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ABSTRACT

A STUDY OF SELECTED WOMEN ADMINISTRATORS

AND THEIR PERCEPTIONS OF THE CHALLENGES

ENCOUNTERED 1N ACHIEva HIGH LEVEL POSITIONS

IN HIGHER EDUCATION ADMINISTRATION

By

Sister Innocentia Marie Ononiwu

Records of gender equity in higher education administration have shown that

women have been the second choice in the selection as higher education administrators.

For the reason that many women think that they cannot be hired as much as their male

counterparts are hired in higher education administrative positions, some ofthem took it

for granted that they are the endangered species in the administration ofhigher education.

The purpose of this study was to identify the enhancing and challenging factors

influencing the achievement ofwomen who reached top levels of administration in

selected Michigan Universities; and to determine whether these factors are different from

those perceived by other researchers who are concerned with the issue of inequity in

higher education administrative positions.

The study investigated the progress that women have made in attaining positions

in higher education administration in the early 1980s. The researcher intended to utilize

information obtained to provide guidance and perspective to women who aspire to top

level administrative positions in higher education.



Sister Innocentia Marie Ononiwu

This study used a qualitative interview method was used to gain an in-depth

understanding ofpurposively selected participants from their perspective. A list of

fourteen research questions were administered to purposively selected female

administrators in three categories of administration, from three higher institutions of

learning in Michigan. The qualitative data analytical method consisted ofwords and

statements, which expressed qualities rather than quantities, was used to describe and

summarize the data. This constant qualitative data analysis relied on the findings from

the fourteen research questions to determine the most critical consistencies and

inconsistencies with the literature review.

The findings on the perceptions of the female administrators from research

questions two through fourteen were consistent with the literature review. It is not

possible to draw conclusions that the findings from research question one is neither

consistent nor inconsistent because there is no review of literature on demographic

information. It was observed from the findings that the female administrators

interviewed were aware that females have made gains in appointments to higher

education administrative positions. They still believe, however, that balance,

proportionately, is needed with male counterparts. The study participants were in

agreement that there are serious societal sex-stereotypical hindrances that need to be

completely removed. Such action would permit females to more visibly recognized and

on equal basis with their male counterparts.
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CHAPTER I

The Nature and Purpose of the Investigation

Introduction

As historical records ofgender equity in higher education administration have shown,

women tend to have been second choice in the selection of higher education leaders. In 2»

spite of affirrnative action efforts to increase the number of certified female

administrators, women have continued to be confronted with barriers that make it ..

difficult for them to successfully advance to top levels of administration in higher

education. To ascertain the causes a number of studies in the social sciences and in

higher education administration have been undertaken to articulate more clearly "what

barriers exist and how salient each barrier is" for preventing women from entering higher .. .

education administration (Shakeshafi, 1987, p. 81).

Recent studies have Shown that women in the last decade have made dramatic gains

in assuming higher level administrative positions in American society. Two major

political races in the 1986 elections were between women-the gubernatorial campaign in

Nebraska and the US. Senate race in Maryland. By 1985 women had assumed 14.7

percent ofthe seats in the state legislatures ( Mandel, 1986). Two hundred women

became Chief Executive Officers (CEOS) ofcorporations whose assets exceeded $5

million. Women also began to achieve prominence in public life. Some obvious

examples are: Geraldine Ferraro, candidate for Vice President of the United State; Sandra

Day O’Connor, Supreme Court Justice; Sally Ride, the first woman in Space; Patricia

Roberts Harris, the first black woman to hold a US. Cabinet post; and Katharine Graham,

the head of a Fortune 500 company. Women in higher education are no exception to this



pattern. Over 300 women now serve as chief executive officers of colleges and

universities in the United States (Shavlik & Touchton, 1988).

Data from the American Council on Education showed a dramatic increase in women

administrators in the late 1980s. They cited that women currently make up 11 percent of

presidents of approximately 3,000 accredited higher education institutions (Heming,

1985; Moore, 1984; Tinsley, 1985; 1989; American Council on Education, 1990). Gains

over the last 15 years in senior level administrative positions have not been distributed

across all types of institutions or departments within institutions. Women comprised 22

percent of administrators at state and land-grant institutions, and 15 percent as chief

academic officers and deans by 1987 (Warner, & DeFleur, 1993) in Mitchelle (eds.).

These gains do not tell all the exciting, painful and heroic stories ofwomen in higher

education administration over the last decade. They also do not tell the stories of the

countless women leaders who have not been given an opportunity to serve when they

were clearly ready and more than able (Shavlik & Touchton, 1988).

No other nation has as many qualified women administrators as the United States of

America. Education doctorates like Ph.D.s and Ed.D.s are held predominately by women

and minority group members in the two-year college sector (Moore, Twombly, &

Martorana, 1985). In higher education, women are somewhat more likely than men to

have Ph.D.s as opposed to Ed.D.s. Sixty-two percent ofwomen and 53 percent ofmen

had Ph.D.s (Touchton, Shavlik, & Davis, 1993). But, the problem remains that not as

many ofthese qualified women administrators are hired in top positions ofhigher

education as their male counterparts. This poses a very puzzling problem to women who

may have career aspirations and/or zeal to rise to positions of administration in the field



ofhigher education. There are varied fimdamental questions to explore for those who

have aspiration to be higher education administrators.

(1) Are there some demographic information, which could help in addressing the

challenges that confront females seeking high-level administrative positions? How can

these demographic information help in addressing the issue of inequity in high education

administration? (2) Do women possess the necessary qualifications and skills essential to

practicing administration in higher-level positions of educational leadership? Why are

qualified women administrators not hired as frequently as their male counterparts? (3)

Are there some sex-role stereotypes which society attaches to females? (4) Do women

have enough experiences in administrative positions prior to seeking advancement to top-

levels? (5) Do qualified female administrators have teaching and other professional

experiences, which could help them to being appointed to higher education administrative

positions? (6) Are there other education-related work experiences that can influence the

appointment of females in higher-levels? (7) Do qualified females seek as many

appointments to higher education administrative positions as their male counterparts?

Why are they not hired as fi'equently as their counterpart? (8) How important is

professional networking in selection to higher education administrative positions? Are

female administrators part ofprofessional networking, if so, why are they not hired as

their male counterparts? (9) Do qualified females have mentors who could influence

their advancement to top-levels? (10) Are there some negative challenges, which sets

barriers for women during hiring processes? (11) Are there exhibited behaviors or

actions and/or comments, which are stumbling blocks to women seeking positions in

higher education administration? (12) Does the society and/or hiring organization feel



that women would experience role conflicts that set barriers to being hired to higher

education administrative positions? (13) Can women administrators make contributions

in administration ofhigher education as much as men do? If so, why are they not hired

as their male counterparts? (14) Would women aspiring to higher education

administration not befit from the inspirations and experiences ofother female

administrators?

It is believed that such sex-role stereotypes and some other factors could have

positive influences and/or are stumbling blocks to the entry and advancement ofwomen

to top level higher education administrative posts.

Sturnick and Green made this observation on the issue of gender equity for

women as leaders in administration ofhigher education ( Sturnick, 1986, p.22, & Green,

1 988: 106)

"It is a phantasm of cultural stereotypes, and multiple confusions about

what is "appropriate" and what is "inappropriate" for females in terms ofthe use

ofpower, decision-making authority and permissible manifestations of our

spiritual/mental strengths. Our culture is a long way from having worked out

these ambiguities; consequently, our lives are washed in these waves of

confusion, identity crisis and overt hostility from men and women--forces which

are intensified for the woman in a public, visible role."

Other authors have commented on the barriers that prevent women from advancement

into higher education administration. Gardner (1990) commented that the barriers of

prejudice and discrimination still confront young women who have leadership

potentialities, and that research bears out the existence of such barriers.



Wren (1995) observes that management and executive position, along with

professional and technical jobs, we re among the fastest growing occupations between

1984 and 1995. However, these occupations include jobs not traditionally held by

women and minorities, who comprise the new workforce (Morrison & Von Glinow

(eds,)). Women would have made incredible contributions in the administration ofhigher

education, if they had been given equal opportunity as their male counterparts were

given.

Gender-based perceptions, being "a set ofbeliefs and opinions about masculinity

and femininity, which includes stereotypes ofmen and women, and attitudes towards

appropriate roles and behaviors ofwomen and men", can seriously affect advancement of

females into executive posts (Deaux & Kite, 198797). The percentage ofwomen as

executives in higher education administration is still low compared to their male

counterparts due to barriers and obstacles they encounter as well as stereotypes and the

"glass-ceiling effects" that plagues them today (Slater & Glazer, 1987; Wren, 1995;

Morrison, 1996).



The Problem

The problem of this study was to examine the challenging and enhancing factors

encountered by women aspiring to reach top-level administrative positions in higher

education.

Purpose of the Study

The distinctive purpose of this study was to:

1. Investigate and identify the enhancing and challenging factors influencing the

achievement ofwomen who reached top levels of administration in selected Michigan

Universities.

2. Investigate the progress that women have made in attaining positions in higher

education administration since the early 1980's.

3. Determine whether these challenging and enhancing factors are different from those

perceived by other researchers who are concerned with the issue ofunder representation

ofwomen in top level administrative positions in higher education.

4. Determine the influence ofthe following factors that women may have encountered in

achieving top-level positions:

(a) Demographic information; (b) Qualification; (c) Sex-role stereotypes; ((1) Prior

administrative positions; (e) Teaching/professional experiences; (1) Other educationally-

related work experience; (g) Applied positions/rejections and, Why? (h) Use of

professional networking; (i) Help ofmentor/Mentor's gender and, Mentor's profession;

(j) Challenges encountered with organization; (k) Observed Comments, behaviors or



actions exhibited, as a disadvantage to being a woman; (1) Role conflicts between

personal obligations/administrative duties; (m) Greatest accompliShments/satisfactions;

(n) Advice or Council to aspiring women.

5. Utilize information obtained to provide guidance and perspective to women who

aspire to top-level administrative positions in higher education.

Fourteen Questions to be addressed in the Study

The following the fourteen research questions were designed for the study:

1. What role did selective demographic information contribute to the perceptions of

the subjects in addressing the challenges of obtaining high-level administrative positions:

e.g. (age; marital status; degrees earned; institutions attended; and racial origin).

2. What qualifications are essential to achieve top-level administrative positions in

higher education?

3. Do women administrators in higher education perceive societal sex-role

stereotypes to be influences in the advancement ofwomen seeking positions in higher

education administrative positions?

4. What role did formerly held administrative positions in higher education play in

obtaining theirpresent position? How many years of total experience in prior higher

education administrative positions?

5. What role did teaching and other professional experiences play in being appointed

to higher education administrative positions?

6. Were there other education-related work experiences that influenced appointment

to higher education administrative positions?



7. What factor(s), ifknown, or perceived, that might have contributed to rejection(s)

when seeking appointment to a higher education administrative position?

8. What role does professional networking play in selection to higher education

administrative positions?

9. What roles do mentors play in being appointed to higher education administrative

positions? Was the mentor's gender 3 factor? What was mentor’s profession?

10. During the hiring process, were negative challenges encountered? What positive

situatiOns were experienced?

11. What comments, behaviors or actions were exhibited in the hiring process, that a

female was inappropriate for a higher education administrative position?

12. What role conflicts did female administrators experience in maintaining personal

obligations and higher education administrative duties?

13. What was the greatest accomplishment achieved as a higher education

administrator? Do female administrators have a sense of satisfaction? Would a female

administrator aspire to an even higher level of administration? Why?

14. What advice or council would females in administrative positions in higher

education give to aspiring women?

Importance of the Study

It is evidence that women are not represented in the administration ofhigher

education as much as their male counterparts. For this reason, there has been ongoing

research on the issue of inequity seeking to find out why women are discouraged from —

aspiring to climb the career ladder ofhigher educational administration. The issue of ~

under representation ofwomen in the administration ofhigher education has been of



great concern to qualified women and researchers in the field. Moore (1984) in (Tinsley;

Secor; & Kaplan (eds.)) echoed a concern that "there has been a small but steady increase

in the number ofwomen appointed to top posts." Further comments were made tha "

higher education has a pyramidal structure and that women are clustered at the bottom"

(Moore, 1982; Capek, 1982).

This study is therefore specifically important for the following reasons: (1) The

researcher has not found any similar study conducted in the state ofMichigan which

utilized a sample ofpracticing women administrators to study their perceptions on the ~—

issue ofwomen in the administration ofhigher education. Although literature provides

information on the improvement ofthe status ofwomen administrators, this alone does

not provide answers regarding the factors that challenge or help women to successfully I

reach the top levels of administration ofhigher education. At the highest level ofhigher

educational administration which is the presidency level, Vaughan (1989) indicated that

society's stereotypical picture ofwomen is a prominent obstacle in their advancement to

presidency.

By conducting this pioneer study selected in the State ofMichigan Institutions,

the researcher can identify what women will encounter as challenging and/or enhancing '-

factors to successfully reach the top levels of administration in higher education. The

intention ofthis study is to provide guidance and perspective to women who aspire to top

administrative positions in higher education.

Assumptions of the Study

The following are the basic assumptions of this study:

1. Respondents for this study will be candid in their responses.



2. The selected sample ofwomen included in the study is representative of female

administrators in top-level positions in higher education.

3. Women pursuing top-level administrative positions in any profession may benefit

from the findings.

Limitations of the Study

The investigation of this study has the following limitations:

1. This study is limited to the perceptions ofwomen in higher education administration.

2. The collection of data is limited to personal interviews.

3. This study is limited to three higher education institutions in Michigan.

4. The investigation is limited to a Land-Grant Institution (Michigan State University).

5. The investigation is limited to a Comprehensive University (University of Michigan).

6. The investigation is limited to a Regional University (Eastern Michigan University).

Definitions of Terms:

The following are selected definitions ofterms, which the researcher is using to

provide relationships and clarity:

Advanced Level of Responsibility: The highest obligation beyond others in

complexity.

Administrator: Friedman (1994) defined administrator as one who provides the

management actions ofplanning, directing, budgeting and implementing necessary to

achieve organizational objectives.

A Comprehensive university: Is defined as the particular institution that serve

the people of that particular state and the world through pre-eminence in creating,

communicating, preserving and applying knowledge, art and academic values and

10



developing leaders and citizens who will change the present condition ofthe particular

state and/or the world as well as enriching the firture.

Higher Education: The level of education beyond K—12.

"Glass-ceiling": Wren (1995) defined this as a concept popularized in the 19803

to describe a barrier so subtle that it is transparent, yet so strong that it prevents women

and minorities from moving up in management hierarchy.

US. Department ofLabor (1991) defined the "Glass Ceiling" as 'those artificial

barriers based on attitudinal or organizational bias that prevent qualified individuals fiom

advancing upward in their organization'.

Land-Grant Institution: DiBiaggio (1991) defined "land-grant" institution as

"the people's university. It is an institution that would be good enough for the proudest

and affordable for the poorest." The author continued to describe "land-grant " institution

as the nation's agent for expanding opportunity for social and economic development.

The institution is expected not only to generate new knowledge but also apply that

knowledge to real-life problems.

Enarson (1989) defined land-grant institution as a designated institution originally

given Federal aid and especially by land grants, on condition that they offer instruction in

agriculture and mechanical arts. It is powerfully linked with a Federal Department of

Agriculture. It serves as a chosen instrument for administering the Hatch Act and similar

federal legislation. It is expected to have a continuing major comrrritrnent to American

agriculture and natural resources of land and sea.

Leadership: Argris & Cyert (1980) defined "leadership" as the art of stimulating

the human resources on total organizational goals rather than on individual subgroup

11



goals. The authors contended that the art of leadership is to convince the participants to

modify their goals so that they conform to those of total organization and to put their

efforts into helping the total organization achieve their goals.

Drath & Pallus (1994) said that leadership is best defined as a "process ofmaking

sense ofwhat people are doing so that people will understand and be committed."

Kouzes & Posner (1995) defined leadership as the art ofmobilizing others to want

to struggle for shared aspirations. It implies something less than voluntary involvement

on the part of constituents.

Kaagan (1997) said that leadership is inherently political and economic as well, in

that it always involves the distribution of authority and responsibility and allocation of

goods and services among people.

Krause (1997) said that leadership is defined as the will to control events, the

understanding to chart a course, and the power to get a job done, comparatively using the

skills and abilities of other people.

Manager: Friedman (1994) defined "a manager" as a person who administers an

organization's activities to achieve particular objective (356).

Gardner (1990) contends that the word "manager" usually indicates the individual

so labeled holds a directive post in an organization, presiding over the process by which

the organization firnctions, allocating resources prudently, and making the best possible

use ofpeople (p.3).

Mentor: Bell (1996) defined mentor as someone who helps someone else learn

something the learner would otherwise have learned less well, more slowly or not at all.

The author continued to comment that a mentor is someone who "helps someone else to

12



understand the informal system and offers a guidance on how to be successfirl in this

crazy organization."

Regional University: A regional university is an institution that tends to serve the

people in that geographic area. It is originally founded as teachers' college and later on,

converted to a regional university.

Role Conflicts: A function or office assumed by someone, which strikes against,

or are always in sharp collision; or incompatible to the person's other personal good and

interests.

Sex-role stereotype: Friedman (1994) defined " sex-role stereotyping" as

classifying people because ofone unique characteristic. Stereotyping is a form of

prejudice that can form damaging images ofpeople because of a particular characteristic

without having any knowledge ofthe person (p.581).

Top Level Position: The highest rank, which is occupied by, qualified personnel

in management.

Organization of the Study

Chapter I covers the introduction, statement ofthe problem, purpose ofthe

study, research questions, importance ofthe study, assumptions ofthe study, limitations

ofthe study, and definitions of terms.

Chapter H discusses the related literature review on the research topic.

Chapter IH presents the procedures and the research methods employed in

gathering and analyzing the data.

Chapter IV presents the findings, analysis and interpretation ofthe data.
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Chapter V presents conclusions, recommendations and suggestions for further

research.

CHAPTER II

Review of Related Literature

There was an extensive review of related literature for this study; especially those

that Show the perceptions ofwomen who have participated in an active job search in the

field of educational administration. It is assumed that certified women are likely to face

some stumbling blocks to their entry and advancement to top positions of educational

administration. Research has shown that there are indeed some women administrators

who are already practicing, but much still remains to balance the representation of

qualified women with those of their male counterparts in top positions of educational

administration.

The issue of under representation ofwomen in top positions of educational

administration has been given tremendous attention in the past twenty-five years.

Numerous published sources on the perceptions ofwomen in educational administration

regarding the job selection processes have shown that women are no longer to be blamed

for their fate (Pavan, 1985). Many sources from 19803 through 1990s have documented

evidence that various factors are responsible for gender inequity in educational

administration, especially those that affect women during the hiring processes.

According to researchers, some ofthese contributing factors can have positive or

negative impact on the representation ofwomen in educational administrative positions

(Bowles, 1989; Dohrrnann, 1982; Edson, 1988; Gardner, 1990; Morrison, 1990; 1992;

Shakeshaft, 1987; Shapiro, 1984; Stumick, 1996; Wren, 1995). Other researchers hold
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that some factors can have positive impacts on the representation ofwomen in

educational administration during the job selection processes (Paddock, 1980; Bell, 1996;

Schlack, 1987). All the studies reported above would produce historical evidence that

women are under represented in the administration ofhigher education, and that some of

these factors are stumbling blocks for their advancement.

For instance, Shapiro (1984) reported that discriminatory hiring practices could be

a stumbling block for certified women administrators to be selected in top administrative

positions. In the author's study of several cases on Long Island, she found that high level

administrative positions were mostly limited to men. The positions of consultants are

occupied by males, and the exclusion oftheir female counterparts. The author

commented that discrimination against women administrators is perceived, and that such

discrimination makes gender equity in educational administration impossible. Mitchell

(1993) reported that by 1989, US. Department ofLabor showed those women's share of

management positions reached 45 percent. The executive, administrative, and

managerial field will count for 40 percent, or eight million ofthe job growth between

1986 and 2000.

Accounting for women in presidencies, by 1987, women held 10 percent ofthe

college and university presidencies in approximately 3,000 institutions ofhigher

education in the country. It has taken more than a decade of concentrated, strategic effort

to achieve this number (Sturnick, 1991).

Other researchers have similar perceptions that women's role in the administration

ofhigher education has not improved as much as their male counterparts. For example,
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Tisinger (1991) reported that the rationale for not hiring enough qualified women in the

administration ofhigher education has been that "it is not a woman's job."

Women are more visible in the management of education offered to younger

pupils and as these youths get older, the proportion ofwomen diminishes. In higher

education, especially in the universities, women managers are such a small proportion of

management that they are almost invisible. The same holds true in the arenas of local

and central government management and policy-making in education (Ozga, 1993). ./

A study by Bower (1993) in Mitchell (eds.) showed that the number ofwomen in

higher education administration is indeed increasing but the majority ofthese women

work at lower level jobs. This is true in the public sector as well as in agencies and

businesses in the private sector.

Hansard (1990) also cited that the growth in the number ofwomen in leadership positions

at least outside higher education has rung true to the issue of gender inequity.

A similar study by Warner and DeFleur reported that the distribution of current

administrative positions indicated that men are significantly more likely to be at senior

level positions than are women (Warner & DeFleur, 1993) in Mitchell (eds.). .1

This section produces documentary evidence that various factors are responsible

for enhancing or prohibiting gender equity in higher education administration. (1)

Appropriate academic qualification. (2) Sex-role stereotypical attitude. (3) Prior

professional/administrative positions held. (4) Years ofteaching /administrative

education experience. (5) Years of education-related work experience. (6) Applied

positions/rejections. (7) Use ofprofessional network. (8) Roles mentors play (9)

Perceived positive and negative encounter with organization. (10) Observed
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behaviors/actions as a disadvantage to being a woman. (11) Role conflicts between

personal obligations and administrative duties.

(12) Greatest accomplishments/satisfactions as an administrator. (13) Advice or council

to encourage other women.

Essential Academic qualifications

The perceptions ofmany authors who did research on gender inequity in higher

educational administration centered on the academic background ofboth males and

females. It has been reported that the cause ofthe low percentage ofwomen in higher

education administration is not poor academic or professional preparation. Most

potential women, who aspire to top positions ofhigher education administration, do

possess as much credentials as their male counterparts, but they meet certain barriers.

In a ten-year longitudinal study ofthe female administrative aspirants, Edson

(1988) reported that several older women, who anticipated that they would make a

difi‘erence in both students and institutions, reported frustration and gender

discrimination. According to the author, a good number ofwomen who participated in

the study (about 23%) held doctorates while some were completing their dissertations.

Those ofthem who did not hold doctorates were bothered with regrets over the delays,

though it is not a guarantee to being hired to top positions. Although, the general

consensus is that having a doctorate or advanced degree would make a difference in a

women's administrative career, it is not a guarantee to inclusiveness (Edson, 1988). It is

reported that the number ofwomen who hold doctorates and/or working on advanced

degrees in educational administration is on the continuous increase. For instance, a 1988

research report found a 20% increase in female doctoral candidates and a 38% increase in
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females in business management courses. The researcher firrther reported that the portion

ofdoctoral degrees conferred on women has moved fiom 28% in 1979 to 39% in 1994,

and is expected to reach 45% by the year 2000 (Yeakey, Johnson, & Adkinson, 1986).

In a study of adrrrinistrative career paths of college administrators, (Moore,

Twombly, & Mortorana, 1985) cited that over 50 percent of their respondents held a

doctorate, ofwhich the Ph.D. was the most common type. The authors continued to

stress that women seeking top positions should realize that 80 percent of all presidents

and provosts hold the doctorate and that 90 percent ofthe women in such positions have

it. It was also noted that a substantial percentage ofboth four-year and two-year study

respondents had degrees in higher education.

Hill & Raland's study of outstanding women administrators showed more

commonalties in the degree paths of their interviewees, emerged with the doctorate

degrees and/or terminal degree. The authors reported that most of their participants held

doctorates in educational administration and supervision, with some indicating near equal

course work in curriculum. Other categories of their educational preparation fell into

Masters degrees with concentrations on administration, guidance and counseling as well

as cuniculum. The authors further reported that there was an overvvhehning

representation ofmasters and specialist degrees in educational administration (Hill &

Ragland, 1995).

Perceived Sex-role stereotypes

Hill & Ragland (1995) asserted that conflicts between the role of a leader and

expectations for female roles have occurred throughout history and in most cultures.

These authors reported that in American culture, people often view women leaders being
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weighed down by distorted images and stereotypes. Historical and contemporary myths

firll of icy virgins; fiery temptresses; and silent martyrs still encumber female leadership

visions and possibilities in many ways. An additional stereotype of female leadership

exists, especially for women in higher education. Dohrrnann (1982) reported her findings

in a research investigation on gender inequity in the administration ofboth private and

public institutions ofhigher learning. The author commented that the exclusion of

women fi'om such administrative positions is not due to there being any highly qualified

women. Rather, the effects of sex-role stereotyping, discriminatory practices, and

organizational structures cause barriers to women during the selection processes for \

administrative positions. In a survey by the University of Chicago's National Opinion

Research Center, findings showed that stereotypes are still prevalent and challenging

barriers to opportunity for women.

Catalyst's (1990) findings showed stereotypical preconceptions, or prejudice, to

be the biggest advancement barrier women face today. Men have controlled the highest

administrative jobs in education, and long-standing bureaucratic values while women's

entry into administrative positions have been thwarted (Hill & Ragland, 1995).

Morrison (1992) reported that stereotypes about women and people of color in general

are common among managers. The author continued to assert that the managers

interviewed in her study gave detailed description of their perceptions, for example,

women are often assumed to be indecisive and unable to be analytical.

A study by Shavlik and Touchton (1988) alluded to similar sex-role stereotypes

which led men to believe that women could not be strong enough to "control" the faculty

and that it would almost be impossible for women to get along in a man's world of higher
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education administration. The authors reported that one of the female college presidents

that they interviewed spoke ofher experience as shocking when she heard that women

could not be able to manage a budget. Another female president in the survey noted that

" women are not taken seriously, especially in traditional male areas such as construction

and finance."

It has been commonly held that the roles of leader, and administrator have been

reserved for men. While women were always capable of fulfilling such roles, it has been

in recent years that women have surfaced as heads, and, away from a more supportive

role (Leblanc, 1993) in Mitchell (eds.).

In spite ofpromising demographically statistics; equal opportunities for women to

secure positions and advance went in educational leadership, they are still hampered by

some ofthese historical myths (Hill & Ragland, 1995). Other researchers further

commented that In spite of affirmative actions, women continue to face discrimination in

their efforts to achieve higher level administrative positions ( Cann & Siegfried, 1990;

Goh, 1991; Murgai, 1991).

In another support ofthe issue ofperceived sex-role stereotypical attitudes that

prevent women fi'om entering top management positions (Monison; White; & Van

Velsor; 1992, pp. 13-14), commented that, "once women break the first entry barrier,

they unexpectedly encounter another barrier which is a wall of tradition and stereotype

that separates them from the top executive level. The authors also contended that this

stereotypical wall keep women out ofthe inner senior management sanctum, the core of

business leaders who wield the greatest power".
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Role of formerly held administrative positions

Potential women administrators as reported in previous studies held prior

professional experience in the following areas: counselor assistants; doctoral fellows;

elementary and high school principals as well as superintendents. Some ofthem held the

positions of special education counselor or director of special education. In non-

educational setting, some of the interviewees held job-research associate positions;

college instructorship; director ofcurriculum and assistant superintendent or

superintendents (Hill & Raglan, 1995). The findings by Hill & Raglan (1995), were

different from the findings by Pavan & D'Angelo (1990), Dopp and Sloan (1986),

Shakeshaft (1989), which indicated that the secondary principals and superintendents

were the most frequent prior positions held by female interviewees in their studies.

Touchton, Shavlik & Davis (1993) did a descriptive study ofwomen college and

university presidents, and (six percent) of their respondents held prior presidential

positions; while (36 percent) held prior position as vice president. About two-thirds held

the positions in academic affairs; (1 percent) held a position as associate/assistant vice

president; (13 percent) held the position ofdean or director of academic affairs. In the

office of associate/ assistant academic dean, (2 percent) held the positions and (2 percent)

were department chair while the greatest number (10 percent) came from faculty. These

studies showed that female administrators struggle to compete with their male

counterparts just to advance and do well in the career field ofhigher education

administration.
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Role of teaching and other professional experiences

Teaching and/or other professional experiences are ofutmost importance to job

selection processes in top positions of higher education administration. While some

institutions demand as much as three years of teaching experience, others may demand

more than three years. Hill and Raglan (1995) commented that one's first teaching

assignment, as anyone's first job heavily influences one's perceptions about work culture.

Teaching is a professional entry-level position for nearly every educational leader. The

authors further commented that contrary to some assrunptions about leadership, many '

educational leaders stay in the classroom, while some others either move to principalship,

university faculty positions, superintendence, district office positions, or along a variety

of agency, governmental and entrepreneurial avenues. Dopp and Sloan (1986) reported

that women administrators usually spend at least fifteen years (15 years) in the classroom

before moving into administrative positions, while their male counterparts spend an

average of five years before they are hired for administrative positions.

Touchton, Shavlik, & Davis (1993) reported that of the women administrators

they studied, who held positions as college and university presidents, 84 percent

demonstrated a professional commitment to education. More than 51-55 percent ofthe

respondents in four-year independent and two-year institutions began teaching in

elementary or secondary school, 17 percent went directly to graduate school; 13 percent

held teaching positions in higher education, while 5 percent held other positions in

education.
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Influence of other education-related experiences

According to Hill and Raglan (1995), the only commonality ofprior work

experience is strong work ethic. These authors defined education- related work

experience as those that reflects a wide variety of education-related jobs their

interviewees held prior to teaching. These experiences ranged from tutoring; life-

guarding; servicing as camp counselors; playground supervisors and swimming

instructors.

Otherjobs that do not involve interactions with children as reported by the study

participants are modeling; salespersons; nurses’ aides; typists; food service workers; and

farm workers. Often, it has been reported that when women receive letters ofrejection

from hiring processes in positions of educational administration, lack of experience is

cited as the main reason why they were not hired. However, many times, males with less

or equal experience are hired to fill those roles; an indication that male is given more

preference in administrative positions in higher education than their female counterparts

(Hill & Raglan, 1995).

Positions applied/perceived factors that might have contributed to rejections to

appointments

Hullhorst (1984) conducted a comparative study ofjob seeking patterns ofboth

male and female administrators, and found that women who perceived encouragement

from hiring officials were more likely to be hired for their first administrative jobs in

educational administration.
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Bowles (1989) commented that the statistics She got from a Wisconsin task force,

whose figures were statewide for that period, showed evidence that many certified

women administrators from that state were not hired to the extent their male counterparts

were hired. The author commented that the information from the state task force showed

that officials in charge ofhiring do not recognize women administrators as having equal

potential and administrative skills as the male administrators. Bowles contended that

although these women administrators were qualified, were even ready to make financial

sacrifices and have better career commitments than their male counterparts, they were not

given the chance during the interview processes. The author strongly supports the idea

that women perceive lack of organizational encouragement hinders their representation in

the administration of institutions ofhigher leaming.

Pavan (1989), commented that in top positions of educational administrations,

women are more likely to be making greaterjob search efforts than men do but, men are

twice as likely to be pre-selected for such positions while women only reach these

positions only after extensive efforts.

Vaughan’s (1989) study ofwomen in their presidential job search efforts, cited

that it took both male and female participants surveyed four years to obtain the

presidency posts. While women alone believed that on the average, it would take them

about 4.3 years to obtain the same position. The author firrther commented that the

number ofyears the participants reported for obtaining the presidential posts, could only

be realistic on the condition that: (1) They had been in their current positions as deans,

and were viewed as second to the position ofpresident. (2) They could only obtain a new

position as president on the condition that they have been in their current positions for
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over 5.4 years on the average, prior to seeking the presidency post. The presidency posts

requires relatively longer job search efforts for women administrators because they have

to demonstrate their abilities in their prior positions.

Role of professional networking in appointment

Networking is an inclusive concept covering a wide range of interactions among

people. The term networking, most recently mutated into the growing language of

technology, emphasizes connections. Establishing networks is an essential connection

for anyone wanting to grow personally or professionally (Hill & Ragland, 1995). Studies

ofwomen school board members identified them as "part of a low-key, yet important and

powerful, informal network" (Marshall & Heller, 1983, p.32).

While it has been proved that a variety of strategies have been used to perpetuate

male dominance in top positions of educational administration. One strategy that has

proved highly effective according to some authors has been to limit women's success to

important networks. Women have been denied membership in a number ofpowerful

professional organizations. For example, the National Teachers Organization did not

admit women until almost ten years after its founding; Phi Delta Kappa did not accept

women as members until 1970s, and the Rotary Club denied membership to women as

late as 1988 (Pigford, Aretha & Townsend, 1993).

However, with all the denials and barriers, the US. Department ofEducation

emphasized the use ofprofessional networking in 1992. In their resource manual, it was

emphasized that it is the responsibilities of the districts, institutions and agencies to

provide time and support for professional networks in order to enhance the advancement

ofwomen and minorities to positions of educational administration. In response to this
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request, an Arizona program was launched Specifically to prepare women to assume

leadership roles in the field of educational administration (U.S. Department of Education,

1992)

Professional networks seem to be a good avenue for potential women

administrators who seek positions in higher education administration. It is not quite a

guarantee that they will be hired, but at least it can inform them about the job openings

(Metzger, 1985). In addition, Johnson (1991) viewed networking as a tool for the

"construction ofthe firture". Networking makes it possible for potential female

administrators to communicate with other professionals during job search in positions of

higher education administration. It is through professional networking that qualified

women administrators get in touch with important people who know about job openings

in positions of higher education administration. Such professionals and/or personnel who

have information about job openings can help with answers as well as providing

directions toward the hiring processes.

Barnett and Caffarrella (1992) stressed the importance ofnetworking as a source

of developing people in educational leadership career. The authors contended that if

issues of gender diversity, ethnicity and social class are to be understood and resolved,

they must be dealt with on many levels by training people through networking and the

curriculum. Hill and Ragland (1995) stressed "a greater awareness ofthe importance of

networking and the effect ofthis tool has increased the probability that women will make

the necessary effort to communicate with other professionals. The authors contended that

networking involves flexible structures of information sharing with a variety ofpeople,

and that like friendships, networking requires commitment and organization.
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While Flynn (1993) in Mitchell (eds.), commented that many men are not willing

to open doors for competent female administrators. For this reason, women miss out on

high-level positions because they are not part of traditional "old boys networ " which

recommends most of the people who seek jobs in top administrative posts. The author

continued to stress that mentioning for leadership roles is still reserved for men to a large

extent and that is an informal process in which senior executives identify subordinates

with potentials to assume future leadership roles. Since these candidates are groomed by

executives, and receive personal attention as well as increasing their involvement at

senior management level; women miss out the job information that normally follows

since they are not part of the "old boys network." Fireman (1990) stressed that such

grooming, which is done through the "old boy network” is often conducted in a social

framework outside the work place, on the golf course, over drinks and dinner, or at the

gymnasium. It is equally important for females to be part of such social framework or

informal places ifthey want to learn or gain access to high-level positions in educational

administration.

Professional networking is not only recommended for advancement ofwomen

toward the hiring processes in top positions ofhigher education administration but; it is

critical to female leadership development as well as the probability of employment

promotions ( Astin & Leland, 1991; Hersi, 1993; Turner & Thompson, 1993; Hill &

Raglan, 1995). Daloz, (1983) viewed networking and mentioning as two main practices

that women cannot do without, if, they want to succeed in higher education

administration job search. The author continued to comment that the concept has

important functions that make a difference for female aspirants, pointing the way,
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providing support, and challenging the menthe. In support ofthe afore-mentioned

comment, Metz and McNealy (1990) reported that their study ofmore than 100 female

administrators, 62% reported that they were assisted in finding jobs by their major

advisors. In addition, this study paired with Hill and Raglan’s (1995) study ofwomen

exemplary professional administrators, in which the study participants reported that the

faculty members helped them very much towards advancement into top positions of

higher education administration.

Other authors continued to stress the importance ofprofessional

networkng as well as repeated advice to potential women administrators. Bell

(1996) stressed the importance ofnetworking in professional advancement by

commenting that women who aspire to top positions ofhigher education

administration need passionate connections ofpassionate executives who lead

from the heart. These passionate executives not only awaken boldness in females,

but they also build a relationship platform that raises everyone to a higher level.

For this reason other authors for example: (Garland, 1991; Upton & Slick,

1996; Lynch, 1990; Myers, 1992; Pavan, 1987). Further highlight on the

importance ofprofessional networking, (Erickson and Pitner 1980), recommended

that women seeking positions in higher education administration should increase

their visibility in open positions in the field, by constant touch with former

professors and /or professional colleagues. Repeated advice was also given to

women to dialogue with male co-workers, make opportunities to speak, build a

network of contact, find a mentor, and increase their visibility if they want to

achieve success in higher administrative posts. Leblanc (1993) in Mitchell (eds.)
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further recommended that women become more involved in networking within

the'campus setting and outside of the college. It is important that, women should

have key contacts in every level of the organization including the operational,

middle management, and executive management levels. They should have

contacts with boards and significant people in the community outside the campus

as well; and by doing this, a woman becomes more resourceful, and the greater

the resourcefirlness, then the greater her sphere ofpossible positive influence in

higher education.

The lack ofnetworking is cited as a major barrier to women's advancement in

higher education administration, as well as executive positions across all professions

(Benton, 1980; Coursen, 1989; Green, 1982; Johnson, 1991; Mellow, 1988; Rist, 1991).

The role Mentors play in being appointed

It is only through these mentors that such individuals are able to clarify their

personal visions ofwhat educational leadership means, also develop a sense of

commitment to a career in the field of educational administration (Daresh & Playko,

1990b).

Pence (1995) in Dunlap & Schmuck (eds.), accounted that mentorship is an ancient

concept originally traced to Homer's epic, "The Odyssey", when Ulysses, chose his wise

and trusted old friend, Mentor to guard and guide his son, Telemachus. The anthor

continued to comment that informal mentors, as the one described in Greek mythology,

were considered an integral part of an individual's grth and development. While the

concept is ancient, it received little attention, except in connection to men in the "old

boys" network, until the 19703. It was after this time that efforts were made to actively
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recruit and promote women and minorities into administrative positions. With this

concept, organizations began using mentors to help and guide the way ofunder

represented groups to executive ranks.

Hill & Ragland (1995) also stressed that mentoring has existed throughout

history, where master instructed apprentice, Socrates guiding Plato, experienced teachers

modeling for student teachers, doctors supervising interns, as well as myriad other

relationships, exemplify the mentor/protege relationship. The authors also stressed that

the gender ofthe mentor or protege of successfirl women administrators has also become

a factor without any standard patterns found in the literature to date therefore; women are

mentored by both genders.

A wealth of other researchers has also stressed the advantages ofmentoring

relationships from which the mentor and the protege are reciprocally benefited from each

other. Astin and Leland (1991), Hersi (1993), Turner and Thompson (1993) have

stressed mentoring as critical to the development and the probability of employment

promotions of females in educational administration.

It is also cited that the scarcity ofpositive role model and inadequate sponsorships

among women are often the major barriers to their advancement in higher education

administration as well as executive positions (Swiderski, 1988; York et. al., 1988).

Walton (1998) commented that her course to the position ofChiefAcademic

Officer (CAO) was due to the role that mentors played in her career. The author asserted

that throughout the course ofher advancement as a faculty member, a department chair, a

dean and finally chief academic officer her mentors gave significant support to her

publication of thirty articles in professional journals. The mentors gave her support to
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her fifty presentations at academic conferences; participation in educational leadership at

a university level; numerous book reviews and software periodicals; service on state,

regional as well as national levels.

Walton (1998) continued to stress the importance ofmentors towards

advancement. She commented that apart from the role modeling provided by her mother

and sister; other significant career mentors have been male and that the most noteworthy

mentor she had was her father. Brown and Merchant (1993) in their research on the need

for women to be mentors and role models for other women in educational leadership

commented, that "many women who are in educational leadership are not aware of the

role mentors play in their leadership career advancements. The authors are stressed that

women must take advantage ofthose whom are ahead ofthem in educational leadership,

and choose them as role models and mentors. By following the advice of their role

models and mentors, they will have strong a support system that would help them to

break the barriers to their advancements in higher education administrative positions.

Negative challenges and encountered positive situations during the hiring process

It is apparent that each educational institution and/or organization has certain

guidelines or policies for selection processes of educational leaders. Such guidelines

and/or policies can encourage, empower or even discourage female candidates during

hiring processes. Echoing the same comment, Bimbaurn (1988) stated that the

organizational structure ofhigher education institutions is complex; in many cases

collegial structures co—exist with bureaucratic hierarchies, and each of these is then

overlaid by political or cybernetic process. These factors can militate against women

during the hiring processes.
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Shakeshafi's (1987) further study ofnegative impact of factors reported that

women administrators perceived that the lack of encouragement during administrative job

interviews can form a barrier to the advancement ofwomen in top positions of

educational administration. The author noted that if a woman administrator seeks an

administrative position on her own without some kind of organizational encouragement,

she would hunt for the position for a short period but then give up.

In a recent study on women in higher education administration, Astin and Leland

(1991) took up the theme of empowerment as a means of encouraging women to feel

empowered to aspire to leadership roles. Middlehurst (1997) in Eggins (eds.),

commented that women and higher education, organizational strategies for empowerment

include communicating with others on their level, offering positive feed back, etc., and

that these are important if they want to advance, as these are congruent with some ofthe

dominant values of academic culture.

Lack oforganizational encouragement is a crucial factor that endangers the

advancement ofwomen in top positions ofhigher education. Flynn (1993) commented

that there are hurdles within organization that set women back. White males dominate

boards oftrustees and regents who make decisions on hiring at the chancellor and or

presidential level. The respondents in this study commented that a lot of "old fashioned

sexism" exists in higher education, even with the gains women have made in higher

education administration, there haven't been very many and never in posts of great

decision-making. These positions are reserved for white males; hence boards are

comfortable having women fill such leadership positions. This author continued to report

that at some point, qualified women are removed from the list ofpotential applicants,
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thus ensuring a pool consisting only ofmen, while reducing the potential of a viable

female candidate being selected. Martin and Grant (1990) indicated that the women in

their West Virginia survey reported expediencies with discouraging attitudes such as

being asked about how they could juggle administrative jobs while simultaneously

raising their children.

In another study, Warner and DeFleur (1993) in Mitchell (eds.) gave similar

citation of organizational discouragement to female administrators. These authors

commented that in higher education the process ofmatching candidates with jobs are

carried out largely through faculty-based search committees who are mostly men, who

feel most comfortable with individuals similar to themselves. These male faculty-based

search committees believe that women will not be able to fit in with local community

groups and important business and political leaders. Further more, these authors cited

that it has been found that even when search committees did put forward women

candidates, they were not supported by the administration. Thus Hill and Raglan (1995)

supported this by their assertion that University faculty members initially discourage

perspective female leaders but, once they get in they foster and mentor them.

Women administrators are not greeted with encouragement and /or empowerment

when they struggle to compete with men in higher education administration. Morrison

(1996) cited that with all legal incentives that operate in a different context to the point

that is more diversity in the work place, still prejudice continues to permeate

organizations in subtle, nearly invincible forms. This happens because stereotypic

assumptions have been built into the organizational norms and everyday practices.
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Observed behaviors or actions exhibited by individuals involved in hiring process

In the career field of educational administration, it has been reported that women

do encounter organizational barriers, which bar women fiom being hired in top

educational posts. Hoferek (1986) commented that while some gates and hurdles are

within women themselves, many external factors interact to affect women leaders. She

continued to assert that educational institutions are structurally complex and form

"systems, and within such systems many elements affect hiring and advancement

decisions, and the "climate" for women educational leaders.

Morrison (1992) cited that specific barriers to advancement ofwomen differ from

one organization to another, but their effect is the same. Barriers to non-traditional

managers prevent any organization from preparing a full cadre of potential leaders to take

over in the future. The author also stressed that prejudice is the number one barrier to

advancement ofwomen managers. A study conducted by Catalyst (1990) on career

barriers for women in management showed stereotypic preconception and /or prejudice,

to be the biggest advancement barrier women face in general.

Vaughan (1989) surveyed fifty-eight female presidents, from seventeen states

regarding aspects ofbeing women as barriers to their advancement in higher education

administration. It was reported that the respondents alluded to all kinds ofnegative

aspects. Their collective reports according to this researcher were that women are not

taken seriously, especially in traditional "male" areas such as construction and finance.

One ofthe respondents felt that " because ofmy size and sex," there was the feeling that

"I was not tough enough." Some others had a damaging feeling that men did not believe

34



that a woman could be competent. Pavan (1989) commented that women administrators

reported that they were asked illegal questions during job selection processes.

Varied barriers keep women from advancing in organizations. Historically, men

have dominated the executive ranks ofmost organizations for many years; and as result

oftheir socialization, their reluctance to share their power and privilege with others; and

their natural proclivity to associate with people like themselves. Men in their

organizational hierarchy keep women fiom advancing into their circle (Morrison, 1990).

It has been reported that organizational system fostered selection ofnew administrators

who resembled their sponsor in attitudes, philosophy. In many cases, appearance,

hobbies, church affiliation, and club membership have fostered selection ofnew

administrators. In addition, successors were expected to mirror tightly defined concepts

of adrrrinistrative competency. Such a selection process resulted in the new mirrricking

the old, down to nuances ofbehavior. Since women administrators are excluded from

such expectations and characteristics, the result is total rejection (Marshall & Mitchell,

1 989).

In Edson's 1987 study, 75% ofthe women felt that their gender hindered their

advancement in the positions of educational administration (Edson, 1987).

Organizational barriers to success or advancement ofwomen during their selection

processes were also reported and paired with other studies done in other areas ofthe

country. For example, Martin and Grant (1990) reported that 55% of the women in their

West Virginia survey, who had completed their principal programs, indicated that the

organizational gender bias in hiring and promoting practices prevented them from getting

the administrative positions they sought.
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The findings in a study of female administrators in higher education in Florida

ring true to women in other higher education settings. The participants in this study,

identified barriers to their advancement as numerous subtle biases. For example, they

recalled being ignored during important discussions; interrupted when attempted to make

a point, and dismissed through inferences that indicated or assumed that a male really

was the one to complete a project or make a successful decision (Stokes, 1984).

Role conflicts experienced between maintaining personal obligations and higher

education administrative duties

The question ofhow women administrators can handle external role conflicts

between family and administrative duties has some negative impact on the possibilities of

advancing into top administrative posts in higher education. Some organizations and

hiring personnel do believe that women place top priorities in family obligations. Hill

and Raglan (1995) perceive motherhood as an essential role that some women can

balance while continuing a career; also that other women select to forego a career in

educational leadership and enter an alternative path later.

In Kelly and Guy's (1991) study ofpublic administrators, the reality did exist that

women "with heavy family obligations seldom reach managerial ranks" (p.411). Other

researchers have documented that women do possess the necessary stamina to fulfill

multiple roles. For example, Hammond and Fong (1988) found that in their study,

women who demonstrated the highest levels ofphysical well-being and lowest levels of

depression, occupy multiple roles; such as wife, mother, and paid worker.

Role conflicts between personal obligations administrative duties should not bar

women adrrrinistrators from being hired into positions ofhigher education administration,
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because couples can share equally and balance home and child care responsibilities. This

in turn, can help female administrators to fulfill their administrative obligations

(Schwartze, 1994).

Perry (1993) commented that there are sacrifices in balancing work with personal

life. The author admitted the fact that there are defeats in discovering a way to do

administrative duties without the twelve-hour day, or the six-day week and the forty-eight

-week year schedules. It is difficult to work out ways ofbeing more effective in fewer

hours or days at times. She suggested that looking up to the experience of other women

who have been there before could help potential women administrators. Such exemplary

women can demonstrate that senior positions can be done effectively and well without to

high a sacrifice in one's personal a social life.

Greatest accomplishments, and satisfactions. Aspirations and why?

It is assumed that people choose life careers either to firlfill their self-esteem or, to

get some kind of satisfaction in their lives. Women administrators are not an exception;

hence, they too have the urge for self-fulfillment and/or self -actualization. Newman

(1993) reported that women in administration ofhigher education do indeed enjoy the

satisfaction that comes fiom occupying multiple roles. The author reported that the

female administrators who participated in his study commented that money was not their

primary impetus or concern for practicing administration; rather they wanted to climb up

the ladder and make a difference in administration. The female participants asserted that

they sought the responsibility of administrative roles, just to enjoy diversity and other

activities associated with being in charge.
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Hill and Raglan (1995) reported that job satisfaction and success as expressed by

practicing women administrators in their study is consistent with the findings ofDopp

and Sloan (1986). In these studies, most ofthe women administrators interviewed

expressed that they would like to become administrators again if they had to a chance

even after their retirement. Both studies indicated that the majority of female

administrators believe that their demonstration ofcompetence was a major factor in their

advancement in administration. Their capabilities combined with interpersonal and

financial skills gave them a sense of total satisfaction (Dopp & Sloan, 1986; Hill &

Raglan, 1995).

On the highest level ofhigher education administration, Touchton, Shavlik and

Davis (1993) did a descriptive study ofwomen college and university presidents. The

authors cited that almost all the presidents reported being satisfied with their jobs even

with the many hours they spent, as well as the challenges they encountered. The largest

proportion ofpresidents who were highly satisfied was in four-year public institutions,

followed by those in two-year public institutions.

Walton (1998) supported the idea that her greatest accomplishments gave her

satisfactions as an administrator. The author commented that during the last ten years, all

the successful grant proposals she wrote to different Departments ofEducation and

Foundations which have brought over $1million to a higher institution were a source of

invigoration as well as revitalization and/or satisfaction.

A survey with respect to job satisfaction and further aspiration to an even higher

position found that (57 percent) ofwomen presidents subjects indicated that they were

highly satisfied with their jobs; 39 percent indicated that they satisfied, and 3 percent
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were only somewhat satisfied. The authors reported that when the subjects were asked

about their further aspiration to high education administrative positions for the next three

to five years, the majority indicated they would most likely remain in their current

positions; with only (39 percent) indicating the most viable option ofbeing another

presidency (Touchton, Shavilik & Davis, 1993).

Advice or council to women aspiring to administrative positions in higher education

Various authors who searched gender inequity in higher education administration,

as well as other practicing female administrators, offered their advice to aspiring women

in the same field. LeBlanc (1993) recommended that women should properly assess their

skills and abilities as they continue to search for knowledge and truth. The author

recommended that woman administrators in higher education should have a strong sense

of self-worth, dignity, and meaningful purpose in their lives, if they so wish to advance in

the career field ofhigher education administration. Likewise manner, Shavlik and

Touchton (1984) recommended that women administrators should not only understand

how the organizations' system operates, but they learn how to do more than work with

men, so as to help their male colleagues adapt to having females as equals in the system.

Hoferek (1986) recommended that women administrators become aware of

obstacles within institutions and be able to assess the situation accurately; and avoid the

frequent tendency ofblaming themselves for not achieving their goals. The author

stressed that an accurate perception or awareness of barriers that confront women and

help them to develop strategies that will help them to overcome the obstacles. Many

women interviewed in many studies took advantage ofnegative experiences they had

during hiring processes to offer advice and /or encouragement to other women. For
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example, Tannen (1990) reported that the women interviewed, offered universal advice

about formal education centered on pursuing doctorates and/or advanced degrees. Some

other examples of advice as reported by the author for informal education are as follows:

Get many experiences with people, add variety and recognize your own gifts and talents

as well as knowing how they lead to a variety of choices. Women should continue to try

even when they do not get the job they sought and above all; "work hard", "fight hard"

and pursue whatever you want and stay organized at all times. Finally, the author

reported that the women commented that it is a challenge to work toward difficult but

rewarding goals and that education needs courageous women and men who have

confidence in themselves.

Edson (1988) reported that the interviewees in her study offered encouragement

to other women who might be pursuing administrative positions in the 19003. The

majority ofthe women recommended either "go for it", or "do it". They highly

recommended that upcoming aspirants should "push for advancement when younger",

getting mentors, attending the "best" schools to get doctorate degrees and shaping

internships to expand skills and experiences.

Other authors, for example, Shavlik & Touchton (1988) recommended that

women have special strengths, therefore they should find it helpful to recognize in

themselves their "traditional" abilities and talents, which recently have been rediscovered

and celebrated as the "new directions or discoveries" ofmanagement gurus.

Further more, (Cleaveland, 1985; Drucker, 1981; Gardner, 1986; Naisbitt, 1982;

Peters and Waterman, 1982) gave similar recommendations that women should use their

natural strengths and skills of fostering, nourishing, caring, relationships intuition and
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sympathy which are much at home in female value systems to win and impart them in

their male colleagues. This in turn will help many women to advance in the field of

higher education leadership.

The overwhehning collective voice and/or encouragement ofwomen administrators,

who participated in the active gender research in higher education administration, was to

"go for it." They understood that other women needed their encouragement and

motivation to champion them for top- level positions. Therefore, it became apparent that

women can do as much and as well as men (Gupton & Slick, 1996).

In summary, the literature reviewed regarding the issue ofunder representation of

women generally presents the factors that tend to hinder gender equity in higher

education administration.
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CHAPTER III

METHODOLOGY

Methodology

There are challenging and enhancing factors women encounter in reaching higher

education administrative positions. The researcher examined these factors in the study of

the perceptions ofwomen administrators in three institutions ofhigher education in

Michigan.

The distinctive purpose of this study was to:

(1) Investigate and identify the enhancing and challenging factors influencing

achievement ofwomen who reached top levels of administration in selected Michigan

Universities. (2) Investigate the progress that women have made in attaining positions in

higher education administration since the early 1980's. (3) Determine whether these

challenging and enhancing factors are different fiom those perceived by other researchers

who are concerned with the issue ofunder representation ofwomen in top-level

administrative positions in higher education. (4) Determine the influence ofthe

following factors women encountered in achieving top level positions: (a) Demographic

information; (b) Lack ofqualifications; (c) Sex-role stereotypes; (d) Prior administrative

positions; (e) Lack ofteaching/professional experiences; (t) Other educationally-related

work experience; (g) applied positions/rejections; (h) Use ofprofessional networking; (i)

Help ofmentor/gender/profession ofmentor; (j) Challenges encountered with

organization; (k) Observed behaviors/actions as a disadvantage to being a woman; (1)

Role conflicts between personal obligation/administrative duties; (m) Greatest
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accomplishment/satisfactions; (n) Advice/council to aspiring women. (5) Provide

guidance and perspective to women who aspire to top-level administrative positions.

This research was descriptive in nature. By undertaking this study, the researcher

hoped to contribute new knowledge and understanding ofthe challenges that confronted

women in top-level positions in higher education administration. In order to obtain the

required information from these selected women administrators, the researcher used the

qualitative interview technique in data collection.

This section discusses the qualitative research methodology that was used in data

collection. This chapter also discusses the following: (1) Interview techniques; (2)

Population sample identification; (3) Sample selection; (4) Instrumentation and (5)

Data collection and analysis procedures.

Interview Techniques

The qualitative personal interview technique was used, in which the researcher

used a list of framed questions to obtain information from the study participants.

Scheaffer, Mendenhall and Ott (1990) recommend that the qualitative interview

technique has great advantages because it ensures a high response rate, as long as the

subjects give their full cooperation to participate in the survey. It also gave the

interviewer the opportunity to note the reactions of the interviewees as well as clarifying

all possible misunderstandings and misinterpretations. Hopefully, this study identified

some meaningful solutions to assist women aspiring to top-level positions in higher

education.
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Population Identification

The population ofwomen administrators interviewed was comprised of four

female Vice Presidents; four Provosts; seven Deans; five Chairpersons and heads of

departments; and ten Directors, all from Eastern Michigan University, Michigan State

University, and the University ofMichigan - Ann Arbor.

At Eastern Michigan University, the researcher identified a total of fifty-five

female administrators, in a variety ofmanagement levels. However, only ten women

were interviewed: three holding the offices ofVice President; two Deans; two

Department and heads; and three Directors.

At the University ofMichigan - Ann Arbor, a total oftwenty-one female

administrators were identified; but only ten of the twenty-one was available for

interviews. Ofthe ten females interviewed, two are currently holding the office ofVice

President; two are holding the offices ofProvosts; the rest are Deans and Directors. No

Department Chairs and Heads were interviewed.

At Michigan State University, the researcher identified approximately sixty

female administrators. Ten ofthe sixty were interviewed. Ofthe ten females interviewed,

two are currently holding the offices ofProvost and assistant provost; three are holding

the offices ofDean and Associate Deans. The rest ofthem are holding the offices of

Department Chairs/Heads, and Directors.

Sample Selection

The sample of female administrators interviewed for this study, were purposively

selected from three higher institutions of learning in Michigan to be representative of

female administrators in higher education administration. Hy, Feig, & Regoli (1983)
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commented that purposively sampling selects the unit of analysis based on the

investigator’s judgement that the selected units reflect the population’s characteristics.

The authors continued to stress that when a sample ofthe study participants is selected by

means of a purposive sample, it is assumed to be representative of the population from

which it is drawn. Hagan (1993) also commented that purposive samples represent the

selection of an appropriate sample based on the researcher’s skill, judgement and needs.

Patten (2000) commented that the use of “purposively selected participants”

allows the investigator to have access to particular groups who are likely to help in

gaining an understanding and/or insights on the issue. Hy, Feig, & Regoli (183)

commented that in purposive sampling, the representative ofthe sample cannot be

determined rather, it can be assumed.

Patten (2000) commented that in qualitative research participants ofthe study

should be purposively selected to meet the criteria that will yield a sample that is likely to

provide the types of information the investigator need to achieve the research purpose.

Purposive sampling in this regard is quite different from random sampling, which

Carson & Martin (1999) commented that “random” means haphazard, aimless, or without

a definite purpose, and this means that each member of a population has an equal

probability ofbeing selected. Random sampling is a game ofpure chance in which two

coins are tossed in the air, and the players bet on whether there will be two heads or two

tails. Other authors gave an example of the jury as the best-known example ofrandom

sampling. For example, (Zerman 1981; Hans & Vidmar 1986; Enright & Morton 1990;

Abrarnson 1994; and Finkel 1995) cited that sampling is best done randomly to avoid

sample bias.
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Data Collection

To obtain the necessary data for this study, the researcher used the individual

interview technique to obtain information from the study participants. By using this

technique, the researcher encouraged the participants ofthis study to disclose high quality

information with assured confidence. Three approaches to collecting this type of data as

suggested by Patton (1990) using in-depth, open-ended interviews included the

following: (1) the informal conversational approach; (2) the general interview guide

approach and (3) the standard open-ended interview approach. The general

interview guide approach was used for this study. The following 14 questions were

prepared by the interviewer to make sure that quality but different information and

experiences were obtained fi'om the participants: (1) demographic information; (2)

appropriate qualifications; (3) perceived sex-role stereotypes; (4) prior administrative

position held/ number of years; (5) other teaching/professional experience; (6) other

education-related work experience; (7) applied positions/rejections/contributions to

rejections; (8) use ofprofessional networking; (9) help ofmentor, gender and profession

ofmentor; (10) negative challenges/positive encounters with organizations; (11)

observed behaviors or actions as a disadvantage to being a woman; (12) experience of

role conflicts between personal obligations and administrative duties; (13) greatest

accomplishments/satisfaction as an administrator/ other high level aspiration; (l4)

advice/council to women aspiring to top level administrative positions.

Sheaffer, Mendenhall & Ott (1990) commented that with a qualitative interview, the

framed questions for the interview allows the researcher to obtain responses/information

with deeper meanings, extensive discussions and explanations. Another advantage ofthis
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kind of interview technique is that, once the interviewer has given firll assurance to the

participants that everything would be confidential, the subjects will be liberated to

disclosing information.

Interview Questions:

1. What influences did the following factors e.g. (age; marital status; degrees earned

and institutions attended; and racial origin have in your achievement oftop level

administrative positions?

2. What qualifications do you think are appropriate for women who aspire to top

level administrative positions in higher education?

3. Do you perceive societal sex-role stereotypes to a hindrance to advancement of

women who seek positions in administration ofhigher education?

4. What administrative positions in higher education did you hold prior to the

present one? How many years experience in each position?

5. What other teaching or professional experience did you have?

6. Is there other education-related work experience in addition to what you just

stated?

7. How many positions did you apply for and were rejected? What factors

contributed to your rejections?

8. How did professional networking aid you in advancing to higher levels of

administration?

9. Ifyou had a mentor(s), in what way do you think your mentor(s) helped in your

professional advancement? What gender is your mentor? What was your mentor's

profession?
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10. What negative challenges did you encounter, and what positive situations did you

experience during the hiring process?

11. What behaviors or actions exhibited by individuals of employing institutions,

involved in the hiring process, were observed that might cause you to believe that a

female was a disadvantage when seeking higher level administrative positions?

12. What role conflicts have you experienced between maintaining your personal

obligations and your administrative duties?

13. What are the greatest accomplishments or satisfaction that you have had as an

administrator? Do you aspire to an even higher level of administration?

14. What advice or council would you give to women aspiring to positions as

administrators in higher education?

Instrumentation

There was a great need for communication in order for the researcher to identify

the study participants and do the scheduling for the dates of the interviews. As soon as

the list of all prospective female administrators to be interviewed for this study, were

identified, the letters, which introduced the researcher were sent out. The same tools

were used to communicate the purpose, the nature, and the objectives ofthe study. The

adviser reviewed the tools before they were sent out to each participant. The cooperation

of the participants was also sought.

Interviews were arranged by telephone calls, also, personal contacts were made to

secure approval fi'orn the UCHRIS office (an Institutional Review Board). The

researcher then proceeded with the interviews. It was necessary that participation for the

interviews were voluntary. The interviews were audio taped or written as was the

48



arrangement and/or agreement ofthe interviewer with the study participants. All

information obtained from the interviewees were secured with absolute confidentiality.

Data Analysis

The analysis ofdata for this study included the demographic information,

descriptions, and explanations of experiences ofthe women that were interviewed for this

study; as well as the insights emerging from the 14 major categories ofthe research

questions. The different approaches the researcher used for the analysis of data, includes

the descriptive qualitative analysis of the responses ofthe participants in accordance with

the research questions.

During analysis of data, it is likely that the information collected cannot be expressed as

scores but instead is expressed through words (Charles 1988). The responses consisted of

words and statements, which are called qualitative because they express qualities rather

than quantities. For this study, the qualitative data analytical method was used to

describe and summarize the data.

Summary

This chapter presented the overview ofthe research methodology and the use of

individual interview technique approach. Explanations ofsome research terms include

the quality ofthe research, sample selection process, data collection and descriptive

analysis of data. The next two chapters described the results of the study, a summary,

conclusions and recommendations to the future aspiring women administrators; as well as

the recommendation for further research.
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CHAPTER 1V

Qualitative Analysis of Data

The purpose of this study was to obtain insights, which will help women aspiring

to top level administrative positions in higher education, and to understand the challenges

that they may encounter. The study investigated the perceptions of selected women

adrrrirristrators who had reached top levels ofmanagement in higher education. The study

was designed to provide answers to the following fourteen research questions:

1. What role does selective demographic information, contribute to the perceptions

of the subjects in addressing the challenges of obtaining high level administrative

positions: for example (age; marital status; degrees earned; institutions attended; and

racial origin).

2. What qualifications are essential to achieve top level administrative positions in

higher education?

3. Do women administrators in higher education perceive societal sex-role

stereotypes to be hindrances to the advancement ofwomen who seek positions in higher

education administration?

4. What role does formerly held administrative positions in higher education play in

obtaining their present position? How many years of total experienced in prior higher

education administrative positions?

5. What role does teaching and other professional experiences play in being

appointed to higher education administrative positions?

6. Were there other education-related work experiences that influenced appointment

to higher education administrative positions?
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7. What factors ifknown or perceived that might have contributed to rej ection(s)

when seeking appointment to a higher education administrative position?

8. What role does professional networking play in selection to higher education

administrative positions?

9. What role does mentors play in being appointed to higher education

administrative positions? What was mentors' gender? What was mentors' profession?

10. During the hiring process what negative challenges were encountered? What

positive situations were experienced?

11. What comments, behaviors or actions were exhibited in the hiring process, that

might interpreted that a female was inappropriate for the position?

12. What role conflicts do female administrators experience between maintaining

personal obligations and administrative duties?

13. Do female administrators have a sense of accomplishment and satisfaction as

administrators ofhigher education? Do female administrators aspire to an even higher

level of administration? Why?

14. What advice or council would female administrators give to women aspiring to

administrative positions in higher education?

The qualitative research method was used to describe and explain these research

questions. For this reason, there were no frequencies, percentages, means and standard

deviations used to report participants' responses. Chi-square tests were not used to

examine the differences between the responses ofthe selected female administrators in

three higher education institutions in the State ofMichigan, and the information reported

in the review of literature.
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The t-tests for independent sample were not used to examine the differences

among experienced women administrators interviewed in three Michigan higher

institutions of learning, with respect to perceived challenging and enhancing factors in

achieving high level positions in higher education administration.

The description of sample covered the sample characteristics of the thirty women

administrators in terms of their population and top levels of administration. The total

population selected and interviewed for this study was thirty.

INTRODUCTION

There were three emergent categories of study participants utilized for this study.

The emergent categories were as follows: (A) Vice Presidents and Provosts, (B) Deans,

(C) Department Chairs/Heads/Directors. The investigator used these three categories as

the organizational framework to present the findings ofthis study.

From Eastern Michigan University, a total of ten experienced practicing women

administrators were interviewed. In category A, three female administrators were

interviewed. In category B, only two females participated; and in category C, three

female administrators were interviewed.

At Michigan State University, fourteen practicing women administrators were

selected. In Category A, two female administrators were interviewed. In Category B,

four female administrators were utilized. In Category C, eight female administrators

were interviewed.

At the University ofMichigan-Ann Arbor, only six out often identified practicing

female administrators participated in the study. In Category A, three female

administrators were interviewed.
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In Category B, one female administrator was interviewed. In Category C, two female

administrators were interviewed.

Descriptive Analysis and Results

The analysis ofdata for this study covers the descriptions and explanations of the

experiences ofthe women interviewed for this study. Insights emerged from the fourteen

major categories found in the research questions.

Demographic information

Objective # 1 "Role of selective demographic information in obtaining high level

administrative positions"

RESEARCH QUESTION 1: What role did selective demographic information e.g.

(age; marital status; degrees earned; institutions attended; and racial origin) contribute to

your perceptions of addressing the challenges of obtaining high level administrative

positions?

This question investigates whether age; marital status; degrees earned; institutions

attended; and racial origin influenced the achievement oftop level administrative

positions for the three categories of administration as (A) Vice Presidents and Provosts,

(B) Deans, and (C) Department Chairs/Heads and Directors. It is noted that demographic

information could be critical barriers that confront qualified female administrators when

seeking top level administrative positions in higher education. It is also necessary that

some hiring organizations and/or institutions have some ofthese factors, as requirement

for entry-level positions for high level positions in administration ofhigher education.

When aspiring female administrators fall below such standards and/or requirements
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during interviews and/or hiring processes, they may perceive it as discriminatory

practices and/or biases against them.

Findings of the Frequency of Responses from the three Categories

Age

Category A

Analysis of age as a factor as it influenced the achievement of the female

administrators interviewed from category A, show that only one ofthe eight participants

indicated that age had influenced her achievement of a high level administrative position.

Seven individuals reported that age had no bearing on their achievement ofhigh level

administrative positions.

Comments

Sb.l "My first significant position that I held was dean, and I held it at the age of thirty

one. But I think getting to holding that position as young as I was, helped me to move up

the ladder more quickly than if I had waited till I was much older to achieve that title."

Sb.2 "I became an administrator when I was thth three years old, so I don't think age

was a factor."

Sb.3 "My age in many instances was a disadvantage because I was so young; hence, I

started my administrative career when I was twenty six years old."

Sb.4 "Age has nothing to do with it other than the fact that I was not in my twenties.

You have to be a certain age from thirties up to be hired as an administrator."

Category B

Analysis ofthe responses ofthe seven subjects from category B found that only

one individual indicated that age had influenced her achievement in reaching a high level
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administrative position. The remaining six participants reported that age had no

influence.

Comments

Sb.9 "Age has no influence on achieving a high level administrative position."

Sb. 10 "Age is not a factor, although probably a young person would not be a dean."

Sb.1l "Age may be a factor coupled with the level of experience."

Category C

Analysis ofthe comments from the fifteen female administrators from this

category show that only two individuals indicated that their age had influenced their

selection to high level administrative positions. The thirteen other female administrators

in this category reported their age did not influence their selection to high level

administrative positions.

Comments

Sb.16 "Age has nothing to do with my attainment of a high level administrative

position."

Sb.17 "I don't believe age has anything to do with my attainment to the level ofposition

I hold."

Sb. 1 8 "All of the factors and age for example, have greatly influenced where I am

today as a director."

Sb. 19 "Age is a factor because you need to reach a certain age and have a certain level

of experience in order to be able to take on some of these positions."
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Summary of Findings

Age does not appear to be a influence in a female being selected to a high level

administrative position. Ofthe thirty subjects interviewed twenty six indicated that age

was not perceived to be a factor in their selection to high level administrative positions.

It is also evident from the findings that there is no difference in the perceptions ofthe

female administrators between the three categories.

Marital Status:

Category A

Only one of the eight subjects interviewed from this category indicated that

marital status had influenced her achievement of a high level administrative position.

The other seven participants indicated that marital status had no influence in their

achievement ofhigh level administrative positions.

Comments

Sb.1 "I was married and I think marital status probably influenced me in achieving the

position and staying in my present institution, rather than moving to another institution."

Sb.2 "Marriage is not a factor in my selection to high education administration; rather

it slowed my progress down while I continue ."

Sb.3 "None ofthese factors had influenced my selection except my experience and the

work I had done."

Sb.4 "Marriage is not a factor to my selection to this position."

Category B
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One ofthe seven subjects reported that marital status had influenced her selection

to a high level administrative position. Six other subjects indicated that marital status had

no influence in their appointments to high level administrative positions.

Comments

Sb.9 "The marital status has very little to do with it. Rather, it probably limited my

mobility, my ability to move wherever there was an administrative position because my

husband held a significant position with the automobile industry. Most ofour income

was dependent on my husband's job. As such I didn't think it was wise to move for my

career as opposed to my husband's career."

Sb. 10 "Marital status is not a factor in my selection in a high education position."

Sb.11 "Marital status was a contributing factor in the fact that I went to school for my

doctorate when I was in my late twenties and I was married with two children; while I

had my graduate assistantship and my tuition and child care was supported. My husband

primarily provided all other financial support all the time I was in the graduate school. If

I had not been married, I might not have got the support."

Category C

Analysis ofthe responses ofthe fifteen subjects from category C found that two

individuals indicated that being married was a factor in their selection to a high education

administrative position. Thirteen participants commented that their married life had no

influence in their appointments to high education administrative positions.

Comments

Sb.16 "I don't believe marital status has anything to do with my attainment to the level

of position I hold."
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Sb. 1 7 "Marital status is a factor in my attainment ofhigh education administrative

position. I am married and my husband is also a department chair in the same college and

has been a professor for a long time. Our children are grown up and gone, so we are

enjoying the jobs because we share a lot of successes and talk about them and also share

a lot of defeats; so it makes our relationship a good one and very supportive of our

positions on the job."

Sb.18 "Marital status did not have any bearing on my being hired to a high level

administrative position here."

Sb.19 "Marital status has nothing to do with my advancement to the level I am now."

Sb.20 "The marital status also has some influence becaUse I am married to a very

supportive husband that has been encouraging me to apply for any career levels I

desir ."

Summary of Findings

Marital status does not appear to be an influence in a female being selected to a

high level administrative position. Ofthe thirty subjects interviewed, twenty-six

indicated that marital status was not a factor in their selection to a higher education

administrative position. The preponderance of evidence seems to indicate that the female

administrators interviewed believe that marital status is not an influencing factor in

achieving a high education administrative position.

Degrees Earned

Category A

Seven ofthe eight subjects fi'om category A, indicated that degrees earned is the

most influential factor in obtaining a high level administrative position. Only one
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individual reported that the degree earned is not a factor in promotion to high level

administrative position.

Comments

Sb.1 "Degrees earned certainly contributed to my ability to move into administration

because I had all the credentials that I needed in order to do all the things I needed to do."

Sb.2 "Certainly I think that my degrees are important and influential. I think having a

doctorate was not only a necessity but very important in the position that I have."

Sb.3 "I don't believe that all the factors listed had any influence on my attainment of

my position; with the exception of the degrees earned."

Sb.4 "I think that my promotion to the present position was far more related to my

experience for the work I have done; and my success rather than any ofthe factors

listed."

Category B

Analysis ofthe responses ofthe seven participants interviewed in Category B

found that all were aided by the degrees earned.

Comments

Sb.9 "Of all those factors, I think the most influential factor to the position that I hold

is the degree because I wouldn't even be considered if I did not have PhD."

Sb.10 "The degrees earned is a factor."

Sb.11 "Degrees have the most influencing factor."

Category C

Data on degrees earned Show that thirteen participants reported that degrees

earned had great influence in obtaining their high level administrative positions. Only
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two individuals indicated that their degrees earned were not a factor in obtaining a high

level administrative positions.

Comments

Sb.16 "The largest factor for me is the degrees earned."

Sb.17 "There is no way I could have acquired the position without a full set of degrees.

Degrees earned was a strong factor for me."

Sb. 1 8 "Degrees earned is the factor that has a bearing in my achievement of a top level

administrative position."

Sb.19 "All I have is a Bachelors degree. It didn't have any bearing on my being hired."

Sb.20 "Degrees earned had influence because I have three degrees."

Summary of Findings

From the analysis of the comments ofthe thirty subjects interviewed, degrees

earned appears to be an influencing factor in a female being selected to a high education

administrative position. Ofthe thirty participants interviewed, twenty-eight indicated that

degrees earned were a factor in their selection.

It is also evident fi'om the findings that there is no significant difference in the

perceptions ofthe female administrators between the three categories and the issue of

degrees earned as an influencing factor.

Institutions Attended

Category A

Analysis ofthe eight subjects interviewed from category A show that seven of

them indicated that the kind of institutions they attended was not a factor in obtaining
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their high level administrative positions. Only one individual reported that the type of

institution she attended was a factor in obtaining her high level administrative position.

Comments

Sb.l "The institution I attended was not a factor in my achievement of the position I

hold."

Sb.2 "The institution fi'om where my degrees were earned is not a factor."

Sb.3 "The institution I attended in general would not have influenced either because it

was so long ago."

Sb.4 "I would say that the degrees eamed was very helpful."

Category B

Five ofthe seven participants interviewed from Category B indicated that

institutions they attended were not a factor in obtaining their high level administrative

positions. Only two individuals reported that institutions they attended were a factor

Comments

Sb.9 "Institutions I attended does not have a bearing on my attainment ofthe top level

position."

Sb. 10 "The kind of institution I attended was not an influential factor."

Sb.11 "I would say that I strategically made sure that I attended what I consider to be the

best institutions from undergraduate to graduate school, which I think is a factor in

getting this position."

Category C

Analysis ofthe comments from the fifteen female administrators show that four

subjects indicated that institutions they attended influenced their achievements ofhigh
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level administrative positions. Eleven female administrators reported that the institutions

they attended did not influence their achievements ofhigh level administrative positions.

Comments

Sb.16 "I had attended a creditable institution which made it possible to the position that

I am in now."

Sb.17 "I attended an accredited and reputable university and it is an influencing factor."

Sb. 1 8 "The institution I attended is not much of a factor."

Sb. 19 "Institution I attended has no influence."

Sb.20 "The institution I got the degrees from, does not count towards my achievement

of the position."

Summary of Findings

Institutions attended do not appear to be an influence in a female being selected to

a high education administrative position. Ofthe thirty female participants interviewed,

twenty-three indicated that the institutions they attended were not a factor in their

selection to higher education administrative position.

It is also evident from the findings that there is no difference in the perceptions of

the female administrators between the three categories and the issue of institutions

attended as an influencing factor.

Racial Origin

Category A

Analysis ofthe eight females fi'om category A, show that seven indicated that

racial origin has nothing to with their achievement ofhigh level administrative positions.
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Only one individual reported that her racial origin had influenced her achievement of

high level administrative position.

Comments

Sb.l "About racial origin, I honestly think that in the positions I held, being white has

made my life easier."

Sb.2 "Since I am Caucasian I don't think that race is a factor in my own case."

Sb.3 "Racial origin would not be an enhancing factor."

Sb.4 "I do not believe that race or natural origin has too much to do at all with my

attainment ofthe position."

Category B

Six ofthe seven subjects reported that their racial origin had no impact in their

achievements ofhigh level administrative positions. One individual reported that her

racial origin was an influencing factor in her achievement ofhigh level administrative

position.

Comments

Sb.9 "Racial origin has no influence in my achievement ofhigh level administrative

position."

Sb.10 "My racial origin does not count as I am a Caucasian."

Sb.11 "Racial origin as a factor probably had a greater impact."

Category C

Further analysis on racial origin show that eleven ofthe fifteen females indicated

that their racial origin did not have any bearing in their achievement ofhigher level

administrative positions. Three respondents commented that their racial origin had a
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positive influence in their achievement ofhigher level administrative positions. One

indicated that racial origin had a negative impact in the achievement of a higher level

administrative position because it took her too long to get it.

Comments

Sb.16 "I would say my race has made a difference in this position."

Sb.17 "Racial origin has nothing to do with being hired here."

Sb. 18 "Racial origin has not very much to do with my selection at all."

Sb.19 "I don't think that racial origin was a factor in my selection."

Sb.20 "Racial origin doesn't have any impact on my attaining the position."

Summary of Findings

From the findings, it appears racial orientation does not play a significant role in a

female being selected to a high level administrative position. Ofthe thirty subjects

interviewed, twenty-four indicated that racial origin was not a factor in being selected to

their high level administrative positions.

It is also evident fi'om the findings that there is no difference in the perceptions of

the female administrators between the three categories and the issue ofracial origin as an

influencing factor to selection in higher level administrative position.

Objective #2 "Qualifications essential to achieve top level positions"

RESEARCH QUESTION 2: What qualifications are essential for women to achieve top

level administrative positions in higher education?

This research question deals with the qualifications, which the female

administrators participating in the study perceive to be essential for women to achieve top

level administrative positions in higher education. It is perceived that the cause of low
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percentage ofwomen in the administration ofhigher education is not that potential

women do not possess adequate professional training, or, that they do not possess the

necessary qualifications and skills to get them into the desired top positions of

educational leadership.

There are some documented evidences that women administrators possess strong

faculty credentials as well as scholarly achievements as much as their male counterparts

do possess, yet, they are not hired in top administrative positions as fiequently as their

male counterparts are hired. For this reason, the investigator has formulated question #2,

to obtain the perceptions of the current female administrators participating in this study.

Findings on the Frequency of Responses from the three categories

Category A

The responses ofthe individuals participating from category A, show that

seven ofthe eight subjects, indicated that their first choice of essential qualifications for

women to achieve top level administrative positions in higher education, is to have

formal and informal education for example, getting a Ph.D. or its equivalent, an Ed.D. or,

terminal degrees in the appropriate field. Seven ofthe eight subjects also indicated that

women should have the same qualifications ifnot better qualifications than their male

counterparts.

The second choice of essential qualifications for women to achieve top level

administrative positions in higher education, as indicated by seven ofthe eight subjects

are as follows: well-grounded significant experiences; strong faculty and scholarly

achievements in the field ofdistinction; publications; budgeting and finance. They also

indicated that leadership skills in terms of listening and communicating with people are
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essential. Only one individual indicated that women should have strong content

knowledge in their area of administration, in addition to listening skills.

Comments

Sb.l "Today most women who would aspire to be Vice Presidents would be required

to get a Ph.D. or an Ed.D. Then beyond the educational degree, they would need

significant experience in the area in which they want to be administrators."

Sb.2 "Women aspiring to higher education administration have to have every

credentials known to God and man. They have to have everything; the degrees, the

publications, the service and the visibility."

Sb.3 "It depends on the position as to what the qualifications should be. I do not think

it should be any different for women as for male counterparts. The qualifications should

not matter whether you are male or female. However, Ph.D. and advanced degrees is

essential for higher level administrative positions."

Sb.4 "Obviously anyone who aspires to higher administrative position must have a

content knowledge about the workings of large organizations. The person must

understand and be able to deal with people of a variety ofbackgrounds in a fair and open

manner, which requires good listening skills. Also, it is important to be able to have the

tenacity to do these jobs."

Category B .

Analysis ofthe comments from the subjects in category B, show that all seven

females indicated that women who aspire to higher level administrative positions should

have strong acaderrric qualifications from BA. to Ph.D. or its equivalent. They made

strong indication that women should have the same qualifications as men. Given that
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they are academic credentials, they should have scholarly activities; professional

experiences; have skills in the areas ofbudgeting and finance. In addition they should

have leadership skills in communications and human relations.

Comments

Sb.9 "Clearly they have to have a Ph.D. in the field in which they can demonstrate

that they have great scholarly activities. Being able to do research means you can think

clearly and rationally and that is a very important qualification for anyone who wants to

be an administrator in higher education. An understanding ofhow education works at the

faculty level allows you to be a good adnrinistrator."

Sb. 10 "I would think those women should have terminal degrees for example, a Ph.D.

like their male counterparts. They should be academically qualified in the areas of

budgeting, and a strong sense of leadership and managerial skills in human relations.

Women should be able to scan the environment and get a good understanding ofthe

culture in which they find themselves. In this regard, they should know the

organizational structure, knowing what the job is all about."

Sb.11 “Women should have the same qualifications as the men have in terms ofhighest

degrees earned, and in terms of scholarly activities. I also think that they need

appropriate experiences like teaching experiences and other administrative experiences."

Category C

Eleven ofthe fifteen females indicated that women should have the same

qualification as men do have. For example, they need to have advanced degrees from

Masters to Ph.D. which are essential qualification for women aspiring to top-level

administrative positions in higher education. Other essential qualifications indicated by
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these subjects are as follows: faculty experience; research experience; knowledge of

budgeting and personnel management; and management skills.

Two subjects indicated that it is essential for women aspiring to top-level

administrative positions to have leadership skills; communication skills; good people-

skills; and to be visionaries so as to be able to do long range planning. While one other

participant indicated that it is essential for aspiring women to have only both formal and

informal qualifications; like preparations, thoroughness and attention to details. Another

participant indicated that the most important qualification is that one has to be credible in

one's field so that one can gain respect ofthe people one is serving.

Comments

Sb. 16 "Obviously you need to have academic qualifications, you need to have a Ph.D.

You probably need to have a certain amount of faculty experience and a certain amount

ofresearch accomplishments. These things vary from institution to institution. It is also

a help if you can demonstrate that you had lower level administrative experience,

assistant position; perhaps in a dean's office or associate head in a department; or that you

headed a program, etc."

Sb.17 "I think that this is an environment in which having a Ph.D. is very important.

But I also think that it is important for women to have some experiences prior to taking

on top-level job in higher education. They need to know something about budgeting and

something about personnel management. In addition, they certainly have to have a view

ofwhat higher education is. They need to move beyond their own discipline and to

understand some ofthe issues that are actually facing higher education."

68



Sb. 18 "They need to have the same qualifications as men who would be applying for the

position ofthat sort. For example, advanced degrees like Masters and Ph.D. especially as

chair ofdepartment."

Sb. 19 "I think that women who aspire to higher level administration certainly need to

have leadership skills. They should be able to manage people and tasks. They need to be

visionaries and to do long range planing also manage day to day operations ofthe office."

Sb.20 "I think they have to have both formal and informal qualifications. Informal

qualifications are, like preparations, thoroughness and attention to details."

Summary of findings

High academic qualifications appear to be essential for women to achieve top-

level administrative positions in higher education. Twenty-five ofthe thirty subjects

interviewed indicated that women should have the same academic qualifications such as

Masters degrees and Ph.D. degrees as men do have; and that such are appropriate for

women to achieve top-level administrative positions in higher education. Other

qualifications essential for women to achieve top-level administrative positions in higher

education as indicated by the subjects are: experiences; leadership skills; management

skills; communications skills.

It is therefore evident from the findings that there is a difference in the perception

ofthe female administrators between the three categories and the issue ofqualifications

essential for women to achieve top-level administrative positions in higher education.

Objective #3 "Perceived societal sex-role stereotypes"
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RESEARCH QUESTION 3: Do women administrators in higher education perceive

societal sex-role stereotypes to be hindrances to the advancement ofwomen who seek

positions in higher education administration?

The dichotomy between what women should do or not do and the perceived roles

ofmen within the society has been cited as the biggest barrier to advancement ofwomen

who seek positions in administration of higher education. Women administrators have

perceptions ofthe hindrances to their advancement to higher education administration

due to sex-role stereotypical attitudes ofthe society. It is from these preconceptions that

the investigator ofthis research framed this question to gain some insights from the thirty

female administrators participating in this study.

Findings on the Frequency of Responses From the three Categories

Category A

Analysis ofresponses ofthe subjects from category A, showed that six of the

eight females interviewed indicated that they certainly perceive societal sex-role

stereotypes to be hindrances to the advancement ofwomen who seek positions in higher

education administration. These six subjects strongly agreed that societal sex-role

stereotypes are still hindrances to the advancement ofwomen who seek positions in

higher education administration because gender equity in higher education administration

is not balanced yet. Only two subjects indicated that there were societal sex-role

stereotypical hindrances to advancement ofwomen who sought positions in higher

education administration in the past; but they perceive they are breaking down now.

Comments
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Sb.l "Yes, I think that sexual stereotypes are certainly present in all ofwomen's lives,

so they would be certainly in higher education. I think it is much less now than it used to

be ten or fifteen years ago. The reasons being that there are so many more women who

have been seen by others to be in high level positions. However, I still notice for

example, there re still issues around child-care and the men at the top would turn to me

and say Dr. H. what do you think? I would usually say to them, don't you have children

or don't you have an opinion about child-care? In this regard, I believe there is still the

stereotype there, but it may be changing a bit."

Sb.2 "Yes, the society definitely does have stereotypical hindrances to the

advancement ofwomen. In my particular institution for example, the people who have

been Vice Presidents in the University Relations division in the past were males; but it is

changing a bit but not yet balanced as expected."

Sb.3 "Unfortunately the answer to this question is still "yes". Women in administration

are still viewed as unable to make hard decisions. They are viewed as too fluffy, that

they cry all the time. They are also viewed as sex object, which is very bothersome to me

and to most women I work with. Women are viewed as not safe to go on trips with men

because they may break up marriages. Women are not brought into the inner circles

because they are not part of "old boys" network, so it is difficult to make decisions in the

men's room when you are not a man. It is difficult to play golfwith guys when you are

not a guy, so there is an exclusionary factor that gender canies with it."

Sb.4 "Surely women are perceived as those who should be housekeepers; cook and

chiefbottle-washers at home. The society thinks that women should spend more quality

time with children instead of thinking that those women should have a shared
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responsibility with spouses. People don't think ofwomen being in those roles ofhigher

education administration. It is not that women are not capable but it is that women

should not be in those roles at all. However, the perception is changing."

Data from category B show that five ofthe seven female administrators

interviewed, indicated that they most definitely perceived societal sex-role stereotypes to

be hindrances to advancement ofwomen who seek positions in higher education

administration. Two subjects indicated that they perceived societal sex-role stereotypes

to be hindrances to advancement in the past; but it is breaking down at least in the lower

levels.

Comments

Sb.9 "Most definitely, I think that women are perceived as not being able to handle

administrative responsibilities as well as men. The reason is that women are often

thought of as being soft and humanistic and this could be a hindrance. My own stand is

that women do not have to talk like men in order to be successful in administration; rather

one has to make sure that one has the skills. Women have been stereotyped in terms of

not being able to do certain things that men do, and it has been a hindrance."

Sb.1O "Yes, I certainly think there are still stereotypes when you look at the number of

women presidents, we have not made the gains that one would think should have been

made. However, for Health and Human Services when I first started teaching, ahnost all

the Deans were men, there were no images ofwomen then. In the past ten years my

counterparts are about 50/50 in administration and this has proved a little change. It is so

much fim to go to professional meetings now and see some women colleagues in some
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levels of administration as male counterparts; but that is not true for Deans in all the

profession."

Sb.11 "Yes, societal sex-role stereotypes are hindrances to advancement ofwomen. The

reason why I say this is because unfortunately in most positions in higher education, they

are often looking for males not females."

Category C

In category C, data show that thirteen of the fifteen subjects interviewed indicated

that societal sex—role stereotypes is certainly a hindrance to the advancement ofwomen

who seek positions in higher education administration. One individual indicated that

societal sex-role stereotype was not a hindrance in her own instance. Another subject

indicated that she is not sure that women who seek positions in administration ofhigher

education are being stereotyped.

Comments

Sb.16 "I think sex-role stereotype could be a problem especially the idea that somehow

women are not as tough as men are, or that women are more emotional than men are.

Certainly higher education along with other larger organizations tends to be organized by

men in ways that accommodate men's leadership styles. I think that sometimes, some

women have the tendency to develop consensus among people they may not be

interested in some ofthe political issues. In this regard, most ofthe time men view their

female counterparts as not being effective."

Sb.17 "I am aware that sex-role stereotypes are hindrances to advancement ofwomen.

Obviously I know in some cases where women are disqualified because people think that

they can't do the job; and this is stereotypical. It is changing now."
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Sb. 18 "Yes I perceive sex-role stereotypes to be hindrances to advancement ofwomen

because, it makes serving in the positions ofhigher educational administration more

challenging."

Sb.19 "I am sure that there are such stereotypes or hindrances. There are stereotypes

that women are gossipper and can't keep secrets; stereotypes that, women are not rational,

that, women fall apart in crisis. All ofthese I suspect consciously or not play a role in the

minds ofmales who hire women in the administration ofhigher education."

Sb.20 I don't think that stereotype is a hindrance in my instance because in my particular

position, which is special education; women are needed to lead. I suspect that in some

organizations it might be more so."

Summary of Findings

Societal sex-role stereotypes appear to be hindrances to the advancement of

women who seek positions in higher education administration. Ofthe thirty women

administrators in higher education interviewed, twenty-four indicated that they perceived

societal sex-role stereotypes to be hindrances to advancement ofwomen who seek

positions in higher education administration.

It is inferred from the findings that there is a difference in the perceptions of

female administrators between the three categories and the issue of societal sex-role

stereotypes as hindrances to advancement ofwomen.

Objective #4 "Role of formerly held administrative positions"

RESEARCH QUESTION 4: What role did formerly held administrative positions in

higher education play in determining your present position? How many years total

experienced in prior higher education administrative positions?
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Thirty female administrators who are currently practicing in three categories of

administration responded to this research question. Formerly held administrative

positions provide some kind of exposures to women administrators as well as helping

them to have an idea of governance structures of institutions. Having administrative

experiences at lower levels is preparation for female administrators, who want to advance

further to top management levels.

Findings on the Frequency of Responses From the three Categories

Category A

All eight subjects interviewed from category A indicated that they held various

administrative positions in higher education such as: Acting Registrars; Advisor;

Directors; Department Heads; Associate Deans; Assistant deans; Deans; Vice Provosts;

and Provosts; prior to their current levels of administration.

The total number ofyears Vice Presidents experienced in prior higher education

administrative positions ranged from two to twelve years. The years of total Provosts

experienced ranged from two to ten years.

Comments

Sb.l "I started in higher education in 1975 and taught for a while, for a year and half,

then moved to be the director of counseling services for four years. I then moved to the

position ofDean of Students for two years. From there I moved to the Dean of Students

and; to the Assistant Provost for Student Affairs for six years. It is fiom there that I came

to my present institution as Vice President for Student Affairs."
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Sb.2 "I started as Director ofPublic Information and I held that position for twelve

years; although a little change in responsibilities were added. At the same time I was

Assistant Vice President for Development for about twenty-six mon ."

Sb.3 "My previous administrative position was a director ofNeuro-Sciences and I was

there for four years. I was also interim director of a Center for Neuro-Sciences in inter-

disciplinary research for two years."

Sb.4 "I started out as a secretary, and then I was research assistant; an administrative

associate and then assistant director. Prior to my present position, I was the director of

the Office ofAcademic Planning for about ten years. Most ofmy career has been spent

in the office, in a variety ofpositions for twenty years."

Category B

All seven subjects interviewed from this category, indicated that they held

approximately one to three positions in prior administrative positions in higher education.

Such positions are as follows: administrator of the Home Economic for State Extension;

Associate Director; Coordinator ofNursing Programs; Directors; Department

Chairperson; Associate Dean; Assistant Dean; and Consultant to the Provost.

The number ofyears each ofthe three participants, who held only one

administrative position in higher education prior to the current one, ranged from five to

twelve years. The number of years for the four participants that held more than two

administrative positions ranged from one to seventeen years.

Comments

Sb.9 "I was a Chairperson for twelve years; prior to assuming the Dean's position."
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Sb. 10 "Most ofmy administrative experience in higher education have been in the area

ofNursing Research. My first administrative position was coordinating the first year

curriculum for one year. I then advanced to Associate Director for Nursing for four

years. Then, I went to be the Director ofthe National Institute for Nursing Research in

the National Institute for Health in Washington, for three years. Now my present position

is Dean of School ofNursing."

Sb.1l "I was Associate Director for Academic Programs at the State Coordinating Board

in Kentucky for five years."

Category C

Thirteen ofthe fifteen subjects interviewed fi'om this category, indicated that they

held one to five administrative positions in higher education prior to their current

positions. Only two participants indicated that they did not hold any administrative

positions prior to their current one.

The thirteen participants held positions such as: Associate Chairs and Assistant

Heads of a Departments; Chairs of a Department; Associate and Assistant Directors;

Directors; Coordinator ofPrograms. Some were high school principals; Assistant to the

President for Student Affairs; Assistant superintendent; Manager ofKellogg Biological

Station (Family Farms Project), and Supervisor of Child Development Laboratories. The

total number ofyears for the thirteen subjects who held from one to five positions in prior

higher education administrative positions ranged fiom one to fourteen years.

Comments

Sb.16 "I have been at my present institution since 1965, and this is really the first

administrative position I have held. Prior to coming to this position, I was in the
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Corporate Education Center which was a one year involvement with the business world

and doing academic contracts."

Sb. 1 7 "In my first administrative position, I was a Director ofUndergraduate

Advising Program for a very huge department for three years. I also served one

summer as a replacement for the Department Head. In my second position, I was

Director of Graduate Studies for a year; an Associate Chair and in charge of scheduling

classes for one year. Then I was a Chair ofthe Department of English for six years, and I

have been in my current position as Head ofthe Department for eleven years."

Sb.18 "I had none. I was only a professor prior to this position."

Sb.19 "I was an Assistant Principal in a high school for ten years. I was also an

Administrative Assistant to the Superintendent for academic instruction. At the same

time I was serving as Executive Director for summer Gifted and Talented Programs for

eight years."

Sb.20 "I was Executive Director of a small Foundation and I was there for six and half

years. I very much helped the growth ofthat Foundation; hence I was the first staff

person."

Summary of findings

Formerly held administrative positions in higher education appear to play a very

important role in determining present positions. Ofthe thirty subjects interviewed,

twenty-eight indicated that formerly held administrative positions, which they perceived,

helped them in obtaining their current positions. Two individuals did not perceive

formerly held administrative positions to play important role in determining their present

positions. The number ofyears experienced in prior higher education administrative
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positions does not appear to play a significant role in determining their advancement to

higher level positions.

It is inferred from the findings that there is no similarity between the three

categories and the issue of the roles formerly held in administrative positions in higher

education. There is a difference, however, in the number ofyears each participant spent

in formerly held administrative positions within the three categories.

Objective #5 "Role teaching and other professional experiences play"

RESEARCH QUESTION 5: What role did teaching and other professional experiences

play in being appointed to higher education administrative positions?

Teaching and professional experience ofany kind would seem to be of critical

importance for entry-level into higher education administration; as well as for continuing

advancement into top positions ofhigher education administration. Some organizations

demand as much as three years ofteaching; while others may overlook teaching

experience and concentrate on professional experience.

Findings on the Frequency of Responses from the three Categories

Category A

An analysis ofresponses in category A find that six of the eight subjects had

teaching and other professional experiences, which played important roles in being

appointed to higher education administrative positions. One individual indicated that she

had only professional experience but no teaching experiences. Another individual

indicated that she had neither prior teaching nor professional experiences.
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Comments

Sb.l "None other"

Sb.2 "I worked as a Management Analyst in the State Department of Education for one

year. I had nine years of teaching experience as a full-time faculty member in the

department of Educational Administration and Supervision."

Sb.3 "I taught in a community college for one year; and was a research associate in

both Schools ofPublic Health and Medicine where I worked on mental health issues for

three and half years. I worked as a counselor in the Rehabilitation Center, with inner-city

teenagers for two and half years."

Sb.4 " I have spent my whole career at this institution, and I started out as Assistant

Publication Manager, Associate Publication Manager and transferred to Manager of

Media Relations. I did all these for five years before I became a Director prior to

becoming Assistant Vice President for University Relations."

Category B

Five ofthe seven subjects interviewed reported that they had teaching and other

professional experiences that played key role in being appointed to higher education

administrative positions. Two individuals indicated that they had only teaching but no

other professional experiences that play key roles in being appointed to higher education

administrative positions.

Comments

Sb.9 "I taught in the public school for six years. Then I went into higher education as

an instructor for twelve years; also performed duties as a Chairperson at the same time.

Here in my present institution, I teach graduate courses once a year."
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Sb.10 "I was a faculty member and still consider myself as a faculty member in this

institution for twenty years now. I do teaching; research and service role for people on

the campus."

Sb.11 "Through the positions that I mentioned, I literally worked myselfup the tenure

ladder over time; which means a certain amount of research attention to science and

research. I have also done large amount ofteaching particularly with graduate students

since 1975 until present. This means for about twenty-three years. The professional

experience is probably the most helpful; hence I have the experience in terms of

consultation; keynote speaking addresses; travelling in the professional organizations in

the nursing career field, etc."

Category C

Thirteen ofthe fifteen subjects interviewed indicated that they had teaching and

other professional experiences that played essential roles in being appointed to higher

education administrative positions. Two indicated that they had no teaching experiences

but had other professional experiences that were influential in being appointed to higher

education administrative positions.

Comments

Sb. 16 "I was as Assistant Professor for five years. I was Associate Professor for nine

years. Also I taught high school for two years prior to getting my Ph.D."

Sb.17 "I spent four years as a teacher ofhearing and impaired prior to coming to my

present institution. I taught in the laboratory school ofhearing and impaired for four

years. I joined the academic faculty as a professor ofthe hearing and impaired, in speech

language pathology. This included coordinating speech and hearing clinic, programs for

81



families ofyoung children in the hearing clinics. I was in the classroom as professor

fiom 1988 to 1989."

Sb. 1 8 "I had taught for about twelve years as a faculty member at my present institution

prior to receiving my Ph.D. I had been a Social Worker and Program Director for social

work, for six or seven years."

Sb. 19 "I began my career as head-start teacher after I first graduated from university, I

worked with children in a Child-Care Center as a head teacher; also a lead teacher in the

nursery school. I was also a Child-Development Specialist for an elementary school

system. After I received my Masters and Ph.D., my first job was an Assistant Professor."

Sb.20 "I have always been a teacher in environmental quality. I was a teacher with

community people hence; I did out-reach teaching for almost ten years. When I first

came to the College ofNatural Resources, my first experience was resident instruction, in

which I taught four courses in undergraduate and graduate level."

Summary of Findings

Teaching and other professional experiences appear to play an important role in

being appointed to higher education administrative positions. Ofthe thirty subjects

interviewed, twenty-four indicated that they had teaching and other professional

experiences, which they perceived, helped them to being appointed to higher education

administrative positions.

It is also evident fi'om the findings that there is no difference in the perceptions of

the female administrators between the three categories and the role teaching and other

professional experiences play in being appointed to higher education administrative

positions.

82



Objective #6 "Other education related experience"

RESEARCH QUESTION 6: Were there other education-related experiences that

influenced appointment to higher education administrative positions?

Education-related experiences are regarded as those varied education-related jobs,

which provided some economic security and some fulfillment to the individuals. Some

examples of educationally-related experiences are: tutoring; life-guarding; servicing as

camp counselors; supervisors and instructors; secretaries; nurses aides; food service

workers; and postal clerks; etc.

Findings on the Frequency of Responses From the three Categories

Category A

Analysis ofthe responses from this category, show that six of the eight subjects

indicated that they had other education related experiences. Only two individuals

reported that they did not have additional education related experience.

Comments

Sb.l "I was engaged in grant writing and this is all I can think of in terms of additional

education-related experience."

Sb.2 "Yes, probably what supplemented for my experience within my regular work

environment was serving as president of a local school board in my community for seven

years."

Sb.3 "I served on several advisory bodies for Federal Government, including the panels

for review ofresearch and graduate training awards for the National Institute and

National Science Foundation."

83



Sb.4 "I was active in the governance process ofmy professional organization as an

elected official for about ten to fifteen years. I did this on the State and National level

and wound it down."

Category B

Four ofthe seven subjects interviewed indicated that they had other education-

related experiences. Three subjects reported that they did not have other education-

related experiences to what they previously stated.

Comments

Sb.9 "I would say, there is none in addition."

Sb.10 "I did not do it in higher education, but I had extensive international experience in

the Peace Core for two years and worked abroad for two years. Even prior to taking this

role, I did a lot of international training in the present institution."

Sb.11 Yes, I was training people as a dance teacher in many countries in Africa for

thirty years."

Category C

Eleven ofthe fifteen subjects indicated that they had no additional education-

related experiences that influenced their appointments to higher education administrative

positions. Four indicated that they had educationally-related experiences in addition to

teaching and other professional-related experiences.

Comments

Sb.16 "There is none other."

Sb.17 "There is nothing else I can think of as educationally-related experiences."

Sb.18 "None other than what I just stated."
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Sb.19 "Probably none other educationally-related experiences in addition."

Sb. 20 "Yes, I served on a number ofcommittees and boards that are related to my

career."

Summary of Findings

Other education-related experiences do not appear widely held as an influence to

being appointed to higher education administrative positions. Ofthe thirty subjects

interviewed, sixteen indicated that education-related experiences were not an influence to

appointment to higher education administrative positions.

It is also inferred from the findings, that opinion was equally divided in the

perceptions ofthe female administrators, between the three categories and issue of other

education-related experiences, as an influencing factor to appointment in higher

education administrative positions.

Objective #7 "Applied positions and rejections/Contributing factors"

RESEARCH QUESTION 7: Have you applied for positions and been rejected? What

factors ifknown that might have contributed to your rejections when seeking

appointment to a higher education administrative position?

There were two itemized questions related to this area ofthe study. The first part

ofthe question dealt with the positions, the subjects applied for, and were rejected. The

second part of the question dealt with the factors, if known, that contributed to the

rejections. This question was used to gain insights to what contributes to few females in

the administration ofhigher education. The question is also meant to provide insights as

to whether women do apply for as many positions in the administration ofhigher

education.
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Findings on the Frequency of Responses from the three Categories

Category A

Six of the eight subjects interviewed in category A, indicated that they had

applied for positions and were rejected. The perceived factors for their rejections are as

follows: gender bias; making too much money; preference of internal candidate; and lack

of experience. One individual indicated that she did not perceive any factor that

contributed to her rejection. Two of the eight subjects from this category indicated that

they have not applied for many positions and therefore, have not been rejected.

Comments

Sb.l "Interesting question, but I had never applied for many positions and been

rejected. But I did once applied for the position ofpresidency and I was rejected because

I was already making too much money. It was a position on at the institution "inside." I

had been nominated for the position and the woman who nominated me was on the

search committee, so it was one of those "old girls" network things; and it was nice that

it happened. I made entirely too much money that they could not understand why I

would be interested in the position. Also, I was not old and wise enough to do the job. I

reiterate that I had not applied for that many jobs, and normally I do not apply for jobs

Imless I am sure I would get it."

Sb.2 "Not very many positions, but I can think of three positions that I applied for and

was rejected. Probably the one that stands out most was the one that occurred a long time

ago and that was when I was fresh out ofthe Graduate School. I was applying for a

research position that involved extensive travelling; and the woman supervisor told me

that she would not consider my application because I was a woman and would not be free
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to travel. I tried to convince the female supervisor that I could travel for the job, but she

out rightly told me that it was not the appropriate position for a woman."

Sb.3 "None because I have only applied for one job in my whole life and I got it."

Sb.4 "The only memorable position I can think of, that I applied for and was rejected,

was offered to an internal candidate."

Category B

Four ofthe seven subjects interviewed indicated that they applied for various

positions and were rejected. The perceived factors that contributed to the rejections of

these subjects were as follows: lack of experiences in the areas they applied for; and

gender bias. Three subjects indicated that they had never been rejected for any positions

they applied.

Comments

Sb.9 "I applied for only two and was rejected. My rejections were simply lack of

sustained years of experience."

Sb.10 "I had never been rejected for any position I applied for."

Sb.11 "For initial teaching positions, I probably applied for five to ten positions. The

reasons for my rejections for the positions I applied for were nothing but pure gender

bias."

Category C

Analysis ofthe comments fiom the fifteen subjects interviewed from category C

show that ten indicated that they have never been rejected for any positions they applied.

Only five subjects indicated that they have been rejected for various positions they

applied and for varied reasons. The perceived factors for the rejections for five of these
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five subjects were as follows: gender bias; lack of qualification; and lack of experience;

being pregnant.

Comments

Sb.16 "I have never had any rejections for a job."

Sb. 1 7 "I have not been rejected for any positions I applied."

Sb.18 "There is no rejection as an administrator."

Sb. 19 "I just had one rejection. I was told very clearly that there had never been a

woman in that position."

Sb.20 "The answer is none."

Summary of Findings

Women do seek appointments to higher education administrative positions.

Certain factors appear to contribute when rejected. Ofthe thirty subjects interviewed,

fifteen indicated that they have applied for positions in higher education administrative

positions and have been rejected. They perceived varied reasons that mitigate against

them such as: gender bias; lack of qualification; lack of experience; making too much

money; preference to internal candidate; and being pregnant.

It is also evident from the findings that there is no difference in the perceptions of

the female administrators between the three categories and the factors that contribute to

rejections. Halfofthe fifteen subjects did not apply for positions and therefore they have

not had any rejections. In this regard, they did not identify any factors that contribute to

rejections of female administrators when seeking higher education administrative

positions.
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Objective #8 "Role of professional networking"

RESEARCH QUESTION 8: What role did professional networking play in selection to

higher education administrative positions?

This particular research question was designed to gain some understanding of the

role ofprofessional networking in the appointment of females to higher education

administrative positions. It is expected that very successful female administrators utilize

networking to get information regarding job openings. It is also assumed that

professional networking is absolutely essential for females if they so want to be known

and connected to important personnel involved in the hiring processes.

Findings on the Frequency of Responses From the three Categories

Category A

Seven ofthe eight individuals indicated that professional networking played

critical roles in appointment to higher education administrative positions. One individual

reported that she did not make use ofprofessional networking, therefore, it did not play

any important role in appointment to higher education administrative position.

Comments

Sb.1 "I had used a lot ofprofessional networking. I have both small groups of

colleagues that I stay in very close contact with as well as larger professional groups that

I have meetings with on regular basis. But, I think they both helped me to resolve

problems by talking about their own experiences and making my own experience

smoother. They helped me to identify positions they think I would be a good match."
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Sb.2 "Networking is very important. Getting to know the people that are at the level

you want to get to, when you are intemal candidate help. Since I have never been an

external candidate I can't really speak to another institution."

Sb.3 "I have no experience ofprofessional networking but I think it is a must for any

woman who wants to aspire to higher levels of administration. This is true because

people want to know who you are, and how you operate. People want to know how easy

you are to work with, or how difficult you are to work with. All these brings to the table

the sharing of information with people who potentially are colleagues; or people who are

in roles where they are making decisions about who they are going to bring in an

institution in a particular position. In this regard, I definitely think that professional

networking is an absolute necessity for anyone who wants to advance in higher levels of

educational administration."

Sb.4 "Quite definitely. My mentors had network across the country and they are able

to call people and their names carry a lot of influence. When I need something, they

come to my aid and it is nice to have friends. I have a lot ofthem from different places

throughout the country. I call on them when I need them and they nominate me for

positions if I need to get in rather than having me to apply for them. Professional

networking is critical to a woman's success and essential for the career ladder."

Category B

All seven subjects interviewed indicated that professional networking played

critical roles in their appointments to higher education administrative positions.

Comments

Sb.9 "Networking probably has been a very key factor in my own career."
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Sb.10 "I think a networking is extremely important. Also, a lot ofgood fiiends who

were male mentors helped towards my being hired in the positions."

Sb.11 "Professional networking is absolutely critical in advancement to higher levels of

administration. I think that there is a known appreciated factor that personal relationships

are absolutely critical because people just do not want to read about somebody in the

Curriculum Vita. They just do not only want to read somebody in the letters of

recommendation; rather they want personal contact with people who know a person

before them or talk of administrative role. Having your networks appears that other

administrators and field staff and, faculty who have been your colleagues worked with

you, know your good recommendations and these are absolutely critical. In this case,

maintaining a broad networks at every level whether it is within the state and nationwide

helps if one wants to move ahead."

Category C

Ofthe fifteen subjects interviewed fourteen indicated that professional

networking played important roles in their appointments to higher education

administrative position. One individual reported that she had never networked

professionally, so it did not play any key role in her appointment to higher education

administrative positions.

Comments

Sb.16 "Networking is really important and I would say there is networking in two ways.

Since coming to my present employing institution, requires me to interact with people all

across the campus. I work with people in many different divisions both on the academic

side and what I would call the logistical side, so I knew people in all kinds ofjobs on
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campus. I really made a lot of connections and those people were very helpful to me.

Secondly as a supervisor, I also had a lot ofcontact with faculty and community people

in this area. I did not realize that at the time, these people I knew through their children

have become valuable connections."

Sb.17 "I was hired in the department where I was a professor so, networking made a big

difference because people knew me from my department and the university at large. I

would say that professional networking is extremely important especially for women if

they want to advance to higher levels of administration."

Sb.18 "Excellent question but I have no excellent answer. I have never been a joiner of

a group type ofperson. I have always pursued my goals, ahnost always on my own

without adjoining networking groups."

Sb.19 "Professional networking was a key to my advancement. I was very successful

because I demonstrated what I could do. I believed that it was because other people

knew my work and what I was capable of doing that I got where I am now."

Sb.20 "Networking helped me when I was moving from college to gaining a new

position in the admissions office. Networking helped me to be seen by the broader

university. It brought me into contact with a lot ofpeople."

Summary of Findings

Professional networking is perceived to play a very important role in the

appointments of females to higher education administrative positions. Twenty-eight of

the thirty subjects interviewed indicated that professional networking played a key role in

their appointments to higher education administrative positions.
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There was agreement between the three categories and the issue ofprofessional

networking as an essential factor to appointment to higher education administrative

position.

Objective #9 "Role mentors play in appointment/Mentor's gender/Mentor's

profession"

RESEARCH QUESTION 9: What role did mentors play in being appointed to higher

education administrative positions? What was mentor's gender? What was your mentor's

profession?

This question was organized into three parts, to gain insights on the role mentors

play in appointments or selection of females to higher education administrative positions.

The first part ofthe question dealt with what kind ofhelp or advice mentors gave to

mentees to enhance their appointment to higher education administrative positions. The

second part ofthe question dealt with the gender ofthe mentors. The third part of the

question dealt with the various professions in which the mentors were engaged at the time

of interaction with the mentees.

findings on the Frequency of responses from the three Categories

Category A

All eight subjects participating in category A, indicated that they had mentors and

that their mentors played very important roles in their advancement to higher education

administrative positions.

Three ofthe eight respondents indicated that they had both male and female mentors.

One ofthese three indicated that she had four male mentors and one female mentor.

Another one indicated that She had two male mentors and one female mentor, while the

93



third one indicated that she had both male and female mentors. Five respondents

indicated that they had only male mentors.

Two ofthe eight participants indicated that their male mentors were involved in

professorial professions, while one indicated that one ofher male mentors was a

professor and the female mentor was a vice president for research. Five other

respondents indicated that both their male and female mentors were involved in higher

levels of administration; College President, Vice President in Business, Student Affairs,

Associate Provost in Academic Affairs, Director ofAcademic Planning, and, Public

Information.

Comments

Sb.l "I had mentors and for the most part, they have been people who helped me

towards the identification ofmy own strengths and weaknesses. They also helped by

suggesting ways to enhance my strengths and diminish my weaknesses. They were good

people for me to talk over my ethical mistakes."

"The mentors' gender were male and female. The male mentors' profession was

higher education. One ofthem was Vice President in Business and the other was Vice

President of Student Affairs. The female mentor's profession was a psychologist and a

nun."

Sb.2 "I did have a mentor who promoted me to Director. I think that I learned a lot

about how to be creative from him. I also learned how to treat subordinates and

employees nicely as well as how to manage office. I know he was specifically

responsible for my promotion. He had direct impact on me."
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"The mentor's gender was a male. He was my boss and Director ofPublic

Information and later on became Associate Vice President."

Sb.3 "I had many mentors, not only just one. I have had probably more male mentors

than I have had females. I had one outstanding female mentor because if it had not been

for her, I would not have been where I am today. My mentor had shaped my life and

shaped me again. I give her a great deal of credit for who I am today. She encouraged

me in a variety ofways to get my degrees, and encouraged me in my personal life. She

gives advice even today and she calls me when I am in troubled spot and she helps me.

The men in my life come and go but they are always there when I need them. Some of

these mentors had early influences in my life. All I had to do was to raise my hand and

tell them that I needed them. If I don't raise my hand, they will not help me."

"I had five mentors all together; four mentors were male and one was a female.

They were all educators by profession."

Sb.4 "I did have a mentor and didn't formally set up a mentor and mentee relationship

with the individual. However, I learned what to do and what not to do from him. He

taught me how to make decision which helped me to do things right. I watched and

observed him in times of decision-making processes. I had good and bad experiences,

which shaped my present and firture roles."

"My mentor was a male. He was a top-level president in higher education."

Category B

Seven subjects interviewed in category B, indicated that they had mentors and

that their mentors played advantageous roles in their appointments to higher education

administrative positions. Four of the seven individuals indicated that they had made use
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ofone to two female mentors in their professional advancement. Two indicated that they

had used two male mentors each, in their professional advancement. One individual

indicated that she had one male and one female mentor, that helped towards her

professional advancement.

Three ofthe seven individuals indicated that their mentors were administrators in

higher education as College President (male), Deans ofGraduate School (male and

female), and Director ofthe School of Social Work (female). Two other individuals

indicated that their male and female mentors were Professors. Only two individuals

indicated that their mentors had combined professions; Researchers and Scientists and a

Doctor in Physical Therapy.

Comments

Sb.9 "I had several mentors and they helped me from the point ofView that they served

as role models. They helped me in clarifying my objectives in what I wanted to do in

life. I also had family members who were also mentors and they served as role models in

helping me to continue to advance."

"All my mentors were males by gender. They were all involved in education."

Sb. 10 "I had several mentors, not just one mentor. I have mentors in terms ofmy

scientific career, as an administrator. The mentors were good in giving me feedback

from different perspectives in my career."

"I had both male and female mentors by gender. The male mentors were my

former scientific professors by profession. The female mentor was the Dean ofthe

Graduate School; and I have been following in their foot-steps ever since."
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Sb.11 "I have had two mentors in my life-time. My first mentor was my professor. She

was the one who really got me interested in research and helped me to learn the

discipline, and the enjoyment of discovering process in the sciences. She essentially

motivated me to go back to school to do my Doctorate work and then to continue in the

program ofresearch. The second mentor was a woman I went to work with after I

finished my Doctorate program. She was an expert in how one facilitates other peoples'

research, as well as how one helps other colleagues to put together their research

programs. She was just exquisite in facilitating group research program."

"Both mentors were females by gender. Both ofthem were nurses by profession."

Category C

Fifteen subjects interviewed in this category indicated that they had mentors and

that the mentors played important roles in their professional appointments to higher

education administrative positions. Only three individuals indicated that they had no

mentor per-3e, or anybody they consider to have played any role in their advancements to

higher education administrative positions.

Nine ofthe twelve subjects in category C indicated that they had made use of all

male mentors. Two ofthe twelve subjects indicated that they had one male and two

female mentors and/or two males and one female mentor. One individual indicated that

she had a female mentor that helped in the advancement of her profession.

Six ofthe twelve subjects who had mentors indicated that they had one female

and four male mentors as administrators in higher education, and, four subjects indicated,

five of their mentors were college professors in the field of education. Two individuals
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indicated that four ofthe male and female mentors they had were involved in various

professions like educational and developmental psychology as well as in fund-raising.

Comments

Sb. 16 "I did have a mentor when I first became a department head. My mentor helped

me whenever I had questions regarding my job. He taught me how to do things easily

and directed me to the right paths to go in my job."

"My mentor was a male by gender. He was an administrator in higher education."

Sb.17 "I didn't think I had anyone personally that I consider a mentor. However, there

were a number ofpeople who helped me in my career over the years. The mentor I

guessed I remember fondly was my dissertation adviser. There was another person who

was in many ways a role model for those ofus who came as young professors."

"The mentors were both male and female by gender. Both ofthem were full

professors."

Sb.18 "I really had three mentors in my graduate work. I had a committee, in which the

people really took personal interest in me, and each one ofthem mentored me in a

different way. I had one mentor who was the chair ofmy committee, who really helped

me in terms ofmy self-confidence as an academician. I came to Graduate School not

particularly interested in research, but very interested in applied work, but wanted to

know the rationale behind research strategies. My mentor saw in me some things that I

didn't necessarily see in myself."

"The second mentor was very fine writer, and was a good person who was able to

obtain grants. This mentor helped me to get a $20,000 grant to write my dissertation.

He took me to national meetings so that I could meet people and have exposure at the
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national level. He actually took me to a conference and introduced me to people and was

very helpfirl; hence I wouldn't have gone to that conference on my own."

"The third mentor was a woman in my Graduate School; and she was a very

encouraging person who I could basically approach and talk to about ideas I had

regarding my work and my future. All these mentors continued to have contact with me

since I finished my graduate program."

"Two ofmy mentors were males and one was a female by gender. All ofthem

were professors in higher education, by profession."

Sb. 19 "I did have a mentor and basically she helped in suggesting resource people who

solved certain problems or intervened with people to straighten out problem areas."

"My mentor was a woman by gender. She was an administrator in higher

education."

Sb.20 "I do not have anyone I considered to be a mentor per-3e. Certainly, I had learned

from a range ofpeople along the way, both men and women, particularly the people I

worked with in previous positions. I learned more from observations and experience than

from the point ofView of a mentor who took particular interest in my career in a very

coherent way."

Summary of Findings

The role that mentors play appears to be very important. Ofthe thirty subjects

interviewed, twenty-seven indicated that mentors played essential roles in their

appointment to higher education administrative positions. The role ofmentor was an

essential factor. The mentors' gender does not appear to be a factor. The mentors'

professions were most often in fields or professions related to the mentees professions.
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It is also implied from the findings that there is no difference in the perceptions of

the female administrators between the three categories and the issue ofmentors as an

influencing factor appointment to higher education administrative positions.

Objective #10 "Negative challenges encountered/Positive situations experienced"

RESEARCH QUESTION 10: During the hiring process what negative challenges were

encountered? What positive situations were experienced?

This question addressed negative challenges the participants encountered while

being hired. It also explored positive situations the subjects participating in the study

experienced during hiring process. Obviously the female administrators interviewed in

this study were increasingly aware of this theme of "empowermen " as the essential

and/or dominant nature of certain hiring personnel during selection process. They

recognized the various influences, and the negative challenges and/or positive situation

females experienced in their advancement to various higher levels ofmanagement.

Findings on the Frequency of Responses from the three Categories

Category A

Analysis ofthe comments ofthe eight subjects from category A, show that four

indicated that they had encountered negative challenges during the hiring process. Three

subjects indicated that they did not encounter negative challenges during hiring process.

One individual indicated that she is neutral about the kind of encounters she had.

Seven ofthe eight subjects indicated that they had experienced positive situations

during hiring process. One individual indicated that she is neutral about her experience

ofpositive situations.
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Comments

Sb.l "Most ofmy encounters have been positive. I think for the most, the

organizations with which I made applications for the last twenty years, were higher

education institutions. I think that they are Affirmative Action Processors, and their

whole ways of interviewing people were very open and fairly inclusive. This has been

especially true in the Student Affairs area than in some other areas ofthe university.

They are a more diverse population in their staffs. I think that they always feel that it is

important to have more inclusive search committee."

Sb.2 "I never had any negative challenges because I only applied for one job. They let

me have my leave as I desired one smnmer, so it was a positive experience"

Sb.3 "I first of all had positive encounters rather than negative challenges and this

helped me to carry on with other future jobs or interviews. I got ideas from positive

encounters, which helped me to make conscious decisions. The negative challenge,

which I had was just arguments for salary, which was not really much to argue about;

rather I depended on my performance to boost me up."

Sb.4 "They have not been basically positive or negative challenges, but just challenges.

I came to this university at the good time."

Category B

Four ofthe seven subjects indicated that they encountered negative challenges

during the hiring processes. Three other subjects indicated that they did not encounter

negative challenges during the hiring process. In terms ofpositive situations, all seven

subjects in this category indicated that they experienced positive situations during hiring

process.
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Comments

Sb.9 "I had positive encounters in the two jobs I have been able to achieve in higher

education administration. I found the interviews to be very open and fair in the hiring

process. I was looking for what would contribute to my grth and development in both

situations and I was able to see that during interview process. For negative encounters, I

did not have any but, they did ask me ifmy experiences in the smaller institutions I

worked would help me to handle or firnction well in a bigger institution like the one I am

working at now."

Sb.10 "One of the negative challenges I had was just the enormous amount oftime it

takes to go through the interview process. For example, people who are very busy, to

have a long interview process can really be burdensome, even though I understand that

the process is very important for people to talk to the people they are going to hire.

Positive encounters would be the wonderful people I had met, through the

interview process which I talked about what my interests were."

Sb.11 "I had not had any negative challenges in the hiring process because I have

always got the jobs I applied for, and myjob was always created new for me. However,

sometimes one negative challenge is that in general people would not know all the

mismatches of ajob before they apply for it. They do not know the tough competition

that they are going to face during the hiring process; because they were not

communicated to, so that at the end they face disappointments and feelings of

inadequacy. The hiring process often times takes a toll out ofthe peoples' ego. I think

that organizations should be more open and more counseling-oriented, rather than being

more business-oriented."
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Category C

Ten of the fifteen subjects indicated that they encountered negative challenges

during the hiring process. Only five subjects indicated that they did not encounter

negative challenges during the hiring process. For positive experiences, ten of the fifteen

subjects interviewed indicated that they experienced positive situations during hiring

process. Five individuals indicated that they did not experience positive situations during

hiring process.

Comments

Sb. 16 "The most memorable one was when I was being hired as an Assistant Professor,

as I just got out ofthe graduate school. I remember going to interview in one institution

where they segregated male applicants from female applicants. Different committees in

different rooms interviewed us. I was told later that I was the best female applicant but

obviously they hired a male. In general I have not sought many jobs or positions rather, I

have been sought for them. I cannot say that I have had very serious challenges. For

positive encounters, many people have treated me in the way I expected to be treated."

Sb.17 "I have actually had all positive experiences in all the places I had put up

applications. I was appointed for some ofthe positions I have held."

Sb. 1 8 "I have not had challenges or various encounters with organizations because I

have been in not more than one organization and I have not applied for very many jobs."

Sb.19 "The negative challenges I had was that I could not be hired because I was a

woman. But my positive encounter was when the hiring personnel was very open in

dealings with me."
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Sb.20 "Yes, I had negative challenges. I guess sometimes, it can be a challenge when

interviewing with groups. During the two or three major positions I have had, I had a

situation with one individual and it was not very pleasant."

Summary of Findings

Eighteen of the thirty subjects encountered negative challenges. Negative

challenges encountered consisted of: arguments for salary; extensive interviews; gender

bias; illegal questions; lack ofhonesty and fairness in dealings; sex-role stereotypical

attitudes; and, segregation of applicants. Eleven indicated that they did not encounter

negative challenges. One individual was neutral about the kind of challenge she

encountered. It is inferred from the findings that there is a difference in the perceptions

of female administrators between the three categories and the issue ofnegative challenges

encountered.

Twenty-four subjects indicated that they experienced positive situations. Positive

situations consisted of the following: affirmative action processors; permission for leave;

gaining insights for future interviews; fairness and openness in dealings. Five indicated

that they did not experience positive situations during the hiring process. One individual

was neutral about experience ofpositive situations. It is inferred from the findings that

there is no difference in the perceptions of female administrators between the three

categories and the issue ofpositive situations experienced.

Objective #11 "Exhibited behaviors/actions observed"

RESEARCH QUESTION 11: What behaviors or actions exhibited by representatives of

the employing institutions were observed that cause you to believe that a female was

inappropriate for a higher education administrative position?
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Frequently qualified females do not understand that certain employing institutions

are structurally too complex and form "systems, and within such systems many elements

and individuals involved in the hiring process affect the selection decisions or the

"climate" for women to be hired as educational leaders (Hoferek 1986). An explanation

ofwhat this means to potential female administrators is that certain individuals ofthe

employing institutions, involved in the hiring process may be stereotyped as to what

females should do and what they should not do. To this effect, some hiring committees

may exhibit certain behaviors and/or actions to show the females that it is inappropriate

for them to compete with the males for higher education administrative posts. It was for

the reason to gain insights from the perceptions ofthe subjects’ participating in this

study that the researcher asked this question.

Findings on the Frequency of Responses from the three Categories

Category A

Analysis of the comments fi'om the eight subjects participating from category A,

show that five, indicated that they observed certain behaviors and actions exhibited by

individuals of employing institutions, involved in the hiring process that caused them to

believe that a female was inappropriate fer a higher education administrative position.

Three subjects fiom this category did not indicate that they observed any behaviors or

actions exhibited by individuals involved in their hiring processes.

Comments

Sb.l "In fact, I had few behaviors fi'om representatives of employing institutions back

very early in my career, and I think part of it was a perception ofboth gender and youth

which were double constraints. More recently I began to feel that I have been recruited
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by institutions in part because ofmy gender, and that it was important for them to find

some females."

Sb.2 "I never had any negative interactions with my employing institution, except for

the fact that they paid me less than they paid my male counterparts who were promoted to

the same level at the same time with less experience."

Sb.3 "I have had people ask inappropriate questions like how I would juggle with

taking care ofmy children while I was working."

Sb.4 "I observed that a woman's voice does not count much. When you are in the

midst ofmales in an employed institution, women cannot make decisions for men. This

made me draw conclusion that women are a disadvantage to making tough decisions;

they are not to tell men what to do or what not to do; because they are not taken serious

when they are working in male-dominated organization."

Category B

Three indicated that they had observed behaviors and actions exhibited by

individuals of employing institutions involved in the hiring process that caused them to

believe that a female was inappropriate for a higher education administrative position.

Four other individuals from this category indicated that they did not observe behaviors or

actions exhibited by individuals ofthe employing institutions involved in the hiring

process, which caused them to believe that a woman was inappropriate for a higher

education administrative position.

Comments

Sb.9 "I know already from my positions that there are not many women administrators;

and this really made me question commitment ofthe university to hiring women at my
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level. I would say it is true because as a chairperson I was the only woman within the

college I was in."

Sb.10 "I would say that probably nothing has happened that I observed in my present

institution."

Sb.11 "I have not really had any negative encounters about females applying for higher

positions. During my experiences, being a female has not been a disadvantage for me."

Category C

Ten subjects indicated that they observed exhibited behavior and/or actions from

individuals ofemploying institutions involved in the hiring process that they caused them

to believe that a female was inappropriate for higher education administrative position.

Five subjects indicated that they did not observe exhibited behaviors or actions by

individuals of employing institutions involved in the hiring process that caused them to

believe that a woman was inappropriate for higher education administrative position.

Comments

Sb.16 "I have not observed behaviors or actions in any institution. I never had a sense

that being a woman is a problem. I happen to be in a career field that is very much

dominated by females; so that may be part of it."

Sb.17 "I think that frequently there is an assumption that women are not in the networks

that are important. It is also assumed that women cannot act as leaders. There is often a

failure to recognize that leadership is not the ordering ofpeople around or appearing to

look like a male leader when you are a female leader."

Sb. 1 8 "In my interviews for administrative positions there were no observed behaviors

or actions. However, from my observations from various institutions, when I look around
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at women being hired for other administrative positions like mine, I do not see many

women. I think the very fact that in certain institutions, all the higher administrators are

male, leads me to suspect that women are at disadvantage when they are being hired."

Sb. 19 "Being a woman has not been a disadvantage in my instance."

Sb.20 "It is certainly important for a woman to understand what is legal because I was

asked illegal questions about my marital status and how I would juggle with family life

during hiring processes. All these lead me to believing that being a woman can be a

disadvantage when seeking higher level administrative positions."

Summary of Findings

Observed exhibited behaviors or actions do not appear to cause a female to

believe that she is inappropriate for a higher education administrative position. Ofthe

thirty subjects interviewed, eighteen indicated that they observed exhibited behaviors and

actions. Twelve indicated that they did observe exhibited behaviors and actions. It is

inferred from the findings that the perceptions ofthe subjects were divided between the

three categories and the issue of observed behaviors or actions as being inappropriate for

women.

Objective #12 "Perceived role conflicts between personal obligations/administrative

duties"

RESEARH QUESTION 12: What role conflicts have you experienced between

maintaining your personal obligations and your administrative duties?

This research question deals with whether a female administrator experiences conflicts

between maintaining personal obligations and their administrative duties.
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In the past, some known authors cited in the literature reviews that senior-level education

administrative duties require committed hours ofwork. They also cited that it would be

very difficult for potential females to give equal preference to administrative duties as

well as to their personal or family obligations without overworking themselves (Perry

1993)

Recently, it is noted that role conflicts between personal obligations and

administrative duties should not be the most plausible reasons why qualified women

administrators should not be hired into higher education administrative positions. This is

because individuals can arrange to manage their personal lives to balance with job

responsibilities. Women have proved that they can do both jobs even when it is visibly

seen that it takes much out ofthem.

Findings on the Frequency of Responses from the three Categories

Category A

Analysis ofresponses of the subjects from this category show that all the eight

participants indicated that they have experienced all kinds ofrole conflicts between

maintaining personal obligations and higher education administrative duties.

Comments

Sb.l "I have four children and a husband. I try not to miss any ofmy children's major

events, I have never really missed any major events like graduation. My workload at

times causes me to miss some activities that I would have gone to, had I not had to work.

Myjob causes me to be out oftown at times, and I am married to a fairly traditional man

who thinks I should take care of the family. He thinks it is inappropriate when he has to

take care ofthe children in my absence. This is a conflict, but there are times when one
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has to put family first; and there are times when one has to put work first. I have to do

both because I am required to do it."

Sb.2 "I think I cannot attribute any conflict to a problem of having a family. This is

true because I think that once anybody makes a career decision, you have to do your best

to balance both ofthem. I try to do it all or I pay somebody else to do some things I have

no time to do for example, my house chores. I had made some conscious decision to take

leave of absence in the past when I could not do it all. It was difficult to keep up with the

family and sixty hours of credits for a Masters degree and working full-time jo ."

Sb.3 "Yes, I have experienced conflicts with time-management. One needs to

complete tasks because my position in the administration is 50% appointment and 50%

on professional role. I have a need to continually balance time between the two roles in

higher education. Also, the allocations that I have to my personal life is also time-

managemen ."

Sb.4 "I am married and I have a daughter who is twenty-two years; and I work long

hours in my job. Over the years I have instances where both my family and myjob make

demands on me. Even with my personal efforts, I have gone back to school twice. I have

probably spent seven years as a part-time student, trying to earn degrees as well as

holding a full-time job. I absolutely believe as an Associate Provost in my office that

peOple have real life and not just their job. I believe that both family life and job always

have to be important, and having said this, I try to make every accommodation I can for

people who work for me. I am a good planner and well organized and I have been

fortunate not to have significant traumas in my family. I am pretty able to balance both

the responsibilities ofmyjob and those ofmy family life. My husband shares
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household duties and he is quite supportive ofmy career and me. With all the support,

there are still some days when I have conflicts with choice as to what things I should do

first. I have aged-dependent parents; and I have had a couple ofoccasions I had to go to

take care ofmy sick father. With all these responsibilities, I still feel quite fortunate

enough to be in my present position because even though I can work a hundred hours a

week; yet it is not such a big constraint on my personal life."

Category B

All seven subjects indicated that they have experienced various role conflicts

between personal obligation and higher education administrative duties.

Comments

Sb.9 "I have experienced a great deal ofconflicts because I have had increased

responsibilities in terms ofmy parents as they have gotten older. This has definitely been

a conflict that I really have had to balance as part ofmy personal obligations. Another

thing I would say in terms of conflict is that sometimes I have a tendency to neglect my

personal needs; myjob always comes first and this is not too good. I have been working

on how I can maintain balance and taking care ofmyself as well as fulfilling

administrative responsibilities."

Sb.10 "This is a very good question, because it is very difficult ifyou are in

administrative position of a chair, dean or higher. The role of an administrator requires

an enormous amount oftime and lots ofcommitment. Most ofthe people I knew are

working about seventy hours a week or more. It requires that your spouse or children are

going to be very supportive and very understanding of the time you spend on the job.

You also have to make a personal commitment yourselfto the fact that these personal
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relationships are very important in your life. Trying to balance personal life with

administrative responsibilities can be very conflicting."

Sb.11 "Over the years as I have two children, the only time I did not work was when my

children were newly born. After they turned two years old, I started to work so that both

work and family obligations were important to me. It did not mean that I have to give up

one for the other. I have a supportive husband who over the years did not see that a

woman, as having a traditional stay-at-home role. I do not think that I always had time

for everything I had to do, and nobody has time for everything they wanted to do.

However, I always set priorities because I have some deadlines but my family

understands this. I have support from my family to meet my deadlines. I take off

sometimes to spend vacation together with my family, as this is important to me. All I

am trying to say is that there is conflict, but it is a kind ofrelief to have a supportive

family."

Category C

Thirteen of the fifteen subjects indicated that they have experienced conflicts at

different levels. Only two individuals indicated that they have not experienced role

conflicts between personal obligations and higher education administrative duties.

Comments

Sb.16 "There is a lot ofconflicts that go along with this job. It is expected that where

there are university activities that take place during week-endings, or, evenings that I

should be in attendance. My perceptions are that the university activities really come

first for me. If I don't perform administrative duties during off-hours, I think it is looked

on with dissatisfaction. The challenge has been there always, to be able to disassociate
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my professional role with my personal role. This has been true when it comes to

evaluating personnel particularly my faculty colleagues. Separating personal obligations

from administrative characteristics is not always easy."

Sb. 1 7 "I feel that I have conflict at two levels. Being an administrator ofa large unit, it

is very hard to devote time to my own scholarship because I give a lot oftime to my

administrative duties. I feel a lot of tension all the time. I have a family, I have an

elderly parent who lives in my home; it is a constant struggle to try to have enough time

to spend with my family and do my administrative job. I work twelve to fourteen hours'

days, come to office early and leave office later around 6 pm. or 7 pm. I work

Saturdays and Sundays and travel a good deal. It is hard to try to maintain a rich family

life, a rich scholarly and administrative life even with my husband's support. I find it a

real challenge on a day to day basis."

Sb.18 "I do not experience any role conflicts. I am extremely busy. I have a husband

and two children and a house to maintain. My husband and I have more work than

people who have one job to do between them without children do. Although there is not

enough time to spend with my family, I figure out what I want to do and I do it. There

are always problems and pressures in getting things done because my role is more

complex than normal life, I get busy."

Sb. 1 9 "Yes, there is conflict because there is never enough time to do everything.

Although I am not married and have no children; yet I still do not have enough time to

spend with my relatives and family at home."

Sb.20 "There are role conflicts. Administration is time consuming, it is part ofmy

divorce and I have no time to do research which I would love to do."
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Summary of Findings

It appears that there were indeed role conflicts between maintaining personal

obligations and higher education administrative duties. Twenty-eight ofthe thirty

subjects interviewed indicated that there were role conflicts between maintaining

personal obligations and higher education administrative duties. It is also evident from

the findings that there is significant difference in the perceptions ofthe female

administrators between the three categories and the issue ofrole conflicts as an

influencing factor in higher education administration.

Objective #13 "The greatest Accomplishments/Satisfactions/Aspiration to an even

higher level/Why?

RESEARCH QUESTION 13: What was the greatest accomplishment

achieved/satisfaction as a higher education administrator? Do you aspire to an even

higher level of administration? Why?

The first part of this research question dealt with the greatest accomplishments

achieved and satisfaction the have had as higher education administrators. The second

part ofthe question dealt with whether the female administrators aspire to an even higher

level of administration. The third part of the question dealt with the reasons why they

would like to aspire to an even higher level of administration or why they would not like

to aspire to an even higher level of administration.

The research investigator imagined that generally people scuffle for certain job

markets because they are either both financially and personally rewarding; or because

they wanted the higher positions in order to achieve some accomplishment or get some

sort of gratification and self-fulfillment of their career goals. This research question was
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timed to gain insights about what makes the subjects, happy amidst the scramble with

tough competition and long hours of stressful duties.
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Findings on the Frequency of Responses From the three Categories

Category A

A.a. Analysis ofthe comments fi'om category A, show that all the eight subjects

indicated that they have achieved accomplishments and are satisfied as higher education

administrators. One individual indicated that she has achieved accomplishments, but

without satisfaction.

Ab. In response to aspiration to an even higher level of administration, four

individuals indicated that they do not aspire to higher level of administration; while two

indicated that they do aspire to higher level of administration. Two indicated that they

were undecided about what to do.

Ac. For the reasons why they would like or would not like to aspire to an even higher

level of administration, five ofthe subjects gave reasons why they would or would not

like to aspire to an even higher level of administration. Three did not gave reasons why

they want to aspire or why they do not want to aspire to an even higher level of

administration.

Comments

Sb.la. "I think I have had multiple specific goal achievements in each job I have had.

The greatest satisfaction I have had as an administrator was being able to have positive

influence on the lives ofyoung people. I get to do that almost daily."

b. "I think my answer is probably no further aspiration to an even higher level of

administration."
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c. "I have had people who keep nominating me for presidency; but I am not sure of

the life-style that I would like because it would take me away from studen ."

Sb.2a. "I have worked on a number ofpublications over the years that I thought were

very successful, and some ofthem won awards. I have worked on a lot of strategic plans

that have been followed and all have been successful. The most important thing is that

they are all financially rewarding to my institution, and I am happy. All ofthese give me

great satisfaction."

b. "I really do aspire to an even higher level of administration."

c. "I am happy with what I do for now but I think I have been prepared for a Vice

Presidential position."

Sb.3a. "My greatest satisfaction has not happened yet. I think it will happen when I have

got my doctorate degree. But I have made a wonderful contribution to my present

employed institution. * I have done what I have thought for a lot of individuals who were

here in the same position, prior to my coming there in a different perspective and in a

different fresh approach. I have been open to my colleagues and motivated people to

getting the job done very well. I work well with people, but I do not think I have done

great things."

b. "Yes, I think I have aspiration to higher level of administration, preferably a

college presidency."

c. "I am not sure why of late."

Sb.4a. "I get satisfaction in helping students and making a difference in their lives. I

give people advice as a mentor and make a difference in their lives, and this is a great
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satisfaction to me. The other accomplishment and satisfaction is making a difference in

the lives of the staff that I work with."

b. "I do not aspire to any other higher levels of administration."

c. "I do not want the headaches ofhigher education any more."

Category B .

Ba. All the seven subjects indicated that they have achieved greatest accomplishments

and are satisfied as higher education administrators.

Bb. Six ofthe seven participants indicated that they have no further aspirations to an

even higher level of administration. One individual indicated that she would aspire to an

even higher level of administration.

Bc. Six ofthe seven subjects gave reasons why they would or would not like to aspire

to an even higher level of administration. One individual did not give any reason why

she would or would not like to aspire to an even higher level of administration.

Comments

Sb.9a. "My greatest feeling of accomplishments has been in seeing the grth and

development of students. When I see what students achieve and accomplish over time,

and they tell me how valuable my services are to them as a role model, I feel very

satisfied. Another satisfaction is to look at the difference we made in terms ofpositive

outcomes within the institution and the progress of the programs."

b. "Yes, I would like to aspire to higher level positions. This is something that I am

sort of trying back and forth. I am looking at positions as provost or university

presidency but I truly believe in people going through the ranks. In this regard, before I
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would become a university president, I would like to have the experience as a provost. I

have moved from faculty member to chairperson and then Dean."

c. " Everyone does not have to look for that perspective, but, I have to look for what

makes me feel comfortable."

Sb.lOa."I found that the greatest satisfaction and accomplishments are getting programs

through and getting funding for people who wanted to do things, and, encouraging new

people to get involved in different ways. These achievements are what I get my

satisfaction from my day to day activities as an administrator."

b. "No, I do not want any more busier lifestyle. I think as an Associate Dean, I can

protect myselfa little bit from the public relations role that a dean has to play. But once I

get into higher levels, I really have to be at the mercy ofmy position every day, and every

hour. I have no freedom of choice. At least now I have a little choice, because I have

peers who can substitute for me and I have an administrative team around that can handle

some ofthe public relations activities."

c. "I think I am just satisfied where I am at this point."

Sb.1 1a."I have had the opportunity to mentor many women as well as men, but more

women. I have had the opportunity to see many women achieve Ph.D. and higher

degrees, or finish college programs; I think these are a great satisfaction to me. The last

several years, my passion has been the recruitment ofminority teachers, especially those

who already have their degree and want to teach in urban areas. It is a great satisfaction

to see students who work very hard to achieve their goal to a certified teacher and get

gainful employment. I would say that if I were really looking at what satisfaction is, it

would be to see the achievement of others."
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b. "I would have enjoyed being a Dean, but after forty-one years, this is my last

year."

c. "Being in higher education all these years, I am going to retire this year."

Category C

Ca. All fifteen subjects interviewed, indicated that they have achieved greatest

accomplishments and were satisfied as higher education administrators.

Cb. Eleven of the fifteen subjects indicated that they do not aspire to even higher

levels of administration. Three subjects indicated that they do aspire to higher levels of

administration. One individual was undecided as to whether she would aspire to an even

higher level of administration.

Cc. Thirteen subjects gave reasons why they would or would not like to aspire to an

even higher level of administration. Two individuals did not give any reason why they

would or would not like to aspire to an even higher level of administration.

Comments

Sb.l6a."My greatest satisfaction as an administrator has been working in the department,

working with a number of colleagues, about twenty-eight full-time faculty members. My

greatest accomplishment was bringing them all together about ten years ago when I

began a series ofretreats on professional development. I have been pleased with the

progress they have made and the course of action they have taken and the growth and

change over the past ten years."

b. "I do not aspire to an even higher level of administration because I am of an age

where I am closer to retirement."
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c. "I would have liked to go for the Vice Presidency if I was ten years younger, I am

not, so I will retire."

Sb. 1 7a. "My greatest accomplishments and satisfactions have been working with

students. Sometimes there are students who without my assistance or intervention would

not have completed college. I think some ofmy greatest accomplishments are those

students that I have been able to help achieve their goals. I have written some grant

proposals and they were successful."

b. "I do not know if I aspire yet because the higher you get into higher levels of

administration, the less you are connected with students, or, with yourself."

c. "I think I have to be political and I am not interested in being political from what

I have seen. I would rather be a lowly administrator or a lowly professor rather than

being at a provost or other levels."

Sb.18a. "I have made a difference in the program as a director, and the program has made

a difference in my life. We have been able to provide to poor people who did not have

enough to eat. I have helped students who were in financial need to succeed. Some of

the students I helped have done very well and moved to higher levels than mine. The

graduate students are the greatest accomplishments and satisfactions."

b. "I do not aspire to an even higher level of administration."

c. "The reason is that I do not see much opportunity."

Sb.19a. "I would say that my greatest accomplishment and the thing I get satisfaction

from is to feel that the center that I directed has grown to a much firmer foundation since

I came. I get satisfaction fi'om making the institution stronger and for making me to
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serve more women and to contribute to advocacy and research, which we feel is

importan ."

b. "I do not at this time aspire to other higher levels of administration."

Sb.20a. "I feel a sense of satisfaction from dealing with students who want to be

admitted into the university. Serving local and foreign students to the best ofmy ability

as a director of admissions is an accomplishment and satisfaction."

b. "I do not aspire to an even higher level of administration.

c. "I feel happy to deal with students at this level."

Summary of Findings

1. Accomplishments and satisfaction are important to female administrators in

higher education. All thirty females interviewed indicated that their greatest

accomplishment achieved gave them satisfaction as higher education administrators.

Findings indicate that respondents are basically in agreement between the three

categories, and, the issue of greatest accomplishment achieved and satisfaction derived as

administrators ofhigher education.

2. Ofthe thirty females interviewed, twenty-one indicated that aspiration to higher

level of administration was not important. It is also noted fi'om the findings that there is

no difference in the perceptions of female administrators between the three categories.

3. Twenty-four subjects gave plausible reasons why they would or would not like to

aspire to higher levels of administration. It is also inferred from the findings that there is

no difference in the perceptions of the subjects between the three categories and the

reasons to aspire or not aspire as an influencing factor to decision-making process.
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Objective #14 "Advice or Council to aspiring women"

RESEARCH QUESTION 14: What advice or council would you give to women

aspiring to administrative positions in higher education?

This question was administered to the thirty female administrators. Question 14

deals with the kind of advice or council, which the selected female administrators would

give to other females who have the desire to enter into higher education administration.

The research investigator believed that advice or counsel would also be beneficial

and/or inspirational to other females who currently are not in administration or are

practicing on the lowest levels of administration and would desire to advance to higher

education administrative levels. The investigator believed it was valuable for

CXperienced female administrators who have experience to give guidance and counseling

to "upcorrring aspirants" or younger female administrators. Advice or encouragement

offered to potential women would help them to develop strategies which in turn will

prepare them to overcome the obstacles, prior to seeking higher education administrative

positions.

Findings on the Frequency of Responses from the three Categories

Category A

Analysis ofthe comments from the subjects interviewed from category A, find

that all eight subjects encouraged aspiring women to go for higher education

administrative positions, because the career field is for both men and women. Advice the
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given by six subjects are; that aspiring women should get academic credentials, and

experiences.

Additional advice common in the responses, six of the eight individuals,

emphasized that aspiring women should be academically qualified, better prepared than

their male counterparts by way of formal education. For example, they should get

advanced degrees like Masters and Doctorates in order to overcome the barriers

confronting them when seeking higher level positions. Six individuals also indicated

that women should have mentors; network; and be prepared to work hard. Two

individuals indicated that they encourage other women to have professional experiences

and administrative skills in areas of educational administration; apply for the right

positions; have the right values; be patient and have a balance between their personal and

professional lives.

Comments

Sb.1 "The number one advice I give to aspiring women is that they go for it but, they

must be sure that that they are applying for the right position they want. Just because it

looks good does not mean that it is the right job for everybody. They should do

professional development kinds of activities. They need to select role models and

particularly one in the area that they aspire to; and do not look for only the positives but

take a constructive look at what individuals do or do not do that they can learn from in

terms of their next experience. Finally I reiterate and encourage aspiring women to apply

for higher level positions in educational administration."
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Sb.2 "My advice would be that aspiring women try to get as much early education as

they can. They should keep learning and be comfortable with ambiguity because there

would be a lot in life. They should review their own values very quick and continue to

act in their own values. They should keep a balance in their lives; have time for spiritual

needs, physical as well as intellectual needs because they will dry and burn out if they

don't. I advise they go for it!"

Sb.3 "My counsel to women who aspire to positions as administrators in higher

education is that, it is very important for them to gain as much experience as they can get,

and get it in many different roles as possible. I also believe that networking is a very

important aspect because it allows them to not only understand the advantages ofthese

top positions, but, also helps them to understand the opportunities available. They should

go for positions in higher education!"

Sb.4 "Women aspiring to positions as administrators ofhigher education should have

faculty credentials, which are very important. They should have experience in academic

unit and this is very essential regardless ofthe position in higher education. They should

go for competition in administrative positions in higher education because I believe that

women can do it."

Category B

In category B, all of the seven subjects indicated that they should encourage

aspiring women to pursue top positions in higher education. Four ofthe seven subjects

gave strong emphasis to good qualifications, varied experiences, be focused, use of

professional networking, maximization ofcontributions to employing institutions and

deriving satisfactions from self-fulfilhnent, self-esteem and dignity. Three individuals
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recommended that women aspiring to higher education administrative positions should

make use ofmentors have strong values and beliefs, as well as spirituality, etc., if they

want to advance to top levels of administration.

Comments

Sb.9 "I recommend that a woman administrator be true to her own values and beliefs.

She should be committed to servant leadership, and find satisfaction in the success of

others rather than her success. I encourage aspiring women to go for positions of

administration ofhigher education!"

Sb.10 "Women who are aspiring for positions as administrators ofhigher education

should really go for it. They should be focused and have a vision. They should know

that it takes lots of energy. They should find a good mentor, in fact probably a set of

mentors that will help them."

Sb.1 1 "One very important piece of advice to aspiring women would be to take

advantage ofnetworking opportunities. They should make sure that there are

programs that they can enroll in for example, leadership programs or other things they

can participate firlly so that people have understanding ofwho they are. They need to

volunteer for something so that they become more visible, also that people have the

chance to watch them and how they work. Ifwomen are stereotyped that they cannot

handle work; but ifwomen demonstrate that they can do things, it helps a lot if they

prove that they are interested in the administrative roles. It is also important to prove that

they can do it. I therefore, recommend that they should go for higher education

administrative positions."
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Category C

The subjects interviewed in category C, encouraged aspiring women to seek top-

level positions in higher education. Eight ofthe fifteen subjects indicated that they

counsel aspiring women to acquire academic qualifications, make use ofmentors, engage

in professional networking, and have experience in the field of administration. Three

individuals recommended involvement in community services. One individual advised

that women should try not to lose their temper. Three advised women to try to have a

balance between personal and professional lives.

Comments

Sb.16 "My advice to aspiring women to positions as administrators ofhigher education,

is that they go for it. From my personal experiences, there are women who look for

differences; so I advise women to take things for face value. Higher education is stressful

all right, so I would advise other women to do a betterjob than I have done, ofbalancing

their personal lives with their jobs. Perhaps, they should not attend those extra curricular

activities that are expected ofmy job."

Sb. 1 7 "Probably the most important advice to aspiring women to positions as

administrators in higher education is to have support networks that are not at their place

ofwork. I encourage them to take care of their health in terms of eating well and

exercise, and balancing their time between work and their lives. They should take
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courses in degrees that lead to their future career aspirations. They should go for higher

levels of administration if they are qualified because the positions are for men and

women."

Sb.18 "I would encourage aspiring women to go for positions in administration of

higher education. They should get appropriate acaderrric qualifications at any level they

are capable ofreaching."

Sb.19 "The two cautions that I would give to aspiring women are what I would hope I

could manage to do. I advise them never to lose their temper. The other piece of advice I

would give is that they need to be straight forward, and, open as possible in dealing with

people; because it would be much simpler in the long run. I advise them to go for

positions ofhigher educational administration."

Sb.20 "I highly recommend that women go for positions in administration ofhigher

education. They should have a balanced life. They should take care ofthemselves from

a personal perspective, in terms of their health, physically and mentally. They should

take care ofthemselves in terms of their family lives as they work diligently. I

recommend women to have control oftheir destiny and not letting anyone else run it for

them. They should set the course of their lives and their lifestyles."

Summary of findings

The results that emerged from question 14 show that the female administrators

took advantage of their experiences to offer advice and/or counsel to improve the futures

ofother female successors. The respondents have accurate perception that

administration ofhigher education is for both men and women. They offered universal
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advice for aspiring women to be persistent in their pursuit of competence and excellence

in administration ofhigher education.

The most important advice or encouragement given to women aspiring to

positions in higher education administration is that; they work hard to get as much

education as possible in the appropriate field. By doing so, they will be able to overcome

or combat the obstacles which generally greet women on their attempts to advance into

top level administrative positions in higher education. They also encouraged aspiring

women to get experiences in addition to their academic qualifications. They should also

make use ofthe female mentors and male mentors as well. They should network with

professionals who can remove the barriers for them is of significant importance. This

advice is very important because the female participants in this study have first hand

experience in the use ofmentors and professional networking. Another critical factor is

recognition of their own gifts and talents.

Finally, the collective voice ofthe participating administrators is that other

aspirants to higher education administration, should not be discouraged with the negative

challenges they might encounter during the hiring processes. Rather, they should take

advantage ofpositive encounters and forge ahead towards advancement.

It is noted that the administrators interviewed for the study, feel a sense of

accomplishment and satisfaction, although, administrative duties are very stressfirl, time

consuming and energy draining. From their own accomplishments they advised aspiring

women to work hard once they get into the career arena, but, they should try to keep a

balance between their personal life and their administrative duties.
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CHAPTER V

SUMMARY, FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS

Summary

Chapter five presents a summary ofthe findings and conclusions based on the

data analysis. From the findings, recommendations are made for further research and

advice for aspiring females aspiring to higher education administrative positions.

The purpose ofthis study was to investigate the challenges encountered by

women administrators in achieving higher education administrative positions. Research

studies dating from the 19803 to the 19903 provide evidence that there have been gains in

the number ofwomen in higher education administrative positions (Mandel, 1986).

Findings from a 1984 study showed that although, women have made impressive gains in

higher education leadership. They neither disclosed all the painful challenges they

encountered in attempts to advance to such positions, nor did they disclose the challenges

confronting many other qualified but not hired women leaders (Shavlik & Touchton,

1984)

It was for those females who may desire to become administrators in higher

education that this study emerged. Thirty females fiom three major Universities in

Michigan, currently in positions ofhigher education administration were selected for
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purposes of obtaining perspectives that would be helpful in counseling females seeking to

become administrators. The following fourteen research questions were developed to

achieve the purpose of this investigation:

1. What role did selective demographic information contribute to the perceptions of

the subjects in addressing the challenges ofobtaining high level administrative positions:

(age; marital status; degrees earned; institutions attended; and, racial origin)?

2. What qualifications are essential to achieve top-level administrative positions in

higher education?

3. Do women administrators in higher education perceive societal sex-role

stereotypes to be hindrances to the advancement ofwomen who seek positions in higher

education administration?

4. What role did formerly held administrative positions in higher education play in

obtaining their present position? How many years oftotal experience in prior higher

education administrative positions?

5. What role did teaching and other professional experiences play in being appointed

to higher education administrative positions?

6. Were there other education related work experiences that influenced appointment

to higher education administrative positions?

7. What factors might have contributed to rejection(s) when seeking appointment in

higher education administrative positions?

8. What role does professional networking play in selection to higher education

administrative position?
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9. What role did your mentors play in being appointed to higher positions of

educational administration? What was the mentors' gender? What was the mentors'

profession?

10. During your hiring process were negative challenges encountered? What positive

situations were experienced?

11. What comments, behaviors or actions were exhibited in the hiring process that

might be interpreted that a female was inappropriate for a higher education administrative

position?

12. What role conflicts did female administrators experience between maintaining

personal obligations and administrative duties?

13. Do female administrators have a sense of accomplishment and satisfaction? Do

female administrators aspire to an even higher level of administration? Why?

14. What advice or council would female administrators give to women aspiring to

administrative positions in higher education?

Thirty subjects were classified into three categories of administration: Category A

(Provosts, Vice Presidents); Category B (Deans), and, Category C (Department

Chairs/Heads, and Directors). All thirty subjects responded to the fourteen research

questions.
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Findings and Conclusions

RESEARCH QUESTION 1

What role did selected demographic information contribute to the perceptions of

the subjects in addressing the challenges of obtaining high level administrative positions:

(age; marital status; degrees earned; institutions attended; and, racial origin)?

Age:

FINDINGS

Four of the thirty subjects felt that their relatively young age was a contributing

factor in obtaining a high-level administrative position. Twenty-six did not perceive age

as a contributing factor to obtaining high-level administrative positions.

CONCLUSIONS

Four subjects who perceive age as playing an important role or contributing factor

to their appointment to high-level administrative position tend to believe that it is more

favorable to seek high-level administrative positions when one is relatively younger.

Twenty-six subjects who did not perceive age as influencing their achievement of a high-

level administrative position believe that one can favorably reach a high-level

administrative position, at any age. Conclusion may be made that age does not

necessarily play an important role in a female being selected for a high-level

administrative position.
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Marital Status:

FINDINGS

Four ofthe thirty subjects felt that marital status contributed to their achievements

ofhigh-level administrative positions. Twenty-six subjects did not feel that marital status

contributed to their achievements ofhigh-level administrative positions.

CONCLUSIONS

Marital status was not perceived as contributing to the achievement ofhigher

education administrative positions. Marital status provided emotional support for some

participants of the study. For some it alleviated financial problems. Husbands provided

financial support that prevented hindrances to advancing to higher levels of

administration. It is reiterated that the preponderance of evidence seems to indicate that

the perceptions ofthe female administrators interviewed believe that marital status is not

an influencing factor in achieving a higher education administrative position.

Degree Earned:

FINDINGS

The majority of the subjects believed that degrees earned were very important to

their advancement to higher education administrative positions. Twenty-seven subjects

indicated that degrees earned were important factors in their achievement ofhigher

education administrative positions. Three indicated that the degree earned was not a

factor in their achievement ofhigher education administrative positions.

CONCLUSIONS

Individuals, who earned advanced degrees and are currently holding the highest

level of administration, were in agreement that eamed advanced degrees were very
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important to their appointment to higher education administrative positions. Degree

status for entry into higher education administrative positions is more highly valued as

criteria in the higher levels than in the lower levels.

Institutions Attended:

FINDINGS

Twenty-three ofthe thirty subjects did not believe that institutions attended

played an important role or made a significant difference in their achievement ofhigher

education administrative positions. Seven subjects supported the position that institutions

attended did make a difference in their appointment to higher education administrative

positions.

In Categories A and B, (the Vice Presidents, Provosts and Deans), twelve of

fifteen perceived that degrees from “certain institutions” did not make a difference in

their achievement ofhigher education administrative positions. Three perceived degrees

from “certain institutions” attended did make a difference in their achievement ofhigher

education administrative positions.

In Category C, (Departments Chairs/Heads and Directors), eleven of fifteen

perceived that degrees from certain institutions did not make a difference in their

achievement ofhigher education administrative positions. Four of fifteen perceived

degrees from certain institutions attended did make a difference in their appointment to

higher education administrative positions.

CONCLUSIONS

The majority ofthe subjects interviewed were ofthe opinion that institutions

attended were not factors in their achievement ofhigher education administrative
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positions. Institutions attended do not appear to be an influence in a female being

selected to a higher education administrative position.

Perhaps one may conclude that it is not the institution from which a female gets

her degree that is important, but, the fact that an appropriate degree is earned.

Racial Origin:

FINDINGS

Twenty-six of the thirty subjects did not perceive racial origin as an influencing

factor in their achievement ofhigher education adrrrinistrative positions. Four stated that

racial origin was an influencing factor in their achievement of a higher education

administrative position.

In Categories A and B, (Vice Presidents, Provosts and Deans), thirteen ofthe

fifteen subjects did not perceive racial origin to be an influencing factor in their

achievement ofhigher education administrative positions. Two perceived racial origin to

be an influencing factor.

In Category C, (Department Chairs/Heads, and Directors), thirteen of fifteen

subjects did not perceive racial origin to be an influencing factor in their achievement of

higher education administrative positions. Two perceived racial origin to be influencing

factor.

CONCLUSIONS

One may conclude that racial origin does not appear to be an influence in a female

being selected to higher education administrative position. Ofthe thirty subjects

interviewed, twenty-one were Caucasian, eight were Black. Twenty-four of the thirty
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subjects did not perceive racial origin as an influencing factor in their selection to higher

education administrative positions.

Two ofthe twenty-one Caucasians, believed that racial origin made a significant

difference in their appointments. Three ofthe Black subjects, believed that their race had

a positive impact in their appointments. One ofthe Black subjects believed that race had

negative influence in her advancement because “it took her too long before she got in.”

Conclusion may be drawn that race may play an important role in a female being

appointed to a higher education administrative position. However, it all depends on the

individual’s perception and the nature ofthe job.

RESEARCH QUESTION 2

What qualifications are essential for women to achieve top-level positions in

higher education?

FINDINGS

Twenty-five ofthe thirty subjects indicated that advanced degrees, Masters, Ed.D.

or, Ph.D. are essential qualifications for women to achieve top-level positions in higher

education. The twenty-five also indicated that women need to have the same

qualifications as men have; get well-grounded experiences; possess faculty and scholarly

achievements; have knowledge ofbudgeting and finance; leadership skills in the areas of

communication and listening; personnel and management skills; and have published.

Five indicated that advanced degrees are not essential for women to achieve top-level

positions in higher education. Rather, they indicated that women should have content

knowledge in the area ofones' choice: communication and listening skills; formal and
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informal qualifications like thoroughness and attention to details; leadership skills; good

people-skills; and be Visionaries that do long range planning.

CONCLUSIONS

Advanced degrees Masters, Ed.D. or, PhD; experiences; budgeting and finance

skills; leadership skills; communication and listening skills; and faculty and scholarly

achievements for example, publications; are identified as qualifications essential for a

female to achieve a top-level administrative position in higher education.

The review of literature, on the issue of essential qualification as an influencing

factor tend to be in support ofthe findings from the information obtained in this study. A

study by (Moore, Twombly, and Martorana, 1985) supported the notion that the

administrative career paths of female college administrators indicated that over 50

percent ofthese females held doctorate degrees. The authors stressed that women

seeking top positions should realize that 90 percent of all presidents and provosts hold

doctorate degrees, and about 80 percent ofthe women presidents and provosts who hold

doctorate degrees.

A study ofwomen administrators showed that more commonalties in the degree

paths ofthe interviewees, emerged with the doctorate degrees and/or terminal degree. It

was reported that most ofthe participants in the study held doctorates in educational

administration and supervision, with some indicating course work in curriculum (Hill &

Ragland, 1995).

Both the reviews of related literature and the perceptions ofthe female

administrators in the study support the position that academic qualifications are critical
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factors influencing the appointment of females to higher education administrative

positions.

RESEARCH QUESTION 3

Do women administrators in higher education perceive societal sex-role

stereotypes to be hindrances to the advancement ofwomen who seek higher education

administrative positions?

FINDINGS

Twenty-eight of the thirty subjects interviewed indicated that they perceived

societal sex-role stereotypes to be hindrances to the advancement ofwomen who seek

higher education administrative positions. Two individuals did not perceive societal sex-

role stereotypes to be hindrances.

CONCLUSIONS

Societal sex-role stereotypes appear to be a hindrance to the advancement of

females seeking higher education administrative positions. A review of literature, on the

issue of sex-role stereotypes, tends to support the conclusions drawn from the findings of

this study.

Stereotypical preconceptions, or prejudice are the biggest advancement barrier

that women face today (Catalyst, 1990). Similar sex-role stereotypes lead men to believe

that women are not strong enough to "control" the faculty (Shavlik and Touchton, 1988).

Morrison (1992) reported that stereotypes about women and people of color in general

are common among managers. For example, women are often assumed to be indecisive

and unable to be analytical.
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Hill & Ragland (1995) commented that "in spite ofpromising demographic

statistics; equal opportunities for women to secure positions and advance in educational

leadership, they are still hampered by some ofthese historical myths."

Societal sex-role stereotypes are commonly perceived as hindrances to females

seeking higher education administrative positions.

RESEARCH QUESTION 4

What role did formerly held administrative positions in higher education play in

obtaining their present position? How many years total experienced in prior higher

education administrative positions?

FINDINGS

Twenty-eight ofthe thirty subjects indicated that they held prior administrative

positions in higher education, and that these experiences played an important role in

determining their current positions. Each one ofthe twenty-eight subjects had many

years of experiences prior to being selected to their present positions. The total number

ofyears experienced in prior higher education administrative positions ranged from one

to seventeen years. Two individuals indicated that they did not hold any prior higher

education administrative positions.
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CONCLUSIONS

Formerly held administrative positions in higher education appear to play a

significant role in obtaining a higher education administrative position. The review of the

literature on this issue also supports the findings.

A descriptive study ofwomen as college and university presidents showed that

formerly held administrative positions played an important role in determining their

current positions. Six percent held prior presidential positions; thirty-six percent held

prior positions as vice presidents; about two-thirds held the positions in academic affairs;

one percent held a position as associate/assistant vice president. Thirteen percent held the

position ofdean or director of academic affairs. In office of associate and academic

dean, two percent held prior administrative positions; two percent were department chairs

(Touchton, Shavlik and Davis, 1993).

Formerly held administrative positions play essential roles in determining a

female’s future selection for a higher education administrative position.

RESEARCH QUESTION 5

What role did teaching and other professional experiences play in being appointed

to higher education administrative positions?

FINDINGS

Twenty-four out of thirty subjects interviewed indicated that teaching and other

professional experiences played important roles in being appointed to higher education

administrative positions. Five indicated that they had either teaching or other professional

141



experiences. One individual indicated that she had neither teaching nor other

professional experiences, but I was appointed to a higher education administrative

position.

CONCLUSIONS

Teaching and other professional experiences are thought to play significant roles

in a female being appointed to higher education administrative position. The review of

literature is consistent with the study findings that teaching and other professional

experiences play important roles in being appointed to higher education administrative

positions.

The first teaching assignments and the first job heavily influence one's

perceptions about work cultures. Furthermore, contrary to some assumptions about

leadership, many educational leaders stay in the classroom, while others either move to

principal post, university faculty positions, superintendent post, district office positions,

or a variety of agency, governmental and entrepreneurial avenues (Hill and Raglan,

1995)

The findings and the review of literature, provide perceptions that teaching and

other professional experiences are very important in being appointed to top-level

administrative positions in higher education.

Teaching is highly recommended to females seeking higher education administration

positions. They should gain first hand experiences in teaching and related professional

areas. It is important that aspiring women understand that both teaching and professional

experiences are entry-level for almost every educational leader.
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RESEARCH QUESTION 6

Were there other education-related experiences that influenced appointment to

higher education administrative positions?

FINDINGS

Fourteen ofthe thirty subjects interviewed indicated that they had other

education-related experiences that influenced their appointments to higher education

administrative positions. Sixteen indicated that they did not have other education-related

experiences that influenced their appointments to higher education administrative

positions.

CONCLUSIONS

Education-related experiences might, to a certain degree, influence to a female’s

appointment to a higher education administrative position. Ofthe thirty subjects

interviewed, only fourteen indicated that prior education-related experiences influenced

their appointments to higher education administrative positions. Sixteen did not have

related experiences.

The literature review supports the notion that education-related experiences

influence appointment to higher education administrative positions. Education-related

work experiences are those that reflect a wide variety of education-related jobs, which the

subjects held prior to teaching. These experiences ranged from tutoring, life guarding;

camp counselors; playground supervisors; and, swimming instructors. Often, it is has

been reported that when women receive letters of rejection from hiring organizations,

lack of experience is cited "as the main reason" why they were not hired (Hill and

Ragland, 1995).
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The study findings seem to agree with other studies that education-related

experiences may be a variable influence in the appointment of a female to higher

education administrative positions. The findings present an equally divided perspective

in the three categories of administration.

RESEARCH QUESTION 7

What factors might have contributed to rejection(s) when seeking appointment to

higher education administrative positions?

FINDINGS

Fifteen of the thirty subjects interviewed indicated that they had applied for higher

education administrative positions and had been rejected. Ofthe fifteen who were

rejected, thirteen indicated that the perceived factors that contributed to their rejections

were gender bias; lack of experiences; lack ofqualification; making a good salary; and,

preference for an internal candidate. Two ofthe fifteen did not identify factors that

contributed to their rejections. The remaining fifteen indicated that they had never been

rejected for positions they applied.

CONCLUSIONS

Females seeking appointments to higher education administrative positions vary

in their experiences. Certain factors however, do appear to contribute to their rejections.

For example, gender bias; lack of experiences; lack of qualification; making a good

salary, and, preference for an internal candidate.

Literature reviews support the findings that females who apply for higher

education administrative positions are rejected more frequently than their male

counterparts. Reasons for rejections are found in gender bias and lack of experience. In
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top-level positions females are more likely to be making greater job search efforts than

their male counterparts. However, men are likely to be pre-selected for such positions

while women only reach these positions after extensive efforts (Pavan, 1989). Other data

cited that the number ofyears it took women to reach presidential posts could only be

realized based on the condition that they had been in their current positions as deans,

Viewed as second in importance to the presidency (Vaughan, 1989).

The perceptions ofthe subjects differ between being rejected and the factors

contributing to the rejection.

RESEARCH QUESTION 8

What role does professional networking play in selection to higher education

administrative positions?

FINDINGS

Twenty-seven ofthe thirty subjects interviewed indicated that they made use of

professional networking, and, that it played a very important role in their selection to

higher education administrative positions. Three indicated that they did not make use of

professional networking.

CONCLUSIONS

Professional networking appears to play a very important role in a female's

selection to a higher education administrative position. Literature reviews support the

findings that professional networking plays a key role in the selection of a female to

higher education administrative positions.

It is cited that in one study ofmore than one hundred female administrators, that

62% reported that they were assisted in finding jobs by their major advisors (Metz and
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McNealy, 1990). Professional networking is not only recommended for advancement of

women towards the hiring processes in top positions ofhigher education administrations,

but, it is critical to female leadership development as well as the probability of

employment promotions (Astin & Leland, 1991; Hersi, 1993; Turner & Thompson, 1993;

Hill & Ragland, 1995).

Comparing findings ofthe study with reviews of literature that supports the

position that professional networking plays a significant role in the selection of females

in higher education administrative positions.

RESEARCH QUESTION 9

What role did mentors play in being appointed to higher education administrative

positions? What was your mentor's gender? What was your mentor's profession?

FINDINGS

Twenty-seven the thirty subjects interviewed indicated that mentors played

critical roles in their being appointed to higher education administrative positions. Three

indicated that mentors had no influence in their being appointed to higher education

administrative positions.

Ofthe twenty-seven who indicated that they had mentors who played important

roles in their appointments to top positions, sixteen indicated that they had male mentors.

Five indicated that they had only female mentors, and six indicated that they had both

male and female mentors.

Ofthe twenty-seven whose mentors played essential roles in being appointed,

fourteen had mentors who were administrators in higher education. Eight had mentors

who were a college professors. Two had mentors who were researchers by profession.
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Three had mentors who were; a developmental psychologist, a doctor ofphysical therapy,

and, a fund-raiser.

CONCLUSIONS

Mentors are perceived to play essential roles in a female being appointed to a

higher education administrative position. Ofthe thirty subjects interviewed, twenty-

seven indicated that mentors played essential roles in their being appointed to higher

education administrative positions. Both male and female mentors play supportive roles.

There were no gender preferences stated by the subjects. The professions ofthe mentors

may be an influencing factor. This influence may be because the type of their

professional involvement.

Literature reviews also support the findings that mentors are able to help in

clarifying personal visions ofwhat educational leadership means, and to also aid in

developing a sense ofcommitment to a career in the field of educational administration

(Daresh & Playko, 1990b). The role ofmentors are very important to the point that it

helped a female to be recruited to the position of ChiefAcademic Officer (Walton, 1998).

Conclusions may be made from the findings that the female administrators are in

basic agreement regarding the roles mentors play in being appointed to higher education

administrative positions. Mentors do play an important role.

RESEARCH QUESTION 10

During the hiring process were negative challenges encountered? What positive

situations were experienced?

FINDINGS
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Eighteen ofthe thirty subjects interviewed indicated that they encountered

negative challenges during the hiring processes. Eleven did not encounter negative

challenges during the hiring processes. One individual indicated that she is neutral about

negative challenge encountered during the hiring process.

Twenty-four out of the thirty subjects experienced positive situations during the

hiring process. Five out ofthe thirty subjects indicated that they did not experience

positive situations during the hiring processes. One individual indicated that she is

neutral about her positive situation experienced during the hiring process.

CONCLUSIONS

Female administrators seeking higher education administrative positions encountered

negative both negative challenges and positive experiences during hiring processes.

Literature reviews also support the findings ofthis study. It has been reported

that females experienced discouraging attitudes such as being asked about how they

could juggle with an administrative job while simultaneously raising children (Martin &

Grant, 1990).

Positive situations were also experienced. Although a female may encounter a

negative challenge, it may not necessarily have a negative influence in being selected to a

higher education administrative position.

RESEARCH QUESTION 11

What comments, behaviors or actions, were exhibited by individuals of the

employing institutions involved in the hiring process, that might be interpreted that a

female was inappropriate for a higher education administrative position?

148



FINDINGS

Nineteen of the thirty subjects interviewed indicated that there were comments,

behaviors and actions exhibited by individuals involved in the hiring process, that might

be interpreted that a female is inappropriate for a higher education administrative

position. Eleven ofthe thirty indicated that they did not observe any such comments,

behaviors or actions.

CONCLUSIONS

Comments, behaviors or actions exhibited by individuals representing the

employing institutions were perceived differently by the subjects. Comments,

experienced by the subjects as being negative were: how would you juggle yourjob with

child-care responsibilities; women can't make decisions for men; assumption that, women

can't act as leaders; and, lack of collaboration with females.

Other observations found support of the findings that females may be sent

negative messages by being ignored during important discussions, interrupted when

attempting to make a point. Women may be dismissed through inferences that indicated

or assumed that a male was really the one to complete a project or make a successful

decision (Stokes, 1984).

RESEARCH QUESTION 12

What role conflicts did female administrators experience in maintaining personal

obligations and administrative duties?

FINDINGS
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Twenty-eight ofthe thirty subjects interviewed indicated that they have

experienced varied role conflicts between maintaining their personal obligations and their

administrative duties. Two individuals indicated that they have not experienced such

conflicts.

Areas of conflicts include: keeping a balanced family life; completing

administrative tasks and meeting deadlines; time-management; taking care ofpersonal

health in terms of eating well and exercising; keeping up with household chores;

maintaining a social life; and, finding relief from long-hours ofwork and pressure.

CONCLUSIONS

Female administrators in higher education experience role conflicts between

balancing personal obligations and administrative duties. Experiencing role conflicts

does not however seem to jeopardize administrative duties.

Literature reviews support the findings that there are sacrifices in balancing work

with personal life. Also there are defeats in discovering a way to do administrative duties

without the twelve-hour day, or six-day week and forty-eight week year schedules. It is

difficult at times, to work out ways ofbeing more effective in fewer hours or days (Perry,

1993)

Although female administrators do experience role conflicts in maintaining

personal obligations and administrative duties, equal priorities and balance can be given

to both. Women can still excel in the administration ofhigher education, even with the

experiencing ofrole conflicts.
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RESEARCH QUESTION 13

Do female administrators have a sense of accomplishments and satisfactions? Do

female administrators aspire to an even higher level of administration? Why?

FINDINGS

Twenty-nine ofthe thirty subjects interviewed indicated that they have a sense of

accomplishments. One individual indicated that she had a sense of accomplishment, but

not satisfied as a higher education administrator. The satisfaction of accomplishments

were as follows: being role models; getting assigned projects well-done; improving

graduate programs; helping students succeed; making differences in students; developing

staff; providing vision in leadership; raising funds for the employing institutions. Other

satisfaction of accomplishments include: mentoring other men and women; recruitment

of students for their institutions; bringing department faculties together; being teacher

educators; seeing that the gifted and talented students excel; and, serving both local and

international students.

Twenty-one ofthe thirty subjects did not aspire to higher levels of administration.

Six aspired to higher levels of administration. Three were undecided about their future

ambitions.

Twenty-four ofthe thirty subjects gave reasons why they would or would not like

to attain higher levels of administration. Six did not give reasons addressing their

aspirations. Reasons for seeking higher levels of administration were: being prepared for

the next level; being the next in line based on faculty merit; and, encouragement from

fiiends and mentors. The general reasons for the subjects not seeking higher levels of
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administration are: nearing retirement; not wanting the “hassles” at higher levels; and, the

desire to pursue other projects.

CONCLUSIONS

Female administrators do have a sense of accomplishment, which gives them a

sense of satisfaction. Of the thirty subjects interviewed, twenty-nine indicated that they

have achieved a sense of accomplishment and satisfaction as higher education

administrators.

Literature reviews support the notion that the demonstration ofcompetence and

satisfaction tend to be major factors for females who seek positions in higher education

administration (Dopp & Sloan, 1986; Hill & Ragland, 1995). Female administrators do

indeed get satisfaction that comes from occupying multiple roles of administrative duties

and family life (Newman, 1993).

Female administrators tend not aspire to higher levels of administration after

serving for many years in administrative positions. Burn out from their administrative

jobs seems to be a key factor. They have a longing to change from their current

responsibilities and pursue other projects of interest.

One conclusion from the findings regarding achievement at higher levels of

administration was not consistent with the literature review. According to the findings of

one researcher, women administrators would like to become administrators again if they

had a chance, even after their retirements (Dopp & Sloan, 1986; Hill & Ragland, 1995).

Conclusion may drawn from the findings that the majority of female

administrators can make firm decisions as aspiring or not to aspiring to higher levels of

administration after some years of faithful services in current administrative positions.
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RESEARCH QUESTIONS 14

What advice or counsel would female administrators give to women aspiring to

positions as administrators in higher education?

FINDINGS

All thirty subjects interviewed took advantage oftheir experiences to offer advice

and/or counsel to aspiring women. The thirty subjects perceive that administration of

higher education is for both men and women. They offered universal advice to aspiring

females to be persistent in their pursuit ofcompetence and excellence in each responsible

position that they hold. The most important advice or encouragement given was to work

hard and get as much education as possible, in the appropriate field. This will help them

to overcome or combat the obstacles, which women tend to encounter in advancing to top

level administrative positions in higher education.

Thirty subjects also advised aspiring women to earn advanced degrees; obtain

good academic credentials; have appropriate professional experiences; engage in

professional networking; make use ofmentors. They also counseled aspiring women to

practice patience; have strong beliefs and spirituality; have balance between personal and

professional lives; and, work hard and maximize contributions to the institutions that

employs them.

Finally, the collective voice ofthe practicing administrators is that other aspirants

should not be discouraged if they encounter negative challenges during the hiring

process. Rather, they should take advantage ofpositive encounters and forge ahead

towards advancement.

CONCLUSIONS
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Practicing female administrators do take advantage of their experiences to offer

advice or counsel to women aspiring to positions as administrators in higher education.

All thirty subjects interviewed perceive that administration ofhigher education is for both

men and women. Consequently, they encourage other aspiring females to “go for it.”

Advice or council, however, is important for aspiring females to succeed in

administration ofhigher education.

The findings in the study tend to be in conformity with the literature review, that

women administrators offered encouragement to other women who might be pursuing

administrative positions in the 19003 to either "go for it" or "do it" (Edson, 1988).

Women offered other secondary universal advice or counsel about formal education

centered on pursuing doctorates and/or advanced degrees, experiences, and, on the use of

mentors (Tannen, 1990; Edson, 1988).

One may conclude that there is no difference in the perceptions of the participants

with respect to the importance of advice or counsel as an important factor in helping

other aspirants.

Observations

The following observations are based on the analysis of the findings in this study

and the insights the investigator gained throughout the course ofthe study. The

perceptions of selected women administrators towards higher education administrative

positions, provided insight into the challenges that females tend to encounter when

seeking higher education administrative positions. The issue ofwomen being treated

with inequity when pursuing administration in higher education has received attention
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and will continue to receive attention as long as women continue seeking higher

education administrative positions.

During the interviews, the study participants collectively stressed that there are

serious societal sex-stereotypical hindrances that need to be completely removed. Such

action would permit females to be more visibly recognized, and, on equal basis with their

male counterparts. The study participants are aware that females have made gains in

appointments to higher education administrative positions. They still believe, however,

that balance, proportionately, is needed with male counterparts. The study participants,

in the categories of, Presidents/Provosts, Deans, Department Chairs/Heads, and Directors

were in basic agreement with the contributions that they have made in the administration

ofhigher education, and, the satisfactions derived. However, they still stress that aspiring

females should be given the opportunity to serve when they are clearly ready and willing

to be hired.

Future Research

Based on the findings of this study, there should be a focus on the following

recommendations and suggestions in order to come up with more meaningful solutions

and more positive and reliable results on the issue of gender equity in higher education

administration:

1. This study was restricted to a small population of selected female

administrators from three higher education institutions in Michigan. A future study

should be conducted involving a larger sample size of female administrators in higher

education. Individuals selected nationwide would be necessary to avoid close proximity,

and protect the identifications of subjects. The end result of this would be to generate
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candid responses from the subjects and results that could be generalized more than what

the present study provided.

2. An extensive study ofthe perceptions of female administrators should be done

in the Jrurior and Community Colleges as well as in Private four-year Colleges.

3. A more comparative survey ofthe perceptions ofboth male and female

administrators in higher education should be conducted to determine their attitudes

towards gender equity in higher education administration.

4. Expanding the survey utilizing more experienced and retired female

administrators ofhigher education might tend to generate responses that would not be

influenced by the fear ofnot loosing their jobs.

5. Each subject of this study has responded to research questions according to her

type of experiences and employment with a particular institution at the time of the

interview. Follow-up research could be conducted to determine if study participants will

tend to change their perceptions when in a different institution or a different job

placement.
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APPENDIX

TRANSCRIPT INTERVIEWS WITH SUBJECTS

QUESTION 1

What role did selective demographic information (age; marital status; degrees earned;

institutions attended; and racial origin) contribute to your perceptions in addressing the

challenges of obtaining high level administrative positions?

CATEGORY A

Sb.1 I am not sure about age. My first significant position that I held was a dean. I held

it at the age of 3 1. But I think getting to holding that position as young as I was helped

me to move up the ladder more quickly than if I had waited till I was much older to

achieve that title.

Marital status had no hearing at all.

Certainly I think that my degrees are important and influential. I think that having

a doctorate is not only a necessity but very important in the positions that I have.

I am not such that the institution I attended matter a lot, perhaps somewhat but not

a lot.

About racial origin, I honestly think in the positions I held being white has made

my life easier.

Sb.2 I became an administrator when I was thirty-three years old, so I don’t think age

was a factor.

I was married and I think marital status probably influenced me in achieving the

position and staying in my present institution rather than moving to another institution.
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I have an MA in my particular field, which is advancement in Public Relations, a

Ph.D. is not normally required rather, an MA is usually sufficient. In this case, having an

MA certainly helped to advance to this level. I have two degrees from the University of

Michigan and Western Michigan University.

For institutions I attended, I would say that degree earned from the University of

Michigan was certainly helpfirl.

Since I am Caucasian, I don't think that race is a factor in my own case.

Sb.3 My age in many instances was influential because I was so young hence I started

my administrative career when I was twenty-six years old.

I was married and divorced, but it does not have a positive impact on my advancement.

My degrees earned certainly contributed to my ability to move into administration

because I had credentials that I needed in order to do all the things that I needed to do.

The institutions I attended had no bearing whatsoever.

Racial origin had no influence on my achievements at all.

Sb.4 Not all of the factors have influence for example; age and marital status have

nothing to do with my achievement ofmy administrative positions.

However, I do believe that degrees earned is an important factor in terms of the position

ofVice President ofUniversity Relations. I believe that advanced degree is far more

acceptable within higher education institutions for top level positions than say a

Bachelors degree. Obviously one advanced degree like doctoral degree is advantageous

as well. I do not have my doctoral degree yet, but I have all but dissertation done at the

University ofMichigan. I believe that even working to that extent towards the final
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degree has been advantageous in terms ofmy reaching this level of administrative

position.

Institutions from where those degrees were earned is not a factor.

I do not believe that race or natural origin has too much to at all with my

attainment ofthe positions. But in all honesty I would say that it has been my

experience in the present institution as I have been here for some twenty five years now,

that there has not been a female Vice President ofcolor prior to my taking the position.

Sb.5 My administrative position is Associate Provost. I don't believe that all the

factors listed had any influence on my attainment ofmy position, with the exception of

the Ph.D. Since my position is Faculty Affairs and I have a Ph.D., which is appropriate

for that title. So, I am saying that my degrees is what influenced much.

Sb.6 Age has nothing to do with my attainment ofmy positions, other than the fact that

I was not in my twenties. You have to be a certain age from thirties up to be hired as an

administrator.

Marital status is not a factor in my achievement oftop level administrative

position.

Degrees earned would be obvious factor because the policy ofmy employed

institution is to have a Ph.D. in the academic field. You need to have the highest degree

available to you in your field as a minimum requirement.

Institutions I attended would not have influenced because it was so long.

Racial origin would also not be enhancing factor either.

Sb.7 I became an assistant to the president at a relatively young age of thirty, so in that

sense that was my first major administrative position; but age was not a factor to my
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position. I had been newly married at the time, but it still had no bearing on my

achievement ofthe position.

I had acquired my Ph.D. from Michigan State University and had been asked to

join the faculty in the college of education; and at the same time to hold a role in the

office of institutional research which was a research institute looking at higher education

issues. In a sense, degrees earned is influential because I had the Ph.D. Institutions I

attended did not count much or matters.

With regard to my racial origin I am a Caucasian, but my race is not influential to

my achievement to top level positions I held.

Sb.8 I do not believe any ofthe factors listed had influence on my achievement of the

top position I am holding. I do not have a Ph.D. but my credentials are suitable for this

position. There are other kinds ofpositions in my institution that I could not aspire to. I

think my promotion to the present position was far more related to my experience and for

the work I have done that the success I have rather than any of the factors listed.

CATEGORY B

Sb.9 With age I was fairly young, but I thought I was old at the time when I went back

to school for my doctorate. I was only twenty- eight years and I thought I was going to

be over thirty before I finish. Right now, I am in my mid-fifties and I thought what a kid

I was then; so age is not a factor.

Marital status was a contributing factor in the fact that I went to school for my

doctorate when I was in my late twenties, and I was married with two children. While I

had my graduate assistantship and my tuition and child-care was supported. My husband
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primarily provided all other financial support all the time I was in Graduate School. If I

had not been married, I wouldn't have got that kind of financial support.

Certainly it was necessary to have a Ph.D., so degrees earned was a contributing

factor to achieving the position I am holding in the administration ofhigher education.

The institution I attended does not have a bearing on my attainment of the top

position.

My racial origin does not count at all as I am a Caucasian.

Sb.10 My age as a factor does not have any impact whatsoever.

For marital status, I am not manied so, it did not have any influence on my

achievement to this level ofposition.

For degrees earned, I would look at that from the point ofView ofpositive factors.

The reason why I say this is that I had a Masters and a Ph.D. degree, so looking at my

academic accomplishments I think it has been more positive factor than negative towards

my attainment of the position I am holding.

For the best institution, I would say that I strategically made sure that I attended

what I consider to be the best institutions from undergraduate to graduate school. I even

did my Post Doctoral Studies at Harvard University which I think is a factor in getting

this position.

Racial origin as a factor probably had a greater impact. The reason that I say this

is because when I came into this position in 1987, I was the first African American to

hold the position as dean in three different areas on this large institution. In this regard, I

feel that in my particular case racial origin is a factor in my getting into positions at this
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particular level; although it may have inhibited other women ofmy race from being

selected in the same level of profession.

Sb.1 1 Age is not such a factor, although probably a young person would not be a dean.

Marital status is not a factor.

The largest factor for me is the degrees earned, in terms ofthe position I hold in

the long time of successful and professional career; and leadership in the profession of

nursing.

Institution could be a factor however, I did not attend the very top institutions in

the country and yet, I have been able to advance in my career without too much

difficulty. I would admit though it is interesting to watch men when they look at my

curriculum vitae and when they noticed that I have a Masters degree from Yale

University; not a Bachelor or Ph.D. degree, but Ph.D. particularly which is more

prestigious fi'om a less prestigious university.

Racial origin has no impact on the achievement of the position or in my

successful professional career.

Sb. 12 Age has no influence on my achieving top level position.

The marital status has very little to do with it except that it probably my mobility

and ability to move wherever there was an administrative position. The reason why I

am saying this is because my husband held a significant position with the automobile

industry and most ofour income was dependent on that. As such I didn't think it was

wise to move for my career as oppose to his career. In this regard, I was place-bound to

some extent, which often limit one's ability to achieve top administrative positions.
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For degrees earned, I didn't finish my Ph.D. until 1986. I was over fifty years old

at that time, so that has some influence on achieving a top level position because I wasn't

really eligible for such a position until the achievement of the Ph.D. degree.

As regards the institution I attended, my undergraduate was at a small well known

little arts college and Miami University. My Masters degree was fiom the University of

Cincinnati, which is a rather prestigious university. My Ph.D. was from Wayne State

University but all these did not influence my achievement to the level ofmy position as

associate dean.

My racial origin as an African American has no influence on my achievement of

my position.

Sb.l3 Age may be a factor, but only related to the level of experience.

I do not think that marital status has anything to do with my achievement ofmy

position at all.

Degrees earned and institutions I attended have the most influence.

It is difficult to tell whether or not racial origin have any effect whatsoever. I

doubt it has because I didn't know whom the other candidates were that I competed

against for the particular position that I am in now.

Sb. 14 Age has nothing to do with my attainment of the position I hold.

Marital status is an inhibiting factor because my husband was fully employed here

at the university and that constrained my ability to move for other national level

competition for equal position.
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Ofthe these factors, I think the most important and influential factor to the

position that I hold is the degree earned because I wouldn't even be considered if I didn't

have the Ph.D.

The kind of institutions I attended is not an influential factor.

My racial origin is not an influential factor at all.

Sb. 15 My age has no bearing on my achievement oftop level position.

Marital status has no bearing on it even though I am married and have children.

The degrees earned are a factor because I have a BA. fi'om Taladiga College in

Alabama; MA. from Smith College School of Social work, Northampton Massachusetts.

I got my Ph.D. in Social Work from the same Smith College in Northampton

Massachusetts. The Ph.D. is the degree that is necessary for my advancement to higher

positions.

The institutions I attended are not a factor.

Racial origin as I am African American, has no bearing on my advancement.
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CATEGORY C

Sb.16 I do not believe that age, marital status and racial origin has anything to do with

my attainment to the level ofposition I hold.

The factor that influenced the position I am holding now was my doctoral degree.

I believe that terminal degree, which is Ph.D. I got from University ofMichigan was the

most important factor leading to my position as department head; without the doctoral

degree one does not hold the position of department head at the university.

The institution I attended which is the University of Michigan, is an influential

factor.

Sb.17 I do not think that age; marital status; institutions attended as well as racial origin

have anything to do with my advancement to the positions I hold.

Degrees earned is a factor because I had a Ph.D. in Human Development and

Family Studies which is the major area covered by my career and the department I am

employed in. I also have a minor in Public administration and these most contributed to

my getting this position.

Sb.18 I do not think that my age or marital status had anything to do with my attainment

of the present position.

The Ph.D. degree I had from a major university is an influencing factor.

I had attended a creditable institution that made it possible to get the position that

I have.

I am not sure that racial origin has anything to do with my attainment of the

position.
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Sb. 19 Age, marital status or racial origin has nothing to do in my achievement oftop

level administrative position.

For degrees earned; obviously one has to have a Ph.D. in the appropriate field,

and so my Ph.D. degree I earned from an accredited and reputable university influenced

my achievement of this level administrative position I am now.

I attended an accredited and reputable institution, and it is an influencing factor.

Sb.20 With the first factor, which is "age", I think that a little or a lot ofmaturity is

required to benefit in the administration ofhigher education; therefore I would

recommend top positions in higher education for people who have experienced enough

of life and enough of academia to be able to make decisions. Based on my own

experience I think age is really a factor.

For marital status, I am married and my husband is also a department chair in the

same college and has been a professor for a long time in this same institution. Our

children are grown up and gone, so we are enjoying the jobs because we share a lot of

successes and talk about them and also share a lot of defeats and so; it makes our

relationship a good one. This factor is very supportive ofmy position as department

head.

For the degrees earned, I have a Ph.D. from Michigan State University, A Masters

degree, and a BA fi'om the University of California at Davis. It would be very unwise

for someone to tackle an upper level academic position without firll set of degrees such as

these mentioned. There is no way I would have acquired the position without my

qualification. Having degrees outside ofmy employing institution is also helpfirl because
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it gave me a broader perspective on academic governance, academic policies and

experiences that helped a great deal. I would say that my degrees earned are a factor.

The kind of institutions I attended are both recommending factors.

The racial origin as I am Caucasian I would say, has made a difference in being

hired in my position.

Sb.21 I do not think age or marital status has any influence.

But degrees earned have influence because I have three degrees, BA. with a major

in Education and History from the University of Indiana. I have an MA. in Education

fiom Loyola University in Chicago, and Education Specialist degree in Secondary

Administration as well as Gifted Education from Purdue University in West Lafayette,

Indiana.

Institution I attended has no influence.

Racial origin as I am Afiican American, was not a negative factor because I got

the job whenever I applied.

Sb.22 None ofthese factors have very much influence at all.

Marital status didn't have any bearing on my being hired here.

All I have was a Bachelors degree and it does not have any influence. I believe it

was what I was able to accomplish as a fund-raiser that has much influence.

Sb.23 In terms of age, I think I had to be a certain age coupled with some level of

experience in higher education in order to be considered for top level positions. In this

regard age is a factor.
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Marital status didn't really have a big influence. I needed to have a supportive

spouse because these jobs are typical kind of 8 am. to 5 pm. jobs especially when one

has school age children.

In terms of degrees earned it would have influence a lot if I had a doctorate

degree, but I don't have a Ph.D., so it is not a factor.

The institution I attended is not much of a factor.

My racial origin doesn't have any impact on my attaining the position either.

Sb.24 The only factor that has influence in my achievement ofthe position that I hold is

my degrees earned. I hold a Master of Science degree in education with focus on

exercise physiology, fiom University ofMichigan. I also hold a Masters ofBusiness

Administration from Eastern Michigan University, focusing on Organization

Development and Finance. The Masters degree on Business Administration has certainly

provided support for me in terms ofmy achievement in administrative position.

Sb.25 The factors like age; marital status; institutions attended; and racial origin have

nothing to do with my advancement to the level ofposition I am now.

Degrees earned are the only factor that has a bearing in my achievement oftop

level administrative positions. My ability also contributed.

Sb.26 Age doesn't play any part, only that I wasn't very young when I started. In this

regard I was old enough to take up higher administrative post.

Marital status, I was married but it doesn't have a bearing.

Degrees earned are much of a factor especially as I have my Ph.D.; without which

I do think I would not have been considered.
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Institutions I attended would not be a big influence only that I attended Ohio State

University because it has Agriculture/International Agriculture. Even so, it is not a factor

in my selection to higher education administration.

I think racial origin was seen as a good influence since this program I am

handling was focused in Latin America. Had I been a Latino that would have a good

thing but since I am black, that was probably considered a good thing since we also work

in Africa. However, I don't think it would have mattered because there has been others

that worked in this program but are whites. I think it is seen as a plus but not something

that was required.

Sb.27 I don't think that age has been a factor in my achievement of the position.

Marital status "yes” and the fact that I am married to a faculty member perhaps

helped towards my achievement ofthe level.

The most important factor is the degrees earned. I have a Ph.D. in academic

subjects in history from the University of Wisconsin; and this was a factor in my

selection in my previous position as well as my current position.

The institution I got the degrees does not count towards my achievement of the

position.

I don't think that racial origin was a factor in my selection for the positions.

Sb.28 Age did not make any difference in assuming this position as director ofthe

center because I had somewhat more than fifteen years experience prior to assuming the

position; so it was not age per-3e, but the fact that I had administrative experience.

Marital status is not a factor to my being hired in this position.
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In terms ofdegrees earned, I do not have a Ph.D. and this is a negative factor for

me; so in some sense I needed to have the Ph.D. degree.

For institutions I attended, I am a graduate ofUniversity ofMichigan that I think

is helpful in getting the positions at the university.

I do not think that my racial origin influenced my achievement ofthe position

here.

Sb.29 I am sure age has some influence because I think I was mature enough to be able

to assume not only the responsibility ofthe job but also the interactions that is necessary

for this level.

Marital status also has some influence because I am married to a very supportive

husband that has been encouraging me to apply for any career levels I desired.

Degrees earned are necessary because I have a Bachelors degree as well as a

Masters degree and without the degrees in the field, it probably would not have been

possible for me to achieve this level of administration.

Institutions I attended do not have any influence.

Racial origin probably played a negative part for the fact that it has taken me a

little bit longer to get to this level. I think that if I had not been African American, it

would have been easier for me to move a little bit faster.

Sb.30 All of the factors mentioned examples have greatly influenced where I am today

as a director fi'om a proactive positive point ofView in preparing me for this position.

In terms ofmy formal education, given the fact that I am the director of Risk

Management and Workers Compensation, it required formal training not necessarily in

the areas of Risk Management or Workers Compensation but in financial area. My
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Bachelors degree in Finance, as an example, helped to prepare me for this position

therefore I am saying that degrees earned are a factor.

QUESTION 2

What qualifications are essential for women to achieve top-level administrative positions

in higher education?

CATEGORY A

Sb.1 Certainly, I think women need to get as much education as they can get. They

need both the education and the experience in the problem- solving areas, particularly in

everything from technological skills for example working with computers; budgeting and

finance skills. They should certainly need a good background in training and dealing

with personnel and increasingly legal issues are important for women to have training.

Sb.2 Women who would aspire to be Vice Presidents would require getting a Ph.D. or

Ed.D. Beyond the educational degree, they would need significant experience in the area

that they want to be administrators.

Sb.3 In academic affairs, a strong academic background is essential in order to even

pass the stages of approval by faculty and other Academic Affairs personnel. They

should have the necessary academic qualification for example Ph.D. or equivalent of

Ed.D. On the operational side ofthe institution in higher education, I think that they

experience level has to be a knowledge base, has to be related to area one is planning to

work in for example in Student Affairs, one has to have some experience in areas such as

enrollment, financial aid, admissions and perhaps even marketing.
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Sb.4 Women in higher education administration need to have every credentials known

to God and man. They have the degrees and the publications. They have to be

everything because if there is any flaw in their credentials, they will be thrown out of the

pool. One ofmy mentors told me earlier on that I needed to go ahead and finish my

Ph.D. because I would be thrown out ofmany pools of candidates if do not have the

degree. I went and got the degree and consequently I was not thrown out the pool, so

women have to be twice prepared to get the job.

Sb.5 The qualifications required involve leadership abilities and the experience in

dealing with administrative appointments. To a degree, this is done by working through a

series of appointments with increasingly greater responsibility. Women should also get

terminal degrees.

Sb.6 It depends on the particular position. Certainly, generally people need to have

strong faculty credentials for example, temrinal degree and scholarly achievement in their

field of distinction.

There are other kinds of administrative positions in higher education that are filled

by men and women and are not technically academic administration for example; in

finance area, business, student affairs, development etc., you need proper credentials but

you can't generalize.

Sb.7 It all depends on the position as to what the qualification should be. I do not think

it should be any different for women as they are for their male counterparts. The

qualifications should not matter whether you are male or female. However, Ph.D. and

advanced degrees for higher or top level administrative positions.
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Sb.8 Obviously, anyone who aspires to higher administrative position must have a

good content knowledge about the workings of large organizations. The person must

understand and be able to deal with people of different background in a fair and open

manner. This requires good listening skills. Also, it is important to be able to have the

tenacity in the work as it could take to do these jobs.

CATEGORY B

Sb.9 Clearly they have to have a Ph.D. in the field in which they can demonstrate that

they have great scholarly activities. Being able to do research means that you can think

clearly and rationally and that is a very important qualification for anyone who wants to

be an administrator in higher education. An understanding ofhow education works at the

faculty level allows you to be a good administrator.

Sb.10 I would think those women should have terminal degrees for example, Ph.D. like

their male counterparts. They should be academically qualified in the areas ofbudgeting,

and have a strong sense of leadership and managerial skills in human relations. Women

should be able to scan the environment and get a good understanding ofthe culture in

which they find themselves. In this regard, they should know the organizational

structure, and knowing what the job is all about.

Sb.1 1 Women should have the same qualifications as the men have in terms ofhighest

degrees earned, and in terms of scholarly activities. I also think that they need

appropriate experiences like teaching experiences and other administrative experiences.

Sb. 12 Given that they have certain level of advanced degrees from Masters to Ph.D.,

other major qualifications are leadership skills; willingness to take risks. They should

have vision for where it is that they and the group they are leading are going. They
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should have communication skills for example, being able to speak easily and

spontaneously.

Sb.l3 They should have terminal degrees like Ph.D. or its equivalent of Ed.D. according

to the level of position they are seeking. Beyond that I think women need to get some

experience in administration along the way, whether they choose to take the middle level

management positions or not is not as important as it is. They have to learn some

administrative skills so that they manage projects, be able to do budgeting and mange

personnel. They should learn the university system or whatever system they plan to work

in, in terms ofhow the politics work or how appropriations and priorities are set.

Women really need to become involved in the administration if they want to want to be

administrators.

Sb. 14 Actually, I don't think they are any different than they are for men. Women

should earn degrees from the beginning level, which is BA. to Ph.D. if they are capable

ofdoing it.

Sb.15 It is important to have the appropriate degrees. I think a variety of experiences

are necessary. Ability to make decisions and to be reflective; to be collaborative; to

engage people; to promote understanding; and be willing to listen but be a decision-

maker are important.

CATEGORY C

Sb.16 Obviously you need to have academic qualifications, you need to have a Ph.D.

You probably need to have a certain amount of faculty experience and a certain amount

ofresearch accomplishments. These things vary from institution to institution. It is also

helpful if you can demonstrate that you had lower level administrative experience,
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assistant positions; perhaps in a dean’s office or associate head in a department; or that

you headed a program, etc.

Sb.17 I think that this is an environment in which having a Ph.D. is very important

qualification. But I also think that it is important to women to have some experiences

prior to taking on top level job in higher education. They need to know something about

budgeting and something about personnel management. In addition, they certainly have

to have a View ofwhat higher education is. They need to move beyond their own

discipline and to understand some ofthe issues that are actually facing higher education.

Sb. 1 8 They need to have the same qualification as men who would be applying for the

position of that sort. For example, advanced degrees like Masters and Ph.D. especially as

a chair of department.

Sb.19 I think the most important is that one has to be credible in one's field in order to

gain respect ofthe people you are serving. Without a strong positioning in one's field of

endeavor, I don't think that one would have the same relationship with one's faculty. It is

also important that one has patience.

Sb.20 Women should go for terminal degrees, without this I doubt whether they would

qualify for the same position as I hold now. Other qualifications include leadership

skills. In this case, women should be decision-makers and leader ofmen and women.

These days they talk about vision and it is important that in leadership roles, women

should determine what their visions for the organizations employees and faculty in higher

education are.

Sb.21 I think that women who aspire to higher level administration certainly need to

have leadership skills. They should be able to manage people and tasks. They need to be
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visionaries and to do long range planing while also managing the day to day operations

ofthe office.

Sb.22 In terms of degrees a lot of think that you need to have Ph.D. to excellent

administrator but it is not necessarily applicable; but one need to go beyond the

Bachelors degree level and have graduate degree, for example Masters. I think there has

to be a combination of quality administrative experience along with the degree in order to

achieve a top-level administrative position in higher education. One needs good inter-

personal skills, excellent written communication skills. It is expected that female

administrators be much more skilled than males in the way they handle people and staff

in terms oftreating them equitably and involving as well as empowering them to do the

work.

Sb.23 Anyone aspiring to top-level administrative positions in higher education has to

have the qualifications in the field. It is important to have good people-skills, good

communication skills plus public speaking and writing skills. In addition, they have to

be able to work well with a variety of audiences, understand students and be able to

interact with faculty.

Sb.24 I think there are both formal and informal qualifications. Informal qualifications

are like preparations, thoroughness and attention to details.

Sb.25 It is important to have advanced degree in the area of educational administration

in order to qualify as an administrator in higher education.

Sb.26 I think they should be the same qualification as men and should be performance

spaced and how much we can accomplish towards the goal as we are given.
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Sb.27 The qualifications for women certainly should be the same as it would be for men.

However, I think we are still in an era where I think that women have to be better

prepared than men. Women have to be better prepared in terms of formal education,

social experiences and interactions because these are the type ofthings that give us

confidence. Women have to demonstrate that they have the qualifications, so advanced

degrees are highly recommended.

Sb.28 They are the same as they are for men who aspire to top-level administrative

positions in higher education. I suppose the critical one for my position in the office of

International Programs is understanding and endorsement ofthe goals ofthe university as

well as an understanding ofthe demands made on different groups within the

organization.

Sb.29 Certainly having a Ph.D. or other terminal degree is increasingly critical. I think

also that it is important for people who want top-level administrative positions to have a

range ofother administrative experiences along the way. Again it all depends on what

field one is in and whether one aspires to truly academic leadership positions such as

Dean or to an academic-related position such as my own as a Director. It is also

important to have a variety of administrative experiences like financial management and

budgeting.

Sb.30 Higher education is the key; some positions may not require as much

qualifications. However, when you look in terms ofhigher education and what the

competition would be or who you would be competing with; I would say that a Master

degree would be the minimum qualification for my particular position as a Director. I
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would say it is not always the case, but a Masters degree or above would make it a little

easier for women.

QUESTION 3

Do women administrators in higher education perceive societal sex-role stereotypes to

hindrances to the advancement ofwomen who seek positions in higher education

administration?

CATEGORY A

Sb.1 Yes, I think that sexual stereotypes are certainly present in all ofwomen's lives,

so they would be certainly here in higher education. I think that it is much less so now

than it used to be ten or fifteen years ago. The reasons being that there are so many more

women who have been seen by others to be in high level positions. However, I still

notice for example, there is still issues around child-care and the men at the top would

turn to me and say Dr. H. what do you think? I would usually say to them, don't you

have children or don't you have an opinion about child-care? In this regard I believe

there is still the stereotype there, but it may be changing a bit.

Sb.2 I definitely think back when I started working in the late sixties that there were

worst stereotypes. I worked for employers here who thought that the only appropriate

role for women is either to be a secretary or stay at home and be a mother. Before I came

to work at my present employed institution I wanted to work in the publishing industry

outside higher education; and because I am a female they had to start me as a secretary.

While, at the same time they a male counterpart with the same background was employed

at a higher level.
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Today, I do not think that the same stereotypes exist because I have several

female friends who are Vice Presidents. I know women who are Presidents or

Chancellors in higher education, so life has changed for women recently.

Sb.3 Yes, the society definitely do have stereotypical hindrances to advancement of

women. In my particular institution for example, the people who have been Vice

Presidents in university relations division in the past were males; but it is changing a little

bit but not yet balanced as expected.

Sb.4 Unfortunately the answer to this question is still "yes". Women in administration

are still viewed as unable to make the hard decisions. They are viewed as too fluffy; that

they cry all the time. They are also viewed as sex objects, which is very bothersome to

me and most ofthe women with whom I work. Women are viewed as not safe to go on

trips with men because they may break up marriages even though they are married and

wouldn't want to break up maniages in any way. Women are not brought into the inner

circles because they are not part of "old boys" network, so it is difficult to make decisions

in the men's room when you are not a man. It is difficult to play golfwithin guys when

you are not a guy, so there is an exclusionary factor that certainly the gender does carry

with it.

Sb.5 There are certainly historical stereotypical hindrances that have barred women

from advancement to top positions. I believe that those stereotypes are breaking down

and certainly in my present employing institution there are no longer open barriers to

females; hence the administration in general are eager to hire women in any post.

Sb.6 I certainly do think that there is a bias against women. First of all when you talk

about academic administrative positions, there have been so few women who are in the
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academics as full professors. In the positions, there has been typically men who have

been promoted to Associate Provosts; Provosts; Vice Presidents and Presidents. I do

think that women are perceived not to be as serious and scholarly, and that has meant as

less lacking to be promoted in my employing institution. In the history ofmy institution

which was founded about a hundred and fifty years ago, they didn't have any female

executive officer, some years past. In this kind ofposition that I have, and some other

areas where administrators don't necessarily come out of the faculty ranks; there are some

women in positions for example, in business but they are rarely promoted. When one

study the representation ofwomen in my institution, it is noted that about 65% to 70% of

staffpositions are held by women but there are rarely so many in top positions where

they can make decisions.

Sb.7 Surely, women are perceived as those who should be housekeepers, cook and

chiefbottle-washers at home. The society thinks that women should spend more quality

time with children instead ofthinking that women should have a shared responsibility

with spouses. People don't think ofwomen being in those roles ofhigher education

administration. It is not that women are not capable, but it is that women should not be in

those roles at all. However, the perception is changing recently.

Sb.8 I perceive that the society believe that women are not as competent as men are.

To this effect, sexual stereotype plays a significant role in how people's abilities are

perceived.

CATEGORY B

Sb.9 Most definitely, I think that women are perceived as not being able to handle

administrative responsibilities as well as men. The reason is that women are often
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thought of as being soft and humanistic and this could be a hindrance. My own stand is

that women do not have to talk like men in order to be successfirl in administration; rather

one has to make sure that one has the skills. Women have been stereotyped in terms of

not being able to do certain things that men do, it has been a hindrance.

Sb.10 Yes, I certainly think there are still stereotypes when you look at the number of

women presidents, we have not made the gains that one would think should have been

made.

However for Health and Human Services when I first started teaching, ahnost all

the Deans were men, there were no images ofwomen then. In the last ten years my

counterparts across are about 50/50 in administration and this has proved a little change.

It is so much fun to go to profession meetings now and see some women colleagues in

some levels of administration as male counterparts; but that is not true for Deans in all the

profession.

Sb.1 1 I think it is very true internally as well as in the United States, although women

are beginning to he give some preferences. The system is trying to provide sort ofbroader

diversity in higher education administration and, ranks because traditionally males have

occupied these positions. Somehow, they are now turning around to hire women. It is

more difficult to break the stereotypical barriers at the president level, but at a lower level

for example deans, associate provosts and provosts as well as chairs etc., it is easy for

women to get these levels.

Sb.12 I definitely think that there are stereotypes that women should be teachers in

lower levels than being in administrative roles in higher education. There has been

stereotyping in terms ofthe kinds ofthings women should do and the idea that it gets to
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be though at the top level. Men also took the stand that women are not qualified to do the

job at higher levels; and racial is another stereotyping as well. It is sexual stereotyping

and I do not think that they should completely stand in the way potential female's

advancement.

Sb. 13 I think that it is definitely true in the past number of years but now the ntunber of

women in higher educational administration is improving. There was not a pool of

women in administration because of a particular sexual stereotype that women did not fit

in, only 50% ofthe executive group are in fact females.

Sb.l4 Yes, societal sex-role stereotypes are a hindrance to advancement ofwomen. The

reason why I say this is because unfortunately in most positions in higher education, they

are often looking for males not females.

Sb. 15 Yes, societal stereotypes are hindrance to advancement ofwomen no matter what

they do. Certainly there are stereotypes in terms ofwomen not being able to handle

pressure, not being able to be good clear thinkers, and those types of stereotypes do still

hinder women.

CATEGORY C

Sb.16 I think that sex-role stereotype could be a problem especially the idea that

somehow women are not as tough as men are, or that women are more emotional than

men. Certainly higher education along with other larger organizations tends to be

organized by men in ways that accommodate men's leadership styles. I think that

sometimes, some women have the tendency to develop consensus among people they

may not be interested in some of the political issues. In this regard most of the time men

view their female counterparts as not being effective.
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Sb.17 I am aware that sex-role stereotypes are a hindrance to advancement ofwomen.

Obviously I know in some cases where women are disqualified because people think that

they can't do the job; and this is stereotypical. It is changing some now.

Sb.18 Yes, I perceive sex-role stereotypes to be a hindrance to advancement ofwomen

because, it makes serving in the positions ofhigher educational administration more

challenging.

Sb. 19 I am sure that there are such stereotypes or hindrances. There are stereotypes that

women are gossipers and can't keep secrets; stereotypes that women are not rational; that

women fall apart in crisis. All of these I suspect consciously or not play a role in the

minds ofmales who hire women in the administration ofhigher education.

Sb.20 I don't think that stereotype is a hindrance in my instance because in my particular

position, which is special education, women are needed to lead. I suspect that in some

organizations it might be more so.

Sb.21 I certainly do think so but I think that women have come a long way and we

certainly have very positive female role models in higher levels in the administrative

positions ofhigher education. I think sex-role stereotype is still something that women

have to be constantly aware of; and it is not necessarily a struggle that we have in terms

ofhow we are perceived. The whole issues of control and anger and how we handle

those kinds ofthings and just managing difficult situations. I think that there is still some

perceptions on the part of the society that women have to put up with anything; but we

just cannot put up with this sort of hindrances to advancement.

Sb.22 I think stereotypes still exists in terms ofroles and breaking through the "glass

ceiling"; and the way women are advancing is not through the "good old boy" networks.
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As you look at higher levels of administration ofhigher education in general, you know

that stereotypes still exists.

Sb.23 I probably think sex-role stereotypes are a big put-down to women in the

administration of higher education.

Sb.24 On one hand "yes" I do perceive that women are stereotyped. I see that there are

people who have closed mind about what women cannot do, and there is not much

women can do to eliminate sex-role stereotype. On the other hand, I do believe that

women can demonstrate that they are qualified for the jobs or equal for the positions.

Sb.25 I am not sure that I think ofthem as being as strong hindrance; but I certainly

think that some of the baggage as regards the gender stereotypes about women affect the

interactions with faculty; administration as well as with students.

Sb.26 It can be, it depends a lot on the institution. It certainly has decreased over the

last twenty-five years. I sense that in the administration ofhigher education, the kind of

mistakes that are tolerated may be greater for men than for women. This is something

that can affect the women's career.

Sb.27 I would have to say "yes" because often I see that I am the only female attending a

certain meetings in my level of administration and my voice is over looked or neglected.

I have to say things more than once because the attention is not always there when I

speak; so I think sex- stereotype is a hindrance. When you go to a meeting, you have to

re-establish your credibility and I base this on the fact that I am a female.

Sb.28 I strongly think so or agree but I don't know what the statistics are at this point. I

know that when I was ready to start my first job in educational administration, some of
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the men with whom I worked challenged me that I would not get the job, but I went on

and got it anyway. I called this kind of attitude a hindrance and more so, stereotypical.

Sb.29 Yes, I strongly believe and think that there are some stereotypes that hinder

women fiom advancement; and that women have to achieve more in order to get to the

next level. For myself, I have to work harder than my male counterparts do in order to

get ahead.

Sb.30 Yes, I do perceive sex-role stereotype to be a hindrance to advancement of

women. I think that there is perception that there are certain areas of administration that

women are more suited for or for which men are more suited. However, it has started to

change because for along time women were not considered for Deanships, Vice

presidents or Presidencies for large institutions. I think that this will continue to be the

trend where at the large institutions the chief executive officers are males and much of

top level administrators are almost males.

QUESTION 4

What role did formerly held administrative positions in higher education play in

obtaining their present position? How many years total experienced in prior higher

education administrative positions?

CATEGORY A

Sb.1 I started in higher education in 1975 and taught for a while for a year and half

then moved to be the director of counseling services for four years at the University of

Maine. I then moved to the University of Arkansas as the Dean of Students for two

years. From there I moved to Case Western Reserve University where I was the Dean of

Students and; then to Washington State University where I was Vice Provost for Student
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Affairs for six years. It is from there that I came to my present employing institution as

Vice President for Student Affairs.

Sb.2 I started as Director ofPublic Information and I held that position for twelve years

although a little change and responsibilities were added. I was Director of

Communications for ten years, when they added other responsibilities. At the same time

I was Assistant Vice President for Development for about twenty-six months which is a

little over two years.

Sb.3 I began my administrative career as Assistant Dean ofthe College of Education at

the University ofAlabama in a variety ofpositions from 1973-1980. While I was there, I

was Assistant to the President for two years; and ACE Fellow; Acting Head ofthe

Women's Program; Acting Head of the Department of Special Education for one year

each. I was the Head ofthe Department of Leadership and Counseling at Eastern

Michigan University for four years; and Associate Dean of the Department of College of

Education at the University ofBirmingham at Alabama while I was on leave for seven

months. I retmned back to my present employing institution to serve as Associate

Dean in the College of education for about three years. I have been serving as Vice

President for Academic Affairs for ten months now.

Sb.4 My first introduction to higher education was at a Business College in Detroit for

one year but I came out of it because I did not like to commute. My next role was at

Eastern Michigan University as an Advisor of Financial Aid for ten years. I then

advanced to Associate Director for another ten years; and left the University for

Washtenaw Community College where I became Assistant to the President for two and

half years. When I returned to the University, I became Associate Director ofUniversity
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Development for two years doing fund-raising and managing the university development

office under a male Director. From1989 to 1995, I moved to the position of the

Executive Associate to the President Secretary to the Board ofRegents for six years. As

a result of this, I learnt all aspects ofthe institutions and all the skills used in terms of

operating; running; administering and overseeing a higher education institution; which

brought me to the level ofVice President for University Relations.

Sb.5 My previous administrative position was a director ofNeuro-Sciences and I was

there for four years. I was also interim director of a Center for Neuro—Sciences in inter-

disciplinary research for two years.

Sb.6 Prior to my present position, I was the director ofthe Office ofAcademic

Planning for about ten years. Most ofmy career has been spent on the office, in a variety

ofpositions for twenty years. I started out as a secretary, and then I was research assistant

an administrative associate and then, assistant director.

Sb.7 I was a clinical director for oral rehabilitation or audiography at Speech and

Hearing Clinic here; the director of Graduate Studies; and Assistant Chairperson in the

Speech and Hearing Clinic fiom four to five years. I then became Assistant Dean in the

College of Communication Arts and Sciences for about ten years. I moved into the

position of Acting Registrar during the conversion to the Student Information System for

two years, during which more responsibilities of Financial Aid and Scholarships are

added.

Sb.8 I was an Assistant Director in the office of Institutional Research, then I moved to

be as assistant to the President for four years. Then I moved back to academic

administration as Assistant Provost, dealing with everything fi'om Computer Technology
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to Libraries for four years. I then became Associate Provost for five years and then

Provost to present.

CATEGORY B

Sb.9 I was a Chairperson for twelve years, prior to assuming the Dean's position.

Sb.10 Most ofmy administrative experience in higher education have been in the area of

Nursing Research. My first administrative position was coordinating the first year

curriculum at the University of Califomia, San Francisco for one year. I then advanced

to Associate Director for Nursing at the University ofArizona, Tucson Medical Center

for four years. Then, I went to be the Director of the National Institute for Nursing

Research in the National Institute for Health in Washington, for three years. Now my

present position is Dean of School ofNursing.

Sb.1 l I was Associate Director for Academic Programs at the State Coordinating Board

in Kentucky. It is about the Kentucky Council on Higher Education and this position

lasted for five years.

Sb. 12 I really had only one position prior to becoming Associate Dean and that was the

Director of Student Teaching; and I held that position for ten years.

Sb.13 I was Director of Extension Evaluation Unit for about ten years. I was also

Director of International Programs for about ten years. Prior to taking this position, I was

the Administrator ofthe Home Economic Extension Field Staff for whole state extension

for three years.

Sb.14 Before I became Acting Dean ofthe Graduate School, I was Associate Dean for

Student Affairs for four years. I was also Associate dean and Director of Center for
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Electronoptics for seventeen years; I had a very long administrative role at a much lower

level.

Sb.15 I was Assistant Dean of the College ofthe Social Science for two years. Then, I

was asked to become part of the staff for the Provost office as a Consultant for two years.

I have been the interim Associate Dean ofthe Graduate School since then.

CATEGORY C

Sb.16 I have been at my present institution since 1965, and this is really the first

administrative position I have held. Prior to coming to this position, I was in the

cooperative education center which is one year involvement with business world and

doing academic contracts.

Sb.17 In my first administrative position at Indiana University, I was a Director and

Undergraduate Advising Program for a very huge department for three years. I also

served one summer as a replacement for the Department Head. In my second position at

the University ofMissouri, St. Louis, I was Director of Graduate Studies for one year, an

Associate Chair, and in charge of scheduling classes for one year. Then I was a Chair of

the Department of English for six years, and I have been in my current position as Head

ofthe Department for eleven years.

Sb. 1 8 None. I was only a professor prior to this position.

Sb.19 I held the position ofAssociate Director in the Natural Resources and Public

Policy Program at my present institution four years. I was really in charge of staff

development so I worked with (NRPP) the Natural Resources Policy Program staff,

looking for opportunities for them to grow in their jobs and learn new ways ofworking. I

was a specialist for wasting energy programming for University Outreach for five years.

189



I was the manager ofKellogg Biological Station (Family Farms Project) for five years. I

have been in this position for one and half years.

Sb.20 I was the Program Supervisor ofthe Child Development Laboratories here at my

current institution for fourteen years.

Sb.21 I was an Assistant Principal in a high school at Gary, Indiana for ten years. I was

also an Administrative Assistant to the superintendent for academic instruction. At the

same time I was serving as Execirtive Director for summer Gifted and Talented Programs

for West Lafayette, Indiana for eight years.

Sb.22 I was Executive Director of small Foundation and I was there for six and half

years. I very much helped in the growth of that Foundation; hence I was their first staff

person.

Sb.23 After I finished my Ph.D. in 1984, I worked for the university of Wisconsin first

as an Assistant Director and Editor; later as a researcher also doing the same editorial

work; and finally as Assistant Director ofLand and Tenure Center. These positions

lasted for eight years. In 1992, I moved to my present position as a Director of

International Program, and I have been there since.

Sb.24 Prior to this position, I was in the central administration for two years, and in

another administrative position for two years. Also, I was in one of the colleges in the

same university for thirteen years. In the early part ofmy career, I held a series of

positions in an institute at the University which did research service in advocacy.

Sb.25 I held the positions ofAssistant and Associate Director of Advising for three to

four years each. I then moved to Director of Advising and I have been in it since.
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Sb.26 I had no prior administrative position; hence my present employing institution is

my first and only experience in higher education. This past January, I celebrated my 20th

year at this institution.

Sb.27 I was an Associate Director in the Counseling Center in my current institution for

five years. Prior to being Associate Director, I was an Assistant Director for nine years in

the same Counseling Center.

Sb.28 Prior to the present position, I held the position ofDirector of Health Services. I

was also the Associate Director ofRecreation in a male department at Eastern

Michigan University focusing at the business side ofthe role for four years.

Sb.29 Prior to coming to my present institution, I was mostly Assistant Director of

Undergraduate Diversity Program from six to seven and half years. I held the position of

Assistant President for Student Affairs at Indiana University, in Pennsylvania for three

years. I was also Assistant Director ofAdmissions at Pennsylvania State University for

one year. For five years I was coordinator for the Graduate minority Students Program

for College ofAgriculture at Pennsylvania State University.

Sb.30 I was an Assistant Director ofBean Crop for two and half years, prior to holding

my present position. I just came through the ranks.

QUESTION 5

What role did teaching and other professional experiences play in being appointed to

higher education administrative positions?
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CATEGORY A

Sb.1 None other.

Sb.2 I worked as a Management Analyst in the State Department of Education in

Olympia, Washington for one year. I had nine years of teaching experience as a full-time

faculty member at Bowling Green State University, in the department of Educational

Administration and Supervision.

Sb.3 I taught in a Community College for one year; and was a Research Associate in

both Schools ofPublic Health and Medicine where I worked on mental health issues for

three and halfyears. I worked as a counselor in the Rehabilitation Center, with inner-city

teenagers for two and a halfyears.

Sb.4 I have spent my whole career here at my present employing institution, and I

started out as Assistant Publication Manager, Associate Publication Manager and

transferred to Manager ofMedia Relations. I did all these for five years before I became

a Director prior to becoming Assistant Vice President for University Relations.

Sb.5 I have been a faculty member at my present institution since 1980. I progressed

through the ranks fi'om Instructor, Assistant Professor, Associate Professor and fill]

Professor. I have been teaching as part ofmy professorial duties for twenty years.

Sb.6 I had a variety ofjobs prior to coming to my present hired institution. I was a

third-grade teacher and a buyer at a department store.

Sb.7 I taught here at my current employed institution as a professor. I did both clinical

teaching and classroom teaching and still does.
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Sb.8 I am a faculty member in the College of Education. I taught graduate courses in

Statistics, Evaluation Method, and Curriculum Development, to guest lectures in both

graduate and undergraduate courses. Also, I have done some work with other

Universities in providing commentaries regarding change in higher education.

CATEGORY B

Sb.9 I taught in the public school for six years. I then went into higher education as an

instructor at the University of Maryland, in College Park for twelve years and also

performed duties as Chairperson at the same time. At my present institution, I teach

graduate courses once a year.

Sb. 10 I was a faculty member and still consider myself as a faculty member in this

institution for twenty years now. I do teaching; research and service role for people on

the campus.

Sb.1 1 Through the positions that I mentioned at the University ofArizona, I literally

worked myselfup the tenure ladder over time; which means a certain amount ofresearch

attention to science and research. I have also done large amount ofteaching particularly

with graduate students since 975 until the present. This means for about twenty-three

years. The professorial experience is probably the most helpful, hence, I have experience

in terms ofconsultation, keynote speaking addresses; travelling in the professional

organizations in the nursing career field, etc.

Sb.12 I taught at the State University ofNew York at Buffalo, for several years before I

went to Kentucky.
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Sb. 13 I have been teaching both undergraduate and graduate courses; and have been

professionally involved in the program evaluation training which is a field ofmy

expertise.

Sb.l4 l was a social worker, as director of Family Service Agency for over thirty-five

years. I taught dance at Community College as Acting Dean of the Dance department,

for two years. I then taught Social Work at Graduate School for over twenty years; and

was also a director of the program for Social Work.

Sb.15 I was an Assistant and Associate professor at the University of Cincinnati and

Assistant and Associate professor at this present institution. I was also a public and

private school teacher at Ohio and Indiana.

CATEGORY C

Sb.16 I was an Assistant professor at Indiana University for five years. I was Associate

professor at the University of Missouri, St. Louis for nine years. Also I taught at high

school for two years prior to getting my Ph.D.

Sb.17 I Spent four years in Illinois as a teacher ofhearing and impaired prior to coming

to my present institution. I taught in the laboratory school ofhearing and impaired in

this university for four years; then I joined the academic faculty as a professor ofthe

hearing and impaired, in speech language pathology. This included coordinating speech

and hearing clinic, programs for families ofyoung children in the hearing clinics. I was

in the classroom as professor from 1988 to 1989 when I left for one year with cooperative

center at Eastern Michigan University.
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Sb. 1 8 I had taught for about twelve years as a faculty member at my present institution

prior to receiving my Ph.D. I had been a Social Worker and Program Director for social

work, for six or seven years.

Sb.19 I began my career as a head-start teacher after I first graduated from university. I

worked with children in a Child-Care Center as a head teacher; also a lead teacher in the

nursery school. I was also a Child-Development Specialist for elementary school system

in Western Pennsylvania. After I received my Masters and Ph.D., my first job was as an

Assistant Professor in this present institution.

Sb.20 I have always been a teacher in environmental quality in California. I was a

teacher with community people hence; I did out-reach teaching for ahnost ten years.

When I first came to the College ofNatural Resources, my first experience was resident

instruction, in which I taught four courses in undergraduate and graduate level.

Sb.21 I started offmany years ago as a third-grade teacher, then a fourth-grade teacher.

I then went into high school and taught English to tenth and eleventh graders. I served as

a Counselor to grades eighth to twelfth in two high schools. I also served as a Counselor

on special assignments to six schools in Gary, Indiana.

Sb.22 Yes, I continued to develop my professional expertise by attending classes and

seminars until I became a certified Fund-Raising Executive which took a lot of extra time

on week-ends.

Sb.23 I taught a graduate-level practicum course in the Counseling Center; also did

some teaching at local Community College some years ago.

Sb.24 I have done some teaching in the public schools, prior to moving into

administrative roles. I also worked on the Federal Government level.
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Sb.25 Primarily, I do teach two Freshman-level courses at my present institution, before

I took this administrative position.

Sb.26 I directed a nursery school for about two years. I was a secretary for a number of

years. Also, I was a psychologist in a State School for delinquent girls in Ohio for two

years. I have done a number ofjobs associated with moving wherever my husband has

moved. I taught course on problem-related issues in the College ofUrban Affairs for a

good number of years.

Sb.27 My first teaching experience dated back to two years. I worked in the Peace Core

in Ethiopia when I was a graduate student at the University of Wisconsin; also a teaching

assistant in the African Survey course there. Later on, I worked with the Land Tenure

Center for eight years. For professional experience, before I went back to Graduate

School in Afiican History, I was a Reference Librarian at Yale University for six years.

In addition, I taught a course in Bibliographic Methods to Yale undergraduates.

Sb.28 The only professional experience I have had has been in volunteering positions,

taking pieces of Chairing professional organizations’ Board ofDirectors.

Sb.29 Prior to coming to my present institution, I worked for Xerox Company for one

year. I was an Assistant Buyer for one ofthe major Retail Stores; then I moved to higher

education and started in the Admissions Office as an admission representative.

Sb.30 I had no teaching experience with regards to the position I am holding. In terms

ofprofessional experience, I worked in the Detroit Bank and Trust. Also, I worked at

Michigan Consolidated Gas Company, which has the headquarters in Detroit, Michigan.
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QUESTION 6

Were there other educationally related experiences that influenced appointment to higher

education administrative positions?

CATEGORY A

Sb.1 I was engaged in grant writing and this is all I can think of in terms of additional

education-related experience.

Sb.2 I tried to teach every place I have been for example, I have been teaching one

graduate course a year in my present institution.

Sb.3 I taught English in night school for two years and worked in the high school in

addition.

Sb.4 Yes, probably what supplemented for my experience within my regular work

environment was serving as a president of a local school board in my community for

seven years.

Sb.5 I served on several advisory bodies for Federal Government including the panels

for review of research and graduate training awards for the National Institute ofHealth

and National Science Foundation.

Sb.6 I cannot think of any educationally related experience in addition, so the answer is

none.

Sb.7 I was active in the governance process ofmy professional organization as an

elected official for about ten to fifteen years. I did this on the state and national level and

wound it down.

Sb.8 There is nothing else significant I can think of.
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CATEGORY B

Sb.9 I would say, there is none in addition.

Sb.10 I did not do it in higher education, but I have extensive international experience in

Peace Core for two years and worked abroad for two years. Even prior to taking this

role, I did a lot of international training in the present institution.

Sb.1 1 Yes, I was training people as a dance teacher in many countries in Afiica for

thirty yearS-

Sb.12 I would say no, that I can think ofany other education—related work experience

because I have been at this institution most ofmy adult career in terms ofworking.

Sb.l3 There is no other education-related work experience in addition to those I already

stated.

Sb.14 Yes, I was engaged in grant-writing work.

Sb.15 Not really in my role as Associate Dean. I worked with Yellow Child Study

Institution in Detroit which has a common project in Detroit. I had worked with various

positions with American Red Cross. I had done some work with the Children's

International Summer Village, as a leader in those areas.

CATEGORY C

Sb.16 There is none other.

Sb.17 There is nothing else I can think of as education-related work experience.

Sb. 1 8 None other than what I just stated.

Sb.19 Probably none other education-related work experience in addition.

Sb.20 Nothing more than I stated.
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Sb.21 Yes, I served on a number ofcommittees and boards that are related to my career.

I am on the Midwest Talent Search Advisory Board at North Western University since

1981. I have been on Michigan Talent Search Advisory Board since its inception in

1987. I served as board member for Michigan Alliance Gified Talent Education. I

worked for special Population Committee for the National Association for Gifted

Children. I worked with Professional Development Tasks Forces for the National

Association for the Gifted and Talented Children and also for Curriculum Development.

Sb.22 There is none other work experience in addition to what I stated.

Sb.23 Yes, I was engaged in public practice for psychology for a few years and still do it

to some extent. I did some grief seminars in my community and church; and previously

did some substance abuse work.

Sb.24 I have done some work on Federal-level, serving United States department of

Education Committees which has something to do with substance abuse prevention as

well as in some national organizations.

Sb.25 Probably not outside ofwhat I just stated.

Sb.26 None other than teaching in the College ofUrban Affairs before moving into the

College of Agriculture.

Sb.27 No, there isn't any other.

Sb.28 There is none other I could think of.

Sb.29 Apart from the research projects and others I just stated, there are none in

addition.

Sb.30 I had other menial work experience as an undergraduate, working my way

through school but not on professional level.
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QUESTION 7

Have you applied for positions higher education administration and been rejected? What

factors ifknown or perceived, that might have contributed to rejections when seeking

appointment to higher education administrative positions?

CATEGORY A

Sb.1 Interesting question, but I had never applied for many positions and been rejected.

But I did once applied for the position ofpresidency when I was at Bowling Green, and I

was rejected because I was already making too much money. It was a position at the

institution "inside". I had been nominated for the position and the woman who

nominated me was on the search committee, so it was one of those "old girls" network

things; and it was nice that it happened. I made entirely too much money that they could

not understand why I would be interested in the position. Also, I was not old and wise

enough to do the job. I reiterate that I had not applied for that many jobs, and normally I

do not apply for jobs unless I am sure I would get it.

Sb.2 Not very many positions, but I can think ofthree positions that I applied for and

was rejected. Probably the one that stands out most was the one that occurred long time

ago and that was when I was fresh out ofthe Graduate School. I was applying for a

research position that involved extensive travelling; and the woman supervisor told me

that she would not consider my application because I was a woman and would not be free

to travel. I tried to convince the female supervisor that I could travel for the job, but she

outrightly told me that it was not the appropriate position for a woman.

Sb.3 None because I have only applied for one job in my whole life and I got it.
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Sb.4 The only memorable position I can think of that I applied for and was rejected,

was one at Eastern Michigan University in the 19808. Before I got to the interview

process, I had inquired whether there were internal candidates or competitors, but they

lied to me that there were none. Eventually when I got to the interview, there were

minimum internal candidates who applied for the position, and the hiring personnel

offered the job to an internal candidate. I think they had preferred the internal candidate

to me.

Sb.5 Over the course ofmy career, there are not all that many positions I applied. My

career in the office of Academic Planning was the one I was promoted fairly quickly,

and within the office I was pleased with the work I did then. I did apply for a couple of

other university positions over the years, but I didn't get them. I did not think much about

those positions and what contributed to my rejections because they are insignificant.

Sb.6 I didn't apply for any other positions. I didn't even apply for the position I am

holding now, rather I was asked to take up this position; so there were no rejections.

Sb.7 I could only think ofone at Michigan State University, but I did not get it. My

rejection was not because ofthe issue of gender bias; rather another woman got it

because she had more experience than I had.

Sb.8 There was one position for which I was not appointed, but was rejected. It was

neither due to gender bias nor race, but simply due to lack of experience.

CATEGORY B

Sb.9 I applied for only two and was rejected because I was seeking some

administrative positions in the international arena. I did not have sustained years of
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international work, hence, most ofmy assignments were short-term assignments. My

rejections were simply lack of sustained years of experience.

Sb.10 I had never been rejected for any position I applied for.

Sb.1 1 For initial teaching positions, I probably applied for five to ten positions. The

reasons for my rejections for the positions I applied for were nothing but pure gender

bias.

Sb. 12 I am very lucky so far that I have never had any rejections.

Sb. 1 3 I had not applied for any positions and had rejections rather, I have always been

asked to take up positions.

Sb. 14 The only time I had ever been rejected was when I applied for two dean's

positions in the last several years. I think that the primary factor that contributed to my

rejections was that both of the institutions happened to be research oriented and because I

have been in the administrative positions for the last twenty years my scholarly activities

are not research-based, and therefore, not as extensive as they needed.

Sb. 1 5 I had not applied for very many positions in my career. However, I applied about

three places and was not even asked to come for interview. At that point, I had no idea of

what factors contributed to my rejections, other than lack of experience and lots of

competitors.

CATEGORY C

Sb.16 I have never had any rejections for a job, rather I have always been successful any

time I applied for a job and the moves I have made.

Sb. 1 7 I have not been rejected for any positions I applied.

Sb18 There is none as an administrator.
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Sb. 19 I just had one rejection when I applied for the position of Sea Grant which is

another Extension Outreach Program. I was told very clearly that there had never been a

woman in that position before. For my own good, they said that they were turning me

down. As a matter of fact, the door is still closed for females as far as that position is

concerned.

Sb.20 The answer is none. I was made chair ofmy department at the University of

Missouri, St. Louis. It was a normal rotation position and I was the last member of the

department to be asked to accept the job. My current position is the only one I ever

applied for, so I have not been rejected before.

Sb.21 During the course ofmy career I feel very blessed that for the majority of the

time, I can say that I got jobs that I applied for. I do not necessarily think that in great

part I was prepared and qualified; but at the same time, many people are qualified and

they don't necessarily get the positions they applied for.

Sb.22 Prior to this position as a director I was interviewed for several positions; one at

University of Michigan and two others elsewhere, but I was not offered any ofthe three.

I think the reason was I did not think that I had the appropriate qualifications. There

might be some other factors not known to me. If gender was a factor for my rejections in

those positions, I do not know.

Sb.23 I recall being rejected from one position which I attributed to the fact that I was

pregnant. Other than that I could not recall being rejected for any position, nor have

applied for many in fairness. I was recruited for this position and the two previous

positions that I applied prior to this and which I got. I think that part of it is that I have
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been very selective in terms of the positions I had looked for and had not sought a lot of

positions in my career.

Sb.24 I have never been rejected for any positions because I had not applied for very

many in my career.

Sb.25 I have not been really rejected. I applied for a position in Houston Texas in

Gifted and Talented Education, and they offered me the position. I didn't take it because

it was lower than what I was doing at the time. I was always asked to apply to positions

instead.

Sb.26 I just applied to Michigan State and was never rejected, so I was hired to the

College I am now working. This was significant advancement for me because the

College I was working in the same institution was small, with about four thousand

alumni.

Sb.27 I applied for only one job a few years back and I was rejected. It may have been

due to lack of experience.

Sb.28 I had not applied for many positions in the past, but those I applied for, I got

them, so I had not been rejected for positions.

Sb.29 There has not been any rejections so far, rather I have been in positions that were

created for me.

Sb.30 The only rejections I had was when I applied for Dean of International Students;

but I didn't know much about the factors that contributed to my rejection. The person

they hired must probably had the qualifications; there may be are other host of reasons.
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QUESTION 8

What role did professional networking play in appointment to higher education

administrative positions?

CATEGORY A

Sb.1 I had used a lot ofprofessional networking. I had both of small groups of

colleagues that I stay in very close contact with as well as larger professional groups that

I have meetings with on regular basis. But I think they both helped me to resolve

problems by talking about their own experiences and making my own experience

smoother. They helped me to identify positions they think I would be a good match.

Sb.2 Networking is very important. Getting to know the people that are at the level

you want to get to, when you are internal candidate helps, but since I have never been

an external candidate I can't really speak to another institution.

Sb.3 I have no experience ofprofessional networking but I think it is a must for any

woman who wants to aspire to higher levels of administration. This is true because

people want to know who you are, and how you operate. People want to know how easy

you are to work with, or how difficult you are to work with. All these brings to the table

the sharing of information with people who potentially are colleagues; or people who are

in roles where they are making decision about who they are going to bring in an

institution in a particular position. In this regard, I definitely think that professional

networking is an absolute necessity for anyone who wants to advance in higher levels

ofeducational administration.
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Sb.4 Quite definitely. My mentors had broad network across the country and they are

able to call people and their names carry a lot of influence. When I need something, they

come to my aid and it is nice to have friends and I have a lot ofthem from different

places throughout the country.

I call on them when I need them and they nominate me for positions if I need to

get in rather than having me to apply for them. Professional networking is critical to a

woman's success and essential for the career ladder.

Sb.5 I don't really think that professional networking helped me, rather my

advancement was more circumstantial than networking in higher educational

administration.

Sb.6 I think that in order to achieve administrative positions you always need

individuals who are prepared to be your sponsors and advocates. Those networks need to

include men and women, and they need to able to provide trustworthy commentaries

regarding your competencies and talents in the fit; between your approaches to any

positions to which you might need to aspire.

They also need to be your advocate in providing good references and counsel to

let people know that you are indeed specially qualified for the position. Professional

networking was a great help towards my advancement.

Sb.7 Networking in my case was not in a formal sense but, rather informally. It

involved speaking with and gaining advice fiom senior professionals in my area. In this

case it was very good and highly recommendable.

206



Sb.8 I went within the university with really large network of colleagues. It really

helped me a lot to advance because it all meant that I was visible and known to men who

certainly had good reputation in the university. I also had a fairly extensive professional

network outside the university because the work ofmy office is the kind that needs a lot

of collaboration with other universities. Many ofthese university's personnel wanted to

interview and hire me most ofthe time, and I know that all these invitations and job

offers is due to professional network contacts with people who knew me else where.

CATEGORY B

Sb.9 Networking probably has been a very key factor in my own career. I was the first

Director ofNursing Institute for Nursing Research ofthe National Institute ofHealth in

Washington, DC. Opening and having the opportunity to start this brand new

government agency was very exciting. A lot of it was based on the research reputation

that I had built a number of years, and working with a number ofmy professional

colleagues and every state in the union. There is not any state in the country I had not

already been involved in terms of consultation or working with doctoral program; or

providing research consultation; or key-noting their research conferences. These kinds

ofnetworking and knowing the number ofpeople and having good sense for the research

agenda for nursing really was a great aid to being able to attract the position for the

National Institute.

Sb. 10 I think a networking is extremely important. One ofmy reference letters came

fi'om American Council on Education (ACE). I was the Director ofWomen's Initiative

for Women Administrators, and I had been involved with a woman administrator

networking in Kentucky; and she wrote me a wonderful letter of recommendation. The
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provost noted that I had a letter from American Council on Education (ACE), as part of

my recommendation and that helped. Also a lot of good friends who were male mentors

helped towards my being hired in the positions.

Sb.1 1 Professional networking is absolutely critical in advancement to higher levels of

administration. I think that there is a known appreciated factor that personal relationships

are absolutely critical because people just do not want to read about somebody in the

Curriculum Vita. They just do not only want read somebody in the letters of

recommendation; rather they want personal contact with people who know a person

before them or talk of administrative role. Having your networks appears that other

administrators and field staff and faculty who have been your colleagues

Sb. 12 Professional networking is very important piece because other professionals have

to know you; and they are the people who have to recognize that you have something to

offer and will then support your going forward of the position. I highly recommend

professional networking because it was a critical factor to my advancement.

Sb.13 I think professional networking is very important. As part ofmy experience here

at my institution. I participated in a couple of leadership programs, one with CIC

institutions, in particular which allowed me to have contact with a lot ofpeople in the

administration building who got to know me better. They could see how they would

work with me, and that kind ofnetworking is extremely important in terms ofparticular

women. It is important that people have a chance to see who you are and what you think

before they can look at your application.
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Sb. 14 I think it is extremely important that women connect to both locally as well as

nationally. I have had as many invitations to apply for Deanships but because I am

placed-bound, I could not really go just any place. Those connections came from my

participation on national and statewide committees and local committees such as AACTE

(the American Association of Colleges ofTeacher Education); and ATE (Association of

teacher Education). The Renaissance Group has been a tremendous help and extending

my recognition both locally as well as nationally.

Sb.15 Networking had a great impact in my advancement to higher levels of

administration. I think that the first job I had as chairperson came because I had involved

professionally on the national level as a consultant with the university program; and so I

was asked to take the position and I applied and got it. With the present position, I was

heavily involved in the professional networking and it helped me in advancing to this

position.

CATEGORY C

Sb. 16 Networking is really important, and I would say there is networking in two ways.

Since coming to my present employing institution, requires me to interact with people all

across the campus, I work with people in many different divisions both on the academic

side and what I would call the logistical side, so I knew people in all kinds ofjobs on

campus. I really made a lot of connections and those people were very helpful to me.

Secondly as a supervisor, I also had a lot ofcontact with faculty and community people

in this area. I did not realize that at the time these people I knew through their children

have become valuable connections. Today as the chairperson for example, there is

almost no administrative meeting I go to, that I do not meet people I have known. As a
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result of this, it often means that I can open the door. It means people know me, people

trust me, people thought I do a good job. The result ofthis is that I have a reputation,

aside from my reputation as a chairperson which has been very helpful to me. In the

community it has also been very helpful for example, several people I have come in

contact with in Lansing area schools, those are decision-makers in that systems are good

people to be networking.

I have colleagues all over the country, in the state and national levels. I do a lot of

international speaking, key-note speaking, for the last five years for international

conferences for example, in Korea, Hong Kong, Australia and Europe, and all these

give me credibility. I have found that networking helped a lot towards advancement to

higher positions.

Sb.17 I was hired in the department where I was a professor so, networking made a big

difference because people knew me from my department and the university at large. I

would say that professional networking is extremely important especially for women if

they want to advance to higher levels of administration.

Sb. 1 8 Excellent questions but I have no excellent answer, because I have never been a

joiner of a group type ofperson. I have always pursued my goals, almost always on my

own without adjoining networking groups. I have gotten an enormous amount of support

and benefit from all female department chairs that came to me after I became a

department head here on campus. They are a total of ten women on the entire campus

and we are very blunt and open to each other. Apart from this, I would not say that I am

professionally involved in networking.
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Sb. 19 I suppose professional networking is important if you are ambitious and seeking

higher levels of administration. I am not sure I consider my position particularly as the

highest level however; it helps to know people. I have been active in National

Organization (Association of the Department of English); and I suspect that my activity

there was helpful in my getting my current position. I think it is important to get to know

people who are working in all kinds ofpositions that one is interested in but, I did not

sort of actively network to advance.

Sb.20 I think my performance as a conscientious professor, and my interactions across

campus and within my own department must have somehow; lead to being offered the

position as department head. I would say it is professional networking locally that helped

a lot towards my advancement.

Sb.21 Networking helped me when I was at Pennsylvania State University moving fi'om

college to gaining a new position in the admissions office. Networking helped to be seen

by the broader university. It brought me into contact with a lot ofpeople.

Sb.22 I believe that networking works towards advancement; but I can't really put my

finger on how professional networking helped me. All I know is everybody who has

offered me ajob has been in touch with their networks and may have interacted with the

hiring personnel before they offered me a position. I know this is true because the people

that have hired me in the past had told me that they have heard from such and such a

person. In this case, professional networking is extremely important; so we have to be

nice to people because we don't know who will help.
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Sb.23 One thing I found is that you can't wait for professional networking to come to

you rather; you have to create professional networking. I belong to American College

Health Association (ACHA) which represent College Health Centers across the country;

over six hundred universities are involved in this organization. I am the chair ofthe

administration section of this national organization. I didn't get where I am because I

belong to the organization rather; I worked hard to make contacts within the university. I

knew people in all the different divisions so that I understand how the university

operates. I talked to people that can teach me about the politics of the organization, so

this type ofnetwork has really supported me. Talking to colleagues and knowing that

they have experienced some ofthe same joys and fi'ustrations helped me a lot.

Sb.24 Networking was very important and has been certainly in my career. Much ofmy

networking 1 would say is very informal, but it is very important to interact with people

that you feel that can benefit you. I would say that professional networking is very

beneficial for people at all level.

Sb.25 Professional networking certainly aided me in being offered this position by

virtue ofthe fact that I knew a number of faculty members in Michigan; having lived in

the area for several years.

Prior to being offered the position, it meant that the hiring personnel knew me and

knew my qualifications; and I think that this was a factor in being offered the job.

Sb.26 Professional networking has been absolutely critical for the fact that I have spent

my career in the same institution. It has meant that people got to know my work abilities

and me and I think that kind ofconnections that were there certainly helped. For
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example, I would not have been recruited for this present position if the search committee

had not known me; so I think that networking had been an important factor.

Sb.27 Professional networking is absolutely critical for advancement to any higher

positions.

Sb.28 It was a great assistance to me. I highly favor networking because I was very

active in professional organizations outside ofmy employers and I got lots of experience

in this manner.

I got actual experience by holding leadership positions in professional networking

organizations. Also I worked with other people and gained knowledge fi'om their

experiences they shared with me as a group. There were times I was challenged during

the course of the day and I could pick up the telephone and communicate with

individuals. It was particularly helpful either by sharing my challenges with the person

or having some insights about how the person handled the same challenge.

Sb.29 Professional networking is certainly important towards my advancement. I had

male mentors who were part of a beginning national network, all in the same talented

career. They knew many people and they helped me in advancing to the positions ofthe

Gifted and Talented.

Sb.30 Professional networking was a key to my advancement. I was very successful in

the College of Veterinary Medicine because 1 demonstrated what I could do there. I

believed that it was because other people knew my work and what I was capable ofdoing

that I got to where I am now.
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QUESTION 9

Did you have a mentor? What role did mentors play in being appointed to higher

education administrative positions? What was your mentor's gender? What was your

mentor's profession?

CATEGORY A

Sb.1 I had mentors and for the most part, they have been men. There was one female

mentor who back in my counseling services, and she was actually a psychologist and also

a nun. For the most part there have been people who helped me to identify my own

strengths and weaknesses; they also helped to suggest ways to enhance my strengths and

diminish my weaknesses. They were good people for me to talk over my ethical

mistakes.

My mentors were in higher education. One ofthem was Vice President in

Business and the other was Vice President of Student Affairs.

Sb.2 I did have a mentor and he was a male. He was my boss and a Director ofPublic

Information. When he became Associate Vice President, he promoted me to Director. I

think that I learned a lot about how to be creative fiom him. I also learnt how to treat

subordinates employees nicely as well as how to manage office. I know he was

specifically responsible for my promotion. He had direct impact on me.

Sb.3 I had many mentors not only just one. I have had probably more male mentors

than I have had females, but I had one outstanding female mentor because if it had not

been for her, I would not have been where I am today. My mentor had shaped my life

and shaped me and again I give her a great deal of credit for who I am today. She

encouraged me in a variety ofways to get my degrees, and encouraged me in my
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personal life. She gave me advice even today and she calls me when I am in a troubled

sport and she helps me. The men in my life come and go but they are always there when

I need them. Some ofthese mentors have early influences in my life. They are there to

run in affairs for me, and all I had need to do was to raise my hand and tell them that I

need them . If I don't raise my hand, they will not know and they will not help me.

I had five mentors all together; four males and one female. My mentors are all

educators of some sort.

Sb.4 I did have a mentor and didn't formally set up a mentor and mentee relationship

with the individual. However, I learnt what to do and what not to do from him. He

taught me how to make decision which helped me to do things right. I watched and

observed him in times of decision-making processes. I had good and bad experiences

which shaped my present and future roles.

My mentor was a male in higher education. He was a top-level president.

Sb.5 I had a couple ofmentors and the best advice they ever gave me was not to expect

to be right a hundred percent of the time. They advised me to learn from those

experiences that do not work out the way I wanted. They advised me to make lemonade

out lemons and not to take things too personal. They also advised me to try to deal with a

particular situation and move ahead.

My mentors were men and they were all in higher education administration.

Sb.6 I had two mentors during my training period, namely my thesis Ph.D. mentor and

a mentor for my Post Doctoral training. They guided and shaped my academics

throughout these periods. They gave wonderful advice on how I could perform well.

Without them I do not think I would have gotten to where I am today.
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I had two male mentors and they were both professors in Biological Science-

related field. I also would consider as a mentor, a senior faculty female who was in my

department and who held a position of interim Vice President for Research. Speaking

with this female mentor was very helpful to my making decision about accepting the

administrative role that I am now.

Sb.7 I had two people that I consider as mentors. The first person was the director of

my office before I was made a director, and she was someone who really recognized that

I had lots of potentials. She was the one who told me that there are things I could do to

make myselfmore ready to advance at the rmiversity. She helped me to identify those

things and be able to do them.

She had suggested and encouraged me to go back to school and get my Masters

degree in education. She gave me the kind of latitude that worked for me to cope with

my heavy work schedule. She gave me lots of tips and information in different ways

about work style, networking and understanding the university culture. Without this

mentor, I probably wouldn't have got any ofthose first promotions that were absolutely

necessary for me to really become a university administrator. My second mentor was

when I was named a director ofmy office. He was a man I reported to and he also

recognized that I had lots of talents and potential. He was someone, who helped me to

become successful as a director, and encouraged me again to go back to school and

helped me to find ways to combine another degree with my work schedule. I think he

was really responsible for my advancement to Provost position that I hold now. He really

promoted me and made sure that people recognized my talents, and made sure that I have

done everything that is required for this position.
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The first mentor was a woman. She was a Director ofAcademic Planning and

administrator in higher education. The second mentor was a man. He was Associate

Provost in Academic Affairs as well as Economic Professor.

Sb.8 I was very fortunate over the years to have a number ofpeople that I would put

into the mentor category throughout my career. Almost all of them have in a sense given

me advice about my strengths; and they have been very good in giving constructive

suggestions about how I could improve. They are also people who have been for me

when errors are made because people make errors ofjudgement now and then.

All my mentors were males. They were all involved in education by profession.

CATEGORY B

Sb.9 I had several mentors and they helped me from the point ofview that thee served

as role models. They helped me in clarifying my objectives in what I wanted to do in

life. I also had family members who were also mentors and they served as role models in

helping me to continue to advance.

My mentors were mostly females but I also had male mentors as well. Some of

them were in higher education, but my family mentors were educators by profession but

not in higher education.

Sb. 10 I had several mentors, not just one mentor. I have mentors in terms ofmy

scientific career, and in terms ofrunning the Center for Electronoptics and that sort of

administration. The mentors were good in giving me feedback from different

perspectives in my career.
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I had both male and female mentors. Some ofthem were my former scientific

professors. The female mentors were the Dean ofmy graduate school and I have been

following on their footsteps ever since.

Sb.1 l I have had two mentors in my lifetime. My first mentor was my professor when I

was at the University of California, at San Francisco. She was the one who really got me

interested in research and helped me to learn the discipline, and the enjoyment of

discovering process in the sciences. She essentially motivated me to go back to school

to do my Doctorate work and then to continue in the program of research. The second

mentor was a woman I went to work with after I finished my Doctoral program, because

she was an expert in how one facilitates other peoples' research; as well as how one helps

other colleagues to put together their research programs. She was just exquisite in

facilitating group research program.

Both mentors were females. Both ofthem were nurses by profession.

Sb. 12 I had a lot ofmentors and they were extremely supportive and helpfirl. One ofmy

mentors was very wonderful and too helpful towards my career as an administrator. In

fact I have no words to qualify how wonderful some ofmy mentors were, but I can only

say they shaped my career and my advancement.

My mentors were all males. They were all administrators in higher education.

Sb. 13 I had several mentors in the last forty years that I have been in higher education.

Probably the two most significant ones were those that influenced me to go into

educational administration. They encouraged me; influenced me; created opportunities

for me; and promoted me to higher levels.
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Both ofmy mentors were males. Both of them were Deans in higher

educational administration.

Sb.14 I had a mentor and frankly he was in my Ph.D. committee and a very well known

professor at my institution. Her influence to me and knowing me and speaking for me

was very important. She was also very helpful in guiding and keeping me abreast of

broad range of literature. She did not just guide me towards the specifics ofthe field of

my study; but she kept me abreast of broad nature of citizenship ofkinds of literature as

well as leadership and what is happening in the world. She helped all ofher students,

including myself, in our career field ofHuman Ecology to understand that individually

we can make a difference.

My mentor was a female. She was a professor ofHuman Ecology.

Sb. 1 5 I had people whom have been very supportive ofmy work. However, one person

stands clearly as my mentor, and this person was my professor in my doctoral program.

This mentor was an advocate for me as I was being accepted into my doctoral program;

and she continued to be my advocate as well as a teacher throughout my doctoral work.

My mentor was a female by gender. She was obviously a Professor of Social

Work. She had been the Director of the School of Social Work.

CATEGORY C

Sb.16 I did have a mentor before when I first became a department head. My mentor

helped me whenever I had questions regarding my job. He taught me how to do things

easily and directed me to the right paths to go in my job.

My mentor was a male. He was an administrator in higher education.
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Sb. 17 I didn't think I had anyone personally that I consider a mentor. However, there

were a number ofpeople who helped me in my career over the years. The mentor I

guessed I remember fondly was a dissertation adviser at the University of Indiana. There

was another female who was in many ways a role model for those of us who came as

young professors at Indiana University.

The mentors were both male and female. Both ofthem were fiill professors at

Indiana University.

Sb. 1 8 I really had three mentors in my graduate work. I went to Pennsylvania State

University and had a committee in which the people really took personal interest in me;

and each one ofthem mentored me in a different way. I had one mentor who was the

chair ofmy committee, who really helped in terms ofmyselfconfidence as an

academician. I came to Graduate School not particularly interested in research, but very

interested in applied work; but wanted to know the rationale behind research strategies.

My mentor saw in me some things that I didn't necessarily see in myself.

The second mentor was very fine writer, and was a good person who was able to

obtain grants. This mentor helped me to get a $20, 000 grant to write my dissertation.

He took me to national meetings so that I could meet people and have exposure at the

national level. He actually took me to a conference and introduced me to people and was

very helpful; hence I wouldn't have gone to that conference on my own.

The third mentor was a woman in my Graduate School; and she was a very

encouraging person who I could basically approach and to about ideas I had regarding my

work and my future. All these mentors continued to have contact with me since I

finished my graduate program.
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Two ofmy mentors were males and one was a female. All ofthem were

professors in higher education.

Sb.19 I did have a mentor and basically she helped in suggesting resource people who

solved certain problems or intervened with people to straighten out problem areas in my

career life.

My mentor was a woman. She was an administrator in higher education.

Sb.20 I have had many mentors and I must confess that they are all informal; and they

are people who have treated me equally with respect and I respect them. They treated

me with much respect and support in my life.

I have both male and female mentors. The female is a top-level administrator in

higher education, while the female is a researcher.

Sb.21 I had a mentor and he helped me to advance to this present position that I am

holding now.

He was a male by gender. He was a professor of Educational Psychology as well

as a Director ofResource Institute at Purdue University.

Sb.22 I had a couple ofmentors and I think they kept me focused in what I needed to do

professionally. They advised me in terms ofwhat kind of additional training I needed;

the questions I needed to ask myself; how to refine my skills in fund-raising; and how to

network to get ahead.

I had both male and female mentors. Two ofmy mentors were Fund-Raisers and

one was a Labor and Industrial Relations Specialist.
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Sb.23 I have had only one mentor during my career and that was very earlier on at my

present employing institution. This mentor was very much advanced at the time than I

was in terms of his position at the university. He was most helpful in advising me not

necessarily from professional or technical basis but more from a political basis in terms

ofmaking me aware as to the positions and personnel who hold power here at the

institution. He was not most influential by way of his title or position but he influenced

me by playing a role; so he helped me to advance.

My mentor was a white male by gender. He was a Director of the Physical Plant.

Sb.24 I didn't have any mentor; rather I had people I discuss things with, not a mentor in

a sense.

Sb.25 I do not have anyone that I considered to be a mentor per-se. Certainly I had

learned from a range ofpeople along the way, both men and women particularly the

people I worked with in previous positions. I learned more from observations and

experience than from the point ofview of a mentor who took particular interest in my

career in a very coherent way.

Sb.26 I did not have anyone I would call a mentor in my life-career.

Sb.27 I had a couple ofmentors, and in each ofthem I had seen qualities that excites me

in terms of leadership and responsibilities. I learnt how to be a visionary and I try to pick

up on some of their characteristics. In each ofthem I also saw some male qualities that I

would not like to emulate as an administrator. As mentors they have also taught me

things in terms ofhow not to behave and how not to interact. Sometimes you can see

through a mentor all the positive ways you want to be but sometimes you can see through

a mentor things that if you had an Opportunity you would not do it that way; simply
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because you see the results that they are getting. They have given me some of the

positives and the way not to go about business. Both ofmy mentors were males. Both of

them were higher education administrators.

Sb.28 I can only think of mentor at Pennsylvania State University. He helped me to be

recruited to Graduate School at Pennsylvania State University. He also helped me in a

number of capacity throughout the years, not only by giving mejob leaves;

recommendations but he is just somebody I could trust and talk to about my career

aspirations.

My mentor is a male by gender. He was a professor of Agricultural Economics.

Sb.29 I had a mentor and he was my major professor when I was in Ohio State

University. He believed in me when I got my Masters degree and I went off to follow my

husband in various places. Later on, when my husband left me with two little children, I

decided I needed to go back to school in order to take care ofmy two little children. I

contacted my mentor and he was very supportive of me. He found money and gave me

graduate assistantship; gave me job; a place and a desk in the department to work. He

was very helpful and without him, it would have been very difficult for a single parent

with two children to do without that kind of support. He didn't gender support me rather,

I needed financial and professional support and he did it. He also helped me to

understand what I needed in order to do well in my courses.

My mentor was a male. His profession was Developmental Psychologist.

Sb.30 I had a mentor and he played a key role in terms of encouraging me. I think that

sometimes it is difficult to go into new areas when you do not have prior experience
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because you are confident that you can do the job. I had a mentor that is very

encouraging and he challenged me to take risk.

He is a male. He was a psychologist.

QUESTION 10

During the hiring process, what negative challenges were encountered? What positive

situations were experienced?

CATEGORY A

Sb.1 Most ofmy encounters have been positive. I think that for the most part, the

organizations with which I have made applications for the last twenty years, were higher

education institutions. I think that they are Affirmative Action Processors, and their

whole way of interviewing people was very open and fairly inclusive. This has been

especially true in Student Affairs area than in some other areas ofthe university because

they are a more diverse population in their staff. I think that they always feel that it is

important to have more inclusive search committee.

Sb.2 I never had any negative challenges because I only applied for one job. They let

me have my leave as I desired one summer, so it was a positive experience.

Sb.3 Negative challenges are brought in as token women for an interview and then

watching people be surprised when I knew what I was talking about. Knowing that you

are not the choice ofthe people with whom you will be working but being chosen

because you are a woman and because the organization needs a woman in that position.

On the other side of that, while that is sometimes troubling to know that the only reason

why you got the job is because you are a woman, and again a well-qualified woman.

Another part ofthat is again you can roll up your sleeves and show the people that
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women can do the job. I have done that probably in every job that I had got. I got in the

job because I am a woman and I had the appropriate credentials and the timing was right;

but when I got in and after a few months or years, I showed them that I could do the job.

The result was that other women followed me in other administrative positions and that

has been very rewarding.

Positive encounters are nice to see other men and women who can accept a

strong woman as part ofthe leadership team. Negative also is that I have actually in

salary negotiations, heard people say to me "but you have a husband, you don't need all

this money" and to that, I flew into a rage and said that I am not married at the moment.

But I would say that my husband has nothing to with my salary at work, and for every

dime I get I am not giving one penny of it regardless ofwhat the hiring committee think.

In this regard, I had negotiated hard and heavy and made financial gains every time I had

moved from one position to another.

Sb.4 I first of all had positive encounters rather than having negative challenges and

this helped me to carry on with other future jobs or interviews. I got ideas from positive

encounters that helped me to make conscious decisions. The negative challenges that I

had was just arguments for salary which was not really to argue about; rather I depended

on my performance to boost me up.

Sb.5 I had only one experience with University of Michigan, and I really had no

negative challenges that I can recall in gaining any positions. All my interactions as I

recall were positive.
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Sb.6 I really had not been hired anywhere else for a long time or sought many jobs

over the last few years. Before I was promoted here in my present institution. 1 had a

couple of other universities who tried to recruit me for two positions. The men I had to

speak with were positive in that both institutions were hoping that I consider moving into

their area, and taking a job with them. They tried hard to convince me that it was the

right job and the right kind of institution. However, it turned out that they were deceiving

me, hence I would not have been happy there. This shows that some organizations are

not sincere with females when it comes to hiring processes. I have not had much

experience with hiring processes.

Sb.7 They have not been basically positive or negative challenges, but just challenges.

I came to this university at the good time.

Sb.8 I think that over the years, I have acquired a relative forthright style; and I am

relatively clear about my own strengths and interests that I am not as well as suited to do.

I think the positive encounters have come with people who have been willing to listen to

both of these. One has to try to seek out the degree to which there is a distinction

between the things which one does not like to do but does well from the things which one

likes to do and does well in addition to those things one likes to do and does well. The

challenges are really the ability to have the focus and attention and to the background that

would cause one to do well in a variety of interviews. Also, the challenges are always

that people have stereotypes regarding what kinds of appearances are good for what kinds

of tasks. One has to be able to overcome those stereotypes as one works with people in

the interview process and as one is able to convey one's strength and weaknesses.
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CATEGORY B

Sb.9 I had positive encounters in two jobs I have been able to achieve in higher

education administration. I found the interviews to be very open and fair in the hiring

process. I was looking for what would contribute to my growth and development in both

situations and I was able to see that during interview process. For negative encounters, I

did not have any but, they did ask me ifmy experiences in the smaller institutions I

worked would help me to handle or function well in bigger institution like the present

one I am working now.

Sb. 1 0 One ofthe negative challenges I had was just the enormous amount oftime it

takes to go through the interview process. For example, people who are very busy to

have a long interview process can really be burdensome even though I understand and

that the process is very important for people to talk to the people they are going to hire.

Positive encounters would be the wonderful people I had met through the

interview process who talked about what my interests were.

Sb.1 1 I had not nay negative challenges in the hiring processes because I have always

got the jobs I applied for and myjob was always created new for me. However,

sometimes one negative challenge is that in general people would not know all the

nrismatches of a job before they apply for it. They do not know the tough competition

that they are going to face during the hiring process because they were not communicated

to, so that at the end they face disappointments and feelings of inadequacy. The hiring

process often times takes a toll out of the peoples' ego. I think that organizations should

be more open and more counseling-oriented, rather than being more business-oriented.
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Sb. 12 I had positive encounters with people who felt that I was qualified and had the

necessary skills to do the job. However, there were always persons who felt that it was

their role to try to make the interview processes difficult. For some reasons they felt that

they need to try to identify flaws in my credentials or my work; but none were able to

sustain any issues that held out. It means that there may be times when some people are

negative and some people are positive.

Sb. 1 3 The only negative challenges was when I was applying or considering a position

for the National Institute and Federal Government. The Federal Government has a much

truncated process for the individuals at even high administrative positions; and one get

very little information about how you will do in the process of applying for the position.

It was the most negative challenge although I did in fact achieve that position.

Positive encounters are primarily those I had in the academic system and

particularly where people are interested in my moving fiom one organization or the other.

They were willing to work with me in terms ofwhat they will do to help me make that

move. It can be very positive when they are trying to attract you to a job.

Sb.14 I remember having an interview when I first graduated from Pennsylvania Sate

University and the University of Pittsburgh. They never even sent me a letter of rejection

or a letter of acceptance. Also, a couple ofyears ago, someone wrote me that I had been

nominated for a Provost position, and I applied and never heard a word. I think that

people should at least get some kind ofresponse whether negative or positive. I think

that some search committees do not treat other candidates nice.

However, I have had some really positive encounters and good interviews with

some other institutions but I did not take the job. After I left my former position in
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Buffalo and went to Kentucky, the Dean called me and wanted me to come back and he

gave me all kinds ofpromises, but I told him that I could not possibly go back. I think I

was complemented for the fact that he wanted me back.

Sb.15 I have not encountered any a lot ofnegative challenges because there has only

been twice I applied for positions for forty-one years in my professional life, and I was

not accepted. I probably have had more positive encounters. I have often been the first

minority hired in many positions. My first teaching position in Cleaveland, I was the first

minority teacher; in my high school position and my first college positions, I was the

first minority. My present position in the College of Education, I was the first minority

female to be in this position; so it has not been too much ofnegative challenges.

CATEGORY C

Sb.16 The most memorable one was when I was being hired as an Assistant Professor,

as I just got out ofthe graduate school. I remember going to interview in one institution

where they segregated male applicants from female applicants. We were interviewed by

different committees in different rooms. I was told later that I was the best female

applicant but obviously they hired a male. In general I have not sought manyjobs or

positions rather, I have been sought for them. I cannot say that I have had very serious

challenges.

For positive encounters, many people have treated me in the way I expected to be

treated.

Sb.17 I have actually had all positive encounters in all the places I had put up

applications. I was appointed for some ofthe positions I have held.
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Sb.18 I have had both positive encounters and negative challenges. When I was in the

hiring process, the department was in certain amount of chaos and conflict; and they did

not have very reasonable hiring committees. For example, they did not interview

anybody. They just asked for written statements and the person who actually made the

decision was the former dean. Basically the hiring process was positive; but the faculty

chaos which affected everyone who was applying for the position was negative in that

everything was done in a political manner.

Sb. 19 The negative challenge I had was that of the Sea-Grant hiring process, as I could

not be hired because I was a woman. The positive encounter I had was being a manager

of Kellogg Biological Stations which is small family farm projects. The hiring personnel

were very open in their dealings with me.

Sb.20 I have in not more than one organization and have not applied for very many jobs;

so I have not had various encounters and challenges.

Sb.21 I think some ofthe negative challenges I had in the past were in terms of trying to

understand what the search committee wanted, or what they were looking for. As I was

talking about what my goals and plans were, some of the things matched. It is always a

challenge I was looking for a job or applying for a job; especially when I did not have an

idea ofwhat I was expected to do in the job or position. I think that one ofthe

challenges is seeing that what I was looking for in a job matches with what the job

requires.

In terms ofpositive encounters, it was positive to talk about plans, goals, visions,

and myself. It all meant that whether I got the job or not, my interview experience was

positive because it gave me a chance to even sit down and think about where I wanted to
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be in the next three or five years. It also gave me a sense ofhow I might impact a

particular organizational structure.

Sb.22 I have had any negative challenges. I guess that sometimes it can be a challenge

when interviewing with groups. During the two or three major positions I have had, I hit

it offwith one individual and it was not too good.

Sb.23 I had negative challenge where I was before I came to my present institution.

They asked me illegal questions and a lot ofthem had to do with how I would deal with

my children while I would be travelling. They also asked me what my marital status was

and a lot ofperceptions hinged on how I would deal with family issues, which they did

not ask my male counterparts. Even right now people are concerned with those family

issues which is in a way, shouldn't be because I can't jungle all those things or I wouldn't

be in the position I am now.

Sb.24 This is a challenging question. I believe that during some hiring processes, the

various individuals in the committee were not honest with me. I was somehow biased

from experience such individuals in the hiring team because oftheir attitudes to women.

In one ofthese processes, one individual told me outright that I would not be hired

because I am an African American woman.

For positive encounters, the fact that I was hired for the position for which I am

holding now is positive experience for me.

Sb.25 I have not applied for many positions, obviously my experiences have been all

positive.
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Sb.26 I have not had various encounters with organizations, so I have not have had

negative challenges.

Sb.27 I certainly have been aware ofnegative challenges and positive encounters with

individuals rather than organizations during hiring processes. I had negative challenges

in interviewing for positions for example, when there was already a candidate that is

clearly favorite and well known to the hiring committee. There was a particularjob for

which I interviewed and I was not the preferred candidate, and the hiring committee was

as very discouraging as they could.

I have also met people in the process of interviewing with jobs with which I had

positive encounters and I admired them very much. I could think particularly ofwomen

whom I met on different job interviews and I enjoyed interacting with them.

Sb.28 It is true in situations of hiring processes. I encountered a negative challenge

where men of hiring personnel played sex-role stereotypes ofhow I would juggle with

raising children and holding higher level position. They asked insulting questions but I

covered every thing with laughter and tried to be flippant in answering such questions.

Sb.29 I have not encountered negative challenges because I have not applied for many

jobs.

Sb.30 Yes for negative challenges, I had three extensive interview processes with all

white males.

The interviews were time-consuming and stressful for three days as far as the

body is concerned.

I had driven two hundred miles to come for the interviews and another two

hundred miles back on the same day. When they asked me to come for the third time I
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said "no" if they could not hire me now, they should forget it; because I am in ajob I like

and I do not have to take their job. Part ofthe positive encounter was that the

superintendent flew to Chicago to meet me and when he came, he offered me the job.

QUESTION 11

What behaviors or actions, exhibited by individuals of employing institutions involved in

the hiring process were observed that caused you to believe that a female was

inappropriate for a higher education administrative position?

CATEGORY A

Sb.1 In fact, I had few behaviors from representatives of employing institutions back

very early in my career; and I think part of it was a perception ofboth gender and youth

which were double constraint. More recently I began to feel that I have been recruited by

institutions in part because ofmy gender, and because the institution has felt that their

upper-level management was too heavily male. It therefore means, that it was important

for them to find some females.

Sb.2 I never had any negative interactions with my employed institution, except for the

fact that they paid me less than they paid my male counterparts who were promoted to the

same level at the same time with less experience.

Sb.3 I have had people asked inappropriate questions like how I would juggle with

taking care ofmy children while I was working. This was not only unethical but they are

also illegal; so if one want a job one certainly cannot jump in for this reason, I told them

that they cannot ask me illegal questions. If a woman keeps quiet, certainly she cannot

get the job. It depends on how much you wanted as to how you get in terms ofyour

response. But there is a lot of trying that needs to go on education; that needs to go on
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about hiring processes still. I am still saying that the issues would have been resolved but

they are not.

Sb.4 I observed that a woman's voice does not count much. When you are in the midst

ofmales in employed institutions, women cannot make decisions for men. This made me

draw the conclusion that women are at a disadvantage to making tough decisions. They

are not to tell men what to do or what not to do because they are not taken seriously when

they are working in male-dominated organizations. I also observed minorities and

females being sought in positions of assistant and associate directors of financial aid;

although they have wonderful skills, the opportunities to use those skills and other more

complex or more responsible positions were not offered. For this reason I made a

conscious decision to leave the institution because; I knew that as long as I was running

the ship and it is running well I would only be allowed to run the ship and that is it.

Sb.5 I have none so far because I have not been around more than one institution.

Sb.6 I observed one Technological Institute where I do not think that they have ever

had a woman as an executive officer before. Most of their faculty, department chairs and

even the student body were put down as far as males. In that case, even though the

president and the senior recruiting personnel were interested in having me join their

administration, there were definitely instances during the day when the Department

Chairs or Vice Presidents expressed at least their hesitation as to whether a woman would

be tough enough or really understand numbers with regard to budgeting. These kinds of

gestures made me feel that it was a male institution. It also showed me that men think

that women do not have the right characteristics for top administrative positions and that

you cannot possibly recruit females for males' job. In that case, I really felt that
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institutions were conditioned to believe that men were the right order ofthings therefore;

you cannot put women into men's role.

Sb.7 I have never observed behaviors or actions in positions I applied for in employing

institutions that made me to believe that being a woman was a disadvantage. Rather, I

would say that the "glass-ceiling effect and the political pressure sometimes were real

pressure as well as bias.

Sb.8 I observed that one ofthe things that happens in any organization of institution is

that discrimination and stereotypes against women are subtle than blatant. What women

get are a lot of questions that say how would you be able to do x task? How can you

make tough decisions or whatever those words are that hide gender stereotypes. I have

attacked those questions directly in the interview process.

CATEGORY B

Sb.9 I am not sure that I have observed behaviors or actions that made to believe that

being a woman was a disadvantage when seeking high level administrative positions. I

know already from my position that there are not many women administrators; and this

really made me question commitment of the university to hiring women at my level. I

would say it is true because as a chairperson I was the only woman within the college I

was in.

Sb.10 I would say that probably nothing has happened that I observed in my present

institution. The reason was that everybody knows me so well particularly because I was

very well networked; also because I had held a position as an Associate Dean prior to this

position. I think that other female administrators that had gone to other places have

talked about how they were treated and perhaps the kind of questions they were asked;
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which may have put them to a great disadvantage. Personally I had not encountered such

behaviors here at my employing institution.

Sb.1 1 I have not really had any negative encounters about females applying for higher

positions. During my experiences, being a female has not been a disadvantage for me.

Sb. 12 I primarily worked in Nursing Institute which is primarily a profession for

females, so one would expect nurses to be females. Women would not unusually be at a

disadvantage in this field or profession.

Sb.13 It is not easier for any woman to get to the pool because of their gender. I would

not even get to the pool because I still feel a little disadvantaged now in the job market. I

think that the reality ofwomen getting the position is a lot different than what people

perceive is really happening. When you look at the really high positions ofProvosts and

Presidents and you look at the statistics, you can see there are still more men in those

positions. This basically means that women are really at a disadvantage in getting high-

level administrative positions.

Sb. 14 The biggest behavior I observed is that I when I looked around at my employing

institution, I saw that men had previously tightly held most leadership positions. In this

regard, we have the situation where we say it looks like women are disadvantaged

because I am a woman. It does means in some instances that women do have to advocate

for themselves. We have to be super and make sure that people understand that we are

qualified for positions.

Sb.15 There were some examples from my prior positions in which I would not like to

mention names here now. There was a particular person, I would not like to mention his

name, and this man sat in all the interviews during hiring processes; and he was so
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obviously negative towards women. He treated women harshly by his way of asking

questions, and he knows he cannot ask very personal questions because it is against the

law. However, he somehow tries to find out whether I planned to have more children; or

whether I was committed to a lifestyle husband and children that would prevent me from

being as actively involved in the job I applied.

CATEGORY C

Sb. 16 I have not observed behaviors or actions in any institution. I never had a sense

that being a woman is a problem because I happened to be in a career field that is very

much dominated by females; so that may be part of it. It might be in the central

administration but not in my unit.

Sb. 17 I think that frequently there is an assumption that women are not in the networks

that are important. It is also assumed that women cannot act as leaders. There is often a

failure to recognize that leadership is not the same as ordering people around or

appearing to look like a male leader when you are a female leader.

Sb. 18 Negative behaviors or actions are a subtle thing that happen even though I have

only had one experience here in my institution. I feel some ofthe subtleness now even as

I am not in the hiring process. This is so because I am already hired but I would confess

that sitting in a room full ofdepartment chairs and associate directors in the college; and I

am the only woman in the crowd ofmen. There are times when male department chairs

feel awkward; in two ways they fight and argue with me, as well as opposing me. There

is another part that is costly and that is, they would talk to each other more comfortably to

plan programs, to go after grants, to seek coalition to gain things from the Dean, provosts

and the upper-level administrators. Sometimes I am really included in those
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conversations, but it just does not happen often and so, I find that must either start them

myself in order to collaborate with other departments.

Sb. 19 In my interviews for administrative positions there were no observed behaviors or

actions. However, from my observations fi'om various institutions, when I look around at

women being hired for other administrative positions like mine, I do not see many

women. I think the very fact that in certain institutions, all of the higher administrators

are male, leads me to suspect that women are at disadvantage when they are being hired.

Sb.20 Being a woman has not been a disadvantage in my instance. I have been in one

institution and in my present position. Before I became the head ofthe department there

was a female head, and when I joined the College of Education there was still more

females than males; and I think it more of advantage than a disadvantage.

Sb.21 It is certainly important for a woman to understand what is legal because I was

asked illegal questions about my marital status and how I would juggle with family life

during hiring processes. All these lead me to believing that being a woman can be a

disadvantage when seeking high-level administrative positions.

Sb.22 I was asked in one ofmy interviews about if I was planning having children; and

how did I feel that I would fit my plans in terms ofwork and where I wanted to go.

These were illegal questions that they did not asked my male counterparts. Sometimes

women are in a position to wonder if they refuse to answer these kinds of questions

would they be denied the job. This made me to believe that being a woman is a

disadvantage in seeking high-level administrative positions.
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Sb.23 I have not observed any behaviors or actions exhibited by representatives ofmy

employing institution. The only observations was that when I got the present position,

most ofthe people during meetings were just males; and I asked myselfwhy all males.

This gives one a sense that if one aspire to be a Dean or Vice President or any higher

administrative positions, there is probably not going to many women. Also there were

more African American males who did not want to encourage me as I try to progress in

my career.

Sb.24 Yes, I did observe some negative behaviors during my hiring process. Some

representatives of institutions did talk about the fact that there is a female candidate for

the job. Most ofthe representatives ofmy employing institutions were savvy enough that

it is difficulty to see what they are thinking. In this regard their hatreds and actions

would not show any feeling they have about women. I really believe that women are at a

disadvantage when seeking high-level administrative positions.

Sb.25 I observed that institutions have a trend ofhiring males in the highest level

positions that it sends the message to the female employees that there is a glass-ceiling

effect. Also there have been a number oftimes in the past where equal experience did

not mean or result to equal consideration to higher posts.

Sb.26 The most exhibited behavior that I have experienced was being in the company of

men when they made very disparaging negative remarks about other women. It was from

this that I inferred that if they could make this kind ofremarks about these particular

women who I believe were as qualified ifnot more qualified than these male

counterparts; they sure can make the same remarks about me in absentia. I came to the
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conclusion that those top male personnel of that particular organization lack respect for

women and their qualifications as well as their contributions.

Sb.27 I suppose that at least in my employing institution, the biggest disadvantage for

women is lack of faculty appointment. This is the biggest barrier as I observed it.

(Dickerman, Dir.)

Sb.28 I can say that in the context ofbeing a director for the Center of Education of

Women is an advantage. However, I observed in the previous position that I held was

where the people who were there before me were all males. This would not lead to say

that women are at a disadvantage at any level.

Sb.29 I had not observed any exhibited behaviors or actions by any representatives of

my employing institution that showed women at a disadvantage, at least not in my

position as a Director ofAdvising.

Sb.30 One thing that kind of annoyed me was that I found out I had to share an office

while I had an office suit, about four rooms in my former job. I also found out that I

would share a secretary and I felt that it was not fair. I was savvy enough to find out

where I would be housed and the hiring personnel did not care to provide for that. It took

me two good years before I could get office by myself and my own a secretary.

QUESTION 12

What roles of conflict were experienced between maintaining personal obligations and

higher education administrative duties?
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CATEGORY A

Sb.1 I think that every professional male and female has role conflicts but, perhaps

women have more because we think have more family roles to play. I always feel guilty

when I do not have dinner with my husband at night, and many nights I am not at home

for dinner. My husband would occasionally say it is his turn to get some ofmy attention;

and that the students have had me probably enough today. If a crisis occurs about ten

O'clock at night, or I get a call and I go to the university because it is part ofjob. I think

in my field which is Vice President for Students Affairs, there is an expectation that the

university owns me twenty-four hours a day; more than some others in administration

there. I do not have small children at home now, so that is not a problem but for my

female colleagues who do have small children; it is very hard to determine when to say

not and when not to say and of course, they have to be there. It is a real challenge as I try

to reserve certain day for me and my family; and Sundays is usually my day; and it takes

a remarkable event to get me in my institution on a Sunday.

Sb.2 I have four children and a husband. I try not to miss any ofmy children's major

events, and I have never really missed any major events like graduation. My work load at

times cause me to miss some ofmy activities that I would have gone to had I not had to

work. Myjob caused me to be out oftown at times, and I am married to a fairly

traditional man who thinks I should take care ofthe family. He thinks it is inappropriate

when he has to take care ofthe children in my absence. This is a conflict, but there are

times when one has to put family first; and there are times when one has to put work first.

I have to do both because I am required to do it.
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Sb.3 I think I cannot attribute any conflict to a problem of having a family. This is true

because I think that once anybody makes a career decision, you have to do your best to

balance both of them.

I try to do it all or I pay somebody else to do some things I have no time to do for

example, my house chores. I had made some conscious decision to take leave of

absence in the past when I could not do it all. It was difficult to keep up with family and

sixty hours of credits for Masters degree and working firll-time job.

Sb.4 I am conflicted everyday ofmy life with my personal obligations and my

professional duties. It is ahnost impossible to balance the demands ofa family life and

administrative positions in higher education, ifyou are at the senior level. I think that is

why you hear that most female Presidents and Vice Presidents are either single by choice,

they had never been manied, or they divorced. The reason is that it is extremely difficult

to cope with conflicts that come from family and job demands. I had two sons, one is

eighteen years old and the other is twenty-one years old now, and they have been

neglected on a number of occasions. Although I have tried not to allow that to happen,

there is still no way out of it. I work twelve to fourteen hour days on occasion. More

likely than not I work ten hours a day and I am a single parent. I was a single parent for

seven years and have been married twice. In this case I was married and became a single

parent again, and I am back to a single parent again by divorce. It is just very difficult to

keep family together. Husbands do not understand the demands of a career; the children

do not understand either. Your heart strains and just break when they do not understand

and I do not know what females are going to do about that. It is ahnost at times, not

worth the effort and I worry about the young women who will come behind us because
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the support systems are not there. There is no child-care in my institution for young

women who have children. The university does not seem to provide the kind ofnurturing

atmosphere that is needed to help mothers at least go through the process. They do not

help women with spouses to find jobs. They do not provide any kind of assistance and

until they do that, we are not going to have a lot ofwomen in major positions. I do not

think so, since women have to give up too much.

Sb.5 Yes, I have experienced conflicts with time-management. One needs to complete

tasks because my position in the administration is 50% appointment and 50% on

professional role. I have a need to continually balance time between the two roles in

higher education. Also, the allocations that I have to my personal life is also time-

management.

Sb.6 I am married and I have a daughter who is now twenty-two years; and I work long

hours in my job.

Over the years I have instances where both my family and myjob make demands

on me. Even with my personal efforts, I have gone back to school twice. I have

probably spent seven years as a part-time student, trying to earn degrees as well as

holding full-time job. I absolutely believe as an Associate provost in my office that

people have real life and not just their job. I believe that both family life and job always

have to be important, and having said this I try to make every accommodation I can for

people who work for me. I am a good planner and well organized and I have been

fortunate not to have significant traumas in my family. I am pretty able to balance both

the responsibilities ofmyjob and those ofmy family life. My husband I share household

duties and he is quite supportive ofmy career and me. With all the support, there are still
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some days when I have conflicts with choice as to what things I should do first. I have

aged-dependent parents; and I have had a couple of occasions I had to go to take care of

my sick father. With all these responsibilities, I still feel quite fortunate enough to be in

my present position because even though I can work a hundred hours a week; yet it is not

such a big constraint on my personal life.

Sb.7 Personal obligations as I can see it is my extended family which is also the

biggest obligation.

I think that the ability to leave the university for say, a week or two to three days

to take care of extended families, is a conflict. I feel the internal conflict and again my

mentor told me once, that I have to take some time off. It is a real conflict to take care of

family business combined with workload. Taking the trip out oftown for family business

sometimes is a real conflict when I know I have my administrative duties hanging around

my office.

Sb.8 The kind of administrative positions I have been part of are extremely time-

consuming. It takes a spouse who is prepared to be a supportive and committing that

kind oftime. Also, it takes a spouse who can be a very good partner in a variety of

social situations and activities that come with high-level administration. Those are role

expectations that are unusual for men and require a particularly sensitive and affective

person to do that when the gender roles are reversed.

CATEGORY B

Sb.9 I have experienced a great deal of conflicts because I have had increased

responsibilities in terms ofmy parents as they have gotten older. This has definitely been

a conflict that I really have had to balance as part ofmy personal obligations. Another
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thing I would say in terms of conflict is that sometimes I have a tendency to neglect me

personal needs; my job always come first and this is not too good. I have working on

trying to maintain balance and taking care ofmyself as well as fulfilling administrative

responsibilities.

Sb.10 This is a very good question, because it is very difficult if you are in

administrative position of a chair, dean or higher. The role of an administrator requires

an enormous amount oftime and lots ofcommitment. Most ofthe people I knew are

working about seventy hours a week or more. It requires that your spouse or children are

going to be very supportive and very understanding ofthe time you spend on the job.

You also have to make personal commitment yourself to the fact that these personal

relationships are very important in your life. Trying to balance personal life with

administrative responsibilities can be very conflicting.

Sb.1 1 Over the years as I have two children, the only time I did not work was when my

children were newly born. After they turned two years old, I started to work so that both

work and family obligations were important to me. It did not mean that I have to give up

one for the other. I have a supportive husband who over the years did not see that a

woman, as having a traditional stay-at-home role. I do not think that I always had time

for everything I had to do, and nobody ahs time for everything they wanted to do.

However, I always set priorities because I have some deadlines but my family

understands this. I have support from my family to meet my deadline. I take off

sometimes to spend vacation together with my family, as this is important to me. All I

am trying to say is that there is conflict, but it is a kind ofrelief to have a supportive

family.
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Sb. 12 This is always really a good question because I am a mother as well as an

administrator in higher education. I have been a mother for a long time. I had two

children and I have raised them and have had a very busy career. I have been a single

parent and this is something that has made a difference in my life because I have pretty

much for both my children and my career. There is a constant sense ofwhere are your

major obligations? I am always having decisions ofwhere I really ought to be. I am

always experiencing guilt feelings about the fact that I was not with my children or was

not with my job. At the time I feel where I need to be, and I have to be with the other

one. These are not new issues for anyone who wishes to be a successfirl woman in her

career.

Sb.13 It is difficult to be in high-level position ifyou have a family. This is because

administration takes many hours ofwork and energy. You can never really get your

work done. I myselfnever really get my work done; I just go home because I am tired. It

is really a lot of struggle for me to be with my husband, my children and my work. Of

course, I love both, but it has been a struggle. I could work all the time but it is hard to

neglect my family.

Sb. 14 One of the things that I think women have to be aware of, is that they are still the

care-givers, so they will have long days. Many times I had to get up early, leave before

my husband and children and come back later. Presently all my children are grown, so I

do not have that accommodation to make; but I really did not pursue my Ph.D. until my

youngest child was a senior in high school. That certainly had influence on my career;
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but I must confess that there are always big conflicts between my personal life and my

administrative duties.

Sb.15 Work and family are the biggest conflict many females have as administrators in

higher education. I took on administrative role when my son was still in Elementary

School, and I did much travelling; going to national meetings; and doing some consulting

work. My husband has more stable schedule and was home most ofthe time I was gone,

so that my son had to stay with him. Administrative lifestyle is very difficult if you do

not have a family setting that can accommodate it. Evening meetings, dinner and

breakfast meetings are just formal lifestyle for administrators and are not just

accommodating to getting children offto school or being home when the children need

you. I gave up for the obligation of the neighborhood activities for example; being part

of the school district which my child was in. I feel there is a big conflict between my

administrative lifestyle and being part ofmy family as well as my community.

CATEGORY C

Sb.16 There is a lot of conflicts that go along with this job. It is expected that where

there are university activities that take place on the weekends or evenings that I be in

attendance. My perceptions are that the university activities really come first for me. It I

don't perform administrative duties during off-hours, I think it is looked on with

dissatisfaction. The challenge has been there always to be able to disassociate my

professional role with my personal role. This has been especially true when it comes to

evaluating personnel particularly my faculty colleagues. Separating personal obligations

fiom administrative characteristics is not always easy.
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Sb. 17 I feel that I have conflict at two levels. Being an administrator of a large unit it is

very hard to devote time to my own scholarship because I give a lot oftime to my

administrative duties. I feel a lot oftension all the time. I have a family, I have an elderly

parent who lives in her own home; and it is a constant struggle to try to have enough time

to spend with my family and do my administrative job. I work twelve to fourteen hour

days, come to office early and leave office later around 6 or 7 pm. I work Saturdays and

Sundays and travel a good deal. It is hard to try to maintain a rich family life, a rich

scholarly and administrative life, even with my husband's support. I find it a real

challenge on a day to day basis.

Sb.18 I do not experience any role conflicts. I am extremely busy. I have a husband

and two children and a house to maintain. My husband and I have more work than

people who have one job between them do or no children do. Although there is not

enough time to spend with my family, but I figure out what I want to do and I do it.

There is always problems and pressure in getting things done because my role is more

complex than normal life. I get very busy.

Sb.19 Yes, there is conflict because there is never enough time to do everything.

Although I am not married and have no children; yet I still do not have enough time to

spend with my relatives and family at home.

Sb.20 There is no time for anything else. I often think that it is because I am such a poor

time-manager and I have read several books on time-management. I have tried to

employ those rules I learnt to better divide my personal life from my professional life, but

it is a very difficult thing to do.
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I think in large part, it is because I love myjob and I am devoted to both the

department and the university. I spend a lot oftime at work, most week-days I am there

until 8-9 p.m., so it is very easy to just be there all the time. On the other hand, I have a

home and I have a husband and I try to give a portion ofmy time. The part ofme that is

suffering the most is personal health, as I do not have time to take exercise and take care

ofmySelf. I do not even have time to enrich my own portfolios, my personal writings and

research.

Sb.21 There are role conflicts. Administration is time consuming, it is part ofmy

divorce and I have no time to do research which I would love to do.

Sb.22 Yes I have experienced role conflicts. I feel time is a very precious commodity

and I have to really juggle and keep priorities straight or I lose my creative edge. Also,

I always take time to spend with my son and daughter; and to this effect I do have to

work after they go to bed at night and getting up very early in the morning. I find myself

often times working when I should be home.

Sb.23 There is exactly role conflict so much as it is, the fact is that there are only a

limited number ofhours in the day. Virtually, everybody has obligations outside their

work schedule. In a job like this, one simply never knows when work obligations or

work demands will spill over into evenings or weekends. My administrative job

demands a certain amount of travel. In any office, the director or administrator is usually

the one who ends up putting in extra hours and nobody else can manage to put in. As far

as what is, these are actually role or not, I am not sure because at home we have always

shared responsibilities. I do not do all the house-related things but everybody has too

many demands at a time.
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Sb.24 Myjob is a constant struggle and firll of role conflict from day to day. It is a

constant struggle to try to balance all ofmy obligations and it is just something that is

essential. It also meant that I have made choices that I am much happy with; but they are

the kind of choices that affect my personal situation. There are indeed role conflicts

between maintaining my personal obligations and my duties as an administrator in higher

education.

Sb.25 I do not experience any role conflicts between my personal obligations and my

administrative duties. I am married to a wonderful husband and he is very supportive of

my career and me.

Sb.26 Role conflict is unavoidable in my job. I work around the clock, almost twenty-

four hours, seven days a week. This seriously erases the time I would like to have for my

personal life.

Sb.27 For the most part my role conflicts come about as a mother ofa school age child.

If there is an administrative meeting at 7:00 am. or 7: 30 am, then I get childcare issue

in terms of getting my child out before school programs. Evening school programs for

my child is always a challenge in terms ofmaking sure that I am ready to collect my

child; getting dinner ready and helping my child to do the homework. Most ofmy

conflicts just come in terms ofhandling the mothering part, after school activities; and

may be the need to stay late at work or doing some evening kinds ofprograms. All

these are difficult when you have a school-age child that you have some obligations for.
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Sb.28 It is a challenge and conflict having young children. It can be a challenge as I

work around the clock. If it is a choice between what I am going to do for my family,

and what I am going to do for my professional advancement. I tend to err on the side of

doing things for my family. I have not had time between myjob and my personal life.

Sb.29 Time is my worst enemy in terms ofhandling personal obligations and my duties

in administration. I had extended families that lived with me until they died, and I had

time problems of leaving my work to take care of them. I worked until very late at night

and very hard during the day and it was very stressful; but being a psychologist I could

take care of myself. I have not had much social life because my work and my husband

are my social life; so there is not time for other things.

Sb.30 There is role conflict because I work so hard to the point that I potentially let my

professional role dictate for my personal role. There was sometimes when would come

home and I would whole work out because there was something I needed to get done for

the next morning or the next day. I had no time to spend with my family. The kind of

schedule I have does not allow me to go to sleep until 12:00 or 1:00 am. in the morning.

It creates conflict when you totally devote your time for yourjob, just to do your best for

the institution you are working for, and you do not give any to your family or yourself.

QUESTION 13

What was the greatest accomplishment achieved, and satisfaction you had as a higher

education administrator? Do you aspire to an even higher level of administration? Why?
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CATEGORY A

Sb.1 I think I had multiple specific goal achievement at each job I have had. The

greatest satisfaction I have had as an administrator was being able to have positive

influence in the lives ofyoung people. I get to do that almost daily.

I have people that keep nominating me for presidency; but I am not sure of the

life-style that I would like because it would take me away from students. In this regard I

think my answer is probably no further aspiration to an even higher level of

administration.

Sb.2 I have worked in a number ofpublications over the years that I thought were very

successfirl, and have won some awards for the most improved media relations for Internal

Communication Programs in the United States. As an Assistant Vice President for

University Relations, I am the person that gets assigned special projects, and over the

years I helped another Vice President prepare a facilities plan that provided $80 million

(eighty million dollars) worth of improvements to our institution over a ten year period. I

have worked on a lot of strategies that have been followed and all have been successful. I

have worked on a plan to provide a general student fee for athletics and made a

significant difference. I wrote the accreditation report for the athletics department's

accreditation for the NCAA which is a major project. It is hard to think of all I have done

for the past thirty years here at my institution. The most important thing is that we have

all financially rewarding to my institution, and I am happy and all ofthese gave me great

satisfaction.

I am very happy with what I do for now but I think I have been prepared be a

Vice Presidential position. I really do aspire to an even higher level administration.
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Sb.3 My greatest satisfaction has not happened yet. I think it will happen when I have

got my doctorate degree. But I have made a wonderful contribution to my present

employed institution. 1 have done what I have thought for a lot of individuals who were

here in the same, prior to my coming there in a different perspective and in a different

fresh approach. I have been open to my colleagues and motivated people to getting the

job done very well. I work well with people, but I do not think I have done great things.

Yes, I think I do have aspiration to higher level of administration, preferably a

college presidency. I am not so sure as of late.

Sb.4 I believe that the taking of idea and molding it into something that you can

implement and watching it become successful is my greatest satisfaction. The case in

point here in position is the doctoral program in my former department of Leadership and

Counseling. When I first came there it was on a paper but really needed some

conceptualization. It was an idea that really needs to be implemented and I get such pride

over watching new graduate work across the stage. I get great pride at looking at the

faculty that we have hired and the change the Doctoral Program has made in the

institution. My making a difference in the life of an institution by the ideas that I have

and the creativity that I have and the muscle that it takes to put it in place is the greatest

fun of all for me. I think another greatest contribution is that I try to be a good role

model for women because I know that if I do not succeed there will not be any more and

I am very serious about statement. I glory in watching my female doctoral students

succeed and make more than I do and get into higher positions. It thrills me greatly.

I do not know if I want to aspire to higher level, but there are days when I think I

want to be a small college president. There are days when I want to quit and go home

253



and be a housewife but I know I cannot do that. I could not do this financially or

emotionally but there are also days when I think that my greatest contribution is being a

faculty member. At the moment, I conflicted about what I want to do. I am thinking so

much about the notion ofbeing a college president. I might have to try it once but I just

do not know I got people are asking when I would do it; but I have not jumped into that

yet.

Sb.5 The major satisfaction and accomplishments are that I have had is learning more

about the University ofMichigan and how it functions at the level of Provost office. My

primary satisfaction has been the opportunity to work with our Provost.

As for the question about aspiring to higher level, I have not decision on that.

Sb.6 I made a success of a former office that did not have good reputation of doing the

job it was supposed to do. It was seen as unresponsive and I had been under review for

possible elimination. I feel that I made it a very successful office, with the help ofmy

mentor; I was able to pick up how it should be and how it needed to serve the university.

I was an able manager and I was quick to accomplish that so I think that success is the

greatest satisfaction so far. The other kind of accomplishment I have had through that

office is that I have had lots of very good people work for me and I served as mentors to

them; and they have all been women. I have seen that at least half a dozen women in the

university are in higher-level management positions now who came through my office

and I appraised them. I consider that, great accomplishment as well as satisfaction.

I do not aspire to any other higher level of administration. I want to have a

balanced life. I work very hard, I really give a lot to the university; but I want to have

choice ofhaving balance of and things outside ofwork.
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Sb.7 I would say that I gain my greatest satisfactions fiom talking and listening and

getting other people's ideas. I also studying abroad provided value added idea for

example, Bailey Scholars Program that is turning into a superb program. I am even more

satisfied to see that the people I am working with and the fact that the institution is happy

with what I am doing.

I have really the opportunities to be president higher institution with the number

ofphone calls I get for nominations. I began as an executive level administrator when I

was thirty years old so; I have done it for twenty years. In varieties ofways what I really

look at now is not the title per-se, but whether I can do the things that really interest me.

Sb.8 I get satisfaction in helping students and making a difference in their lives. I give

people advice as a mentor and make a difference in their lives and this is a great

satisfaction to me. The other accomplishment and satisfaction I would say is making a

difference in the lives ofthe staff that I work with.

I do not aspire to any other higher levels of administration. I do not want a

headache ofhigher education any more.

CATEGORY B

Sb.9 For me the greatest accomplishments and satisfaction is working in the Graduate

School; and working with the graduate students. I organized programs that will benefit

the education of graduate students. Other pieces are working with faculty on programs

that they can jointly deliver to graduate students in order to improve graduate education.

All these give me the satisfaction as an administrator ofhigher education.
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At this point I do not aspire to another level of administration because I am very

contented with the Dean ofthe Graduate School role. I would worry that higher levels of

administration would take one further and further away from dealing with faculty and

dealing with graduate students. These are the two populations I like dealing with very

much.

Sb.10 My greatest feeling of accomplishment has been seeing the growth and

development of students. When I see what students achieve and accomplish overtime,

and they tell me how valuable my services to them as a role model is to them; I feel very

satisfied. Another satisfaction is to look at the difference we made in terms ofpositive

outcomes within the institution and the progress ofthe programs.

Yes, I would like to aspire to higher level positions, and this is something that I am

sort of trying back and forth. I am looking at positions as provosts or university

presidency, but I truly believe in people going through the ranks. In this regard before I

would become a university president, I would like to have the experience as a provost

because I have moved from faculty member to chairperson and then dean. Everyone

does not have to look for that perspective, but I have to look for what makes me feel

comfortable.

Sb.1 1 I am proud ofmy two achievements, and that is program development efforts and

faculty development efforts. When I first became Dean we had only one Department of

Graduate Program and it was rather small. But now, we have programs in all four

departments and the new Masters of Science and Social Work is one the largest best and

fastest growing graduate programs ofthe university. It takes twenty-five students a year.

Again when I came, we had faculty that was only about 20% doctors, but now we
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ahnost 70% and we are into writing more books than journal articles. All these give me

great satisfaction than ever.

I always thought I would like to end my career as a provost, but I do not know if

that is really what is going to happen, as I am not actively searching for it. We are

getting into a new building and I would like to see that finished and everyone moved in.

Another thing is that every time one leaves, one has to give up something one loves and

do something different. It is always that struggle between choices. I previously reported

that I had been offered a provost position but I was comfortable with the present

institution and I thought it was not the best for me now, so I did not go.

Sb. 12 The greatest satisfaction are really being able to provide the vision and the

leadership to live a shared vision with a group of challenges; in order to establish a very

important direction for our program discipline. At the National Institute for Nursing

Research, we were able to bring the strongest most experienced nursing researchers in the

country together. With these individuals, evolved a national nursing researcher priority

set. We have guided the country for ten years and that was a very exciting thing to see

challenges being able to come and put together as a group. In something like the School

of Nursing, it is just as exciting because we are trying to put together a shared vision with

the faculty; and were trying to think through the best way to do it. We are trying to see

how we can facilitate our work and this is really the most exciting part ofbeing an

administrator.

My identity is nursing and so, I do not want to aspire to any other higher level of

administration.
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Sb. 13 I found that the greatest satisfaction and accomplishments are getting programs

through and getting funding for people who wanted to do things; and encouraging new

people to get involve in different ways. These achievements are what I got my

satisfactions from especially my day to day activities as an administrator.

No, I do not want any even busier lifestyle. I think as an Associate Dean I can

protect myself a little bit from the public relations role that a dean has to play. But once I

get into those other higher levels, I really have to be at the mercy every day, every hour

ofmy position; I have no freedom of choice. At least now I have a little choice, because

I have peers who can substitute for me and I have an administrative team around that can

handle some of the public relations activities. I think I am just satisfied where I am at

this point.

Sb. 14 When I look at my present job, one ofthe best sources of satisfaction is being able

to see that students are supported in moving towards receiving their level of education

that they desire. This means being available to talk to them; and being a counselor or

may be, helping them to find resources. During graduation then I watch students walk

through the commencement, I cry for joy that I am part of their success and growth.

I would say that I do not want to aspire to any even higher level of administration.

I think I have done enough.

Sb.15 I have had the opportunity to mentor many women as well as men but more

women. I have had the opportunity to see many women achieve Ph.D.s, higher degrees

or finish college programs; and I think these are great satisfaction to me. The last several

years, my passion has been the recruitment ofminority teachers, especially those who

have already had their degree and want to teach in urban areas. It is a great satisfaction to
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see students who work very hard to achieve their goal of a certified teacher and get

gainful employment. I would say that if I were really looking at what satisfactions it

would be to see the achievement of others.

I would have enjoyed being a Dean, but after forty-one years, this is my last year.

Being in higher education all these years, I am going to retire this year.

CATEGORY C

Sb. 16 I think that in my position, my greatest satisfaction has been in hiring a great

number of excellent young faculty; and in helping individuals in the department achieve

their researches and their teaching goals. I have helped the department as a whole to

become stronger than they were when I first came here eleven years ago.

No further aspiration to even higher level of administration. I have been invited

to apply for dean's position and I turned it down. May be a few years ago I would have

aspired but not enough time to leave this particular location so, I am happy where I am.

Sb. 1 7 The greatest accomplishment is really being capable of developing leadership in

other people. In the past we did not have a big outreach and training program and now

we have a director of that who handles that piece. We have a lot ofmore facilities now

than we had in the past and we have started to come through ranks and get tenure. In the

whole the department has become more resource-rich in terms ofhuman resources. A lot

ofpeople have developed their own leadership.

I do not spire to an even higher level of administration. In fact very definite plans

after four years, my second term of chairperson will be up and I am going to return to a

heavier emphasis on my research.
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Sb.18 My greatest satisfaction as an administrator has been, working in this department,

working with a number of colleagues about twenty-eight full-time members. My greatest

accomplishment was bringing them all together ten years ago I began series of retreat for

professional development. Now I am doing fourteen development days, that covers a

wide range oftopics and this has been very successfirl in bringing the faculty and the

department together. Over the past ten years we have been working together to look at

our beliefs; the department statements and determine a course of action. I am very

pleased with the progress we have made; and the course of action we have taken as well

as the growth and the change over these past ten years.

I do not aspire to an even higher level of administration because I am closer to

retirement. I would like to go for the vice presidency if I were ten years younger than I

am now.

Sb. 19 I have had several accomplishments and the first is that the professional invasion

of the staff I put was a real sense of importance of that professional piece in terms of

being a teacher educator and service provider to student’s families. We really worked as

team and published materials together and developed standardized tools foe assessing

students. We have developed a standardized syllabus for training students and I feel that

other laboratory schools across the country use them as a benchmark. Other institutions

see them as a standard of excellence and would like to emulate what we do. The second

accomplishment is that my staff and I have developed a curriculum that was adopted by

schools nationwide. It has even been adopted by our own state department of education

as a standard for programs for young children across the state; and for me these are big

accomplishments. As a department chairperson, I feel proud ofthe fact that our
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department has really developed a philosophy ofhow we are going to fimction; that is in

keeping with the 21St century. We have adopted a collaborative mode ofworking

together that has yielded greater productivity in terms ofpublications, student’s credit

hours, and grantsmanship. I think we a positive climate in our department hence; we are

not divided into camps and we are not counter productive and not lead away from the

mission ofthe unit. I can only mention a few ofmy accomplishments and satisfaction

here as they are many.

It is hard to say because I know that the further you get into central

administration, the further you get away from the students and the faculty. I really like

team building and working with people. I like the satisfaction that comes from seeing

students and faculty achieve, so I am not sure ofwhat satisfaction might come from

moving into central administration.

Sb.20 There are so many accomplishments and satisfactions. I guess especially my

greatest satisfaction and accomplishment was bringing several ofthe faculty through

promotion and tenure procedures. Being able to tell them that they have been successful

in the department gives me great satisfaction. It is satisfaction for me when a class goes

very well for professors and I read the evaluation and see that they got a 100% superior.

When it does not go well, then I arrange for a little teaching workshop for them to learn

some teaching techniques that could help them and sure enough it is better most of the

time. I really think that I get an enormous satisfactory feeling when it works and I have

something to do with it working well.

Absolutely no firrther aspiration to even higher level of administration. I am not

very far from retirement and my plan is to complete the five years of the chair position
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role. For over twenty years I have never had a sabbatical leave and at this point in time

ofmy retirement, I would like to take a leave. I have a project in Costa Rica which I

would like to work on my two years, and then retire. Someone would have to make an

attractive offer for me to go one step beyond this present position.

Sb.21 My greatest accomplishments are the various things that I can measure in terms of

economic basis. I think I can demonstrate how much I have done and how effective I

have been in terms of discharging my duties. The fact that over the years I have had

students who were employed at my office, and on various occasions, these students have

telephoned me or stopped by my office to tell me how well they have done on their jobs.

All these give me great satisfaction.

At this particular point ofmy life, I do not assertively aspire to any other higher

levels of administration. As for being qualified for higher, I very much think that I am

qualified but, I do not want to give any more ofmy personal life than I am giving now;

because the higher one go in any organization, the more one has to give ofherself.

Sb.22 My accomplishments and satisfaction have been seeing that gifted and talented

children excel more. Working with them has been a great joy.

I do not have further aspiration to an even higher administration because I am

retiring at the end ofthis year.

Sb.23 My greatest accomplishment and satisfactions is seeing a lot of growth in the

programs that I have been stewarding or director of. When I can engage a lot ofpeople

in fund-raising process for the college, I think that is a lot of accomplishments. To see

the Alumni and friends of the college are engaged as well as I am translating the work
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that the faculty is doing; and to the external constituencies, all these are my greatest

accomplishments and satisfaction.

Yes, I would like to be the Vice President ofDevelopment in the future, because

it seems possible.

Sb.24 I think that some ofthe greatest accomplishments and satisfactions from my job

are being able to help other young professionals to grow, be they male or female. It is

satisfying to be able to be a positive force for somebody else's growth. Also in terms of

moving a unit forward, keeping up with the technological trends and the demands ofthe

university, is another accomplishment and satisfaction. I make sure that things stay the

same and that things change in terms ofmeeting students needs and this give me great

sense of satisfaction. It is always a satisfaction when I feel that I am doing the right

things for my students as well as my staff.

Yes, I do aspire to an even higher level of administrative position, but not a

presidency position. I would like to have influence and to work with people.

Sb.25 One area of some of the greatest accomplishments is the recognition I received on

a national Counsel for Alcohol and Drug Prevention field. I feel very proud ofthe work I

have done and the recognition I received and the call to serve on various national

committees. I think that some other satisfactions come from some ofthe work I have

done with the staff that I had trained and worked with, do get better paid positions and I

feel very proud of that. My friendly atmosphere give me joy that people relate to me and

I try to empower my staff, so that they can be good decision-makers; and take

responsibilities and experience growth and feel invested in what they are doing in the

department.
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Yes, I do aspire to an even higher level of administration, but it all depend on the

days. Some days I feel positively sure that I would like to aspire and some other days, I

feel I would like to go back to school and pick up more intellectual course work and go

back to teach. I think I am skilled enough to be at next level, but the problem is whether

I can make the choice to work at it.

Sb.26 My greatest accomplishments and satisfaction has been working with students.

Sometirrres there is students assistance or intervention, would not have completed

college. I think some ofmy greatest accomplishments are those students that have been

able to help achieve their goals. I have written some grant proposals and they were

successful.

I do not know yet whether I would like to aspire to an even higher level

administrative position, because the higher I get into administration, the less connected I

get to students and myself. I think I have to be political and I am not interested in being

political. From what I have seen, I would rather be a lowly administrator or a lowly

professor, rather than being a provost.

Sb.27 I have made a difference in the program as a director, and the program has made a

difference in my life. We have been able to provide to poor people who did not have

enough to eat. I have helped students who were in financial needs to succeed. Some of

the students I helped have done very well and moved to higher levels than mine. The

graduate students are the greatest accomplishments and satisfactions.

I do not aspire to an even higher level of administration because I do not see much

opportunities.
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Sb.28 I suppose the greatest satisfaction that I have had in this job is knowing that we

are getting more students in my institution to study abroad. Our office has been

financially solid which it has not been and the students participate in. From this, I take a

great deal of satisfaction.

I say "no" as far as whether I aspire to a higher level position. At this point, I am

not just sure ofwhat I would like to do. I think I would miss ajob in which I would no

longer work directly with students and in which I would not have the opportunity to do

any travelling.

Sb.29 I would say that my greatest accomplishment and the thing I get satisfaction fiom

is to feel that the center that I direct has grown to a much firmer foundation since I came.

I get satisfaction from making the institution stronger and for making me to serve more

women and to contribute to advocacy and research that we feel is important.

I do not at this time aspire to other higher level of administration. I am just happy

with what I am doing now.

Sb.30 I feel a sense of satisfaction from dealing with students who want to be admitted

into the university. Serving the local and foreign students to the best ofmy ability as a

director of admissions is an accomplishment and satisfaction.

I do not aspire to an even higher level of administration, because I feel happy to

deal with students at this level.

QUESTION 14

What advice or council would you give to women aspiring to administrative positions in

higher education?
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CATEGORY A

Sb.1 The number one advice I give to aspiring women is that they go for it, but must be

sure that they are applying for the right position they want. Just because it looks good

does not mean that it is the right job for anybody. They should do professional

development kinds of activities. They need to select role models and particularly one in

the area that they aspire to; and do not look for only the positives but take a constructive

look at what that individual do or does not do that they can learn from in terms of their

next experience. Finally I reiterate and encourage aspiring women to apply for higher

level positions in educational administration.

Sb.2 My advice would be that aspiring women try to get as much early education as

they can. They should keep learning and be comfortable with ambiguity because there

would be a lot in life. They should review their own values very quick and continue to

act in their own values. They should keep a balance in their lives; have for spiritual

needs; physical as well as intellectual needs because they will dry and burn out if they

don't. I advice them to go for it!

Sb.3 The advice I am giving to women who are aspiring to positions as administrators

in higher education is that they have to have the necessary educational background, earn

a Masters degree or Doctorate. They have to find an area that they enjoy working in and

need to work hard; putting in whatever hours it takes to get the job done to the best of

their ability. They have to develop strong relationships at the employing institution

because that helps to be successful. They should have successfirl role models in the

aspiring positions. I certainly think that reading and opportunities for professional

meetings are very important for professional development. Overall main advice is to
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work hard and always do their best and not to be limited by the number ofhours they are

supposed to work as opposed to the number ofhours it takes to get the job done. Finally,

I advice aspiring women to go for positions on educational administration.

Sb.4 Women aspiring to positions as administrators in higher education got to be

academically prepared than anybody else; and they need to figure out what kind of

positions they want in higher education. They must see what the maximum credentials

are; what are the things that they have to get in the running ofthe jobs and then get those

credentials. They have to have the terminal degree; have lots of publications; have

conducted research and professional experience. They have to be ready to work

tirelessly, putting in many hours to work. They have to able to balance multiple things in

their lives with ease; and try to have their personal lives because if they don't have any

then, what is life. I strongly advice them to try have only one child ifthey aspire to a vice

presidency or from the deans level up because if they have many children they have to

have unlimited resources to have a nanny. Most of all they must get along with the

people they work with and go for positions in higher education.

Sb.5 My counsel to women who are aspiring to positions as administrators in higher

education, it is very important for them to gain as much experience as they can get and

get it in many different roles as possible. I also believe that networking is very important

aspect because it allows them to not only understand the advantages ofthese top

positions; but help them to understand the opportunities available. They should go for

positions in higher education!
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Sb.6 I encouraged aspiring women to go for positions in administration ofhigher

education. They need to get variety of experiences on campus; clearly working with the

faculty. It is important to know what it means to be a faculty member in the university.

It is very important for them to have an idea of a governance structure; to work on

committees; and to extend themselves to people so that when they get to administrative

positions, they are known as persons ofhonor and honesty. In this regard networking is

what is necessary for one to be connected to available positions in administration. Again

I encourage women to spire to higher positions and struggle to break through the "glass-

ceiling". They should take the courses that lead towards the career they are interested in

and be willing to learn and read in all areas.

Sb.7 I think that women who are looking for academic administrative positions in

higher education, should initially acquire a strong academic base with professors who are

prepared to recommend that you are good academician. This is how you short circuit

these days in terms of any higher positions for men and women. It is also important to

try to take time to think about complex systems because universities are complex

systems. Just being good in their own area, discipline or profession does not make them

good at dealing with complex systems ofpeople and ideas.

It is extremely important to have role models with who they are prepared to listen

to; who will help them to understand how organizations work and who can give you

advice and counsel. They should try to understand the area or positions that will make

them happy. It is important to have values and be consistent with those values and what

they think is important. Finally, I encourage them to go for administrative positions in

higher education.
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Sb.8 Aspiring women to positions as administrators ofhigher education should have

faculty credentials that are very important. They should have experience in the academic

unit and this is very essential regardless of the position in higher education. They should

for competition in administrative positions in higher education because I believe that

women can do it.

CATEGORY B

Sb.9 I recommended that a woman administrator be truly to her own values and beliefs.

She should be committed to servant leadership, and find satisfaction in the success of

others rather than her own success. I encourage aspiring women to position of

administration ofhigher education to go for it!

Sb. 10 Women who are aspiring for positions as administrators in higher education

should really go for it. They should be focused and have a vision. They should know

that it takes lots of energy. They should find a good mentor, in fact probably a set of

mentors that will help them.

Sb.1 1 One very important piece of advice to aspiring women would be to take

advantage ofnetworking

Opportunities. They should make sure that there are programs that they can enroll

in for example, leadership programs or other things they can participate fully so that

people have understanding ofwho they are. They need to volunteer for something so that

they become more visible also that people have the chance to watch them and how they

work. Ifwomen are stereotyped that they cannot handle work, but ifwomen demonstrate

that they can do things, it helps a lot if they prove that they are interested in the
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administrative roles. It is also important to prove that they can do it. I, therefore,

recommend that they should go for higher positions of higher education.

Sb. 12 I think that the greatest advice that I would have for aspiring women is to make

sure that their objectives are very clear; in terms ofwhat they want to do, and to remain

focused on it. They should most definitely go for higher levels of administration. They

should have a lot ofpositive thinking and have a very strong sense of spirituality, not

spirituality only from the perspective of religion; but spirituality in knowing and

understanding how much they cannot control.

Sb.13 I would advise aspiring women to get good mentors, to be flexible, persistent and

to be collaborative. They should have as many varied experiences as they can. I do not

think that women should have all qualifications to apply for a position; but they should

the necessary qualifications to get them in. Just because they have not done something

before certainly does not mean that they cannot do it; rather they should take risk and be

willing to accept a position that is challenging. Anywhere possible, they should go where

the positions are.

Sb.14 There are couple of advice I would like to give to aspiring women for positions of

higher education. They should build up their experiential base and networking base.

They should take advantage ofopportunities to take leadership positions in leadership

committees and projects and many different ways so that they would have done things

they would be administering in the firture. A few examples ofthose are grants projects,

and public relations, so that they have a little bit of familiarity with all these things. Both

personal and expertise networks are extremely important because it is from it that they

can call upon for assistance. It is from networks that they can start building their support
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base, long before they apply for any administrative positions. I encourage them to go for

it!

Sb. 15 I have a couple ofpieces of advice that are important for aspiring women to

positions as administrators in higher education. Ifwomen want to have a position as

administrators in higher education, they should look at what the position requires. They

do not go and seek a position in which they do not have the basic elements of training

that would enable them to do a good job. They should go into that interview process

feeling that you have the best qualification of anyone who is coming in. Another advice

is that they do networking and have people who they will go to and talk about something

they are interested in. Women should not do it all by themselves, there has to be persons

who see their credentials and are willing to support them. They should be realistic and

have to be qualified and be ready to move up the ladder.

CATEGORY C

Sb.16 My advice to aspiring women to positions as administrators ofhigher education is

that they go for it. From my personal experiences there are women who look for

differences; so I advise women to take things for face value. Higher education is stressful

quite all right, so I would advise other women to do better job than I have ofbalancing

their personal lives with their jobs. Perhaps, they should not attend all those extra

curricular activities that are expected ofmy job.

Sb. 1 7 I would advise aspiring women to go for higher education administration because

I think they can do better than men do. They should prepare themselves to take on tasks

that will improve their skills, and to do those tasks very well. This is true because I think

women still have to do better than me to be given the same kind of credit as men are
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given. I would also advise women to talk to other role models and gain something of

their experiences and advice. I suggest that they make themselves cognizant ofnational

issues in education and do intellect and professional work outside their own universities

and departments; so that they know what is going on in the world ofhigher education.

They should go for advanced degrees in areas of their interest, and encourage other

women.

Sb. 18 Probably the most important advice to aspiring women to positions as

administrators in higher education is to have support networks that are not at their place

ofwork. I encourage them to take care of their health in terms of eating well and

exercise, and balancing their time between work and their lives. They should take

courses in degrees that lead to their future career aspirations. They should go for higher

levels of administration if they are qualified because the positions are for men and

women.

Sb.19 There are three pieces of advice I would like to give to aspiring women to

positions as administrators ofhigher education. I would tell them that it takes more to be

good administrators, rather than just a charming personality; also I think that the

charismatic approach to administration is not enough. It is important that people develop

some skills and understand how to work with other people. Women should develop skills

related to budgeting and organizational designs. It is important for aspiring women to

look at the big picture in terms ofhigher education because we are not simply family

theorists or educators or community service personnel; we are higher education

professionals. In this regard, we need to know about that context; we need to get

education both formal and informal, but it needs to be deliberate and systematic. Women
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have to be true to themselves and try to play the political game sometimes, but try to stay

clear to unnecessary politics.

Sb.20 Probably the most profound advice I can give is that they believe in themselves,

that the administrative positions they are taking can really take their ego apart. They got

to have a strong feeling that they can do it and do not ever waiver from that. Another

strong advice is that they do not ever stop learning because I think that the learning

approach to administration is only one.

Most ofthe time they would find themselves learning from their role models;

about all kinds ofchallenges that they have had and those role models would help them

with solutions to problems.

They should operate from a clear understanding oftheir core values, for example;

fairness, fi'ugality, respect and those kinds of things. Another piece of advice is that

administrators can make mistakes and there is just no way to avoid that but, they simply

have to learn from their mistakes and get their self confidence back in place. Sometimes,

they can make apologies or extend the hands that they would have extended days past

and keep on going. They should go for it!

Sb.21 I would encourage aspiring women to go for positions in administration ofhigher

education. They should get appropriate academic qualifications at any level they are

capable ofreaching.

Sb.22 I would encourage aspiring women to go for it because I love higher education.

They should do networking which is very important for job connections. They should

develop management skills and put everything to practice. Above all they should try to

be a team and encourage and facilitate other females.
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Sb.23 I would like to advise aspiring women to take courses that relate to budgets and

finance. I think that women today need to be prepared to understand budgets and to be

able to manage and not to be afraid to work with numbers because I think women have

never been trained to be crunchers and be comfortable doing that. I think that aspiring

women cannot wait for someone to come knocking at their door; rather they need to seek

out mentors. They need to seek out just a small niche of supporters and start with people

that are influential that will support them to achieve their goals. They need people who

will help them to network. I think aspiring women need to be able to play the game of

politics whether or not they are comfortable and whether or not it is in the university

setting or elsewhere. They should try to find mentors that will support their cause as

well; all these are very important if they want to move up. They should struggle to get

ahead in the positions ofhigher education administration.

Sb.24 I would advise aspiring women to identify what their skills and talents are and be

competent in those things; and not think back from them. I think women need to be

better networkers; they need to look to other women to help pull them up into higher

levels of administration. I think that as we go to higher levels of administration that

women need to reach to other women as well because we tend not to think of others of

our sex. Aspiring women should seek out mentors and hopefully find them; they need to

be smart to the extent that they have to understand politics. They should try to maintain a

sense ofcompassion, ideals and values as they move up. Lastly, I advise competent

women to go for higher levels of administration in education.
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Sb.25 I advise women who aspire to positions in higher education to get good education

and go for it! They should be themselves and do their absolute best job they can.

Sb.26 The two cautious advice I would have to give to aspiring women partly what I

would hope I could manage not to do. I advise them "never to lose their temper” The

other piece of advice I would give is that they need to be straight forward and open as

possible in dealing with people; because it would be much simpler in the long run. I

advise them to get ahead for positions ofhigher educational administration.

Sb.27 I would advise them to seek out opportunities to learn to grow; whether it is

serving on a committee, taking responsibility for new projects. They should look for

variety ofmentorship experiences, not necessarily only one mentor, but one can learn

different things from different people. They should go for terminal degrees; get a range

of experiences. They should be careful about their choices; analyze the environments

because they may seem wonderful positions, but they are not the right ones. Finally I

encourage them to go for higher levels of administration!

Sb.28 I encourage aspiring women to go for higher level positions because I believe

they can do it.

Sb.29 I highly recommend that women go for positions in administration ofhigher

education. They should have a balanced life. They should take care ofthemselves from

a personal perspective, in terms of their health, physically and mentally. They should

take of themselves in terms of their family lives as they work diligently. I recommend

women to have control of their destiny and not letting anyone else to run it for them; and

that they set the course of their lives and their lifestyles.
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Sb.30 My advice is that aspiring women to positions in administration ofhigher

education, is to try to apply and get the first hand experience in all levels of the higher

education. They should get involve in the governance, getting involve in organizations

on campus that deal with issues. These give the comprehensive view ofhow universities

work hence; it is really important to understand the structure ofthe universities. Another

piece of advice is to really tone the organizational skills, and the ability to organize is

very important. They should be able to understand clearly what their mission is and how

to articulate that to others they work with. They need to get the appropriate credentials in

order to qualify for positions they would be applying for. Above all, they should go for

higher levels of administration in higher education.
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