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Abstract 

Using data from the 2010 National Survey of College Graduates, this study investigates the managerial authority of 

native-born, college-educated racial/ethnic minorities. Asian Americans seem to be disadvantaged in that they are likely 

to supervise fewer employees than do comparable non-Hispanic whites. Yet, this gap is statistically explained by some 

basic demographic variables including age and education. On the other hand, African Americans and Hispanic whites do 

not appear to be disadvantaged in comparison to whites. Rather, these two minority groups supervise more employees 
than do comparable whites, after controlling for some basic demographic factors. Regarding wages, Asian Americans are 

advantaged in reference to whites, but African Americans and Hispanic whites are disadvantaged even after controlling 

�I�R�U���S�D�U�H�Q�W�V�¶ education, major field of study, and college type, in addition to socioeconomic characteristics and region of 

residence. The implications of these findings for policy and research on racial/ethnic differentials are briefly discussed. 
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Introduction  
We investigate the managerial authority of college-educated, native-born racial/ethnic minorities including Asian 

Americans, African Americans, and Hispanic whites. Although our major focus is Asian Americans, African Americans 

and Hispanic whites are also included in the analysis for our better understanding of a glass ceiling hypothesis for 

minorities in the U.S. �7�K�H�� �W�H�U�P�� �³�J�O�D�V�V�� �F�H�L�O�L�Q�J�´�� �L�V�� �G�H�U�L�Y�H�G�� �I�U�R�P�� �S�U�L�R�U�� �V�W�X�G�L�H�V���W�K�D�W�� �D�U�J�X�H�� �W�K�D�W���U�D�F�L�D�O���H�W�K�Q�L�F���P�L�Q�R�U�L�W�L�H�V���D�U�H��
distinctly disadvantaged in being promoted to positions with notable 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 Wong 

(1981:���������� �Z�K�R�� �F�R�P�P�H�Q�W�H�G���W�K�D�W�� �$�V�L�D�Q�� �$�P�H�U�L�F�D�Q�V�� �³�D�U�H�� �S�H�U�P�L�W�W�H�G�� �W�R�� �R�F�F�X�S�\�� �F�H�U�W�D�L�Q�� �µ�R�F�F�X�S�D�W�L�R�Q�D�O���Q�L�F�K�H�V�¶�� �Z�K�L�F�K���D�O�O�R�Z��
for somewhat higher socioeconomic status than other minority groups, but there remains a ceiling on advancement into 

�S�R�V�L�W�L�R�Q�V�� �R�I�� �D�X�W�K�R�U�L�W�\�� �R�U�� �L�Q�V�W�L�W�X�W�L�R�Q�D�O�� �S�R�Z�H�U���´��Asian Americans are increasingly more visible in terms of their 

demographic growth in the U.S., but their attainment of jobs in terms of managerial authority has not been much focused.  
One possible reason might be their relatively high levels of socioeconomic attainments. For example, recent 

research consistently indicates their higher levels of education, wages and earnings, occupational attainment, and lower 

levels of poverty even compared to non-Hispanic whites (e.g., Sakamoto and Kim 2013), suggesting that they are 

successful in the U.S. labor market. Yet, the attainment of jobs in terms of managerial authority is somewhat separate 

from the monetary remuneration that jobs provide. The focus of research on the glass ceiling is not on the socioeconomic 

returns to human capital characteristics in the labor market as a whole, but on the chances for employment in 

administrative positions with managerial authority. Indeed, higher education and high job performance are not 

necessarily leading Asian Americans to senior decision-making and leadership positions (Wu 1997).  

 Using data from the 2010 National Survey of College Graduates, this study seeks to update our understanding of the 

glass-ceiling hypothesis for Asian Americans. This data set includes a measure of the total number of people supervised 

directly or supervised indirectly through subordinates in the workplace. This is an important indicator of managerial 
authority that has not been investigated in prior research except Takei and Sakamoto (2008). For example, the U.S. 

Commission on Civil Rights (1988), Yamane (2002), and Sakamoto, Woo and Yap (2006) investigated managerial 

attainment as a general occupational category but this approach includes jobs that vary widely in terms of actual 

supervisory authority (e.g., corporate executives, lower-level managers, and many owners of small family-run 

businesses). Due to this imprecision of using employment in a managerial occupation as the measure of supervisory 

authority, the disadvantages of racial/ethnic minorities may be underestimated to the extent that they are more likely to be 

in the lower ranks of the managerial hierarchy (due to �D���³�J�O�D�V�V���F�H�L�O�L�Q�J�´���L�Q���W�K�H�L�U���S�U�R�P�R�W�L�R�Q�V���� 

 The 2010 National Survey of College Graduates data also include information on socioeconomic origins, college 

type, and major field of study of the highest degree. People who are successful in joining the upper levels of management 

may be more likely to have business related fields of study, higher socioeconomic origins, and more prestigious college 

degrees. Racial/ethnic differentials in terms of supervisory authority may at least partly derive from these class-related 

characteristics rather than from racial/ethnic discrimination per se. For example, Asian Americans are well known to 
highly overrepresented in scientific and engineering fields (Xie and Goyette 2003) which are not business-oriented or 

considered to be critical management credentials. Our data provide a stronger set of relevant control variables and 

therefore enable a thorough analysis of net racial/ethnic effects that may be more confidently interpreted as being related 

to discriminatory practices. 

Prior research has shown that the major field of study does affect labor market outcomes (Berger 1988; Goyette 

and Xie 1999; Xie and Goyette 2003). Moreover, parental educational attainments are known to be predictive of college 

selectivity (Bennett and Xie 2003; Davies and Guppy 1997; Hearn 1984; Goyette and Xie 1999) which in turn tends to 


