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In spraing 1989, interviews were conducted with 10
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members, and four as counselors; (5) seven of the participants had
had mentors, and seven found networking useful; (6) though no one
pointed to specific examples of discrimination on their campuses, 6
of the 10 did discern difficulties for women; (7) while fou.
indicated that there was no difference between their management style
and that of their male counterparts, five argued that a woman's
management style differs from a man's; and {(8) when asked to identaify
the traits characterizing a good administrator, sfven mentioned
knowledge, intelligence, and/or analytical ability, four emphasized
the importance of motivating people, and three suggested being a good
listener and communicator. A review of previous studies of women
administrators and the list of interview questions are included.
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A Survey of Women Cammunity College Administrators

From 1975-1982, the tot number of senicr women
administrators increased by 90%. he h- ,nest con-
centrations of senior women administrators held posts
in academic affairs, while the largest proportions of
women administratcrs were found in small institutions
{those having <3,020 FTE). The most rapid growth in the

numkber of senior women administrators was at two

1
4

Year institutions.

But while the status of women administrators has
improved since the 1970's, women are still underrepre-
seanted 1n high-level positions, particulacly at publac
co-educational institutiorns. They are usuallyv clustered
at “he bottom of the administrative hierarchy and are
more likely to be assistants +tc, assistants, or asscciates
than direc%crs, deancs, vice-presidents, provosts, or
pre51dents.2 And, 1in virtually all positions, they
earn less. 1In short, there has be2n little change both
1n the distribution of wcmen throughout the administrative
hierarchy and in salary. Hence gender differentials
remam.3

In fact, much of the literature on wemen in higher
educational administration has focused on the number of
women ain administrative positions and the types of

positions they held. 1Investigators also cften examined

the number of women who sought to become administrators.

3
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Profiles focused on specific women administrators, often
through biographical portraits. Perscnal iistories 1n-
cl.ded nct only demographic, personality, and prcfessional
information but also data on their -areer paths and

4
satisfaction.

Cther research examined attitudes of and toward
women administrators as well as characteristics deemed 1m-
portant to be a successful cdministrator. Internal and
external barriers to w~omen 1in administration, along with
strategies for overcoming sucl barriers, constituted another

5
toric of research.

Work on leacership style ard effectiveness focused on
women's performance as perceived by subordilnates, super-
ordinates, and self. Leadership styles of men and women, as
well as styles 1dextified as crucial for effective leader-
ship, have also been studied. Finally, researchers have also
examined organizational climate and structure and :ts

6
relationship tc men's and women's leadership styles.

For the purpose of this study, the researcher will
highlight some of the specifics from thesa topical areas
which bear on the following exploration of the subject.

For example, women in higher education administration
usually have had mentors who influenced their careers.
Role models were often females. Networking and job

contacts (for wcmen under forty-five) were other in-

fluential factors. Credentials were alco crucial factors

for the careers of women college administrators. These

e 4




includad & termiral degree, publications, and membe:r-
sh1ips 1n organlzatlons.[

Other key alements 1in the career paths of female ad-
ministrators included 2xperience in lower-level positions
and competence 1in carrying out respensibilities in such
positions, 1interpersonal skills, communicatior skills, a
pcsitive self-concept, and ccnfidence. Timing and chance

were also judged to be impor t as well as involvement in

committee work. Such training o ien led to opportunities in

8
administration for women.

According to a survey of women administrators in
Pennsylvani:, most women build their careers in one
institution. Although no single position emerged as a
launchpad to top adm:nistrative Pests, a majority had been
faculty members at one time. 1In this sense, women's ead-
rinistrative career paths conform to the traditional
academic model.9

Most women admiristrators in Florida state
universities reported that tuhey experienced barriers
which inhibited them in their responsibilities and
careers. For example, 87% of the 1,682 respondents
indicated that they were excluded from informal netwo: ks.
Likewise, 87% believed that they worked twice as hard
as their male colleagues. Almost three fourths affirmed
it was difficulg to receive recognition for their ac-

1

complishments. Among 46 women administrators in two

and four year colleges in Washington State who had given

U 5
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Serious ccnsidsration to resigning, between 212 and 3239

expr-:ssed concerns about stress o. "burn-out," limited
upward mebility, lack of mentoring, concern that super-
V1sors were no longer supportive, and ferelings of

11
1solation.

A 1981 study of women administrators 1in
California's 106 community colleges indicated that 71%
of the participants had experienced discrimination. Some
examples of discriminatory practicss enumerated were
failure to share information, not being consulted or
included, the use of d:fferential job titles, stereotyping,
and using informal old boys networks to make dec151ons%2

This study also elicited cpinions regarding
characterastics deemed important to be a successful
administrator. Respondents valued interpersonal skills
more highly than others they mentioned: flexib:lity,
organizational ability, self-confidence, fairness and
objectivity, a sence of humor, decision-making skills,
intelligence, listening skills, Lhealth, and patience.13

Other literature offers recommendations to women
for surviving and ascending in higher education ad-
ministration. Forming and/or becoming a member of a
network .s essential as is understanding the missiors
of the institutions they serve. Other appropriate pre-
requisites include possessing a sense of humor, a

cooperative spirit, a high energy level, an under-

standing husband, time management skills, and a
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doctorate. Desireable irgredients also cited are
being a ¢ensible risk-taker and understanding budgeting;
11

~ral and wiritten communicaticn slills are equally vital.
Having mentors "may be the single most important factor

‘I an administreator's career development, " according to

15

one scurce.

For the most part, such aavice was echoed by a
vice-president for academ:c affairs who counseled
others to seek adv:ce from a trusted mentor. She also
advised others to play campus politics and to ident:fy
and utilize informal communicat:ion/decision networks.
Another hint fcr success 1s to learn about finances as
¢ .eparatjon for budget analysis. Having or develop:ing
interests outsids your 3job 13 another of the mAany sug-

16
gestions she offered.

Such background information prcvided a base from
which to compare the experiences of ten womern ad-
minist ators from co..munity collegzs 1n Na2w Jersey and
in Pennsylvania. The chief means o: data collection
for this study was the interview which lasted from one
to twdo hours with each participant. However, sup-
plementary sources of date such as vitae ang college
catalogs were also vsed.

Among the ten women administrators interviewed
during the spring of 1989, eight were married, one was
single and another was divorced. Six were in their
forties while three were in their thirties and one was

o
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fifty years cid. Such a grecup represents an atypical
sample sir-e the married woman administrator 1is not the
norm.17

Contacts known to the researcher from each college
apprcached potential participants. Those who expressed
interest then contacted the researcher. In a few cases,
the researcher initially contacted individuals directly
using the name of someone familiar as an entree.

Besides the small sample size (whish 1s not at all
scientific), one limitation of this pvroject 1s that data
generated Lty interviewees are self-reports and therefore
represent the participante' perceptions. Such self-reports
have the potential fer distorting valicdity, since perceptions
may not always match reality. Another liabzlity 13 that
a4 group of male community college administrators was not used
for comparative purpo.ss. Such a compariscn might have
helped to delineate the unique experiences and
characteristics of women administrators {1f any) .

Formulated after a review of l1iteratur= on the subject,
the list of the questions used 1s included at the end of
this paper. They were designed to elicit packground infor-
mation c¢n each participant as well as to gather information
regarding management style, personal development eXperiences,
mentoring, networking, and difficulties for women in the
field. Participants were also asked to list and discuss
what qualities make a goc? administrator.

In exploring these areas, this researcher sought %o




address the following questions: How did women enter

administrative positions? Was discrimination an ongoing
conzern? Was gender a balrier to thair advancement? In
short, what factors affected their career paths?

An examination of the educational backgrounds of the
participants reveals that five had master's degrees and
tive had doctorates (Ph.D. or £d.D.). Of these holding
master's degrees, three received them 1n academic subjects
while the other two were 1n counseling. Educational ad-
ministration was the preferred field for those possessing
doctorates; one administrator's Ph.D. was 1n English.

Am>ng the participants, three heid decanal positions
while two held assistant or associate dean positions. Three
others were directors at their respective 1nstitutions;
one was a chairperson while another was un assistant to
an academic vice president.

In tracking their career paths, 1t was found tkat all
but one administrator had previous work experience either in
the Susiness world, in secondary schools, or in four-year
colleges before comirng to the community college. Seven
had been employed at only one community college.

Most of the women held a variety of administrative
Posts. Within the academic area, the careers of six wrmen
made the progression somewhere along the hierarchy from
faculty, to department chair, to division chair, to assistant
or associate aean, and then to dean. Within the student

services area, three women had been either counselors or

&9
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ra2sidence directors before attaining an assistant dean or

d

b

ractor's position. Finally, a dean of cemmunity education
had worked 1in four director's positicns as well as having
served as a counselsr hefosre occupylng her present position.

Educational prenaration toward a master's or doctor's
degree 1s necessary to attain a position 1n higher education
admin:stration. S:ince post male presidents anc deans
have doctcral degrees, women must have equal credentials

1
to huttress their aspirations to higher status pocitions. °
But tco what extent did such training prepare or assist
these women 1n their current positions?

Eight participants acknowledged that their coursework
assisted them 1in administration. Those who pursuecd graduate
work 1n a subjsct area pointed to the value ¢f a liberal arts
education in imparting valuss. One dean noted that work on a
dissertation gave her a feel for research and enabled her
to discuss research interests with faculty. Two 1nterviewees
mentioned how helpful courses in business and management had
been 1n administrative work. Two others pointed out that
counseling courses were very beneficial 1in showing them how

9
to work with people and how to get the most out »>f them.1

In contrast, two women agreed that their educatiocnal
backgrounds did not directly prepare them for their current
administrative positions. A dean, whose master's degree was
in physics, said: "For me, most of what I have dGone is

20
OJT [on the job training]." The other wom.n stated:

Since I do not feel that my formal education
has prepared me for these positions, I have

o 10
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bPeen reluctant to decicate the time energy, 21
and resources necessary for a doctoral program.

While the graduate d=gree :s rmpervzant in order to
launch an admznistrative Ccareer, women admainilstrators
still had to secure that first administrative post. But how
did that happen? How did they become 1nterested in the
field?

Four of those 1nterviewed became administrators
by accident. They d:d not heve a pian tc move into
nor did they aspire “o such a position. For example, a
department chairperson indicated that she was encouraged to

22

becomne the chairperson by her colleagues. Two others

d for and secured adm:nistrative posts without having

1%

appli
Frevicus experience. A dean related how, on the day
before the college opened, the president called to asr her
1f she would be the division chalrpersou.z3

For the others (€), moving ijinto administration was a
conscicus decisicn. Twe women related that they became
bcred teaching and soudht new challenges and opportuaities to
effect change. Three 1nterviewees nad been doing some ad-
ministrative work. One worked at » small college
where, as a faculty member, reports had to be completed.
Another served on many committees and aspired to more
responsible positions in order to help influence the
direction of the institutaion. Finally, one woman
indicated that her involvement in student activities/or-

ganizations as a college student led her to pursue a

career in student affairs administration.

S0 11




These findingr are n>t censcnant with Charol
Shakeshaft's research. She indicates that most women
who pursue careers in educatioral administration Aid
SO0 as a result of tue enccurayement of some significant

24
cther.

As administrator:s, these women were asked to assess how
receptive the field 1s ‘o female aspirants. Were they
Pioneers 1in a male dominated profession?

Farticipants gave a variety of respecnses in addressing
this question. Three believed the field to be quite re-
ceptive 1in that they did nct see one's gender as a sig-
nificant barrier in pursuing an administrative career.
Several commented on the fact that 1n the last ten to
fifteen years, mores and more women have been situated
1 administrative posit:ons highsr educatiorn, especially in
m:rddle-level management posts. Because fewsr women can be
found 1in upper administrative pests, one dean telt that the

25
field 1s not as accessible as womern would like it to be.

Commenting on the lack of many female vice-presidents or

college presidents, anothsr dean noted that there are

informal male networks at colleges which still exclude women.

She added that "Ehe boys" are not yet comfortable with women
v:.ca-presidents.‘-6

Another interviewee cautioned that receptivity varied
widely. sShe had worked outside the New York area and

believed women administrators were afforded less op-
27
portunities there. An assistant dean gave the opinion

12
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that the field was not at all hospitable tg women. In her
vVliew, women a~”—1nistrators are not tzikeén as seriously as

5
men and are no: 3s respected as xren.(-8

There was more agreement concerning the influence of
marriage and family on career goals. It was not Surp.'1sing
to find that all these women (except one who never marriec)
pursued their careers within marital/parental constraints.
Three nentioned that they had movad because their husbands
had secured positicns in certain areas; then they sought
employment. Severa. women noted that their timetables
wer2 ¢ :nged or aajusted to accommodate the demands of
motherhocd as well as marriage. Qf the nine who were
married, three women have no children.

Having children affected one's pursurt of education,
the type cf position one sousht, as well as one's con-
tinuance 1n seeking career advancement. Not wanting to
uproct children was a concern voiced by these women.

This, of cc 'rse, also affected their career mobi1lity.

It was easier for childless women, and those whose children
were grown, to meet certain demands of administrative
positions such as night meeting. and weekend events.

In short, these women made "certain choices at certain
points in time."29 Even though one dean's husband

followed her to her job, she explained that he had

30
recently retired and thus was wiiling and able to move.

Another dean noted: "I spent twenty years defining my
31
career around other's needs." Indeed, the limiting

/




role of marr:age and family responsibilit:es for women
ls discussed 1in much of the literativre on woem . 1n
educational admlnlstratlon.32

Ali these factors---educational background, personal
interest and perception cof the field, marriage and family---
affrrted their career paths. Job experience in previous
Positions was another crucial element. Participants
were asked to assess such experiences as a preparation
for their curirent assignments.

This group acknowledged the importance of their
Previous pesitions. As one dean declared: "Every

2
experience prepares you for the next one.”-3 Over time,
these :interviewees assumed more and more responsibilities.
Some tasks remained familiar but some changed. Such
challenges cnabled these wcmen to grow and learn on the
Job.

Learning also included personal development op-
portunities. Did these women participate in or take
advantage of them? 1In what types were they 1involved?

Three levels of involvement were found among this group
of women. Two of ten did not participate in any formal
activities. Only one took graduate coursework which
was partially supported bv the institution. One spent
time learning about computers on her own. Four others
mentioned that they attended national/state conferences/

workshops over the years. These included the American

Association of Community and Junior College Conferences

14
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as well as others dealing with admissions or financiil
aid. Such professional inveolvement served to refine and
test communication, decision-making, and human relation
skllls.34

The remaining four interviewees all participated in tae
"Leaders for the 80's" program sponsored by the Maricopa
Community College 1n Arizona. All agreed that this program
gave them the confidence, support, and encouragement to
aspire tc high level administrative posts. 1In praising the
program. one director stated that it provided female role
models. "It was good to see other women 1n top management

5
posit10ns,"3~ she said. One assistant dean related that
she sti1ll keeps 1n touch with a few of the women she met
<€
at that program.‘c Such an experience also preovided a
network of people that could be called upon for advice when
needed.

In addit:ion to the "Leaders of the 80's" program, these
four women alsc attended conferences pertinen* to their
field of employment, =.g. a freshman seminar traiping
pregram, the Ceouncil for the Advancement and Support cf
Education (for public relations and development people),
ARCJC, and the National Council for Resource Development
(for fund raisers and grant officers). One dean was an
intern for the latter organization as well as a participant
in the Higher Education Resource Services program at

Wellesley College in Massachusetts. She related that

her attendance in the HERS program provided valuable

15

13




information regarding adm:nistration and set up the

provision fer contacts with individuals in higher educaticen
37

administration 1a the New England area.

Women were asked about the importance of contacts---
specifically nstworking and mentoring---to their ad-
ministrative careers. Three said that mentoring never
1ss1sted them 1n their careers; three others related that
networking was not useful either.

0f those seven who had had mentors, four mentioned
that they had been men. Two stated that they had had
both male ard female mentors; cne had had a female mentor.
Female mentors wers defined as those who worked with the par-
ticipants &t the2 same institution. Male mentors named
by those surveyed included those who worked with tha
lnterviewees, usually .rofessional superiors. Others named
were a consultant, a college president, and a husband.

The ecssence of the mentor's role was aptly summed up by
one part_.cipunt:

My mentors have taught me a lot through d:s-

cussicn, example and direct observation.

They have always been individuals with higher

level positions at the same institution.

frequently they have advised me of op-

portunities for challenging and broadening

assignments and sometimes paved the way

for me.38

Of the seven who found networking useful,
only three mentioned its operation on campus. For

example, a department chairperson asserted that networking

helped her get things done on campus. oOutside the in-

ig




stitutions, aetworking was mentioned with reference to

one's field e.g. development, financial aid. It's pur-

POseé was not career advancement but informational. As

one director stated, "My network 1s important to me 1n

solving the problems and finding answers to some of the
9

gquestions that come up."3-

Another influence on their career paths, in addition
to personzl development, mentoring, and networking, was
the climate with respect to wemen at the college. To
what e@rtent was the campus climate cool or non-receptive
te women administraters? what difficulties did they
encountar?

On the surfac2, at least, community cellages seem
fairly open to the employment of women administratocres.
Using 1nformation gathered from the most recent college
catalogs from seven institutions in New Jersey and
Pennsylvania, th:is researcher calculated the number
of wcmen administrators (chairpersons of departments/
divisicns were included as administrators). As the
followirng tabl= makes clear, the percentage of women 1n
administrative posts ranges from a low of 36% at Bergen to a
high of 6C% at Northampton. So, at the very least, women

make up over one third of the administrative staff at

thece institutions.




TABLE 1

Community Colleges

Community College Percentage of Women

Bergen ({NJ) 36%

Burlingten (NJ) 39%

Bucks (PA) 40%

Brookdale (NJ! 46

Middlesex (NJ) 48%

warren {(NJ) 54%

Northampton (PA) 60%

Given a setting where women ares approaching eguity

in numkbers, what were the difficulties for these woman,

1f any? One dean c£aid there were no difficulties for

women at her institution, while another director at the

same 1institut:ion indicated that women couid work better

with one another, network better, and build a more

supportive environment because they make up the majoraty
40
in middle management positions. Two others also placed

the respons:ibility for difficulties on women. For
example, one director pointed out that women don't have

the netwcrking capability that men seem to have. Another

asserted:

The chief difficulty for some women administrators
at my institution lies in their unwillingness

or irnability to understand how the system works.
Some consciously rebel against it and often

feel frustrated. I believe that whether or

o 18
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not you agree with 1t, 1ts presence is part

of reality and you havs to get into i1t 1in

order to have any hope of changing 1t.41

Although no one pointsd to specific examples of
discrimination on their campuses, six of the ten did
discern difficulties for women. Yet 1t 1S not sur-
Prising that particular instances cannot be pinpointed.
Overt discriminatory behavior toward women is 1ot
sanctioned today. Hence, 1t 1s more difficrlt to
1dentify 1n subtle forms where 1t deces exist.4‘In this
regard, two women mentioned the impcrtance cf havaing
a president create a supportive environment for women

43
on campus.

The existence of an "old boy's" netwerk on their
campuses was a concern of two participants. Such -n-
formal networks are difficult for women to penetrate.44
One dean roted that through such mechanisms negotiations
are carried out behind the ctcenes. There's an unwritten
and unspcken set of rule. concerning appropriate bebavior
for women which :s generally somewha: obscure to them.45
This network according to one chairperson, is responsible
for criticizing women deans and others 1in upper level
adaministrative posts.46

Because women are not yet routinely positioned in
upper level administration in community colleges, men
(and some women) find that they have to adjust to

these new situations. For example, one dean explained

that one result of this change in the comfort level

10
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18 that the expectations of a woman s performance
(as a dean or president, for 1instance) are much higher
than they would be of a pman's. Accordingly she stated:

I thirk there's more criticism and more scrutiny
of my decicsions than there might be if I were a
man.47

An assistant dean remarked that women are not being
taken sericucly and that "pecple don't want to hea- that
you have children and have other demands on your llfe."48
Another associate dean related that some of her ﬂale
colleagues were uncooperative, unsupportive, and con-
descending to women and make l1ife difficult for women
working with them. In order to survive in such an at-
mosphere, she sz1d that women have to learn to play the
poritical games or be twice as good and work twice as
hard as men to gain acceptance.49

In connection with the campus climate, perticipants
were also asked hcow they are judged with reference to
their male coliecagues. Only a dean and one director felt
that they were not judged 1in the same way chat their male
colleagues were. The dean explained that there are different
eXpectations for women and that they have to prove themselves
"over and over and over again. There's a certain sense of
authority in just being a man to start with so that women
have to prove themselves a lot more."50 A director’'s
response was quite similar in that she noted that she

has to werk harder and work on her image more. "You have

to do some self-promotion--you have to let people know

20
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that vou're someone. This 1S5 b=cause, che added,

51

wonen generally see themselvasS 1n supportive roles."

Although three prefaced their comments by saying

1t was difficult for them to say, they and the other

five affirmed that gender was not a factor in Judging

their jcb performance. Skill, competence, accomplish-
ments, personality, and style formed the basis for
Judgment, they believed. As one participant remarked:

You're either seen as an effective producer
Or you're not.52

And even though one director asserted that her
president can be verbally rougher on women, she
acknowledged that he has high performance expectations
c

for anyone he hlres.J3

As campus leaders, these women were questioned
about their management style. 1In light of much of the
recent literature which debates gender differences in
management behavior, particilpants were also asked 1f
their styles differed from those of men, and if so,
how. Alithough one woman would not comment on this
question, four asserted that there was no difference
between their management styles and their male counter-
parts. As one director noted:

I don't see it as a male-female kind of issue.

I Jjust think it's very much an individual issue

that's tied to personality and I think what

people are comfortable with.%4

Likewise, another participant asserted that differences

in management style were based on education, training,

21




5¢
and personality type rather than on yender. But, in

contrast, a dean describesd the differences not 1n women's
actions but in terms of others' respcnses. She explained:

There may be very little difference in how I

handle somsthing {from a man! but the response

to me as a woman would be different than the

response to a man's handling of the situation.5h

The five other interviewees agreed that a woman's
management style does differ from a man's. Their ex-
planations for this varied, however. A director asserted
that men are quicker to make decisions and take fewer

c
things i1nto considerat:on than w0men.J7A dean felt that
men tend tc be more data oriented. They stand back and
let things .all arart 1f comeone messes up, whereas a
woman would take cver and try to remady the situation.
Women have to provas *hemselves mere, she explained.
She also admitted that she gets more emotional than
men--"I get angry or burst into tears occasionally"--
although she‘'s 1lear ‘ed to curb this tencency over the
58

years.

An assistant dean related that, unlike men, she
manages her staff like a family. She doesn't treat
all the same and she 1s concerned about their ]ives
outside the job. sSimilarly, a director commented that
because women have been raised to be nurturers, they
can humanize the workplace. Women make work more

bearable because they accept and understand that what

goes on 1in one's life outside the workplace has an impact
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on what goes on at work. 1In addition, she talXs with her
staff sbout developing therselves and assists them 1n
Setting future career goals:. However, she did note that
women, more than men, tend to take criticiem of their jeb
o]
performance as a critique of them personally.S'

A chairperson alsc described her style as tied to
gender. She tries to create a supportive atmosphere where
people can do their best work. che attempts to get things
dore by influence, not command. The creation of such an
environment 1y not typically a male concern, she believed.60

Aside from commenting on the 1ssue of dgender in
management styles, participants exhibited similarities
11 management behavior among themselves. Three mentioned
creatlhg shared ownership of a project, participation,
and the setting of goals. Five others explained that
they supervise staff members as individuals by taking
into account their particular needs. 1In general, they
provide initial direction, delegate tasks, and then allow
colleagues to do their work. Two others referred to the
1mportance of communicating. It is crucial, not only
between supervisor and staff member, bﬁt also among col-
leagues. Disagreements should be aired and resolved.
Being open and sensitive to responses of the group builds
consensus.

Some of these traits were restated when par-

ticipants described what characterizes a good administrator.

Having a vision and sense of purpose were stressed by five
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women. Seven mentioned knowledge, intelligence and/or

analytical ability as key qualifications of a good

professional leader. Four emphasized the importance of

motivating/influencing people to get things accomplished.

Being a good lastener and communicator was suggested by three

interviewees. Three others noted the importance of being

trustworthy and accountable. Knowlng how to manage one's

time was a factor deem=sd essential by four women. Traits

named less frequently included having a high energy level,

having a loyal, cecupetant staff, being a risk taker,

having a sense of humcr and Feing decisive.

Because of the small ci1ze of the sample,

generalizations from this study must be tentative at

best.

The results presented here bear out scme of the

findings ¢f related research, while also indicating

some differences ac well.

The profile cf this group indicates that women

administrators are an emerging group in the profession.

All wers relatively young--aged 50 or younger. Only

ohe was 1n "an assistant to" position often said to

characterize women's role in administration.

Half held

doctorates, the so-called "union card" for administrative

posts, and the majority said that their graduate course-

work was helpful to them in their administrative work.

While it might be expected that these women received

encouragement from others to pursue administrative careers,

a bare majority (six) related that they moved into ad-

24




A3

ministratign on their own initiative. And like the
literature on the subject, there was no agreement as to
whether the field of administration 1is receptive to women.

In contrast, all married participants agreed that
mariiage and family hacd affected their career goals.

All acknowledged the impertance of previous positions
they have held as preparation for their current
responsibilities. And equally meaningful to their
current posts were perscnal development activities.
Over three-fourths had taken advantage of such op-
portuuities: workshops/conferences and/or programs
such as "Leaders for the 80's" program.

Mentoring and networking were both beneficial to
their work. Seven had mentors, usually men, whce assisted
them 1in their careers with adv:ice and/or information.
Seven founcd networking, generally for informational
burpcses, useful. It was employed on campus as well as
among institutions.

At the community colleges examined, women account
for from over one third to three fifths of the ad-
ministrators. A bare majority (six) agreed that there
were difficulties for women administrators on their
campuses. Subtle forms of discrimination seem to per-
sist in the form of informal networks and in different
eXpectation levels for women's performance, for example.

Like the literature on the subject, these par-

ticipants lacked consensus regarding the questicn of
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whether the management stylesg of men and women differ,
In fact, as ncted by one interviewee, the d:fferences
may lie in people's responses to women's acticns (and
thus how they perceivs women's actions) rather than in
women's sty.es or behavior.

Finally, traits named most frequently by these
women as< to what makes a good administrator were not
those rated highest i1n other surveys. Those named with
most frequency included: having a visicn; having
knowledge, intelligence and/or analytical ability:
having the ability tc motivate and influence people;
and knowing how t¢ manage one's time.

While stud:ies like this one can na2ver be
definitive, they serve to emphas:ze the importance of
a variety of factors affecting thas cares=r paths of women
administrators: educational Lackground; perscnal i1nterest
and percepticn of the fi214; marriage and family; previous
Job experience; personal development act vities; 1in-
stitut:onal climate; mentorir 3y and networking. A knowledge
of these personal, societal, and institutional factors
may indeed be helpful to those leaders (both men and women )
wh. will shape institutions of higher education in the
next decade. They need to mold colleges and universities
into places which accommodate the needs and styles of

women while utilizing them to their full potential.
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Questions for Women Administrators

L. Please summarize your job history to date.

Z. To what extent did your educational training prepare you
for your current position?

3. How d1d you get 1nterested in administration?
Lid marriage and fanily influence your career goals?
How receptive is the field to female aspirants?

4. To what extent did your previous positions {(whether they
be teaching or administrative) prepare you for your currernt
pesition?

5. What formal personal development opportunities have you
had over the years which may have assisted vou in your
current administrative post? Have you been promoted since
You joined this institution's administrative staff?

6. How would ycu describe your management style? Does 1+
differ from that of a man's? If so, how?

7. Are there difficulties for women 1in administrative
positions at your institution? If so, what are they?

8. Has mentoring and/or networking assisted You 1n your
administrative career? If SO, please exnlain.

9. What makes a good administrator?

10. How are you judged with reference to your male
colleagues?
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Identification

List g£ Interviewees

Community College

Date of Interview

Bergen
Warren
Warren
Naorthampton
Bucks
Northampton
Bucks
Middlesex
Northampoon

Eergen
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Feb. 20, 1989
Jan. 25, 1989

Jan. 26, 1989
March 17, 1989
March 9, 1989
Feb. 2, 1989

Feb. 24, 1989
March 1, 1989
Feb. 2, 1989

Feb. 27, 1989

Junior
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