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Abstract

Using data from the 201Rational Survey of College @duates, this study investigatee managerial authorityf
nativeborn, collegeeducated racigthnicminorities Asian Americansseem to be disadvantaged in that they are likely
to supervise fewer employees than do comparableHigpanic whits. Yet, this gap istatistically explainedy some
basic demographieariables including age and education. On the other handaAfdhmericas and Hispanic whitedo
not appear tde disadvaragedin comparison to whiteRather, these two minority groups supervise more employees
than do omparable whitesafter controlling for some basic demographic factBegarding wages, Asialimericans are
advantaged in reference to whites, but African Americans and Hispanic whites are disadvantaged even after controllin
IRU S Deducatidnngjorfield of study, and collegg/pe in addition to socioeconomic characteristics and regfon
residenceThe implications of these findings for policy and ae®h on racial/ethnic differentiadse briefly discussed.
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Introduction

We investigate te managerial authoritgf collegeeducated nativeborn racialethnic minorities including Asian
Americans African AmericansandHispanic whitesAlthough our major focus is Asian Americans, African Americans
and Hispanic whites are also included in #ralysis for our better understanding of a glass ceiling hypothesis for
minorities in the US.7KH WHUP 3JODVV FHLOLQJ" LV GHULYHG IURP SULRU VWXC
distinctly disadvantaged in being promoted to positions mdtiable managerial authority due to advantages for whites in
the corporate hierarchy (Woo 2000). In regard to Asian Americans, one of the earliest references is Hirschman and Won
(1981 ZKR FRPPHQWHG WKDW $VLDQ $PHULFDQ VuRFB KSPNUFRQD/OH G LWIRI
for somewhat higher socioeconomic status than other minority groups, but there remains a ceiling on advancement int
SRVLWLRQV RI DXWKRULW\AdRD AMErivansL &eX itle&s dyOmdseR vidible in teraistheir
demographic growth in the U. St their attainment gfobs in terms of managerial authorftgs not been much focused

One pasible reasormight be their relatively high levels afocioeconomic attainmentgor example, recent
research consisnttly indicates their higher levels eflucation, wages ararnings, occupatia attainmentand lower
levels of poverty even compared to Hdispanic whites €.g., Sakamoto and Kim 201 3suggesting that they are
successfuin the U.S. labor markelret, the attainment ofjobs in terms of managerial authorigysomewhat separate
from themonetaryremuneratiorthat jobs provideThe focus of research on the glass ceiling is ndhe socioeconomic
returns tohuman capital characterissién the labor meket as a whole, but on the chances for employment in
administrative positions with managerial authoritpdeed, higher education and high job performance are not
necessarilyeading Asian Americans to senior decisioaking and leadership positions (WeQT).

Using datarom the 2010 National Survey of College Graduatss studyseels to updateour understanding of the
glasscaling hypothesis for Asian Americanshis data seincludes aneasureof the total number of people supervised
directly or sipervised indirectly throuyg subordinates in the worlgate. This is an important indicator of managerial
authority that has not been investigated in pniesearchexceptTakei and Sakamot¢2008) For examplethe U.S.
Commission on @il Rights (1988), Yamane (200 and Sakamoto, Woo and Ya(2006) investigated managerial
attainmentas a general occupianal category but this approadhcludes jobs that vary widely iretrms of actual
supervisory authority(e.g., corporate executivedowerlevel managersand many owners of small famikrun
businesses)Due to this imprecision of using employment in a managerial etmupas theneasure of supervisory
authority thedisadvantages of racial/ethnic minoritieay be undetimatedo the extent that theyre more likely to be
in the lower raks of the maagerial hierarchy (duet® 3JODVV FHLOLQJ LQ WKHLU SURPRWLRQ

The 2010 National Survey of College Graduatataalsoinclude information on socioeconomic origins, college
type, andnajor field of stug of the highest degrePeople who are successful in joinithg uppetevels of maagement
may be more likely to haveusiness related fields of studygher socioeconomic originandmore prestigious college
degreesRacial/ethnic differentials in ters of supervisoryauthoritymay at least partly derivfom these classelated
characteristicsatherthan fromracial/ethnic discriminatiorper se For example, Asian Americans anell known to
highly overrepresented in scientific aedgineeng fields (Xie and Goy#&e 2003) which are ndiusiressoriented or
considered to be criticahanagementredentials Our data provide a strongr set of relevant adrd variablesand
thereforeenable g&horough analysisf net racial/ethnic effects that may be maonfidently interpreted as being related
to discriminatory practices.

Prior researcimhas shown that thmajor field of studydoes affect labor market outcom@serger 1988; Goyette
and Xie 1999; Xie and Goyette 2003). Moreover, parental educationahadtatis are known to be predictive of college
selectivity (Bennett and Xie 200Bavies and Guppy 199Hearn 1984 Goyette and Xie 1999hich in turn tendso
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