies (Merriam, 2014).  This 

study was purposeful with regards to the selection of individuals, data and protocol 

design (Yin, 2013).  An interview protocol, see Appendix E, was pilot tested, and used to 

guide the qualitative portion of this study.   

Upon identifying participants and the completion of consent forms, eleven one-

on-one interviews were conducted between two subject university X and Y.  Yin suggests 

that studies should conduct between six and ten interviews to "provide compelling 

support for the initial set of propositions" (Yin, 2012, p. 57) and to offer a convincing 

argument for the examined phenomenon (Yin, 2013).  Using semi-structured interviews, 

eleven senior executive leaders was interviewed.  The purpose of the interviews was to 

identify perceptions of succession planning practices and diversity management strategies 

to understand the process of nominating successors as well as understanding the process 

of talent development.  Interviews were held at locations convenient to the participants, 

and each lasted between 30-60 minutes in duration.  

Institutional Review Board 

This study followed correct procedure to obtain Institutional Review Board 

approval from Mercer University before beginning the study.  The study also obtained 
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approval from each participating institution.  Data retrieved from interviews and survey 

results were assigned pseudonyms prior to analysis to ensure confidentiality and 

anonymity.  Data was also stripped of all identifiers, and stored in a secure location for 

privacy.   

Response Rate 

 Lodico et al suggest that the purpose of the research, subject matter and 

participant interest are three driving forces in which survey response rates are dependent 

on (Lodico, Spaulding, and Voegtle, 2010).  The SPM survey was sent to 43 potential 

participants, with 20 individuals opting to participate. The researcher utilized reminders, 

as suggested by Lodico et al, in an attempt to reach an optional response rate between 30-

50% (Lodico, Spaulding and Voegtle, 2010).  This study received a 47% response rate.  

Data Analysis 

Context is an important aspect of educational research (Berliner, 2002) and the 

analysis process is lengthy and requires a great deal of rigor (Creswell, 2007).  According 

to Creswell, in an explanatory sequential design, the researcher collects and analyzes the 

quantitative data first, determines the course of action for further exploration in the 

qualitative phase, then conducts the qualitative data collection and analysis in a second 

phase to offer an explanation of the quantitative results (Crewsell, 2015).  Then the 

researcher conducts a third and final analysis drawing conclusions and verifications 

(Creswell, 2015).   

For this study, the data were analyzed through the "critical" lens of Representative 

Bureaucracy Theory (RBT).  The RBT guided the analysis process to determine patterns 
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among associated factors, and policy decisions at the institutional and divisional/unit 

levels.  Moreover, RBT was used to understand policies, decision-making, and their 

influence while challenging mainstream approaches to policy analysis and critical 

assumptions and reasoning that guide the process (Teranishi, 2007).  

Quantitative Data Analysis 

The numerical data obtained from the succession planning survey underwent a 

descriptive statistical analysis using the Statistical Package for Social Sciences (SPSS).  

To better understand research questions and participant demographics, descriptive 

statistical analysis was conducted.  The researcher used content analysis to review the 

open-ended questions on SPM derived from the survey.  According to Grbich (2013) 

thematic content analysis is appropriate to examine “existing textual information in order 

to ascertain the trends and patterns of words used, their frequency, their relationship and 

the structures, contexts and discourses of communication” (Grbich, 2013, p. 190).   

Qualitative Data Analysis 

Interview responses and open ended survey questions were analyzed qualitatively.  

The data were collected and analyzed simultaneously utilizing the Miles and Huberman’s 

Three Phase Model, comprised of data reduction, data display, and drawing conclusions 

(Miles and Huberman, 1994). As suggested by Mile and Huberman (1994), data 

reduction is the first step to organize the large amount of data collected while discarding 

irrelevant data.  Data analysis was used as a “systematic evaluation of a study” making 

sense of data collected, which was then organized into codes, categories and themes 

(Bowman, 2009, p. 27).  The frequency of particular codes, categories, and themes was 
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determined by a comprehensive inspection of data and graphical data display (Miles and 

Huberman, 2004).   

Reviewing the data thoroughly, becoming familiar with the data, going over 

notes, listening to recordings, and reading interview transcripts repeatedly constitutes the 

interpretation process (Weiss, 1994).  According to Creswell, the process of data analysis 

is lengthy and requires a great deal of rigor but allows the researcher to incorporate the 

experiences, thoughts, and words of human beings into the study (Creswell, 2007).   

The data was generated through the process of transcription and open coding for 

themes to offer an interpretation of interviews and open ended survey responses through 

the "critical" lens of Representative Bureaucracy Theory. A Representative Bureaucracy 

Theoretical lens was used to examine organizational and departmental succession 

planning policies, practices, and strategies with a focus on unveiling their role in the 

construction and maintenance of social domination and subordination as it pertains to 

senior leadership positions (Delgado & Stefancic, 2001; Closson, Bowman & 

Merriweather, 2014).  RBT as a critical lens "draws on a multimodal analysis to offer a 

description, interpretation, and explanation of the relationships between texts, discursive 

practices, and social practices" (Rogers and Mosley, 2006, p 472). 

Integration of Quantitative and Qualitative Findings 

Data analysis is identified as a process through which mixed methods data moves 

from description to interpretation (Grbich, 2013).  After collecting and analyzing the 

quantitative data (phase 1), and qualitative data (phase 2), a third and final phase was 

conducted in which the researcher depicted “inferences about how the qualitative results 
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help to explain the quantitative results” (Creswell, 2015, p.38).  During this phase, the 

researcher supported “the quantitative results with qualitative data” by connecting and 

merging data to draw inferences (Creswell, 2014, p. 231).  The researcher also sought to 

produce cultural relevance through drawing inferences to produce a greater in-depth 

understanding of the quantitative results (Creswell, 2014).   

This study utilized a critical inquiry to challenge, critique, empower and 

transform (Merriam, 2014).  The SPM Conceptual framework (Mateso, 2010), Figure 1, 

was used as a conceptual guide, with focal areas of leadership commitment, SPM 

practices, and organizational culture/strategy.  Recognizing that institutional racism is 

pervasive, RBT was used to examine existing power structures, policies, and succession 

planning and management of executive level leadership positions.   

RBT was used to understand policies, diversity management strategies, structural 

models and how they contribute to the organization, while challenging mainstream 

approaches to policy analysis and critical assumptions and reasoning that guide the 

process (Teranishi, 2007).   Creswell (2015) offers a visual presentation of the research 

design with respect to the theoretical framework termed a modified social justice 

explanatory research design.  Guiding the research questions, the RBT was used as a 

theoretical lens and a call to action for change guiding phase one, two and three of the 

study.  Phase three of the study served as an integration and interpretation phase in which 

qualitative findings explained quantitative results (Creswell, 2015).   

Representative bureaucracy theory (RBT) suggests that a demographically diverse 

public sector workforce will lead to policy outcomes that reflect the interests of all groups 
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represented, including historically disadvantaged communities. Recent studies of the 

theory of representative bureaucracy have focused on active representation, whereby 

administrators in public organizations work to advance the interests of particular groups, 

achieving policy outcomes that directly address the needs of those groups (Sowa and 

Selden, 2003).   

Reporting Results 

 Creswell suggests that results from a mixed methods research design 

should be merged during the analytical phase to ease reporting of results (Creswell, 

2013).  For this study, the results were reported through the use of narratives, quotes, 

graphical format, charts, and tables. Quantitative data was reported through the use of 

graphical format, charts and tables to enrich the qualitative data (Creswell and Clark, 

2010).   Thick rich descriptions of quotes and narratives from the one on one interviews 

were used to report the qualitative data along with a table of reported themes.   

Summary 

Guided by the research questions, this study utilized a sequential explanatory 

mixed methods research design to examine senior executive leadership succession 

planning at four predominately white doctoral universities in the state of Georgia.  

Utilizing the Representative Bureaucracy theory and the Mateso SPM conceptual model, 

this study employed a pragmatic epistemology coupled with the critical inquiry to collect 

and analyze data.  The purpose of this study was to explore succession planning and 

management of senior executive leadership by examining the SPM practices and 
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processes surrounding the nomination of successors and its influence on senior executive 

leadership diversity.    

This research study explored the effectiveness of SPM practices at the intuitional 

and divisional levels at four subject universities.  Associated factors and perceptions were 

examined to identify patterns that facilitate an inclusive leadership environment. The 

guiding research questions were stated, along with data collection procedures and 

detailed strategies for data analysis.  Data analysis and results are discussed in chapter 

four followed by conclusions and implications in chapter five.   
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CHAPTER 4 

RESULTS 

Introduction 

The purpose of this study was to explore succession planning and management 

(SPM) of senior executive leadership by examining the process of nominating successors 

and its influence on diversifying senior executive leadership.  The study utilized an 

explanatory mixed methods research design coupled with a critical inquiry to employ a 

pragmatic epistemology and logical approach to interviewing, and data analysis.  Johnson 

& Christensen (2008) suggest that the use of a mixed methods study is useful in revealing 

the breadth and depth of a given phenomenon.  To gain an understanding of the 

perceptions of senior executive leadership succession planning practices, this study 

employed the use of a Succession Planning and Management (SPM) Survey as a 

quantitative method during the first phase of data collection.   To better understand the 

challenges associated with identifying potential successors for senior executive 

leadership, views of the senior executive incumbents were collected through semi-

structured interviews as a qualitative method during the second phase of the data 

collection.   
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The data collection process began with the researcher emailing a solicitation letter 

to potential participants.  The participants completed the study in 2 phases, quantitative 

SPM survey (first phase) and the semi structured interviews (second phase).  After 

providing informed consent, each participant completed the SPM survey.  The researcher 

retrieved survey data and completed data analysis using SPSS software. Participants 

voluntarily signed up for the semi-structured interviews during phase two, and data were 

analyzed using qualitative analysis and NVivo qualitative software.  Basic demographic 

information was gathered primarily through the SPM Survey (Section A) with additional 

data collected from the interview questions.   During the third phase of the study, the 

researcher integrated both quantitate and qualitative data, using their combined strengths 

to drawing interpretations from both sets of data to understand the research problems 

(Creswell, 2015).    

The research questions that guided this study were: 

1. How do senior executive leaders perceive institutional succession planning and 

management efforts? 

2. How do the views of senior executive leaders support the perspectives of 

succession planning and management practices utilized at their perspective 

division? 

3. How do the perceived succession planning and management practices differ by 

the following associated factors at the Division / Administrative Unit level? 

i. by race 

ii. by gender 
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iii. by service years 

4. What factors do senior executives perceive as contributors to the succession 

planning and management processes at the institutional and divisional levels?  

This researcher also conducted a literature review of related research and theory in the 

areas of leadership crisis in higher education, historical perspectives on leadership in 

higher education, diversity in higher education, diversity management in higher 

education, and succession planning and management.   The chapter includes a summary 

of data based on the following major areas: research site description, demographics of 

respondents, quantitative findings and analysis, qualitative findings and analysis, 

integration of findings, and chapter summary.  

Research Site Description 

 The sites chosen for this study included four institutions from the state of Georgia 

based on set criteria. Each university was chosen due to the following criteria: large, four-

year predominantly white research institution with a Carnegie classification as a Doctoral 

University with Highest Research Activity.  Southern institutions were chosen due to the 

exclusive nature as set by historic racism rooted in the confederate nature and history of 

slavery among the southern region of the United States.  

A Carnegie classification of institutions of higher education is published yearly by 

the center of post-secondary research at Indiana University and is widely used by experts 

as framework for the classification of colleges and universities.  A Doctoral University – 

Highest Research Activity is the chief level awarded as set by the Carnegie classification 

criteria. Each was chosen based on the set criteria which also included an established 
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campus diversity manager, and talent management office.  With large student 

populations, extensive university structure and capital, and substantial faculty and staff, 

subject universities W, X Y, and Z were excellent focal points for this study due to the 

location of occupancy, diverse student population, and leadership.   

 Quantitative data gathered from the survey included participates from the subject 

universities W, X, Y, and Z. Qualitative data was gathered from two institutions that were 

named X and Y University. X University is a large, public, four-year predominantly 

white research institution with a Carnegie classification as a Doctoral University with 

Highest Research Activity.  Y University is a large, specialized four- year predominantly 

white institution also with a Carnegie classification as a research one institution.  to the 

location of occupancy, diverse student population, and leadership.   

Participants 

Upon receiving IRB approval from Mercer University and the Subject University, 

participants were identified through institutional websites, departmental links, and 

organizational charts.  Each participant held a senior executive leadership role, using the 

definition of senior leadership set by the American Council on Education (2008). For this 

study, senior executive leadership was defined as one of the following positions: senior 

administrative officer (e.g. chief financial officer, chief human resources officer, general 

counsel), senior external affairs officer (chief development officer, chief government 

relations officer), chief student affairs or enrollment management officer, chief diversity 

officer, chiefs of staff, executive vice president, chief academic 
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officer/provost/chancellor, Central senior academic affairs officer (e.g. associate provost, 

dean of graduate studies), and dean of academic college (ACE, 2008).   

Mercer University Office of Research and Compliance created the online SPM 

survey using SurveyMonkey online software.  The survey information was inclusive of 

the inquiry designed and validated by the 2010 Mateso SPM study.  The survey 

instrument consisted of 4 parts, including a demographic section.  The survey link, 

informed consent, and description of the study, was emailed to 43 potential participants. 

Of the 43, 20 participated in the online SPM survey (phase one of data collection) and 11 

participated in the semi-structured interviews (phase two of data collection).  While a 

40% response rate was the anticipated goal for this study, 47% response rate was 

achieved.   

Findings of Quantitative Data Collection and Analysis 

 Phase one of data collection began with the distribution of the online SPM 

Survey. The survey was created by Mercer University Office of Research using 

SurveyMonkey.  This survey consisted of 4 parts, Demographics (A), Assessment of 

SPM practices at the college or administrative unit level (B), Evaluation of the SPM 

practices as the overall university level (C), and Evaluation of factors associated with 

SPM processes (D).  With a 47% response rate, 20 participants completed the SPM 

survey.   

Part A of the survey collected demographical information that included 

occupation role, college and or division, position and or title, years worked, gender, 

ethnicity, age, degree attainment, expected retirement range.  Part B of the survey 
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collected data about SPM practices that took place at the respective college and or unit of 

the participants.  Part C of the survey gathered data from the participants in regards to 

evaluating the university as a whole and the use of SPM Practices.  Part D of the survey 

gathered data from the participants in regards to factors that are associated with SPM at 

the subject university. 

Data from 21 participants were exported from the online SurveyMonkey software 

to SPSS.  Prior to conducting the statistical analysis, data screening was completed to 

enhance data accuracy (Mertler & Vannatta, 2005). Data Screening for all variables was 

performed by running frequencies for categorical variables and descriptive statistics to 

examine outliers, missing data, and to verify the assumption of normality (Mertler & 

Vannatta, 2005; Mateso, 2010). Data screening identified that one participant had an 

incomplete submission status, had no data for that submission, and therefore was 

removed from the data.  The final count for data analysis was 20 participants for the SPM 

Survey.  

The composition of the participants in terms of professional role was: 

Faculty administrator (e.g. school director, dean) – 3 (15%), Faculty – 0 (0.00%), 

Administrative Leader (e.g. manager, director) – 4 (20%), Professional Administrative 

Staff (e.g. accountant, chief academic officer, vice president, provost, president) – 13 

(65%).  Table 1 indicates that the majority of the participants were full time professional 

administrative staff, with a few participants serving dual roles as faculty administrators, 

and or unit managers or directors.   
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Data were collected based on college affiliations and administrative divisions.  

Only 25% of the participants identified as an affiliate of a specific college.  

 

Table 1 

 

Demographics: Occupational Role, College, and Administration Division 

 

Variable Category n % 

Occupational Role Faculty administrator (FA) 3  15 

Faculty (F) 0 0 

Administrative leader (AL) 4 20 

Professional administrative staff (PAS) 13 65 

Total 20 100 

College 

 

College of Arts & Sciences 1 20 

College of Sciences 1 20 

College of Public Policy 1 20 

Other 2 40 

Total 5 100 

Administrative 

Division 

Academic Affairs 8 40 

Finance and Administration 3 15 

Governmental Affairs 0 0 

Human Resources 1 5 

Office of the President 3 15 

Student Affairs 5 25 

University Advancement 0 0 

Total 20 100 

 

 

 

Three responses were equally split indicating affiliated colleges of Arts & 

Sciences, College of Public Policy, and College of Sciences, while 2 responses classified 

their respective college as other.  While the participants were not diverse based on 

associated colleges, administrative divisions were represented as follows: Academic 

Affairs – 70%, Finance and Administration - 15%, Human Resources – 5%, Office of the 
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President – 15%, Student Affairs – 25%, and no representation from Governmental 

Affair, nor University Advancement (0% for both).   

Figure 2 identifies the current position of all of the participants with 10 different 

working titles.  The participants in the survey identified their working titles as the 

following: Vice President – 3, Associate Vice President – 2, Assistant Vice President-1, 

Associate Provost – 4, Executive Vice President – 2. Dean – 3, Associate Dean -1, 

Assistant Dean-2, Chief Innovation Officer-1, and 1 Diversity director.  Regarding the 

president’s cabinet, 80% of the participants reported directly to the president, with the 

remaining 20% reportedly being 1 direct report away from the president.  

 

 

 
Figure 2: Demographics: Current Position (more than 50% of work time). 
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Respondent demographic information in terms of years in current position, 

service years, retirement expectation, and moving possibility is summarized in Table 2.  

Participants identified that in their current position, 16 respondents served less than 10 

years, 3 respondents have served between 10-19 years, 1 respondent has served 20-29 

years, and 0 participants have served in their current position for 30 or more years. 

Regarding the number of service years at their current university, 8 respondents had less 

than 10 years of service, followed by 6 respondents have served 20-29 years at their 

current university, 5 respondents have served between 10-19 years, and 1 respondent has 

served over 30 years at the current institution.  

 

 

Table 2  

 

Demographics: Years in Current Position, Service Years, Retirement Expectation, and 

Moving Possibility 

 

Variable Category n % 

Years in Current 

Position  

Under 10 years 16 80 

10-19 years  3 15 

20-29 years 1 5 

30 and above 0 0 

Service Years at 

Current University 

 

Under 10 years 8 40 

10-19 years  5 25 

20-29 years 6 30 

30 and above 1 5 

Retirement 

Expectation 

In the next 0-5 years 5 25 

In the next 6-10 years 5 25 

In the next 11-15 years 4 20 

More than 15 years 6 30 

Moving Possibility 

(next 5 years) 

Not at all 7 35 

Not sure 6 30 

Probably yes 7 35 

Certainly yes 0 0 
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Concerning retirement expectations, 25% of the respondents expect to retire in the 

next 5 years, 25% expect to retire in the next 6-10 years, 20% plans to retire in the next 

11-15 years, and 30% will seek retirement in more than 15 years.  While the majority 

plans to retire over the next 15 years, 35% of the respondents have no plans to move over 

the next 5 years, with another 35% of the respondents are probably considering moving 

within the next 5 years, and 30% of the respondents are not sure what if career mobility is 

in the plans for the next 5 years.  

 The final portion of the demographics gathered from the survey, pertains to 

respondent gender, age, ethnicity, and level of education and is summarized in Table 3. 

 

 

Table 3 

 

Demographics: Gender, Age, Ethnicity, and Education 

 

Variable Category n % 

Gender Male (m) 12 60 

Female (f)  8 40 

Age 

 

Under 26 0 0 

26-36 0 0 

36-45 4 20 

46-55 6 30 

56-65 9 45 

Above 65 1 5 

Ethnicity African American/Black 8 40 

Asian American 1 5 

American Indian 0 0 

Hispanic 0 0 

Caucasian/White 11 55 

Other 0 0 

Education Masters 9 45 

Professional 1 5 

Doctorate 10 50 
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The majority of participants were male (60%), with female accounting for 40% of the 

participants.  Ethnicity was split between 55% of respondents identifying as 

Caucasian/White, 40% African American/Black, and 5% Asian American. The ages of 

the participants fell into 3 major areas including: 45% of the respondents ranged between 

ages of 56-65, followed by 30% ranging between ages of 46-55, 20% ranged in ages 

between 36-45, and 1 participant was over the age of 65.  The professional background of 

the participants ranged between 3 main categories. 50% of participants indicated earned 

doctoral degrees, 45% earned master’s degrees, and 5% reported earned professional 

degrees.  

 The numerical data obtained from the succession planning survey underwent a 

descriptive statistical analysis using the Statistical Package for Social Sciences (SPSS).  

The researcher also used thematic content analysis to review the open-ended questions on 

diversity management. According to Grbich (2013) thematic content analysis is 

appropriate because it examines “existing textual information in order to ascertain the 

trends and patterns of words used, their frequency, their relationship and the structures, 

contexts and discourses of communication” (Grbich, 2013, p. 190).  

Findings of Qualitative Data Collection and Analysis 

Phase two of the study involved eleven purposefully selected participants from 

the divisions of Human Resources, Academic Affairs, Student Affairs, and 

Administrative.  Of the 20 participants who completed the first phase of the study, 11 

agreed to participate in the second phase and completed interviews for this study.  Each 
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area was selected to represent the broad spectrum of the subject university president’s 

cabinet.   Open - ended questions from the SPM survey were also analyzed qualitatively.  

Descriptions of the experiences lived by the interviewee with respect to the 

interpretation of the described phenomena are considered structured conversations called 

interviews (Kvale, 2007).   An established Interview Protocol, listed in Appendix E, 

guided the interview process and consisted of 11 leading questions.  The interview 

questions were semi-structured, pilot tested, and probe questions were available to offer 

flexibility and direction.  Each interview consisted of one informant and one interviewer, 

lasting 30-60 minutes in duration; with an average interview time of 45 minutes.  The 

researcher was responsible for asking the interview questions and used a recording device 

which served as a basis for the transcriptions.  The interviews were conducted during a 

location and time that was convenient to each participant.   

Table 4 offers a summary of the demographic information of the participants for 

phase two of the study.  Of the 11 participants for the qualitative phase of the study, 3 

participants were female (27%), and 8 participants were male (72%).  Each was assigned 

a pseudonym.  As it pertains to ethnicity, 55% of the participants identified as 

Caucasian/White, and 45% identified as a minority group (African American/Black- 4, 

Indian-1). The average number of years worked among all of the participants was 28, 

with the median of 30, and mode of 25, 30, and 35.  Composition based on administrative 

division begins with Academic Affairs with 4 representatives (36%), Student Affairs had 

3 representatives (27%), Human Resources had 2 representatives (18%), and 
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Administrative had 2 representatives totaling 18%; split among the Research Division, 

and Administrative & Finance Division.  

 

 

Table 4 

 

Interview Participant Demographics 

 

Interviewee 

Pseudonym 

Gender Ethnicity # of years Administrative  

Division 

Title 

Anita Female Black 12 Student 

Affairs 

Dean 

Brian Male Black 24 Student 

Affairs 

Vice 

President 

Charles Male White 30 Academic 

Affairs 

Dean 

Dianne Female Indian 25 Academic 

Affairs 

Vice 

Provost 

Edward Male White 25 Academic 

Affairs 

Dean 

Franklin Male White 35 Student 

Affairs 

Vice 

President 

George Male White 40 Research Vice 

President 

Helen Female Black 21 Human 

Resources 

Vice 

President 

Issac Male White 35 Academic 

Affairs 

Dean 

Kevin Male Black 34 HR/Diversity Director 

Lucas Male White 30 Administration 

and Finance 

Vice 

President 

 

 

While White males were in the majority of the participants, participants from the 

division of student affairs consisted of 2 African American/Black participants, 1 of which 

was a female, and 2 males, 1 of which was a Caucasian/White male. The participants 

from the Academic Affairs division were represented as 3 White males, and 1 minority 
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female. The Human Resources department was represented by 1 African American/Black 

male, and 1 African American/Black female.  And the final Administrative divisions  

were represented by 2 Caucasian/White males. 

Upon completion of each interview, the researcher reviewed each recording and 

transcribed each audio file into a text document. The researcher examined the data 

thoroughly, became familiar with the data, went over notes, and listened to recordings 

(Weiss, 1994).  Each transcript was edited in three rounds.  The first round was to gather 

the necessary information and set the format for each transcription.  Each transcript was 

stripped of all identifying information and assigned a pseudonym.  The researcher also 

used techniques of member checking to create the final round of transcripts, and 

established a peer review with a qualified professional who was familiar with the 

methodologies and content of study.  

For this study, data were collected and analyzed simultaneously utilizing the 

Miles and Huberman’s Three Phase Model comprised of data reduction, data display and 

drawing conclusions (Miles and Huberman, 1994).  Data display is “defined as an 

organized assembly of information that permits conclusion-drawing and action-taking” 

(Miles and Huberman, 1984, p. 25).  Data will be analyzed through display leading into 

the third phase to draw conclusions for meaning and verify results.  As suggested by 

Miles and Huberman (1984), the researcher used a journal to track what was actually 

done during the operations of data reduction, display, conclusion-drawing, and 

verification (Miles and Huberman, 1984, p. 28).   
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Upon completing the interview transcripts, the researcher sought to make sense of 

data collected by organizing it into codes, categories, and themes (Bowman, 2009, p. 27).  

The frequency of particular codes, categories and themes was determined by a 

comprehensive inspection of data (Miles and Huberman, 2004).  In addition to line by 

line coding, the researcher utilized NVivo, a qualitative analytical software, to further 

analyze the transcripts into codes, categories, themes, word frequencies, and visual 

displays.   

Through qualitative analysis, each question presented codes, categories and 

themes.  The first major question posed to the participants surrounding the understanding 

of succession planning as a field of study were grouped into themes that summarized 

60% participants were very unfamiliar with it as field of study, whereas 40% were 

familiar.  As it pertains to succession planning as a practice, the themes that emerged 

were summarized as talent development, leadership transition, career pathing, a formal 

process, and building a strong team.   

The second major question focused on evaluation of succession planning 

processes at the university.  While almost all participants overwhelmingly stated that 

succession planning was nonexistent, had no formalized program, and was not system 

wide, there was one participant that recognized that succession planning was very good in 

their unit.  While all participants identified that succession planning was not a formalized 

plan for their university, it was often seen in an informal manner. 

The third major question focused on top leadership commitment and involvement 

in succession planning at the university.  A majority of the participants recognized that 



101 

  
  

top leadership commitment was absent.  Issac considered the commitment to be very 

“Lukewarm”, where as George suggested that it was not a "priority" of top leadership.  

Three participants identified that top leadership commitment was very good and was 

demonstrated by the new leadership workshops lead by the current president and provost 

to "deepen the pool from which future leaders can come from" as suggested by Edward.  

While mixed feelings were seen from the participants concerning top leadership 

commitment to succession planning, all agreed that senior leadership has shown 

commitment to developmental programs. 

The fourth major question identified views concerning assessment of 

organizational leadership needs at the university.  While the majority of participants 

agreed that the university needs improvement in this area, Charles suggests that currently 

it’s not a priority for the university.  Kevin identified that there is no university wide 

formal process that governs this process.  Franklin, George, and Dianne suggested that 

the practice was exercised informally on the divisional level as the university is highly 

decentralized.  Lucas suggested that this practice will change over time due to market and 

various factors.  

The fifth major question addressed talent management processes at the university.  

While the overwhelming theme was that this is not a university wide practice, many 

participants suggested, the use of informal practices, and university and state programs 

that offer a means to develop and manage talent.  Brian recognized that the university 

suggests participation in a state program that is used to develop senior executive 

leadership, but suggested that participation was not highly valued among constituents. 
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Keven suggested that informal practices for talent management are often seen in various 

forms across administrative units, but due to lack of centralized policy, often presents 

diversity issues.  As the only outlier, Lucas identifies that the university manages talent 

very well.    

The sixth major question evaluated the application of succession planning charts 

at the university.  Unanimously, all participants recognized that this practice is not used at 

the university.  Many participants were unaware and unsure of what the SP charts were, 

and identified that there has been no discussion around this practice.  Lucas and Franklin 

were very adamant about the use of "prescriptive" practices, with Franklin speaking 

strongly against succession planning.  Lucas suggests that prescriptive practices, such as 

SP charts, can cause "myopia". 

The seventh practice sought to assess the practice of identifying and developing 

leadership potential candidates.  A majority of participants indicated that the university 

has not formalized policy or practice to determine and develop internal leadership 

candidates.  Anita and Charles both identified that in their respective divisions, this 

practice is done informally and is often initiated by the candidate expressing interest in 

future positions. A majority of the responses also spoke to how university programs such 

as women leadership developmental programs help identify potential talent.  While 

recognizing the university has no formalized policy or practice, Edward and Lucas 

recognized that the university does a good job in this area through the use of systematic 

programs as the driving force to identify and develop potential leaders from faculty and 

lower administrative units. 
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The eighth question assessed the practice of selection, evaluation and rewarding 

of groomed leadership candidates.  While the majority of the participants overwhelming 

stated that the process is not that precise nor happens in that order; there were mixed 

perceptions of assessing this practice.  Helen suggested that the university is doing a 

better job than in the past. Dianne suggested that the university needs to do a better job, 

and suggested that a formalized policy will help give institutional direction. George 

suggested that that university gives no preferences as it pertains to grooming candidates, 

Kevin identified that grooming can be a misleading term, whereas Lucas agreed and 

preferred to identify the process of grooming candidates as proving developmental 

opportunities for potential candidates.   

The ninth major question assessed the university performance on internal 

recruitment and replacement of outgoing key leaders.  Participants could agree that this is 

not an engrained intuitional wide policy or practice, whereas many participants, 

representing various units, identified that this happens quite often informally. The 

majority would agree that the practice of internal and external recruitment and searches 

are done equally with specific attention to opportunity, situation, and position.   

The tenth question focused on the assessment of university practice of integrating 

succession planning and management into the organizational culture. The major themes 

for this question suggested that the university culture is not engrained with practices of 

succession planning and management; with room for improvement.  While it is seen it 

many units, as suggested by Franklin, Helen and Issac suggested that leadership has not 

set strategic policies or plans that speak to succession planning. Charles indicated that the 
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culture is still in an infancy stage, and Brain suggested that leadership must be better with 

intentionality 

 

 

Table 5 

 

Themes from Interviews 

  

Interview Questions Themes 

Understanding of Succession 

Planning (SP) as a field of 

study and as a practice 

Field of study:  

Not familiar 

 

Practice:  

Familiar with informal 

practices 

 

Evaluation of succession 

planning processes at the 

university 

Nonexistent formal plan/policy 

Decentralized informal practices 

 

 

Top leadership commitment 

& involvement in SP 

Mixed responses 

• Absent or lukewarm 

• Very good (committed to developmental 

programs) 

•  

Assessment of organizational 

leadership needs 

Needs improvement / Trial & Error 

Practiced through evaluations 

 

Talent management processes No university wide policy/practice 

informal activities/programs 

 

Application of SP chart Nonexistent 

Identification & development 

of leadership 

Mixed evaluations 

Informal practice 

Programs/activities but no policy 

 

Selection, evaluation, and 

rewarding of groomed 

candidates 

No formalized plan or direction 

Improving over time 

Developmental Opportunities 

 

Internal recruitment and 

replacement of key leaders 

 

 

Equal practice of internal and external 

Informal practice 

Not institutional wide practice 

Dependent on position and situation  
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Table 5 Continued 

 

 

 

Integration of SPM into 

organizational culture 

 

 

 

Table 5 continued 

 

 

Mixed evaluation 

Beginning Stage 

Unit/division driven 

Lack of top leadership commitment 

 

 

 

Factors affecting SP Leadership commitment 

Organizational Culture 

Diversity/lack thereof 

Budget/Resources 

Timing/Availability (position/candidates) 

Shared Information / Centralized efforts 

 
 
 

The final question sought to get an understanding of any additional factors 

affecting succession planning at the university from the views and perspectives of senior 

executive leaders.  The major theme that surfaced was the commitment from top 

leadership concerning succession planning and management.  The second theme that 

emerged was the factor of diversity and inclusion of underrepresented groups. 

Organizational culture was another factor that participants can affect succession planning. 

Budget and resources was another factor that participants felt could severely affect 

succession planning. Position and timing of available candidates, and shared information 

are additional factors suggested by the participants.  Table 6 summarizes the major 

themes identified through qualitative analysis.  
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Integration of Findings 

The third and final phase of the study was the integration of quantiative and 

qualitative findings for intrepretation. According to Creswell, the explanatory sequential 

design the researcher collects and analyzes the quantitative data first, determines the 

course of action for further exploration in the qualitative phase, then conducts the 

qualitative data collection and analysis in a second phase to offer an explanation of the 

quantitative results (Crewsell, 2015).  The researcher, thoroughly involved in the 

interpretations process, reviewed the data meticulously, became familiar with the data, 

reviewed notes, listened to recordings, and read interview transcripts repeatedly 

constitutes the interpretation process (Weiss, 1994).   The researcher conducted a third 

and final analysis drawing inferences determining how the qualitative results explained 

the quantitative results (Creswell, 2015).    

Research Question 1 

The first research question examined how participants percieve the status of 

succession planning and management effots at the university.  Quantitaive results derived 

from section C of the survey instrument, questions 14-17, gathered data to examine the 

overall performance of SPM, the importace of systematic SPM program, urgency for 

estalblishing or imporivg SPM practices, and SPM approach preference.  According to 

the findings, 63.16% of the participants identifed that the university is currenly practicing 

succession planning inadequately and very poorly.  31.58% identified that the univeristy 

is adequately using succession planning practices, and 5.26% would score the university 

at very well.  65% of the participants identified that SPM is high to very high on the level 



107 

  
  

of importance for the university, whereas 35% of participants suggest that SPM practices 

are not important for the universtiy.   

Of the 65% of participants that identified that SPM practices are important, they 

suggested that the following practices are suitable for the university: internal leadership 

grooming, external sourcing from the USA, and retiaining graduate students.  Other 

practices such as recruitment of talents from abroad, rehiring retired officials, 

organizational restructuring, and doing nothing were identified as no sutiable practices 

for the university. 

Qualitative results derived from the second major question of the interviews, 

examined the views of participants based on their assessment of succession planing at the 

university.    According to the results, participants suggested that succession planning is 

nonexsistent as a formal university wide policy, but is highly seen informally across the 

instition.  Quantitaive results and qualitative results corroborate the same finding.  A 

significant finding from this study indicated that senior executive leaders precieve that 

the university has no formalized plan or policy but through the decentralized efforts, this 

practice is done informally.    

Research Question 2 

The second research question examined eight variables or factors listed in section 

B of the SPM survey.  These 8 practices are linked diretly to the Mateso SPM Conceptual 

Framework (Figure 1). The quantiative results derived from section B of the survey that 

consisted of 23 sub questions.  The participants agreed that at the divisional/unit level, the 

following SPM practices are utilized: assessment of positions, forecasting, talent 
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mangament processes, consideration of current leadership candidates, leadership 

development programs, mentoring and coaching activities, equitable 

salaries/compensation, transision periods, leadership commitment, and organizational 

culture.  

The participants disagree that the following SPM Practices are utilized at the 

divisional/unit level: incentives, succession planning chairs, reviewing of formalized 

policieies, building a pool of succession candidates, grooming candidates, processes for 

groomed candidates, internal succession based on groomed candidates, promoting SPM 

policies and strategies, top leadership involved in succession planning issues, SPM 

culture, culture of grooming and promoting from within, and SPM as part of university 

strategic plans. 

The qualitative results dertrived from interview questions 3-10 gathered 

information pertaining to this research question.  Questions 3-10 specifically sought to 

assess the divison and university performance in the following areas: top leadership 

commitment and involvement; assessment of present and future key 

organizational/leadership needs; talent management processes, use of succession 

planning charts; identification and development of leadership potentials; selection, 

evaluation, and rewarding of grooming leadership candidates; internal recruitment and 

replacement of outgoing leaders; and the integration of succession planning and 

mangaement into the organizational culture and or strategies. According to the data, 

Overall participants identified that majority of the practices are not formalized polcies or 

practices at the university, but often seen in a very informal manner, and often driven by 
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the department head, and on a person to person basis. Oftentimes participants would 

reference the use of university programs, workshops and or evaluations as means of 

professional development but nothing specific to succession planning.  

 

 

Table 6 

 

Succession Planning and Management Practices Summary (Interviews) 

 

Interview Questions Performance 

Evaluation 

Informal Practices Unit Driven 

Top leadership 

commitment & 

involvement in SP 

Mixed 

evaluations 

 

Committed to 

developmental 

programs 

 

 

Assessment of 

organizational leadership 

needs 

Needs 

improvement 

Trial & Error 

Evaluations 

 

 

 

Talent management 

processes 

Needs 

improvement 

 

Informal 

activities/programs 

 

Application of SP charts Nonexistent 

 

  

Identification & 

development of leadership 

Mixed 

evaluations 

 

Programs/activities 

but no policy 

Unit driven 

Selection, evaluation, and 

rewarding of groomed 

candidates 

Needs 

Improvement 

 

Developmental 

Opportunities 

 

 

 

Internal recruitment and 

replacement of key leaders 

Mixed 

evaluations 

Informal practice 

 

Unit driven 

 

 

Integration of SPM into 

organizational culture 

Mixed 

evaluations 

 Unit/division 

driven 
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7 of the 11 participants suggested that leadership commitment was absent or 

lukewarm, with 4 participants identifying that leadership commitment was very good.  Of 

the 4 participants identifing strong leadership commitment to succession planning, 3 were 

wssociated with the academic affairs unit of the university and the other was associated 

with the budget and finance unit.  Whereas the remainder 7 participants felt that top 

leadership at the university was committed to informal programs and developmental 

activities, but not succession planning.  

The perceptions of mixed evaluations were present in practices of top leadership 

commitment, identification and development of leadership potential candidates, internal 

recruitment and replacement of key leaders, and the integration of SPM into the 

organzational culture.  Top leadership commitment & involvement in SP, Assessment of 

organizational leadership needs, Talent management processes, Identification & 

development of leadership, and the Selection, evaluation, and rewarding of groomed 

candidates, internal recruitment and replacement of key leaders were among the top 

practices to have been perceived to occur informally at the university.  The practice of 

idenfigying and developing leadership, Selection, evaluation, and rewarding of groomed 

candidates; internal recruitment and replacement of key leaders and the integration of 

SPM into organizational culture were all seen to to be addressed by the unit or 

departmental head.   

Moreover, the integration of quantiative and qualitative data as it pertains to 

answering research question 2, identified that the quanitified data supported the 

qualiataitive findings to recognize that the use of SP Practices occurs in a very 
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decentralized manner, and at the decretion of the unit/division leader.  While participants 

identified that SPM practices are important, top leadership commitment to SP was 

identifed as lacking, followied by low institutional culture integration of SP. 

Research Question 3 

The third research question sought to identify perceptions of SPM and how they 

differ by race, gender and service at varied units.  Table 4 gives a summary of the 

participant demographics as it pertains the factors listed above. As it pertains to ethnicity, 

55% of the participants identified as Caucasian/White, and 45% identified as a an 

underrepresented minority group (African American/Black- 4, Indian-1). Of the minority 

groups, 3 participants identified as African American/Black females, 2 African 

American/Black males, and 1 Indian female.  Of the Caucasian/White participants, all 

identified as male, no Caucasian/White females participated in the interview portion of 

the study.   

The analysis portion identified that the majority of the underrepresented 

minotiries were from the student affairs and or human resources division.  The 1 Indian 

female participant was from the academic affairs division.  The Caucasian/White males 

represented divisions of administration and finance, academic affairs,  and research 

divisions. 

Participant perceptions about succession planning as a field of study and as a 

practice, were overall consistent between race, gender and service years.  Participants 

with more service years were more prone to see the importance of SPM and treated it as a 

high priority.  Participant perceptions concerning the evaluation of succession planning 
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processes at the university was consistent; with one outlier.  All participants, but one, 

viewed succession planning at the university as an area that needs improvement but is 

often practiced informally.  

 

Table 4 

 

Interview Participant Demographics 

 

Interviewee 

Pseudonym 

Gender Ethnicity # of years Administrative  

Division 

Title 

Anita Female Black 12 Student 

Affairs 

Dean 

Brian Male Black 24 Student 

Affairs 

Vice 

President 

Charles Male White 30 Academic 

Affairs 

Dean 

Dianne Female Indian 25 Academic 

Affairs 

Vice 

Provost 

Edward Male White 25 Academic 

Affairs 

Dean 

Franklin Male White 35 Student 

Affairs 

Vice 

President 

George Male White 40 Research Vice 

President 

Helen Female Black 21 Human 

Resources 

Vice 

President 

Issac Male White 35 Academic 

Affairs 

Dean 

Kevin Male Black 34 HR/Diversity Director 

Lucas Male White 30 Administration 

and Finance 

Vice 

President 

 

 

 

Participant perceptions about top leadership commitment and involvement varied 

among participants.  The variance was not dependent on race, gender or service years but 

varied based on relationship and position closest to top leadership. While Edward suggest 
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that top leadership has committed to “deepen the pool from which future leaders can 

come from”, Anita and Brian suggest that commitment is absent and leadership needs to 

do a better job at intentionality. 

Participant perceptions concerning assessment of organizational leadership needs 

at the university was also consistent among race, gender and service years, identifying 

that the university has no formal process that governs this practice.   

Participant perceptions addressing talent management processes at the University suggest 

that this is not a university-wide practice. Keven indicated that the organization structure 

speaks to a department that can handle this effort, but diversity among divisions is 

lacking.  Brian also suggests that talent management processes don't necessarily identify 

good leaders, but can also cause saturation and exclusion. Perceptions about the use of 

succession planning charts did not differ among race, gender or service years. One white 

male did offer the comment that activities such as SP charts can be too prescriptive and 

cause myopia.  

Participant perceptions surrounding the identification and development of 

leadership were of mixed evaluations.  While the majority of participants agreed that the 

university operates in this practice informally, these opportunities for development varied 

based on race and gender.  Perceptions of participants also varied based on the position, 

nature and criticality of the position.  While underrepresented minorities identified that 

this practice is seen informally, it is often at the discretion of the division leader and is 

often left for favorites or a select group.  Kevin identified that the use of succession 

planning and management practices as an institution wide policy can help to alleviate 
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informal exclusionary practices.  While the university has programs that focus on women 

leadership and development, Kevin also identified that programs for development of 

underrepresented minority men is nonexistent.   

Participant perceptions surrounding the practice of selection, evaluation and 

rewarding of groomed leadership candidates was consistent.  This practice did not vary 

based on race, gender or service years.  Lucas suggested that the use of the term 

“groomed” candidate can be very misleading especially for intuitions that are bound by 

state and federal regulations. The majority of the participants identified that the upward 

mobility of individuals is seen on various levels.  

Participant perceptions assessing the university performance on internal 

recruitment and replacement of outgoing key leaders varied.  While participants could 

agree that internal and external recruitment is used on an equal basis, Charles identified 

that this practice happens quite often informally. The perceptions based on this practice 

among multiple groups of races varied.  Dianne, an Indian female, stated that the use of 

internal succession planning does not work in the favor of minority groups. The majority 

would agree that the practice of internal and external recruitment and searches are done 

equally with specific attention to opportunity, situation, and position.   

Participant perceptions surrounding the assessment of university practice of 

integrating succession planning and management into the organizational culture was 

consistent with mixed evaluations. The major themes for this question suggested that the 

university culture is not engrained with practices of succession planning and 
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management; with room for improvement.  The perspectives varied by race, gender and 

service years.   

Research Question 4 

The findings for the fourth research question were derived from interviews and 

section D of the SPM survey (questions 18-23).  Questions 18 and 19 sought to get an 

assessment of diversity management in succession planning and management. Pertaining 

to women and leadership promotions at the university, 90% of the respondents identified 

that women are adequately/very well considered, with 10% identifying that women are 

inadequately considered.  While data reflected gender conserations are considered 

adequately, many participants identified that the university recognized this as a pervasive 

issue and began to  incorporated programs, instituties, and trainings to address it.  One 

participant stated “my unit or department has more women in leadership roels than males, 

however, there is limited diversity amont those women by race”.  Another participant 

identified that “ this is a priority at the university. We have placed a strong emphasis in 

this area with opportutnties for training, and development”.  

As it pertains to underrepresented groups being considered for leadership 

promotion, 80% stated that these groups are adequatly/very well considered, 10% stated 

inadequately consideration, and 10% identified that underrepresented groups are 

considered very poorly.  With the increase of gender considerations, once participant 

identified that diversity among people of color is less equitable than gender diversity”.  

Another participant identified that “ senior leaderhsip is still mostly male and caucasian.”  
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Another mentioned “ we have several women in key leadership positions, although this 

does not include women of color.  That number is far and fewer individuals”.  

“Issues of diversity, equity and inclusiviness are taken seriously, however, the 

pool is woefully thin” as quoted by a participant who commented on using diversity 

considerations with succession planning.  While examining the numbers of 

underrepresented groups at the university, one participant commented “I believe theat the 

senior leadership does not reflect the student population.  There should be at least a 

statistical correlation”.  As it relates to diversity management as part of succession 

planning and management, many participants discussed how they personally use 

activities and mentoring to develop a more diverse leadership candidate pool.  “ We have 

worked hard to promote and higer diverse candidates into my leadership team.  I have 

personally taken on mentoring many of our high potential employees.  As a result, we 

have an extrememly diverse senior leadership and mangement staff”.   Antoher suggested 

that “diversity is a consideration in the construction of any committee, group or other 

professional opportunity”.  “We are intentional in the preparation of search committeees 

to remove explicit and implict biases related to searches”, suggested another participant.  

Questions 20 and 21 sought to get an assessment of the level of impact the current 

economy has on succession planning and management. As it pertains to the impact of the 

economy on individual employmennt and/or retirement plans, 15% participants identified 

that this concept impacts them at a high level. Whereas 85% of the respondents view the 

economy as a moderate to low impact on their individual employment and/or retirement 

plans.  While many participants commented that they participate and or benefit from a 
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defined state/retirement plan, others commented on the lack of professional development 

opportuntities due to the financial hardships of higher education.  “ Over 89% of the 

respondents recognize that the economy has a moderate to low impact on the use of 

succession planning practices at the unit/division level.  Over 10% of the respondents 

recognized that the curent economy has a high to very high impact on the use of 

succession planning practices at the unit/division level.  Participants were clear to 

assertain that department and units are still in “recovery mode”, as one participant 

commented, and are being very frugile of allocated funds.  

The analysis of question 22 & 23 revealed that participants recognize that federal 

and state policies, and laws have an impact on succession planning at their university. 

Over 71% of the participants (13 individuals), identified that federal policies and laws 

impact the use of succession planning practices at a moderate to low level, while 27.78% 

percieved the level of impact to be high and very high. The results for level of impact of 

state policies and laws, as indicated by the participants, were very similar to the data 

found for ferderal policies and laws.  Many participants made comments on the impact of 

teacher retirement system retirement plans and how some policies have changed.  Also 

the reclassification of jobs and how salaries have been lowered that has a direct impact on 

retirement and way of life. There were mixed evaluations as it pertains to policies 

impacting the return of “retired” employees to the university system.   

Moreover, a major finding identified upon the integration of findings for research 

question four, had a resounding cry for diversity management in as a part of succession 

planning and management, with strong need for consideration of women  and men of 
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color for leadership promotions. While the economy is no longer a large concern for 

many participants, state policies causing job reclassifications and reassignments may 

pose future issues surounding retirement and equitable pay as compared to job duties and 

responsibilities.  As analyzed from the interview transcriptions, additional themes 

emerged including: Leadership commitment, organizational culture of SPM, 

Diverstiy/Lack thereof, Budget/Resources for SPM, Timing and availability of positions 

and canididates, and shared information 

Summary 

The purpose of this study was to explore succession planning of senior executive 

leadership by examining the process of nominating successors and its influence on 

diversity among senior executive leadership.  This study utilized a sequential explanatory 

mixed methods research design to examine the perceptions and views of senior executive 

leadership succession planning at a predominately white research one classified 

institution in the United States of America.  Data was collected in 2 phases, quantitative 

phase, qualitative phase, concluding with a third phase that integrated findings for 

interpretation of results.   

The researcher sent solicitation emails to senior executive leaders at the 

university.  20 individuals participated in the first phase of the study (SPM survey), with 

11 participants involved in the second phase of the study (Interviews); with a response 

rate of 47%.  The framework and theory guiding the analysis process consist of a 

pragmatic epistemology coupled with the critical inquiry of representative bureaucracy 

theory.  The Mateso SPM Conceptual model was used to understand the context of 3 
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areas: SPM practices, university culture, and top leadership commitment. The guiding 

research questions were stated, and findings were presented in forms of thick 

descriptions, tables and figures, to answer the four research questions adequately. 

Conclusions, and implications, and recommendations will be discussed in chapter five.   
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CHAPTER 5 

DISCUSSION, CONCLUSION AND RECCOMENDATIONS  

 

This mixed methods study sought to explore succession planning and 

management (SPM) strategies by examining institutional efforts as perceived by senior 

executive leadership.  This study also examined perceptions of SPM strategies seeking to 

identify patterns pertaining to associated factors at their respective divisions, and 

explored effectiveness of SPM strategies and processes used for nominating successors, 

while seeking to understand its influence on diversifying senior executive leadership.  In 

attempt to address the research problem that focused on the lack of diversity among 

executive leadership within the academy (Gasman, Abiola, and Travers, 2015), the 

following research questions guided the study: 

1. How do senior executive leaders perceive institutional succession planning 

and management efforts? 

2. How do the views of senior executive leaders support the perspectives of 

succession planning and management practices utilized at their perspective 

division? 
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3. How do the perceived succession planning and management practices 

differ by the following associated factors at the Division / Administrative 

Unit level? 

i. by race 

ii. by gender 

iii. by service years 

4. How do senior executive leaders perceive some associated factors with 

succession planning and management processes at the institutional and 

divisional levels?  

In chapter two, the researcher conducted a literature review of related research 

and theory in the areas of leadership crisis in higher education, historical perspectives on 

leadership in higher education, diversity in higher education, diversity management in 

higher education, and succession planning and management.   In chapter three, the 

methodology, epistemology, research design, and data collection methods were 

discussed.  In chapter four, the researcher presented a summary of data generated by the 

study offering summaries of the following areas: research site, demographics of 

respondents, mixed methods findings and analysis, integration of findings, and chapter 

summary.  This chapter will discuss data findings from chapter four, offer conclusions 

and implications for these findings, give recommendations for future research, and 

conclude with final thoughts.  
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Discussion of the Major Findings 

Upon reviewing the findings of quantitative and qualitative data collection and 

analysis, the researcher identified four major areas in which major findings were 

presented.    

Unit Driven Informal Practices (SPM Practices) 

A significant finding from this study indicated that senior executive leaders 

perceive that the university has no formalized plan or policy but several SPM practices 

are used informally.   65% of participants identified that the institutions are currently 

using SPM practices inadequately to very poorly, coupled with a 95% response rate 

indicating practices are needed, urgently and very urgently.  While participants identified 

that SPM is not a formalized institutional policy, the majority of participants viewed 

succession planning as a priority.  With 90% identifying that SPM is important, and 85% 

suggesting that the university needs to improve or establish SPM program.  The informal 

manner in which SPM is conducted is often driven by the department/unit head, and on a 

person to person basis.  

Participant perceptions surrounding the field of succession planning was minimal 

but familiarity with SPM as a practice was high.  The perceptions of the types of 

practices seen at the university were overall consistent between race, gender and service 

years.  Participants with more service years were more prone to see the importance of SP 

and treated it as a high priority.  Others seeking to retire within the next 5-10 years also 

viewed SPM as a priority.  Also, participant commitment to SPM was more consistent 

among individuals who had been at the university more than 15 years.   
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Qualitative data helped to gather a better understanding of the quantitative data.  

Data gathered presented the idea that individuals are not familiar with SPM in its 

formality but were aware of practices that are used for talent and successor development.  

These practices were often seen in an adhoc manner and at the discretion of the 

department/unit head.  While many participants recognized the fact of developing talent, 

one participant identified that favorites pose an issue and can often perpetuate outsider 

barriers that often exclude underrepresented minorities.   

The lack of an institutional wide SP policy, seemed to affect the various divisions 

very differently.  While participants from the academic affairs department, had a clear 

understanding and implemented informal practices of SPM, other departments utilized 

practices more sporadically, inconsistently, and at the discretion of the individual.  Many 

participants had a strong understanding of the practice of SP and valued the practices 

highly.  This was mainly due to personal research, or past work experiences, outside of 

higher education, and not due to institutional influence or culture.    

Participants also identified that SPM is viewed strongly based on division, 

department, and or unit.  While one Senior Vice president at the university specifically 

felt strongly against the use of SPM and does not perpetuate the practices, culture and or 

leadership commitment throughout the division.  Within that unit, a minority participant 

spoke strongly about the importance of using SPM and how it could be used to increase 

diversity among senior executive leadership.  While comparing informal practices across 

various divisions, the division of Academic Affairs was the only division that specifically 

used SPM practices consistent with literature.  Practices commonly used were mentoring 
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& coaching/grooming candidates, identifying and developing potential leadership 

candidates, and internal recruitment and replacement of outgoing leaders. Actively 

recruiting among faculty seemed to be a very high priority among leaders in academic 

affairs.   

Professional Development (Leadership Commitment) 

Participants had mixed perceptions as it pertained to evaluating leadership 

commitment to SPM.  Those participants suggesting that leadership commitment was 

high, held positions as a direct report to the president or provost.  Whereas, participants 

indicating leadership commitment needed improvement, varied among departments/units, 

race and years of service.  In crowd – ingroup perceptions.  Oftentimes participants 

would reference the use of university programs, workshops, and or evaluations as means 

of professional development but nothing specific to succession planning. This qualitative 

data corroborated quantitative findings identifying that  

Overall, a major finding among participants suggested that top leadership is 

committed to professional development in a variety of ways.  Professional development, 

also referenced as leadership development or developmental programs, were items that 

were instituted institutional wide, such as women’s leadership institute, but these 

programs lack emphasis on underrepresented minorities.  The infusion of such programs 

like the women’s leadership institute, helped to increase the number of women leaders 

seen at the university over the past 10 years.   

Participant perceptions about top leadership commitment and involvement varied 

among participants.  The variance was not dependent on race, gender or service years but 
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varied based on relationship and position closest to top leadership. While Edward suggest 

that top leadership has committed to “deepen the pool from which future leaders can 

come from”, Anita and Brian suggests that commitment is absent and leadership needs to 

do a better job at intentionality.  

Participant perceptions surrounding the identification and development of 

leadership were of mixed evaluations.  While the majority of participants agreed that the 

university operates in this practice informally, these opportunities for development varied 

based on race and gender.  Perceptions of participants also varied based on the position, 

nature and criticality of the position.  While underrepresented minorities identified that 

this practice is seen informally, it is often at the discretion of the division leader and is 

often left for favorites or a select group.  Kevin identified that the use of succession 

planning and management practices as an institution wide policy can help to alleviate 

informal exclusionary practices.  While the university has programs that focus on women 

leadership and development, Kevin also identified that programs for development of 

underrepresented minority men is nonexistent.   

Participant perceptions assessing the university performance on internal 

recruitment and replacement of outgoing key leaders varied.  While participants could 

agree that internal and external recruitment is used on an equal basis, Charles identified 

that this practice happens quite often informally. The perceptions based on this practice 

among multiple groups of races varied.  Dianne, an Indian female, stated that the use of 

internal succession planning does not work in the favor of minority groups. The majority 
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would agree that the practice of internal and external recruitment and searches are done 

equally with specific attention to opportunity, situation, and position.   

Decentralized Organization (Organizational Culture)  

Participant perceptions surrounding the assessment of university practice of 

integrating succession planning and management into the organizational culture was 

consistent with mixed evaluations.  Since the university didn’t have a SPM institutional 

wide policy, informal SPM processes were seen varying across units.  This varied system 

is a direct reflection of a very decentralized organization. A major theme validated by 

data, suggested that the university culture is not engrained with practices of succession 

planning and management; with room for improvement.   

While findings suggested that participants had mixed evaluations about 

institutional wide practices of SPM, the majority consistently stated that their institution 

was highly decentralized and the use of such practices were left to the description of the 

unit leader.  Participant responses varied among importance, and application.  While the 

majority of participants identified through the survey that SPM is important and is needed 

at the institutional and divisional levels, qualitative data gave greater understanding to 

those statements.  Franklin was highly against the use of SPM practices and did not 

encourage it in his unit. Franklin suggests that “I think that we make a mistake if we 

place to great an emphasis on grooming internal candidates for internal advancement. I 

think administrators are much better served, and much better serve their employers if they 

have a variety of experiences”, and “that comes from working at a variety of places.”  
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Dianne, who is a minority and woman, also agreed with Franklin as it pertains to 

SPM practices.  Dianne suggests that, “With respects to attracting a diverse pool of 

candidates for leadership, I believe that succession planning can be a disadvantage 

because of the internal grooming piece, unless the plan includes a specific diversity 

management piece. If there is a broader search that is launched, internal candidates are 

always welcome to apply, groomed or not. I personally feel that underrepresented groups 

benefit from external searches. It allows them to compete for the position and win it, it 

ensures deeper pools and broader pool of candidates.” 

Diversity Management and Other Factors 

Moreover, the overall themes identified upon the integration of finding, had a 

resounding cry for diversity management in as a part of succession planning and 

management, with strong need for consideration of women and men of color for 

leadership promotions. The majority of the participants identified that consideration for 

underrepresented groups is an important practice, and suggested that their institution has 

programs to help leverage women, but nothing for women and or men of color.  One 

participant identified that their institution has placed “Diversity, inclusion and 

engagement are key values at our institution. We are intentional in the preparation of 

search committees to remove explicit and implicit biases related to searches”.   

The importance of inclusion and its benefits were discussed by another participant 

stating, “I believe our culture is a true asset in this regard as we believe the rich diversity 

of life experiences - whether based on ethnicity, gender, sexual orientation, age, etc. - 

creates a very positive environment for promotion consideration.”   Leadership 
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commitment and intentionality was express by another participant.  They identified that 

“We have worked hard to promote and higher diverse candidates into my leadership 

team. I have personally taken on mentoring many of our high potential employees. As a 

result, we have an extremely diverse senior leadership and management staff.” 

While many participants identified that inclusion is important an even offer 

strategies used to promote inclusion, others identified important realities surrounding 

inclusion at the senior executive level.  One participant ascertained that, “senior 

leadership does not reflect the student population. There should at least be a statistical 

correlation.” Kevin also suggested that at his institution, “The Women’s Leadership 

Academy is something that is in place and I think it has been beneficial to the university 

in terms of women that that have graduated out of the program, along with moving or 

advancing their careers. It has been a fairly successful program because it has diverse 

race and ethnic participation. But we don’t have anything that targets minority men.” 

While the economy is no longer a large concern for many participants, state 

policies causing job reclassifications and reassignments may pose future issues 

surrounding retirement and equitable pay as compared to job duties and responsibilities.  

As analyzed from the interview transcriptions, additional themes emerged including: 

Leadership commitment and sharing of knowledge concerning SPM, Budget/Resources 

for SPM, and timing/availability of positions and candidates.  

Conclusions 

Findings for this study were significant in that it offered findings surrounding 

SPM at institutions of higher education.  A study of senior executive succession planning 
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and management, inclusive of diversity management, can provide greater insight, 

understanding, and awareness of effective practices, strategies and processes. Finding 

suggest that institutional efforts of SPM is nonexistent, despite the value and indication of 

its importance.  Informal practices are highly visible but on a more decentralized unit 

level which falls that the discretion and perspective of the unit leader.  Second, 

succession planning and management has largely been explored in corporate America, 

this study will offer knowledge about the subject within the context of higher education. 

As suggested by Mateso SPM Conceptual models, leadership commitment and 

involvement, clearly defined SPM practices, and institutional culture and or strategy 

highly influence the practice of SP at divisional and institutional levels.   

Implications for Higher Education Leadership 

Leadership of institutions of higher education must be become more aware and 

knowledgeable about practices that will enhance institutional effectiveness, vitality, 

viability, and promote inclusion. Findings from this study identified that senior 

executives view SPM as an important topic, but commitment to intentionality 

surrounding the development, implementation and management of SPM practices must 

improve.   The academy can benefit from more studies surrounding SPM and its place in 

Higher Education.  Talent Management and Human Resource Departments must continue 

to be a voice for strategic practices such as SPM and push to educate/share information 

across their institution.  Allowing diversity managers to serve on strategic committees is 

essential to promote active representation for underrepresented minorities.   
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Furthermore, barriers such as monocultures, clog leadership pipelines that hinder 

upward mobility and access to senior executive leadership positions (Cook, 2012).  

Bringing awareness to the use of SPM as an inclusionary practice, can help unclog 

pipelines, and minimize the perpetuity of monocultures, through utilizing the often 

untapped pool of URM potential successors found in managerial and faculty positions. 

Recommendations for Future Research 

This study sought to explore succession planning and management (SPM) 

strategies at the institutional and divisional/unit levels, examine the use of SPM strategies 

and identify patterns of associated factors, and explore the effectiveness of SPM 

strategies and processes used for nominating successors, while seeking to understand its 

influence on diversifying senior executive leadership. Further research should be 

conducted to examine institutions that currently have formalized succession planning and 

management institutional policies to understand its impact on the culture of the 

organization.  Further research should be conducted to explore how board members 

and/or trustees perceive succession planning and management practices. Succession 

planning and management should be examined as a comparative study between public 

and private institutions of higher education. Further studies surrounding institutional 

culture, diversity management, and institutional strategic planning can add a significant 

impact to the body of literature.  Future research surrounding the review and or 

examination of evidence of policy statements connecting succession planning and 

management, overall as well as specific SPM practices, to faculty/staff handbooks, 
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departmental and institutional policies, institutional strategic plan, and institutional 

diversity plan is also suggested. 
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(Mateso, 2010)  

A: Demographics 
Please complete the following items about your demographics. 

Q1  What best describes your main occupation 

role (what takes more than 50% of your 

working time) at this university? 
1. Faculty administrator(e.g. school director, 

dean)[GO TO Q2] 

2. Faculty [GO TO Q2] 

3. Administrative leader (e.g. manager, 

director)[GO TO Q3] 

4. Professional administrative staff (e.g. 

accountant, insurance officer) [GO TO Q3] 

Q4  Which title best describes your 

present position? (what takes more 

than 50% of your working time?) 
1. Vice President 

2. Assistant Vice President 

3. Associate Vice President 

4. Provost 
5. Vice Provost 

6. Associate Vice Provost 

7. Dean 

8. Assistant Dean 

9. Director 

10. Assistant Director 
11. Department Chair 

12. Coordinator 

13. Faculty 

14. Manager 

15. Head of administrative section 
16. professional administrative staff 

17. Other[GO TO Q4a] 

Q2 Select your college under which you work 

1. College of Arts & Sciences 

2. College of Business Administration 

3. College of Education & Human 

Development 
4. College of Health & Human Services 

5. College of Musical Arts 

6. College of Technology 

7. Graduate College 

8. Off-campus College 
9. University Libraries 

10.Continuing & Extended Education 

Q3  Select your administrative division under 

which you work 

1. Academic Affairs 
2. Finance and Administration 

3. Governmental Affairs 
4. Human Resources 
5. Office of the President 

6. Student Affairs 

7. University Advancement 

Q4a Please specify the “other” for your 

title 

……………………………………… 
……….. 

……………………………………… 
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Q5  How many years have you been in your 

current position at this university? 
…………………………… 

Q9  Do you expect to change the place of 

your employment within the next 5 

years? 
1. Not at all 

2. I am not sure 

3. Possibly yes 

4. Certainly yes 

Q6  How many years have you been employed at 

this university? 

…………………………….. 

Q10  Which of the following best describes 

your ethnicity/race? 

1. African American 
2. Asian American 

3. American Indian 

4. Hispanic 

5. Caucasian/White 
6. Other (specify) [GO TO Q10a] 

Q7  What is your highest degree earned? 

1. High school diploma 

2. Bachelor 

3. Masters 

4. Professional 

5. Doctorate 

Q10a Please specify the “other” for your 

ethnicity/race 

…. ….. ….. …. ….. ………. 
…………….. 

Q11  Gender: 
1. Female 

2. Male 

Q8  When do you expect to retire? 

1. In the next 0-5 years 

2. in the next 6-10 years 

3. in the next 11-15 years 

4. in more than 15 years 

Q12  Your age: 

1) under 26 

2) 26-35 

3) 36-45 

4) 46-55 

5) 56-65 
6) above 65 

 

B: Assessment of SPM Practices at your College or Administrative Unit Level 
 
Instructions: In this section, please respond about the practices that take place in your 

division or administrative unit. 
 
Q13  How strongly do you agree with the following statements regarding SPM 

practices at your college or administrative unit? 
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a The present work and competency 
requirements of different leadership positions 

are regularly assessed. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

b Systems exist to assess future requirements 

for work and competency of different 

leadership positions. 

1 
(Strongly 
Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

c Individuals’ leadership potential for future 

usage is regularly assessed. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

d There is a deliberate effort to attract outside 
talent for key faculty/administrative/ 

leadership positions. 

1 
(Strongly 
Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

e Efforts exist to internally identify talent from 

existing faculty/administrative staff for 

future leadership utilization. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

f There are incentive schemes for retaining the 
existing faculty/administrative staff and 

leaders with notable talent. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

g There exists some kind of succession plan 
chart that guides the succession process for 

each leadership position. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

h Faculty/administrative staff members are 
involved in discussing/reviewing succession 

plan charts. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

i There is a practice of identifying a pool of 

individuals with high leadership potential for 

each leadership position. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

j Identified potential leaders take part in 

leadership development programs based on 

their competency needs. 

1 
(Strongly 
Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

k The current college/administrative unit 
leaders are active in mentoring/coaching 

their potential subordinates. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

l There is a practice of selecting successor 
candidates out of a pool of groomed potential 

leaders. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

m Internally groomed candidates are regularly 
evaluated and given feedback. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

n Internally groomed successor candidates 
receive gratifying salary packages. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

o Usually successors are recruited from a 
group of internally groomed candidates. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 
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p Before they leave, outgoing 

administrators/leaders take time to 

mentor/coach their internal successors. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

q The leadership transition periods are 
normally short and calm. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

r Top university leadership support 
college/administrative unit leaders who 

promote internal leadership grooming. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

s Top university leadership explicitly promotes 
succession planning policies and strategies. 

1 
(Strongly 
Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

t At least one top university leader is actively 
involved in succession planning issues. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

u Grooming and promoting leaders from 

within constitute a part of accepted 

university policies/philosophy. 

1 
(Strongly 
Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

v Succession planning activities form a 
substantive component of the university 

strategy/strategic plan. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

w Institutional culture encourages the practice 
of recruiting, grooming, and retaining 

academic/administrative/leadership talent. 

1 
(Strongly 

Disagree) 

2 
(Disagree) 

3 
(Agree) 

4 
(Strongly 

Agree) 

 

C: Evaluation of Overall University status in some SPM Aspects 
 
Instructions: In this section, please respond to the items taking into consideration of 

the whole university as an organization. 
 

Q14 How well is this university currently 

conducting succession planning and 

management processes? 

1. Very poorly 
2. Inadequately 
3. Adequately 

4. Very well 

Q16 How urgently does this university need 

to improve or establish a systematic 

succession planning and management 

program? 

1. Not needed at all 
2. Needed, but not urgently 

3. Urgently needed 

4. Very urgently needed 
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Q15 How do you rate the level of 

importance of a systematic succession 

planning and management program 

for this university? 
1. Low 

2. Moderate 

3. High 

4. Very High 

 

Q17 Select the degree of suitability of 

the following approaches to 

succession planning for this 

university. 

1 
Not suitable 

2 
Fairly suitable 

3 

suitable 

4 

Very 

suitable 

Q17a Internal leadership grooming and 
retention program 

    

Q17b External sourcing from within the 
USA 

    

Q17c Searching talents from abroad     
Q17d Rehiring the retired officials     
Q17e Forming strategic staffing 

collaboration with other 

universities 

    

Q17f Retaining best graduate students     
Q17g Restructuring the organization of 

the university so as to minimize 

staffing needs 

    

Q17h Doing nothing (continue with 
business as usual) 

    

 

D: Evaluation of Factors Associated with SPM processes 
 

Q18  In your college/administrative unit, how 

equitably are women considered for 

leadership promotion? 
1. Very poorly 

2. Inadequately 

3. Adequately 

4. Very well 

[Briefly explain why you think so] 

……………………………………………… 

…………… ……………………………….. 

Q21 What is the level of impact of the current 

economic recession on the succession 

practices at your college/administrative 

unit 
1. Low 

2. Moderate 

3. High 

4. Very High 

[Briefly explain why you think so] 
…………………… ……………………….. 
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Q19 In your college/administrative unit, how 

equitably are people of color considered for 

leadership promotion? 

1. Very poorly 
2. Inadequately 
3. Adequately 

4. Very well 

[Briefly explain why you think so] 
……………………………………………….. 

Q22  What is the level of impact of federal 

policies and laws on the succession 

practices at the university level? 

1. Low 
2. Moderate 
3. High 

4. Very High 

[Briefly explain why you think so] 
…………………………………………….. 

Q20 What is the level of impact of the current 

economic recession on your individual 

employment and/or retirement plans? 

1. Low 
2. Moderate 

3. High 

4. Very High 

[Briefly explain why you think so] 

……………………………………………….. 

Q23  What is the level of impact of state 

policies and laws on the succession 

practices at the university level? 
1. Low 
2. Moderate 

3. High 

4. Very High 

[Briefly explain why you think so] 

……………………………………………. 

 Q24 Mention other factors that you believe 

highly affect succession practices at this 

university 

………………………………………………….. 
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APPEDIX E 

INTERVIEW PROTOCOL 
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(Mateso, 2010) 

Place: ………….. Date: ………   Time of Interview: From…… To ………. 

 
Directions: Use this interview guide to help you identify and understand SPM issues at 

the subject university. (These questions will be posed to each of the six interview 

participants) 
 
 

Questions Notes on Responses 

1. Tell me briefly about your background 
and your work in this 

department/division/ university 

(Expected data: participant’s 
background/demographic/ career info) 

2.   How do you understand succession 
planning (as a field of study and as a 

practice)? 

(Expected data: participant’s factual knowledge 
about succession planning) 

3.   From your experience, how can you 
assess succession planning efforts at the 

university in general? 

(Expected data: participant’s experiential 
assessment about the university’s succession 

planning efforts in general) 

4.   What is your opinion about the 
university’s performance in the 

following 8 practices of succession 

planning and management? (rate the 

performance and mention successes, 

challenges, and future possibilities) 

(Expected data: participant’s views about 8 
SPM practices in terms of performance rating, 

successes, challenges, and possibilities) 

4.1 Top leadership commitment and 

involvement in succession planning 

processes 

4.2 Assessment of the present and future 

key organizational/leadership needs 

of the university 
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4.3 Talent management 

processes at the university 
 

4.4 The application of 

succession plan charts for 

each key leadership 

position 
 

4.5 Identification and 

development of 

leadership potential 

individuals (especially 

from faculty and 

administrative members) 
 

 

4.6 Selection, evaluation, and 

rewarding of the groomed 

leadership 

candidates 
 

 

4.7 The practice of internal 

recruitment and  

replacement of the outgoing 

key leaders at the university 
 

 

4.8 The integration of 

succession planning and 

management into the 

organizational culture or 

strategy of the university 
 

 

5.   What factors do you believe 

affect succession planning and 

management processes at this 

university? 

 

 

(Expected data: a list of factors that affect SPM 

processes at the university) 
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APPENDIX F 

SURVEY & PROTOCOL PERMISSION  
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APPENDIX G 

SURVEY RESULTS  
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Survey Question 19 Comments 

1. More women have been hired into leadership positions than men over the past 

three years.  

2. I've seen women advance to leadership positions and be successful. 

3. Our unit, academic affairs is spearheading a women's leadership initiative to 

address this issue. 

4. Diversity, inclusion and engagement are key values at our institution. We are 

intentional in the preparation of search committees to remove explicit and 

implicit biases related to searches. 

5. Women leaders make up around 50% of leadership. 

6. My unit or department has more women in leadership roles than males. 

However, there is limited diversity among those women by race. 

7. This is something I personally started to work as a priority in the last year in 

part through a new year long program for women in leadership - 4 of the 

associate deans for research from the 6 colleges and the Research Institute are 

female 

8. There is a strong emphasis at this time for women in leadership positions - 

with chances for training and development. 

9. We have a number of women in senior leadership positions. It's less equitable 

with people of color. 

10. It seems to me that the senior leadership is still mostly male and Caucasian. 

There are exceptions, and I do not believe that there is a policy geared towards 



191 

 

excluding females of persons of color, of course, but the statistical facts are 

what they are. 

11. There is a conscious effort to promote and hire diverse candidates into all 

leadership positions. There is also a mentoring program for high potential 

women that launched this year. 

12. In the specific area, there are several women in leading administrative roles. 

There are also opportunities for growth. 

13. We have several women in key leadership positions, although this does not 

include women of color specifically. That number is far fewer individuals. 

Survey Question 20 Comments 

1. Issues of diversity, equity and inclusiveness are taken seriously. However, the 

pool is woefully thin. 

2. My administrative unit has adequately promoted people of color. 

3. Diversity is a consideration in the construction of any committee, group or 

other professional opportunity. 

4. Diversity, inclusion and engagement are key values at our institution. We are 

intentional in the preparation of search committees to remove explicit and 

implicit biases related to searches. 

5. HR/AA/EEO/Diversity are housed in this unit. 

6. The majority of leaders within in my unit at the director level are 

predominantly women of color. 
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7. I believe our culture is a true asset in this regard as we believe the rich 

diversity of life experiences - whether based on ethnicity, gender, sexual 

orientation, age, etc. - creates a very positive environment for promotion 

consideration. 

8. I think leadership roles are encouraged for people of color who wish to follow 

this path. 

9. My experience suggests that in all areas of central administration and in most 

of the colleges, women are strong candidates for all positions. 

10. See above. I believe that the senior leadership does not reflect the student 

population. There should at least be a statistical correlation. 

11. We have worked hard to promote and higher diverse candidates into my 

leadership team. I have personally taken on mentoring many of our high 

potential employees. As a result, we have an extremely diverse senior 

leadership and management staff. 

12. Many of the people in my unit are from a diverse background. 

Survey Question 21 Comments 

1. I am fortunate to be relatively well buffered from such issues via tenure and a 

retirement package from a previous institution. 

2. Some areas have implemented RIFs. Professional development opportunities 

are limited as well. 

3. Ongoing planning and updates with my financial planner over the years and 

constant monitoring of resources keeps tabs on my retirement stability. 
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4. Having been in the current position for 7 years and now being over 65, the 

best thing for the university is for someone with fresh ideas to lead research 

here. To paraphrase Gen MacArthur, old professors never die, they just fade 

away :) There are plenty of exciting things to do in my own field of 

scholarship and I hope to be around to do that and to also help mentor my 

successor. 

5. I participated in a defined benefit retire plan. 

6. The economy is not currently in recession (although I suppose you could say 

that higher education still struggles financially). 

7. I have calculated that I will not be able to retire until my 70s, especially if 

Social Security programs are gutted, as they are probably going to be. 

8. I am still very young and have no immediate retirement plans or plans to leave 

the university. 

9. I am not planning to retire anytime soon. 

10. During my tenure in higher education I have learned to be nimble both 

professionally and with my retirement plans. 

Survey Question 22 Comments 

1. I am not sure that people are drawn to leadership roles in strong universities 

for financial motives. 

2. We seem to be in recovery mode. 

3. There really are no systemic succession planning efforts going on. 
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4. The university is consistently assessed as a wonderful place to work. The 

issues we have with retention are in skilled position such as IT where the 

improving economy means higher paying salaries for skills needed in the 

private sector. This is particularly acute in a major metropolitan area with 

many Fortune 500 companies. 

5. This is more of an anecdotal answer. Based solely on what I have not heard as 

opposed to what I have heard. 

6. If a situation similar to 2008 arises again, schools (specifically public ones) 

will be very adversely affected. Endowments will drop and Reductions in 

Forces will become inevitable. 

7. Our university has experience strong growth through the recession. 

8. Unfortunately, my current position does not allow access to this data. 

Survey Question 23 Comments 

1. I feel as though I have witnessed higher ethical practices in the universities I 

have been fortunate to work in than are dictated by federal policies and laws. 

2. With recent re-classification of jobs by exempt/non-exempt with the intent to 

pay workers for the actual work being done, many without appropriate 

budgets to pay employees, simply reclassified positions to non-exempt status 

and will pay overtime if and when needed. So, salaries will remain lower 

which directly impact savings towards retirement, etc. 

3. I answered 'high' because under the Teacher Retirement System of the State of 

Georgia, an employee with 30 years of service finds that age 60-65 that their 
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total compensation from retirement plus social security often exceeds what 

they earned in a full-time position. I do not consider this a negative, it is 

wonderful for the individuals involved. But many of the faculty so impacted 

have key research subject matter expertise and we do the best we can to retain 

them on a part-time basis. 

4. No evidence to think otherwise. 

5. I assume that it is moderate, but I do not know so for a fact. 

Survey Question 24 Comments 

1. I feel as though I have witnessed higher ethical practices in the universities I 

have been fortunate to work in than are dictated by state policies and laws. 

2. We are a state institution and it cannot appear that we are intentionally filling 

individuals that have been specifically groomed for a position. There can be a 

thin line between succession planning and cronyism. 

3. Ours is a public institution following state-wide policies and procedures. 

4. Related to the answer to Q22, there is a policy under the University that 

accommodates the need for "retired but working" personnel with key skills 

and knowledge on a part-time basis for which we are very grateful. 

5. The policies discourage bringing employees out of retirement for leadership 

positions. 

6. I don't think that the state's policies put constraints on hiring / promotion 

policies. 

7. Unfortunately, my current position does not allow access to this data. 



196 

 

8. The Board of Regents has a program designated to develop and retain talent 

with the state. 

Survey Question 25 Comments 

1. Being a professor in a Research-1 university is surely one of the best jobs in 

the world. It isn't easy to persuade talented people to forego that and take on 

an administrative role. 

2. Comprehensive discussion to support SPM to my knowledge have not been 

discussed at a higher leadership level. 

3. The governing bodies of universities need to state the priority of succession 

planning. Such needs to be strategic and proactive, not driven by external 

factors such as suggested in previous questions. The literature is replete with 

guidance about the importance of this, e.g., 

https://hbr.org/2016/12/succession-planning-what-the-research-says. So, this 

is definitely an area for improvement. Good luck with the research. You are 

focused on a very important topic!! 

4. Individuals across the university put different weights on the importance of 

succession practices. 

5. The question at my school is to see how the complete restructuring of the 

institution caused by a merger will affect administrative staffing. I would not 

be surprised if, for instance, certain deanship was eliminated in the long run. 

Transitional periods are difficult to manage and I am not certain that I 

understand how staffing issues have been or are being planned. 
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APPENDIX H 

SPSS RESULTS  
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OneWay: Analyses Demog or Admin Vars. vs. Fair Treatment and Favorability to SPM 

Scales. 
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OneWay: Analyses Demog or Admin Vars. vs. Fair Treatment and Favorability to SPM 

Scales continued 
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OneWay: Analyses Demog or Admin Vars. vs. Fair Treatment and Favorability to SPM 

Scales continued 
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OneWay: Analyses Demog or Admin Vars. vs. Fair Treatment and Favorability to SPM 

Scales continued 
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OneWay: Analyses Demog or Admin Vars. vs. Fair Treatment and Favorability to SPM 

Scales continued 

 

 
 

Factor Assessment of the Quality of Strategies/SPM Practices. 
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Factor Assessment of the Quality of Strategies/SPM Practices. 
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Factor Assessment of the Quality of Strategies/SPM Practices continued 

 

 
 

Factor Analysis: Factoring Fairness and Economic Conditions. 
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Factor Analysis: Factoring Fairness and Economic Conditions continued 
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Factor Analysis: Factoring Fairness and Economic Conditions continued 

 

 

 

 

 
 


