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EXECUTIVE SUMMARY

Where's the Gender Gap?

Only 10 percent of college and university presidents are
wonen, only 13 percent of chiet business ofticers are
women, and only 25 pereent of chief academic officers are
women.  Yet, more than 32 percent of the current stucent
body comprises women. “While colleges and-universities are
dominated by male leadership, however. concerns regarding
administrative procedures that exclude women and create
chilly campus climates continue to plague academic institu-
tions, Many believe that by closing the leadership gap. inst-
tutions would become more centered on process and per-
sons Cdescribed as feminized concerns) rather than focused
on rasks and outcomes Cattributed to masculine sivies of
[cadership).

What Are the Issues of Institutional Context?

Most of us are intelectuadly aware of the complexity of
wonmen's situation and recognize that it needs to be viewed
in it hroad historical context of inclusion and exclusion. By
explering women's place in higher education institutions
historically and currently, the lack of women's teadership is
analyzed 1o determine the reasons for the gap and persis-
tence factors in maintiining the gap.

socictth and organizational conceptions of leadership vary

according to author assumptions. Tlowever. it is 4 common
notion that leaders are individuals who provide vision and
meaning for an institwtion and embaody the ideals toward
which the organization strives, Five common frames of
reference for organizational structures inform us that feader-
~hip within these structures are traditionally: conecived,
Most conceptions of organizations assume that leadership
cmanates from the apex of a hierarchy, A sixth frame, A
Web of Inclusion, is offered as an alternative, feminized
frame of reference.

Women and Men Leaders: Different or Alike?

A problematic issue is that leadership traditionally has been
stucliod using nuile norms as the standard for behaviors, As
noted by Desjardins, Acker, Gutek, and othors, women
adopted muale stndiards of success 1o better fit into male-
donimated hierirehical structures and systems, Fraditional
scholars, such as Birnbuom and Mintzberg, view leaders as
heing alike and genderless, Tiowever, scholars such as

Lhuher Education Leadonbip
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Barric Thorne and Deborah Tannen, who rescearch gender
ditferences. posit that social norms and issues of gender-role
ascription create difterences between women and men.

Carol Gilligan's rescarch on cognitive development has
provided impetus tor many of todayv's scholars to explore
and revise leadership aswe knew it Gilligan argues that a
single model of reasoning patterns and stages of moral de-
velopment fails to capture the different realities of women's
lives. By offering two ditferent modes of reasoning patterns,
a more complex but better understandable explanation for
the human experience also would be more inclusive.

sally Helgesen, tor example. examines how women chief
executive oflicers make decisions, gather and dispense infor- -
mation. delegate tasks. structure their organizations, and
motivate their emplovees. She concludes that women lead-
ers place more emphasis on relationships, sharing, and
process, while male CEQs, as per Mintzberg's studies, focus
on completing tasks, achieving goals, hoarding information,
and winning. Gilligan's work identified a separate develop-
mient pathway that results in personal and relational respon-
sibility being of highest value for females and legalistic jus-
tice tor individuals being highest for males. Therefore, as
described by several authors, while men are more cons
cerned with systems and rules, women are more concerned
with relations and atmosphere.,

Docs the Gender Gap Matter?

Many authors have produced scholarship surrounding wo-
men's way of knowing compared with men’s way of know-
ing. Recent scholarship speculates how these gender differ-
ences impact on the values held by leaders ind how these
values mtluence institutional structures and infrastructures.,
If stvles and approeaches are indistinguishable between
women and men, the gender gap s a numericil inequity
and should be corrected for ethical reasons, But, it leader-
ship approaches are ditferent, the gender gap may represent
an impediment to potential institutional improvements.

The Glass Ceiling in Higher Education ,
Through intact male-dominated structures, men in organiza:
tions have come to view their perspectives and norms as
being representative of gender-neutral hunin organizational
structures and assume the structure is asexual.” Sheppard

1
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found that these nude filters render women's experiences as
invisible, Subtle, indirect obstacles as a result of Labeling or
stereotyping place stumbling blocks in the career paths of
many women. Cultural aritacts in higher education such as

] tenure-track standards, pedagogical practices, and marginal-

- izing of certain studies and scholarship apparently presenve - -
“appropriate” and different spheres for men and women in
academe. A remedial vision — that is, one that is not seen
through the eves of only males — would add depth and
new perspectives for shared images of posthicerarchical insti-
tutional structures in higher education.

Implications to the Institution

Orgamizational culture affects curricuium and administration
in that resources are allocated based on the values of the
institution. - Several scholkars contend that a leader with an
emerging, inclusive stvle of feadership could provide an in-
stitution with new values and cthics grounded in coopera-
tion, community. and relationships within the community.,

Higher education’s leadership also needs to become more
reflective of the constituents it sernves,

Several actions can be taken to bring about this clunge.
Clearly, it is casier to promote change when in a position of
authority. Transformational leadership desclops organizi-
tonal consensus and empowers those whe are like-minded
in their goals, Farther. since patriarchy has been organized
through men's relationships with other men. a similar unity
among women is an eftective means by which to combat
institutionalized fornts and normis that exclude women
And. regardless of positon, women in higher education
need to become more awcre when the sense of being o
nerginal member or an unequai member of the academy
impedes performance A first step in this process is the
chmination of campus micro-inequitics, those behaviors and
actions that create a chilly campus clonate for women :and
Hinority. groups.

IUis important to renain vigilant to the eftects of organi-
zational norms, structares, and systems, tor many of the
issttes encompassed within the gender gap aare a resuli of
syatems and not individiuals, flowever, becauase they are
only systems, they can be examined and changed. Further-
more. of most importance in the process of change is the
recognition that equdity cannot be externally assigned until

fhigher Fducation Leadensing !




it has been internally pereeived by institutional members.

By auending o traditional institutional practices such as
exclusionany tenure criteria, sexual harassment, and wage
gups. incremental but eftective changes can reshape institu-
tional culture and the associated images of leaders and lead-
“ership in higher edicition, ' T o
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FOREWORD

Research conference after rescarch conference. policy con-
ference afier policy conterence, during the last 20 vears the
findings have been the same:

e While there is 2 balance of women to men at the instrue-

tor and assistant professor level, there is7 significant im- -

halance of men o women at the full professor, tenured
level.

* Consistenty at gl levels, women receive lower salaries
than men in all positions.

o At the upper lcadership fevel — deans, vice presidents,
and presidents — amen are disproportionately represented
to women.

e At institutions of higher reputational ranking, the dispro-
portionate representation of men to women is even
greater,

While these findings are wetl-known to most evervone in
higher education, scarch commiuee after search committee
still brings forth recommendations that perpetuate this gen-
der diserimination, One reason is that the dataare nnelear.
When search committees are asked about the kick of repre-
scentaion in their recommenditions, the usual response is
that there were no qualificd women candidates. When the
gender makeup of the usual scarch committee is analvzed.
they more often are found to be highly nude-dominated.
thus leading to a suspicion of gender bias.

Hiring and promotion biases have been linked to compuat-
ibility.  People generaliv recommend tor promotion or for
hiring those whom thev ke, Since people generally like
onlv two types ol people — those whom e like them or
those whom thev would like to be like — most promotional
and hiring, recommendations generally reflect the chacicrer-
istics of the majority of a sclection committee, What must
happen to break this ~compatibility evele™ is toinerease 1
arcater understanding and thercfore o greater aceeptanee
and respect tor the gender difierence.

In this report by Luba Chliwniak, who has served as cam-
pus director and director of education and complianee at
Apollo College and now is a consultant on complianee pro-
grans for Pima Community College, the gender gap is care
fullv anahvzed. After reviewing the current status of wonen
i lcadership positions, the author identifies and discusses

Fhober Education Teadesbip
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the persistent factors refated to the gender gap issues. She
then heighens our awareness by turning from the conven-
tional wizdom that underlies the persisting factors o exam-
ine research of gender theory as it relates to emerging theo-

ries of leadership. Dr. Chliwniak concludes her report with

an analvsis of the factors influencing evaluations ot leaders
and leadership modes and then jiresents conclusions and a
series of recommendations for considerations for future hir-
ing and promotion strategies.

This report of the gender issues refated to higher educa-
tion leadership helps to develop a greater understanding not
onlv-of what is the status of gender and leadership but why
these gender inequities exist. This report. used as back-
ground for selection committees and by academic leaders
whio are in the position of nurturing and promoting women
to positions of leadership responsibility, can only help to
improve the gender climate in higher education,

Jonathan D. Fife

Series Editor,

Protessor of Higher Education Administration, and
Director. ERIC Clearinghouse on Higher Education
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THE STATUS OF WOMEN ON CAMPUSES AND
IN LEADERSHIP ROLES

Introduction

The student body in universities has changed significantdy
during the last severat decades, Female enrolliment of first-
veur students has matched and. in some coeducational insti-
tutions, surpassed male enrollment (Cage 1994). With the
entering student body continuing to increase in female num-
5 bers, it might be assumed that the eadership of higher edu-
cation institutions would reflect the demographics of the
majority. This, in fact, has not been the case. The most re-
cent daty relating to the presidency and academic leadership
in higher education institutions indicate that women are
underrepresented in all leadership ranks. A gender gap con-
tinues to persist in this arca ot academe.

Many authors have produced scholarship surrounding the
ditterences between women's wiys of knowing compared to
men’s wiavs of knowing. Some write about ditterences as i
result of deeply embedded social norms and expectations,
referred 1o as the social construction of gender in our soci-
ety Others write from psvchological or psychosocial per-
spectives, exploring how moral reasoning and social circums-
stances are different for men and women. Recent scholar-
ship speculates how gender differences impact the values
held by leaders in organizations and institutions and how
these values intluence institutional structures and infrastruc-
wres. It is a common notion. for example, that leaders pro-
vide the vision and the meaning for an institution and estab-
lish cultural vilues and norms. Further, the leader embodies
the ideals of the institution and provides a direction for
menmbers. “In leadership. the situation of winning and losing
is not important . . . leaders are concerned with manage-
ment of people” and “inducing a4 group into action that is in
accord with the shared purposes of all” (Bruhn 1993, p. 10,
According to the literature, women's leadership siyle would
create collegial, process-oriented environments in which
Auid leadership offers empowerment to institutional mem-
bers (Hefgesen 19935, 1990 Auberdence and Naishitt 1992:
Kellv 1991, Men's leadership style, based on a traditional
mode, implies a focus on structures. rales, outcomes, tasks.,
and hicrarchy (Helgesen 1993, 1990; Johinson 1993; Milw id
1000, ' S

When reviewing literature regarding leadership, whether
within corporations or higher education, it can be readily
discerned that current leadership theorists encourage o

Hhgher Education Leadenship
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maodel that encompasses strong human-relations skills, a
humanistic approach. collegiality. and consensus building
(Levin 1994: Bergquist 1992: Wilcox and Ebbs 1992 Bennis
1991: Decgan, Tillery. and Associates 1991: Fryer 1991: Rou-
cche, Baker, and Rose 1989). Tom Peters and Peter Drucker

~have made their preference for this model explicitin their - -

current writings (Auburdene and Naisbite 1992) as has
Charles Garficld (1992). Another frame of reference. the web
of inclusion (1elgesen 1995). emerges as a new posthicrar-
chical model for organizations. Peters states thut “the lum-
bering burcaucracies of this century will be repliced with
fTuid interdependent groups of problem solvers™ (1994, p.
15} but warns that this can be accomplished only when a
true posthierarchical organization is the result of cultural
change. Senge's fitth discipline focuses on the development
of learning organizations that are decentralized, nonhierar-
chical, and dedicated to the well-being and growth of em-
plovees (19900,

When cross-referencing postmodern, nonhierarchical
leadership theories and models with gender-related research
and scholarship, it becomes evident that the gender-related
charactegistics, deseribed s innate to most women. encom-
piss the very deristios leadership theovists claim to be
most cftective, ™

This report cxplurpé‘ women's place in higher education
stitutions historically and cuirently, Persistence factors,
hased on traditional policies and practices that define women
as “other” establish sites of exclasion and inequity within the
context of higher education institutions. It is within this con-
text that the lack of women in leadership positions is ani-
Ivzed 10 determine the raasons for the gender gap., the possi-
ble effects of the gap. and the potential impediment to in-
stitutional functioning it an emerging leadership stvle is not
cqually represented in academe.

This report deals with women in general, The lack of
focus on race, cthnicity, and or social class is recognized but
the limited coverage does not preclude the need tor tuture
study. Fievious studies have shown that most presidents
self-identity as middle class, regardless of the social class of
their tamily of Dirth. Also, women in general are underrepre-
sented, therefore women of color and women from specific
cthnic groups are very few in number. It is dilticult to speak
about minority women with this lack ol rescarch or eviden-
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tiary data for reference. For example, in 1990 male and fe-
matle African-Americans represented only 5.3 pereent of
college presidents, and more than half of the African-
American presidents headed histerically black colleges or
universities (Wilson 1993). Perhaps in the future as more
women and minorities bécome involved in higher edacation
leadership we can look forward to these issues of diversity
being raised and rescarched with more representative num-
bers.

Background Issues

Only 16 percent of university and college presidents are
women: only 25 percent of academic deans are women:
stightly over 18 percent of tenured full professors are women
(Wonien in Higher Education, October 1995); yet women
comprise over 52 percent of the student body (Cage 1994).
While colleges and universities are dominated by traditional
male leadership. concerns regarding administrative practices
that exclude women and create chilly campus climates con-
tinue to be heard within academic institutions. These claims
are made by members within and outside the academy.

A call to close the gender gap in leadership is spurred on
by those who believe women's leadership would provide
more equitable and caring environments for faculty, stait,
and students in higher education (Wilcox and Ebbs 1992:
Hensel 1991: Desjardins 1989; Wilkerson 1989). In closing
the gender gap, institutions would become more centered
on process and persons (described as emerging leadership
concerns) rather than focused on tasks and outcomes Cattrib-
uted to traditionally masculine styles of leadership). In turn,
campus climates would be lived and viewed more positively
by the current Temale majority of internal members,

In finding answers to the following questions, we will
begin to determine the actual effect of the closing of the
gender gap in leadership:

1. Are women leaders similar to men feaders in higher
cducation institutions or is there diversity in leadership
styles, vitlues, and goals hased on the gender of the
feader? ‘

2. Has academe tracked individuals and bypassed women
for leadership positions based on old assumptions about
the proclaimed natural affinity of males as leaders?

I
Only 16
percent of
university
and college
presidents
are
women; yet
women
comprise
over 52
percent of
the student
body.
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3. Are the leaders” values and goals retlected in the fune-
tioning of the institution?

t. Would women's leadership styvles change the wayv higher
cducation is conceived and organized?

3. Ulimarely. would higher education be beuer i its con-

- eeption and organization reffected the values of women
leaders? I so. how?

Some of these questions will be ditficult 1o answer because
there are very tew women leaders in higher education. Fur-
ther, those who are in leadership positions often are found

in small institttions (less than 3,000 students) and-or are in

bureaucratic structures, often responding to a male chiet
excaeutive officer, such as 4 district or svstem chaneellor.

A refatively recent headline in the Chrondcle of Higher
Ldiecation tells us that “some top universities have a hard
time finding a president (Sept. 15, 1993517 The article dis-
cusses how presidents are seduced into leaving their current
institutions to aceept positions with other institutions, The
merrv-go-round of presidents means that presidents senve an
average of four to seven yvears in one institution. Unstated is
the effectiveness of their leadership in the institutions they
have led or the operational status of their current institution.
The implication is clear, however, that these are desirable
leaders, In cach case, the presidential position is referred to
in masculine terms. and in each case the numed president
wus muale. The lack of women in leadership positions and
women s an available pool of candidates for presidential
positions was not addressed m the article.

Flvin posits that boards may not be comfortable with -
selecting women for leadership roles because of a prevailing
helief that men prefer to work with other men (1993). Res-
ki wid Roos suggest that men, as a dominant group. have a
stake i maintaining the ditferentiation of spheres (19901,
Milwiad C1900) and Kanter (1977 argue that the glass ceiling
most often is the result of a4 woman being unlike her prede-
CUSSOT.

Aside from the obvious equity issue. the gender gap in
leadership presents other problems related o its ilmpact on
higher education institunons. As the data show, women are
underrepresented in every area of higher education Teader-
shipy and, therefore, it is more ditficult to study the actual
impact of women's leadership on specitic tepes of institutions
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with any significant numbers of women. This is especially
the case tor research universities in which only 7 percent of
presidents are women (Ross, Green, and Henderson 1993).

Also problematic is that leadership traditionally has been
studied using male norms in hierarchical structures as the
standard for behaviors and characteristics against which -
women were assessed. Leaders were considered to be orga-
nizational and somewhat “asexual™ rather than having dis-
tinctive gender-related maodes and approaches (Sheppard
1992: Acker 1991; Gutek 1989). As a result, women adopted
mile standards of success to better fit into male-dominated,
hierarchical organizational systems (Johnson 1993: Northeutt
1991; Desjardins 1989, Students also see and feel the lack of
a feminized leadership style. With more than half of the
student body being women (Cage 1994, it is difficult for
women to understand how a svstem that is not based on
diversity will change dramatically enough or rapidly enough
to provide environments that are suitable and welcoming for
all its students without a larger representation ol women in
the leadership ranks (Pearson et al. 1989).

In summary, the hackground issues relating to the gender
gap are most pronounced in the disparity between numbers
of women leaders €16 percent of higher education feaders
IRigaux 1993)) in relationship to the numbers of wonzen who
carn advanced degrees Cit percent of doctorates [Finkel and
Olswang 1993]). the number of women professors (23 per-
cent), and female full professors (18 percent) in universities
(Finkel and Olswang 1993). A call to close the gender gap is
spurred on by those who helieve that participatory styles of
lcadership will help to alleviate concerns regarding institu-
tional exclusionary practices. chilly campus climates, and
masculinized prioritics, If leadership styles are different be-
wwveent men and women — that is. it women are more likely
to provide participatory environments — then the gender
gap may represent an impediment to potential institutional
improvements, But if styles :amd approaches are the same,
the gender gap then would appear to be an issue ot inequity
hised on outdiated assumptions ard pereeptions rather than
actual differences. The current selection process, particularly
in the case of boards who seduce seated male presidents to
relocate for their institution's leadership, indicate that gender
is salient only in terms of who is not selected rather than
whao is selected.
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Leadership traditionaliy has been stadied using male

[ norms, or the generic nxan, as the standard by which fe-
males were assessed. Although teadership in the abstract is
gender-neurral current scholars speculate that there are
distinctive gender-related maodes and approaches to eader-
sHip. Although women attempted o adopt male behaviors
to better fit into male-dominated svstents, the data indicate
that the tactic appears to have been somew hat less than suc-
cessful te.g Johnson 1993: Eagly. Makhijani, and Klonsky
1992 Eagly and Karau 1991: Kellv 1991 as women continue
to be underrepresented in every area of higher education
lcadership. - - - -
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Presidential Profiles

The most current data on women in higher education presi-

denuat positions are provided through i study conducted by

the American Coundil on Education. Oftice of Women in

Higher Education. as reported by Rigavs 01995, The data

indicate that of 2,003 highor education institutions. branch
) and attiliated campuses, 16 percent are headed by women
. presidents A 4 pereent mcrease in women presidents oc-
curred between 1992 date and 1995 data. Funher, Rigaus
reports that the highest proportion of women leaders are
found in-private two-vear institutions €27 percent) and
women dare more Jikeh to lead small institutions, with 71
percent of fenale leaders at colleges and universites with
full-time enrolments ot fess than 3000 stadents (Rigaus
1903 Twenty two pereent of institutions with 3.000 to
10006 students are fed by women and. unchanged from
1992, onlv 7 pereent of institutions with more than Jousi
students are Ted hy women (Rigaux 1993,

A msnapshot” of auniversity or college president in 1990

is provided in The Americennt College President- 1 1993
Leditton (Ross, Green. and Headerson 1993 sarvess were
administered by thie American Coundil on Fducation from
1980 through 1090, OF the 20423 respondents, 287 were

women CHLS percent and 20030 were men (8% 2 pereent),
The number of women showed improsement over the 1986
“suapshor” when only 93 pereent of presidents were
women. The resalis of the sumvey indicated that in 1vo,
women, in compainson with men. were more fikelv o he
single CST percent val 9 pereent: i marmied. bave aneme
ploved spouse 686 percent ve 8 pereenihoand be working




atan independent baccataureate institution (29 percent v,
IS percent) or an independent two-vear institution (10 per-
cent vs, S pereent). Of the newh appointed women during
this period. 44 pereent received appointments in two-veur

~colleges. “Traditionallv, women's colleges have atforded
women the greatest opportunities 16 attain presidencies, As
leadership positions in coeducational insiitutions have. grad-
wally opened o women, the percentage of swomen presi-
dents who head women's colleges has decseased™ (Ross,
Green, and Henderson 1993, p. 20),

Naticeable differences exist among types ot institutions
and the numibers of women who head these particular
npes. This dara finding provides further evidence that ~there
are distinet institutional! identities, traditions and cultures”
(Ross, Green, and Henderson 1993, p. 2000 Table | aatego-
rizes tour tvpes of institutions and the corresponding num-
ber of women presidents in each ctegory s reported by
Rigaiux (19930 with chata from the Americin Council on
Fducation, Office of Women in Higher Education.

TABLE 1
INSTUFTUTIONANL TY P = WONIPTN W ONEN
PRESIDENTS PRESIDENTS
PRIVATT 2537
Private. -vedr {oa [
Private, 2-vear AR 27
Pt BLIC 26
Public, tvear N Ly
Public, 2-vear (RN (A
Total women presidents 133 Jo .
Tor TS mshtunons 2903 lor .

sorerce The Dentcant Conncil on Fducation, Offtce of Wonien
Higher Education, as reported Dy Riganx ¢ 199037 02 The Communuy
Colleue Week

Even though there have been increases in numbers of
women presidents since 1990, when women daccounted tor
only 12 percent of higher education presidents (Ross, Green,
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and Henderson 19933 as the data in Table 1 indicate. the
public sector has an even larger gender gap in leadership
than the independent higher education svstem. The results of
a 1990 presidential profile showed that most presidents come
to their position from the sime 1vpe of institution they are

" Hleading (Ross. Green, and Henderson 1993). This is especially

true for community colleges, where 73 pereent of presidents
held a prior positon within o community college. Of {urther
interest is that of all university and college presidents. more
thun one-quarter were internal candidates, and most had held
a position as a vice president or chief academic officer (Ross,
Green, and Henderson 1993 -

Ross, Green, and Henderson provide us with insight into
the future of women in higher education leadership based
on their 1990 findings (1993). Assuming that all of the same
conditions that were in place from 1986 through 1990 con-
tinue without change. they forecast that women will achieve
the sime percentage ol presidencies as their percentage o
the general population (about half of the population) in
approxinintefy 50 vears — the vear 2040, This tme franw
would scem to be unaceeptable it equity and equatity are
issues in leadership. It would seem critical to more quickh
include the values and tients of persons now being over-
looked for higher education leadership positions due to their
gender,

With a Professional Experience Profite, Morgan and Clark
examine five factors that influence attainment of presidential
positions tor women college and university: presidents (19990,
Of 169 respondents, 74 percent rated protessional experience
as having the greatest influence, while mentoring was rated
by onlv 4 pereent of the subjects as influencing attainment
CMorgan and Clark 1995, The majority of respondents cither
were recruited or nominated into their positions, Half of the
respondents rated educational background as having the sec-
ond greatest influence in attaining the presidency and did not
believe that networking had been belptul in securing these
positions,

Currenthv, most women leaders a the presidential fevel
are found in community and junior colleges and puarticubarly
in colleges with Jess than 3,000 students Furthermore, e
mdependent sector m higher education has provided the
most opportunity for women leaders at the presidential
level Although these da indicate difTferences by institu-




tional type. a comparative analvsis that includes recruitiment
process, selection-committee membership, and final-selec-
tion authority may provide the type of information needed
to determine why this phenomenon exists. ft could be in-
terred, however. that the less fornul and burcaucratic the
institution. the higher the probability that a woman will sue-
ceed in being selected.

Higher Education: Women's History Reviewed

From a historical perspective. monitoring the progress of
women s students, faculty, and leaders provides us with
insight into the current status of women in universitics and
colleges. Most of us are intellectually aware of the complex-
ity of women's situation and recognize that it needs to be
viewed in a broad historical context of institutional inclusion
and exclusion. To better understand the context and status
of women in higher education institutions. a brief historical
peispective is included tor review.

The first institution of higher education in the United States
wis Harvard Coltege. founded in 1630, In the 17th century,
the beliet commonly was held that women were intellectualiy
inferior to men. Women were expected 1o remain in the do-
mestic sphere, whereas education was reserved for the cul-
rured gentdemen. “Higher Education for most women was ob-
trinable only in women's academics which were little more,
and {requently less, than finishing schools™ (Brookover 1965.
p. 60 There was a concern that women cither would become
infertile and or strong-minded through the rigors of educa-
tion. Further, a lack of attentivencess to men's academic oblig-
ations could oceur if surfounded by women in coeducational
institutions (Miller-Solomon 1985; Brookover 1903).

In the 18205 common schools were opencd, in part. to
help close the illiteracy gap between men and women, By
1850, more than half of the women in the United States
could read and write (Bengiv eno 1993) However, women's
ceducation was viewed only for its importance in relationship
to men. Educated women were needed o raise the next
genenition of voung men into statesmen and philosophers
and to be agreeible companions for their well-placed hus-
bands (Bengiveno 1995; Miller Solomon T983; Ferguson
198 1) In essence, education was pereeived as a vehicle tor
making women better wives, homemakers, and mothers.

Many events and evolutions brought change to the educa-
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tion and emplovment of women. One such event was the
! passage of legislation that helped o open academe’s doors
to women. “In 1802 Lincoln's signing of the Morrill Land
Grant Act affirmed the importance of public higher education
- although the legislation had not specifically referred to
SR © T women. as old institutions were enlarged and new ones cre-
] ated, women gradually established their right o attend L7
OMiller-Solomon 1985, p. 1),

The first cight state universities to accept women were
Towa C(1855); Wisconsin (1807): Kansas, Indiana, and Minn-
esotn (18069 and Missouri, Michigan, and California (1870
E - - (Miller-Sotomon 1983). Comnell provided the lead for private
; universities by giving equal status to woimen and men in
1872 (smith 19901, Some universities made arrangements o
teach womnen, but these arrangements usually were carried
out in annexced institutions or coordinate colleges. The re-
fusal of some schools to provide equal aceess for women
contributed 1o the creation of normial schools for women
Odiller-Solomon 1985). Although many state universities
were cocducational, women's colleges were considered to
he superior institutions for women. Ssome fenile colleges.
modeled after male institutions, came to represent strong
academic institutions. These colleges were Vassar (1805),
Wellesley (1870 Swith £1871), Brvn Mawr (1885), and
Mount Holvoke (18881 (Bengiveno 1995),

Between 187C and 1900, the number of women enrolled
in higher education institutions increased by almaost 860
percent. Afthough many more women were entering col-
feges and vniversities, the female frculty at women's schools
: : presented Himited role models for their students doe to the
. limitation of oniv single women having access to academic
posts at women's colleges EMiller-Solomon  1985), Public
universities also often did not ofter an altiernative moded of
muarricd, female professor. Although fende students signifi-
cantly were increasing in numbers, “the census of 1890
listed 73538 men ad 1194 women faculis by 1910 there
were 19 15T men as opposed to 2717 women faculiy”
(smith 1990, po o™ Aale faculty had inereased by two and
one-hadf times o acconmodate the growth in higher edaca-

ton, but women had increased by aomere SO0 - approxi
mutely 105 percent. Although by 1940 women accounted
[or 28 percent of faculty . this number was not reached again
: until the beginning of the 1990s (M itler-Solomon 1985),
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In 1920, women's enrollment in higher education peaked
atslighthy over 7 percent and by the 1930s, approximately
15 percent of PhuDs were awarded to women, Women
tended to gravitate 1o those traditionally feminized areas in
which there was apparent comfort and aceeptance.,
Psychology, sociology. cconomics, and applicd chemistry in 0 -
hone cconomicswere the dominant fields for women in the
acidemic world Odiller-Solomon 1985, Education soon fol-
towed as a field highly dominated by women. But an unmis-
tukable division existed berween marriage and paid employ-
ment. Combining marriage and carcer was an alternative
path only for women with a pioneering spirit ¢ Miller-
solomon 1983). Additionally, prejudices toward the employ-
ment and advancement of married women not only limited
professional opportunitics but also discouraged the pursuit
of professions with long-term training, requirements.

Although World War 1T brought women more fully into
academe and the workforee, the peacetine that followed
brought setbacks. With returning ycterans, the social accep-
tnce of male priority caused women o lose the many
strides they had gained in showing their diverse wlents in
academic pursuits as welt as versatility in emplovment. For
example, during the 1930< and 19105, women accounted for
10 pereent or more of undergraduate students. By 1930, this
number dipped to 31 percent, and it was not untib 1970 that
womein's participation rate in undergraduate studies returned
to a level of 40 percent. “Thus, in the 1970s women of sev-
eral generations initiated demands for tenale equatity and
challenged educational institations to fulfill the promises of
liberal education™ (Miller-Solomon 1985, p. 1881 and <o too
began challenges to the single-gender. linear view of society
C(Ruk 19900,

But also during the 1970s most parents still expected their
daughters to become wives and mothers. Parents felt torn
between pride in their daughters” achievements and worry
about the possible sacrifice of a amily in favor of o job
CMifwid 1Yo, Critics of the women's movement longed (or

the nostalgic prefeminist bliss where women provided safe
and nurtaring havens and devotion to family, hearth, and
home tFaludi 191, Ferguson 198 ).

[tis with this briet historicl perspective that we arrive at
the 1990s and the continaing conversation about women's
pace in higher education institutions and society,
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PERSISTENCE FACTORS AND INSTITUTIONAL
CONTEXT

Introduction to the Persistence Factors
Whether one examines curriculum, student norms, chiss-
room norms, permanent faculty appointments, or higher
education leadership, there is compelling evidence that the
different voil = of women is not vet fully included in institu-
tional culture. The academy has comfortably reproduced
“itself for-several centuries and a-male-dominated. patriarchal _ . _.
culture has been solidly established.  Many patterns of sex
and gender relations in contemporary society “go unnoticed
because they are so deeply embedded in the minds of
women and men that. unless they become a problem, we
take these pauerns of evervday lite for granted . . .7 (And-
erson 1988, p. 3). It is in this context that women as stu-
dents, faculty, and staff atempt to change institutional pat-
terns and garner aceeptance as institutional leaders.
Organizational culture affects curriculum, faculty, and
administration in that resources are allocated based on the
vilues of the institution (Kuh et al. 1991: Mintzberg 1989:
Masland 1985). Four key components of a strong culture
include values, heroes, rites and rituals, and a cultural net-
work — a communication system through which cultural
values are instituted and reinforeed. “A point of agreement
among most organizationad-culture scholars is the notion that
cultures are socially ereated through the interaction of orga-
nizatiomal actors™ (Miller 1993, p. 112) and this needs to shitt
due to environmental changes. Miliett reters to this phenom-
enon as “interior colonization™ of society and organizations
(1990).
The effect of patriarchal leadership (eadership that is
male-dominated and normed on male stindards) often re-
sults in masculine norms perpetwated throughout the institu-
tional structure and culture. Faculty ranks, tenured full pro-
fessorships, and the production and presentation of
scholiurship continue to present the “generic man”™ as being
the norm while women's location is nurginalized or even
excluded tGumport 1991, 1988). As a result, students re-
ceive patterns of information that perpetuaate the continua-
tion of the status quo, nameldy the generie male model ina
male-dominated institution. Women, on the other liand,
continue to hover on the fringe of the institition regardless
of cqual numbers to men (Kuk 1990, Tmages of leader-
ship ate based on stereotypic mascaline traits and character
istics (Blachmore 1993; Kelly 1901 Northeutt 1991 Milwid
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1990: Desjarding 1989 Burton 1987, and women have not
heen successful in adopting these traits. In most cases
women who exhibit male characteristics are downgraded for
such attempts. Administrative leadership has come o be
associated with an image of a rationzl, logical. objective, and

dggressive male TBlackmore 1993 Sheppard 1992: Desjar-

dins 1989: Burton 1987), An acceptance of emerging and
diverse leadership models thr ot include the strengths of both
genders needs support and exploration o dispel myths of
the generic man as the ideal, Challenges o existing institu-
tional norms and patterns of socialization need to be pur-
sucd sotnat an integration of new thought and changing
values and practices can be established in higher education
institutions.

The Persistence Factors
The causes for the perpetuation of the gender gap are many.
Fach persistence factor can be studied independently to gain
a4 perspective of the impact on the gender gap inchigher
cducation. When combined. however. these institutional
persistence factors seem like insurmountible barriers for
some women. Women continue to meet more challenges
and barrices than men who seek leadership positions, His-
toricully and currently, women in academe challenge social.
personal, and professional perspectives that impece their
full acceptance as menibers of the academy. Women chief
executive officers in higher education who attained presi-
dential positions are proot. however, that the challenge for
attainment can be met.

The cight persistence factors in the perpetuattion of higher
cducation’s gender gap include the following.

Affirmative action/reaction

Although there seenied 1o bhe some understanding and ap-
preciation for the intent of affiremative action and equid-
cinplovment opportunity regulitions and gudelines when
established, as tme moved forwiard the citizenn began to
lose clarity of its intent. Perlups it was through misinfornia-

~tion or perecived experiences, bue affirnatve-action plans

hegan to be regardad not as correative dovices for classes of
people who Tustorically had been treated diffesentdy from
others buat as reasons for veverse diserimination, particulariyv
of white maldes as a group C\utderheid 1092y,
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Feminists do not question whether AA EEO s a failure;
ey dos however, question why o good notion became a
nauondd problem. They contend that the affiemative-action
programs implemented and maintained during the Carner
administration lost ground during President Reagan's admin-
istration CFatudi- 199 - Wishingtonand Hlaney 1989). Rea-
wan’s backsliding and “no problem™ attitnde regarding the
clicors of downsizing federal monitoring offices Gincluding
the Department of Educiation’s Women's Educational Equity
Aot program} caused affirneitive-action intent 1o become
‘onlyv words without power against discriminatory practices”
cPafude 1991 po 363 Some argue that the Reagan adminis-
tratton reinstated discourse emphasizing the white male
head of the fannlv modet, and discussions of equality were
rephiced wathy thetoric of “hicrarchy ol difference™ based on
ceonone need (Relly 1991 Gloria Steinem contends that
the Bush administraton carted forward the Reagan adminis-
tration rhetone regarding made privilege inoa family model
w9

Cntical appraaches (o understanding organizational cul-
ture lunve philosaphical roats mthe work of Karl Marx, This
approach has been mstrumental in shaping the work of the-
orists and scholars who tahe a eritical” perspective in social
research One tole of the eritical theorist is to explore and
uncover mbalances in power and make them known o
oppressed groups EMiller 19930 Critical race theory pro-
vides o perspedtive on the affirmative-action dilemn.
Those concerned with ethnic and rmce issues find the prob-
fenis surrounded by fegal paramcters. “The failure of affir-
matn c-action progenis rests with o fundamental question of
who owns' the problem: The institution or the structure
that cieates and perpetuates inequality, or the affected indi-
vidudl or group” (Washington and Harvey 1989, p. 1z Al
themgh the issue of aftirmative action is more complex than
one anstitution and one indivduad, the magnitude of the
probleny s amphhied when considering there are approxi-
matehy 5000 neher education institutions in the United
SLales

It s argoed that instituuonal conditions fay orable to affir-
ML C Lo regutine strang support from institutional lead-
crship and that acore of women and minorities within the
mstitution need o be gonven anthority to monitor progress,
Feaders who have heen suceesstul in seting institutional
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agendas regarding affirmative action are identified by their
influence on institutional action through “personal commit-
ment, attention o the issue, and effective use of incentives™
(Hanna 1988, p. 374, Hanna's study as well as her review
of previously conducted studies in the area of affirmative

action- show that the ability of a leader to-set an institutional -

agenda is one of the most powerful tools utilized to shape
the values of an institution. From a critical perspective, one
then would need to ask: Who are the leaders currently shap-
ing the values of institutions? Who wins and who loses in
this process? Who has the power to change the leadership?

~ During the 1990s. a heated debate emerged among the
public at large and national legislators regarding the continu-
ation and or demise of affirmative action as a legal wol for
achicving equity. Women's reactions are mixed.  Working
Waoman magazine (Juiv 1995 compared a March 1995 poll
sponsored by Newsieeek and w March 1995 poll sponsored
by NBC News Wall Street fournal on goverament involse-
ment and the fairness of hiring preferences with aftirmative-
action programs.  Overall the polls indicated a fairly even
split umong women about whether affirmuative-action pro-
grzuns should continue. Only among nonwhite women was
there overwhelming support for affirmutive action — about
three-quarters of those surveyed favored it for women and
Dliacks. ‘

Although white women have benefited from the affinma-
tive-action movement, they apparently do not see them-
selves as great beneficiaries (Alpern 1993). Interestingly, the
greatest predictors of public opinion regarding aftirmative
action are party affiliation (Republican women favored dlis-
mantling affirmative action) and race CAfrican-Americins
supported affirmative action), according to the Princeton
Survey Rescarch group, which conducted the polt on behalf
of Newsweek CAlpern 1995). According to the poll, it aftfir-
mative action simply were eliminated, fess than a quarter of
Ml the women surveved believed the status of working
women would deteriorate, whereas slightly more than hatl
of the women predicted women's status would rennin the
saume CAlpern 1993, 1 is speculative whether these data
CApPItre women's views ol atfirmative-action policies or
whether the data represent women's pessimism regarding
the eftect of implementation and enforcement of current
alficmative-action policies and programs.




in higher education. for example. according ro Tanna's

study of affirmative-action policies for faculty women, habit

and wradition regulate committee activities and selections

(1988). ~To a large extent. familiarity unconsciously colored

the evaluations of candidates in the hiring process . . . appli-
-~ cants from prestige institutions who had worked with col-
i leagues of search committee members tended 1o be viewed
more positively than other applicants™ (Hanna 1988, p. 379,
Wilson suggests one reason for the fack of African-American
women in higher education leadership positions is the “dou-
ble whanumy™ — that is, helonging to two groups fucing
discrimination (1993). The term coined for the artificial )
barriers to advance African-Americans is the “concrete wall”
For temales, it is the “glass ceiling.”

I fuly 1995, Gov, Pete Wilson of California suceesstully
spearheaded a campaign to abolish affirmative-action policies
for the California State University System. The board of re-
gents agreed with his position and lifted affirnatiy e-action
policies for one of the Lirgest higher education systems in the
United States. The state of Texas followed in 1996, climinat-
ing racial preferences for admissions into the state’s higher
cducition institutions. The ramifications of these actions only
can be speculated upon at this time, but Wilson claims this to
be a victory for the “angry white male™ whom, he states, hats
been experiencing reverse discrimination for almaost 30 vears
through the active recruitment and hiring of minorities and
women while atfirmative-action policies have been in place.
Derrick Bell states, ~Aflirmuutive-action programs iare now
caught in a morass ol opposition and uncertainty simifar to
that engendered by school-desegregation programs™ (1997,

He believes that advocates of affirmative action and equal-
cmployvment opportunity “must devise new approaches to
achieve and mauntain diversity in student bodies., faculties,
and administrative ranks™ to insukite diversity programs from
attacks which eliminate racial and gender classifications,

Affirnutive action has come to be perecived not as estab:
lishment of corrective daction plans but as the reason tor
raverse diserimination. However, the leader who sets an
institutional agenda to shape values in tavor of diversity and
the leader who espouses a personal commitiment to the
issue can help regulate the habits and traditions of those
who unconsciously tollow a traditional — often self-repro-
ducing — path in the candidate-selection processes,

Lhgher Bddivcation Fedadership

QEST COPY AVAILABLE

-

-
c.

-




The affirmative-action issue is complex, and while this
report brietly skims the various perspectives involved in the
issue, questions remain regarding the impact of affirmative

acticon on feadership ranks in higher education. In particular.,

it is unclear whether the strides women have made in ob-

“tuining presidential, deanor facule positions daring the List

10 vears will be curtailed without the legal oversight encom-
passed within affirmative-action policies. And. if history is
our teacher in this matter. it appears thag cfirmative-action
programs should not be abolished until the need for such

programs also is abolished: that is, when equity is achieved.

Curriculum and scholarsbip: the perpetuation

of the gap

Leadership theories and models promaoted in colleges and
universities too often re not scrutinized closely enough to
assure that there is comparable imaging of male and female
positions. perspecrives, and power. Although current au-
thors concern themselves with gender-neatral references in
their texts, there often is a forgotten second concern — that
of the underpinnings of the work. Images are being con-

ceived in response o those unwritten but perceivaed nuances.

Anderson posits that the absence or invisibility of women in
the ivory tower contributes to the detachment of realiy and
distortion of women in the curticulum (1988). “NMorcover,
persons who participate in the lite of aninstitution tend 1o
share its definitions of reality .7 thereby perpetuating old
notions in new writings (Anderson [958 p. 30).

Until efforts at transforming the curriculum started taking
shape. the traditionally accepted purpose of higher educa-
tion was to cducate voung white males. Even though
women comprise the majority of the student body, they still
are considered to be a minority group on the fringe of insti-
tutional norms (kuk 1990), As i result, much of the teader-
ship rescarch and iterature continues to concern itself with
the made experience and therelfore perpetuates the assump-
tion of w patriarchal model. There is a lack of gender bal-
ance both in context and content. It is ironic that women
students themselves may unwittingly collude inits perpetua-
tion. When o representation of women's experience ap-
puiars in the curriculum, 0w oman student is encouraged
tor believe the rgeneric man® includes her™ (Schuster JO8S,
p. 18,
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Allan Bloom in The Closing of the American Mind (1987)
espoused the notion that “the latest enemy of the vitality of
the classic text is feminism™ Gn Faludi 1991, p. 290, This
protection of the Western classios does not provide for the
phurality evidenced on the campuses in Americia. Nor does

~ this protectionism combuat the concept that-these cluassic texts

are contributing to the pariarchal images that have continued
1o plaguic those who are attempting to bring a more equal
definition of humanitv onto the curriculum. Bloom tikes
feminists to sk in that he believes “the souls of men . ..

must be dismanted™ if the chissics are not maintiined in their
pure form Gn Faludi 1991, p. 295) His stance is representi-
tive of other scholars who are debating the status of the cur-

ricutum and its reconstruction.

T1ea recent postinoderiist morements, construclivism
and deconstruction, challenge the idea of a single
meaning of reality and conceri themselves with the
wway meaning is represented. The curvent inderest in
coustractivisin e deconstruction is part of a wide-
sprecd skepticisne abont the positivist tracedition in sci-
erce chited essentialist theories of tritly and imeaning
tHlare-Mustin and Marecek 1988 p. 135).

The construction of gender. the result ol deeply embedded
social norms and expectations and their deconstruction, the
ferrcting-out of certain meanings and interpretiations within
texts, show how discourse can reveal aliernative meanings
and reveal how reality is invented through representative
meanings derived from language, history, and cultare.
“Thus, whereas positivisin ffounded in historically aceepted
Delief systems] asks swhat are the facts, constructivisn asks
what are the assumptions: whereas positivisny asks what are
the answers, constractivism aasks what are the questions”
(Hare-Mustin and Marecek 1988, p. 150,

Traditionalists is positivists and feminist scholars as con
structionists and deconstructionists debate the representation
ol reality in the canon and traditional curriculuny (law orth
and Conrad 1990, The tension between traditional and
emerging scholarship ereates a dilemma for the academy in
that current curricalum norms need to be broken down and
reconstructed with multiple views and different voices 1o
crable emerging curriculum to become fully integrated into
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academe. Others believe that this very effort would ditute
truth in knowledge Hor example, Trow. D'Souza, Bloom,
and Hirsch).

In reaction to deconstructionism, an acereditor that recog-
nizes traditional liberal ans colleges, the American Academy
of LiberalEducation: or AALE, was established in 1992, In
support of this new group, the Natonal Association of
Scholars, ~a group that has opposed the national movement
to make the college curriculum more multicultural™ (Wilson
1997). helped secure a $100.000 grant to start the academy.
The academy’s 16 educational standards include “the study
of political. philosophical. and cultural history of Western
Civilization.”

Thomas Aquinas College, acceredited by AALE, for exam-
ple. has implemented a “great books™ curriculum whereby
all students follow the same required course schedule and
declare no academic major. In reaction to the Rhodes Col-
lege president seeking AALE accreditation, an anonymous
Rhodes professor stated, “We don't want to be identified as
an institution that is no longer open-minded. olerant, and
progressive”™ (Wilson 1997). The president of the college
reters 1o these tvpes of reaction from faculty as “just a good
healthy difference of opinion.™ The faculty, however, won-
der whether the academy promotes rigor or curbs diversity.
To date. AALE has aceredited Thomas Aquinas College and
the University of Dallas. It is considering applications from
Bavlor University and James Madiscs: College. Rhodes
College is the only institution in which faculty members
opposed the acereditation process and standards.

Social and ethical issues that result from cither naive ap-
proaches to rescarch or cowardice on the part of the
rescarcher are found in social research and scientific studies
(Scarr 1988). Without including gender and minority ditfer-
ences in research efforts, the variables that inform us as to
how underrepresented populations best can be served will
continue to be clusive. But the questions asked in these
rescirch eftorts also can become problematic.

If questions abont minoritios and women are fiamed in
terins of whet is wrong with, deficient abott. or needs
mprovement for these uncervepresented grops, then
the research outcones for such groups arve very fikely to
he negative. If the standetrd for good beberior is alivdys
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the white male group, then the beharvior of women and
cthuic minoritios is likely (o seem negative (Scarr 1988,
p. 57

Until recently, schotarship on leadership continued 1o use
the white male as the exemplar of leadership stvle and char
acteristics. The context of these studies also were prone 1o
bias toward women and minorities. Due to the nature of
organizational context. these studies often were conducted
in organizations that were nale-dominated and hierarchical
in nature. Within the last 10 vears, feminists and other
emergent scholars such as Helgesen, Peters, Bennis, Nanus,
and Covey have challenged these dominant norms with
questions about traditional assumptions from constructionist
and deconstructionist perspectives. Women began their own
rescarch efforts to determine it actual differences based on
wender existed or if there were deficiencies in prior rescarch
methodology. Gilligan's rescarch on women’s moral devel-
opment was spurred by a recognition that categories of
knowledge are human constructions and the recognition of
how accustomed we have become to seeing life through
men's eves (1982). In such a context, woman has appeuared
to he the deviiamt model while the male model is the norm.
Carolyn Desjardins (1989) and sally Helgesen (19935 and
19901, as two examples of feminized leadership scholars,
ofter alternative models of leadership based on gender-
related theory. These feminist perspectives are in addition
to cmerging leadership theory, which will be discussed later
in this report.

Traditional notions of leadership continue to be perpetu-
ated in colleges and universities through curriculum and
scholarship produced by those who shire a common defini-
ton of reality. Although much of the leadership rescarch
and literature concerns itself with the male experience. re-
cent movements in theory development challenge existing
notions of reality based on traditional Deliefs and assump-
tions, The white male as the exemplar of leadership charac-
teristics and leadership stvles leaves women and minorities
in the position of being negatively evaluated. and even ap-
pearing deviant. against these norms, Yet, efforts 1o revisit a
scemingly biased curricalum has caused tension between
traditional scholirs and postmodern or emergent scholars in
the academy. While one group views their work to be
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based on empirical research and hard facts, the other group
claims these facts do not include women and minority sub-
iccts equally nor do they refer o inclusionan organizational
svatems. Postmodern theorists argue that sinee the mid-
19605 we have been living in a different world and that a
new kind of understanding is required for this postindustrial ™
and global society (Miller 1995). One postmodern notior,
for example. is that we no longer can rely on looking for
universals and essentials in knowledge: rather, “knowledge
can best be constituted in micro-narratives” that ence )mp:m
the fragmented and constantly Lh.mgm;, nature of today
socicety” Oviller 1995, pr 139, S

Women facully and tenure

Although the status and representation of women in academe
has improved since the 1960s resurgence of the women's
movement. female faculty remain underrepresented on most
campuses. Several reeent studies found that women com-
priscd ubout one-fourth of the faculty but only about one-
[oth of the tenured. full professors CHensel 1991, Tensel
determines the probable time line for equal representation in
all arcas of academe and states that =at the current rate of
increase, it will ke women 90 vears to achieve equal repre-
sentation to men on American campuses” (1991 po i1
However a survey conducted by the American Council on
Education indicated the number of full professors rose to 18
pereent, showing evidenee of progress in women's represen-
Lation (Rigaux 1995,

These dati are significant not only hecause of the leader-
ship gap (in a university setting, tenure being <o strong pre-
dictor for chiet academic officer and presidential positions),
but also because of the scholarship being produced. When
men continue to dominate the faculty ranks, so oo is the
production and publication of scholarship. Equathy disturb-
ing i the Tack ol professional role models from whom junior
fenale faculty can seek counseling and guidance onissues
such as institutional culture, grant writing, publishing stan-
ditrds, committee memberships, and the like. Women then
wrn to mile ole madels o define their professional suceess,
oven though personal definitions of suceess have been
shown to be different between women and men,

The Lack of diversity in the makeup of tenured professors
in the majority ol four-year and dodtoral-level institutions
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creates a perpetwl evele of repeating established institu-
tional norms.  Institutional culture of academe has supported
wsocial matrix that delineates roles, expectations, and aspi-
rations for its members by structuring barriers for some and
opening doors for others,

Townsend speculates that two-year institutions may have

less-sexist environments becuuse the tenure process usually
is bused on length of service €1993), She finds that in most
cases an instructor receives tenure after three conseoutive
vaars of service and. it there is ahicrarchical rnking, it usu-
ably s related to the atainment of a doctorate as well as
additional years of service.

The attainment of tenure has beea clusive for many
women tacufty in university environments. Tenure triacks
continue 1o be resenved tor male Taculty, while females oc-
casionally slip in through small cracks that have formed in
cducational institwtions. But, when the number of tenured
wornen Laeulty reaches 12 percent. other women faculiy are
more likely o be granted tenure tHensel 1991 Fhis eritical
mass of 12 percent provides for representation within power
centers not aceessible to those in lower runks or positions.
Access nukes possible the yvocalization necessitry 1o combat
cender-biased judgments in tenure decisions with the most
Amportant tuctor being the production of scholarship (Phillip
1993). Gumport argues that while acritical mass of like-
minded colleagues is sufticient for establishing an academic
tuche. it mav not be sufficient for subsequent institutional-
izttion unless some control over criteria for evaluating, schol-
arship is gained C1991),

Another important clement potentiafly combated by the
12 pereent critical mass is shown by a 1992 meta-analyvsis of
cender and evaluation of feaders by Eagly, Makhijani. and
Klonsky, The rescarchers conclude that women should
avoid roles and situations in which men serve as evaluators
talthough wdmittedly dilficult to do, based on the numbers),
Men tend to devaluate women's contributions as being fess
noteworthy, This issue is critical in that this selection deval-
uation phenomenon serves to presenve the traditional divi-
sion of labor and discourage women from seeking positions
that ofter higher mcome and status (Bagh . Makhijaoi, and
Klonsky 19923,

Staughter's research on retrenchment in the 1980s shows
another disturbing fact regarding women's tenure (1993),
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During periods of retrenchment. centrality to the university
mission was not considered as critical as other external eco-
nomic Lictors, Slaughter found that women faculty, posi-
tioned in disciplines in which high minority and female en-
rollments exist such as education and the humanities), were
reteenched at higher rates than other more highly male-
dominated disciplines such as the sciences and engineering.
Remaining faculty were expected o muaintain higher student
and course foads to make up for lost faculty even though

numbers of students were not reduced. Faculty members

dso were expected o continue publishing and providing
Scommunity service outside of theirextended responsibilitics, ©
whereas faculty in male-dominated disciplines continued to
maintain smaller course and student loads and were able to
include research and community service time within their
dedicated institutional time.

studies from the ficld ot social psyehology continue to
document differences between men and women in attribu-
tion theories. Women internalize their failures and external-
ize their successes, whereas the opposite is true for men
tBengiveno 19933, such beliets can be detrimental to
women in their professional advancement. particularby inan
academic career. Where women view rejection ol a book or
article as personal and often put the work away, men exter-
naliz¢ the reasons for the rejection and resubmit the waork
clsewhere for review. These studies indicate that the rules
of the game. which includes publishing for gaining tenure,
are plaved ditterently by the academician depending upon
the gender of the plaver. Tt can he inferred from these stud-
ivs that professional wisdom calls for resubmitting work,
regardless of quality, to attain quantity for tenure decisions,
Attribution theorv, perhaps, can give some insight into is-
sues to be addressed when tenure procedures call for pro-
ductivity, and miale committee members define productivity
as quantity and not necessarily quality,

Astin and Davis conducted o study of women's aciademic
creers iind publication (1983). OfF special interest is the
finding, that “marricd women's careers resembled those of
men more closely than did the protessional carcers of single
wornen” (p. 1oy Further, “Single women are much more
likely than niareried men or women to be involved with re-
sedarch and teaching at minority rescarch and studies centers,
including women's studies centers™ CAstin and Davis 1983, p.




419, Married women become involved in these activities
fater. after becoming more established. The researchers also
tound that working in centers rather than having a home
department impedes tenure, salary. and promotion decisions
since centers — particularhy women's-studies centers —
historically have been viewed as being marginal in academe.

Another important finding in the study is that single
women have the highest rate of published books over their
careers. Astin and Davis suggest, however, that single
women would be wiser to publish articles rather than books
at the beginning stages of an academic career 1o more
closely fit the established tenure model. oo

Tenure is a strong predictor for positions as chief aca-
demic officers, and most presidents in higher education
have held the post of chief academic ofticer. However, only
I8 percent of tuil professors in universities are women
(Women in Lgher Edvcetion, October 1999, Although this
appeirs o indicate that a critical mass of women in tuculty
ranks has been reached, it nay not be sufficient for institu-
tionalization of revised cultural norms. Conversely, as 82
percent of full professors are male. there still is inequitable
control over criteria for evaluanting scholarship or scholars.
A selective devaluation phicnomenon persists even though
productivity for female facuby is indicative of being equal
but different trom productivity for nule faculty members.

‘omen’s studies and feminist scholarship
“The first wave of wonmen's studies courses brought women
as a group (ruther than isolated individuals) onto the svl-
kibts. vet their most striking charaaeristic wis their oppees-
sion” (Schuster 1985, p. 22, Rather than celebrating the
dual experience of being women and being part of hunan-
iy, the focus was on the downtrodden temale. This power-
tul imaging concept did not necessarily enhance the status
of women in the academy or women's leadership. Even
though women's studies have taken many torms in the cur-
riculum and in the institution, there continues to be a pet-
spective that it does not shape relations among men and
women iacademics in the academy. :

The marginadized location of women's-studices programs in
institutions projedcts an inuge that s not comparable to the
broader composition of academic departments and disci-
plines. By their location in the academy, fickds such as
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1 women's studics are grounded in definitions of difference.
Difference implies resistance 1o attempts at incorporition sind
‘ appropriation of curriculum CThompson and Tyvagi 19930,

: This location. originally thought to be a place where the
voices of women could be heard, became perceived as a
place where “women libbers™ espouse theories that were
contrany' to inclusion in the so-Called normat curriculum.

“The point is not simply that one should have a voice: the
maore crucitl question concerns the sort of voice one comes
to have as a result of one’s location both as an individual and
as part of a collective™ (p. 61,

Feminist scholarship refers o =r svsteim of values thit
chatlenges made dominance and advocates social, political.
and cconomic equity of women and men in society” (Riger
1992, p. 73D Bias in current scholarship is the application
of inherentdy nalde positivist Graditiona) scientific methodds
and the Lick of auention to social context (Riger 1992
Gumpaont 10881 Harding challenges the neutrality of science
and argues for inclusion of “the location ol the knower™

Fendimst enipivicism arguies thet the cheracteristics of
the buower are ivvelerait to the discorery process i the
iarms of science are followed. .. [Thef basis for c fen-
iist steodpoint episteniology is the argument that
wonnen s life expericnces are nof fully captiered in exist-
ing conceptical schemes. Research ofteii ceiictes MALE
iith the general (ypical case, coid consiclers FEVALE 1o
Do the penrticilar — a subgrowg demearcated by biology™
tHarding in Riger 1992, p. 7320

Feminist postmodernism. which proposes that we are living
in a4 new and difterent kind of world. and in particular post-
structurdism, developed great influence for emerging schol-
arship. The central question in poststructuralisny tevolves
around which values and social institutions are favored by
cach of the multiple versions of realitv. OF crucial concern
is identifving whose interests are served or maintained by
the wavs in which we give meaning to the world (Riger
L 10921, Feminist scholas argue that even the coneepts used
to understand orgamzational life Gsuch as rationaling and
hierarchy b tend to be nule-biased EMiller 19950,

sSome academicos, however, find they are torn between
including feminist scholarship and the desire o avoid heing




associated with feminist scholarshin. - Association with femi-
nist scholarship often means that faculty members will be
characterized as producing “second-class™ work
OlacCorquodale and Linsink 19910, The devaluation of
women’s and feminist studics create a definition of being
“other” for academics who seek o integrate and.or sepa-
rately studhy feminist scholarship. Not surprisingly, women
students Hind course material that includes women o he
more atactive and more interesting. However, gender dit-
ferences in Giculty evaluaions appear in chisses where thwe
curriculum includes feminist theory.

Ina project compraring women's-studics classes and hu-
manitics classes in which feminized theory was introduced,
the rescarchers found thad female students are mose likelv
than male students 1o pereeive attitude toward the material as
positive and three times as likely to rate the course s excecl-
lent i the professors atitude wiis positive. But male students
were three times more fikely than female students to see the
instructors as hostite AlacCorquodale and Linsink 1991,

student evaluations are included in decisions of tenure
and promotion. I nonrescarch institutions, the impact of
these evatuations may be substantial, and in research institu-
tons, student evaludations dalso may be atilized by the more
traditional members as o gateheeping tool used against those
with new or different ideas about educanon,

Women's st s have tiken many forms in the curvicu-
lum: however., = nalized location i insttutions ren-
ders women's st . problematic Tor Brculiv, Association

with feminist schobarship devalues one as “other™ in the
institution,  Furthermore, feminist scholarship often is -
actertzed as second-cliss work by traditional instivutional
membaors, Fven though women students perceive feminist
course tnaterial as positive wand even excellent. issues of
tennre, nerit, recognition. sid promotion rest apon one'’s
acidemic vocation within the academy. This dilemnmu cual-
misates ina difficult carcer decision for the faculty mendwer
who wants o appear to be attached 1o the academic culture
rather than perceived as attached to a political movement.
The production of Teminist scholaeship as ot prman aca-
Jdemic vocation, then, becomes arishy cireer decision
CGumport 1991 Issues ol merit and promotion rest with
one’s acidemic vocation and production of scholarship
Thus, whether the scholiiely work is cutting edge. its radical
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cdge renders it problematic noncetheless in that some view
feminist theony as a political. not an academic. movement
(Gumport 199D

~ Pedagogy

Scholarship, faculty, and curriculum cannot be fully
discussed without discussing pedagogy and the dynamics
that occur from classroom interaction. A natural outgrowth
of feminist and women's studies is feminist pedagogy.
Substantial research hus been conducted and literature de-
veloped to address the perpetuation of gender bias within
higher educatian classrooms and lecture halls when tradi- -
rional pedagogy is in place.

Feminist pedagogy offers alteenatives for clussroom inter-
action and socictal messages to the students. A feminist
pediagogy provides more participatory and collaborative ar-
cangements within the svlabus and also provides for exem-
plary maodels brought from a diverse offering in terms of
gender, race, ethnicity, and social class, All students — par-
ticularly wonwen and minority students — no doubt would
benefit from more friendly, welcoming. and equality-based
cnvironments,  The impact of the new feminist pedagogy
upon male students has vet to be determined, however, for
it has not been widely adopted as the science of teaching in
acdeme.

Instructional practices and curriculum passced on through
the ages, although often not intention:ally or maliciously,
provided encouragement for male students and. conversely.

terms of | ooment for female students. The concont of e
discouragement for female students. The conceept of equal-
gender’ itv in the clissroom cannot be met when faculty. who mayv
race, be unaware of their subtly bidsed words and gestures, con-
ethnicz’ty, tinue to include male-normed cuericulum and bias practices
and social i interaction with students. Bernice Sandler and Roberta
class. Hall, formerly of the Association of American Colleges,
coined the term “chilly climate™ when they conducted a
national study of classroom experiences for nuale and fenle
college students in 1982, They found. tor example, that fice-
ulty paid less attention to female students and ended to
value their work less in comparison to nale students, Sand-
ler and Tall noted small hehaviors, called “micro-inequities.”
oceurring in the course of evervday interchanges between
faculty and students (Henry and Stockdale 1993) A 1993
follow-up study by Sandler and Hall indicates these micro-
9
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inequities continue to be essentially unabated on college
CHNPUSLS.

A compilation of behaviors and gestures that are part of
the hidden curriculum include:

than female students as a sign of encouragement
tFreeman 198Y; Katz and Vieland 1988; Sandler and Hall
1982, 1986).

¢ Often asking female students more factual or concrete
questions but more often requesting male students to
respond to complex or analytical questions, thereby en-
couraging hicrarchical thinking with male students
(Henry and Stockdale 19935; Katz and Vielund 1988;
Sandler and Hall 1982, 1986).

e Faculty often appearing to be distracted or engaged in
other activities while a female student is speaking but
exhibiting a tendency to have a more attentive stance
while male students are speaking  (Freeman 1989: Katz
and Vieland 1988:; Sandler and Hall 1982).

o Utilization of the generic man in texts and classroom ex-

amples and often using “he” when speaking of an exem-

s plary individual but infrequently utilizing “she™ (Shavlik
and Touchton 1992: Gumport 1988).

o Allowing male students to interrupt female students as they
cither ask or respond 1o a question posed in the clissroom

(O Banion 1989; Sandler and Hall 1982, 1986).

s Through commentary. encouraging nutle students to pur-

st their theories or philosophical debates, whereas fe-
nutle students have their theories dismissed as being

philosophically naive or uniformed enry and Stockdale

1995, Fox 1989; Katz and Vielund 1988).

e In testing sitwitions, women tend to be more suceesstul
and comfortable with collaborative efforts. This also is
true tor required classroom projects. Conversely, male

students tend to be more comfortable with the traditional
stancdard of independent work and work products as well

ds tosting situations, and this continues o be the norm
CO Banion 1989),

e The tendency to give women less feedlsack than men,

whether positive or negative, and ignoring women's cotn-

ments at meetings and in other settings (Henry and
Stockdlitte 1993),

~Adendencey to have-more eve contact with male students.

!hu/w el ation fecdershify

29



He

- Women-who are the recipients of these micro-inequities-have -

~room tansfer into institutional and workplace understand-

“rany society Hor exanmiple. Thorae 199 Blackmore 1993

¢ Focusing undue attention on @ woman's peesonal life,
appearance. and other personal qualities and relation-
ships rather than on her accomplishments (Henry and
Stockdale 1995; sandler and Hall 1982, 19801,

ditticulty visualizing themscelves as leaders in institutions in
which they are identified as being ess than cequal. Just as

lcadership scholarship shows the generic man as the ideal,
s0 oo does the hidden curticulum in biased classroom envi-
ronments. Women's pereeptions of their roles in the class-

ings upon graduation. Organizational cultures and structures
further reenforee the role perceptions of women both so-
ciallv and organizationally «Ferguson 1984 Kanter 19770,

Personal, family, and career issues
scholars who have investigated gender roles in contempo-

Hensel 1991: Faludi 1991 Mitlett 1990; Fannen 1990; Fox
1989: Freeman 1989 Schaet 1983) have identified the exis-
tenee of it long-term, historical social construction of gender.
These scholars naintain that the position of women has
been developed 1o sustain them in an oppressed status in
society. In large part this position is due to the eapectation
of women as fulfitling the role of nurturer within the family
structure. As nurturers, women tre expected to prioritize
their lives and goals accordingly. Both families and protes-
sional careers are “greedy” institutions but until changes
oceur. women who want both can expect o face conflicting
and overw heliming demands (Kaalmian 1989y,

Throughout the centuries into the present. neuriige con-
tinues ta be a major coneern for women.  As recent s 1991,
a Time magazine poll of voung college women showed that
a long oarriage with healthy children was placed as
higher priovity than a carcer (Bengiveno 19950 Although it
is more sociathy acceptable for women to enter the work-
force and develop cireers, nirital Tite stll s viewed as the
priniy sphere of women in our socicty.

“A common gender stercoty peis hat women are fess
totivated than are men by a need tor achievement., bt
resestreh huas not supported this notion. What rescarch does




suggest is that women . .. are faced with pressures o bal-
ance their achivvement needs against their desire for rela-
tionships . . .7 (Lips 1989, p. 208). These other direcred
aspirations continue into the woman's adult lite and are
reflected in choices made throughout her career. Women's
achievements, wlhicethier hame-retated-or professionally re- - - -
Lited. are socially devalued and only the “superachiever” is
considered equal to a male. Yet, while we may speak about
the importance ol family, we don't really value the achieve-
ments of women in the family. This is further compounded
by nule coworkers. whether superiors, peers. or subordi-
nates. who continue to-hold traditional perceptions ot
women through deeply embedded socially constructed and
socially normed roles.

Furthermore, most workplices do not provide policies or
procedures that tuke into account the different roles ascribed
to gender in our saciety.  Also compounding the workplace
problems are those related 1o role ascription for women
once in dhe workforce. Although women have made gains.
the message remains that women and men e unequal.
Women continue to tearn that their proper role is one of
subordination or support 1o men (Bengiveno 1993; also see
England 1992 and Gutek 1989). seidman’s [985 study of
comnumity college faculty, for example, found that women
faculty expressed concern with sexist attitudes and the nega-
tive effect of these attitudes on their ability to obtain or suc-
ceed in leadership positions (in Townsend 19951,

oftentimes . woman faces workplace decisions that are
difterent than those of her male counterpart. As evideneed
by data gleaned from The Collewe President: 4 1993 Edition,
the difficult personal Bumily and carceer decisions continue in
awoman's lite even when she holds o leadership position,
In the 1990 presidential profile (Ross, Green. and Henderson
1993). 31 pereent of female colfege presidents report being,
single compuared with less than {0 percent of nuile
presidents. This may be due to the need to delay or elini-
mate some difticult personal decisions that a nurital and or
Family situation might bring, although the data also could
indicare lilestvle prelerences not addressed in marriage-re-
Lied questions. But, regardless of women's choices, A suce
cessful professional caieer requires carly achicevement and
uninterrupted competition for continued snceess — timing
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based on the male pattern™ (Kaufman 1989, p. 338).
Kaufman states that this is almost impossible based on the
current status of women in families and in society.

A traditional organization is not tolerant of those who do
not fit within the expected structure, norms, or ceremonies
suirounding the institution. "The childbearing and nurturing
role of women in society has made it difficult for women to
garner acceptance and gain entrance into roles that are his-
torically held by males. Kandvoti chronicles how women
“bargain with the patriarchy™ at times to maintain traditional
social roles while at other times attempting to reach com-
e : - prise in these roles (1989). : -

A harricr to professional advancement not often 'u.ldressed
is the cost of child care for the single or divorced professional
academic. To participate in committee work, community
work. out-of-town presentations, or even to spend the time
nceded to conduct research and develop publishable materi-
als, single women raising children must consider the high
cost of child care — a cost not often considered by the insti-
tution or academics who have spouses or close family mem-
bers to suppon their efforts. Few universities provide child-
ciare assistance to their employees. The financial and emo-
tional expense of locating quality Ll’lll(l CATE CXacts @ price in
the “carcer capital™ expected 10 be expended by profession-
ally serious members of academe (Bengevino 1999),

Finkel and Obswang conducted i study of assistant female
professors employed at a large. public university classificd as
a Carnegie | Research University (1995). A questionniire
wis sent to all 189 women in this category.  Although a
Large majority were married (78.5 percent), 30 percent of the
respondents in the study had decided never to have chil-
dren. Of this number, 459 percent reported that their deci-
sion was greatly influenced by their career plans, Llore than
half (55,4 percent) had childven. but only 31 percent indi-
cated that child cire was shared equally with their spouses
or partners,  Further, more than half ol the assistant profes-
sors with children (59,1 percent) reported that time required
by children was a serious threat to enure. (As stated carlier,
single women, assumed to be childless, tended to have the
highest rate of published books over their careers CAstin and
Davis 1985, Of the [ impediments to tenure identified in
the questionnaire.
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“these responses indicate that children play an impor-
tanit role in the lives of female assistant professors and is
perceived as a serious threat to tenire for more femele
assistant professors than any of the fourteen impedi-
ments, including sexism or \c\ual harmsmcn! (I inkel
and Olswang 1995, p. 149). ot -

Historically, women have been expected to prioritize their
goals based upon a primary role as nurturer in the family.
Yet. a successful professional career requires timing based
on the male pattern — that is, carly achievements and unin-
terruptec competition. A common stereotype is that women
are less motivated then men. but research has shown that in
actuality women face traditional perceptions of sex roles;
pressures to balance family and cureer needs: and financial,
cmotional, and time constraints related o child care. In
(rn, women express concern with resaltant sexist attitudes
which negatively affect their ability 1o obtain or succeed in
faculty or leadership positions.

Sexual barassment

Personal and professional issues fuced by women are com-
pounded by the issues of sexual harassment and wage dis-
paritics. Although sexual harassment of working women
historically has been as common as pavchecks, women are
beconming less willing to collude in its perpetuation. In
1980, sexual harassment was declared 1o be a viofation of
Title V1T of the ULS. Civil Rights Act. At the same time,
wits nurde clear that employers have a duty o prevent so .-
vatd harassient and 1o impose sanctions when it does occur
(Schur 198:4). However, it remains guite clear that sexual
Brarassment can be anticipated in virtally any situation in
which men and women interact. 1tis especially prevalent in
work or education situations in which women are subject to
male authority or supervision. For some women, the eeo-
nomic or academic consequences of confrontal behavior is
severe: “ltis not surprising then that most women are co-
erced into tolerance™ (Schur 1984, p. 139).

Occupational power has much to do with sexuad furiss-
ment ol women, Whether the male perpetrator isa supervi-
sor, i professor, or a colleague, harassing behavior “secks to
sustain both male workplace power and male power to treat
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women as sexual objects™ (schur 1984, po 420 also Riger
1991: Katz and Vieland 1988; Nieva and Gutek 1980, This
prablem further is compromised by the general perception
that w hat goes on between the sexes is personal rather than
organizational tGutek 1989; Schur 198+4: Nieva and Gurek
1080). “Emploviérs asserted it would be unfair to hold dhem

responsible for the predictable consequences of these "nat-

unl” conditions, and to do so would also have a chilling
cffect on amicable work relations between the sexes™ (Schur
1984, p. L),

Fyen though memoranda and policy statements from em-

plovers circulite among-emplovees, these. too. create their

own sets of problems. In particular, swomen and men tvpi-
cally view sexual Tarassment. personal confrontation. and
sexudl-harassment policies in different wiys,

“Woren pereeive sexual barassment differenty than nwen
do. and their orientation o dispute resolution processes is
tikely to differ as well. The way that policies define harass-
ment and the nature of dispute resolution procedures may
Detter fit male than femade perspectives™ (Riger 1991 po97)
Although it is women who face harassment at a muach higher
[requencey than men (Riger 1991 Gutek 1989 Katz and Vie-
Land 19881, dispute-resolution processes often tavor mecha-
nists that are more comfortable for males (theretore the ma-
jority: of offendersy dhan females. Most often the first step
required inan established procedure is informal dispute veseo-
luton, This procedure does not abways resudt in punishment
for the offending behavior. The fack of negative consequen-
ces does little 1o deter the oftender trom harassing again,

[ instititions of bigher learming, the most commnion form
of punisinient reported is a verbal warning by o superi
sor;which is gicen only sometimes ™ Disnnssed aned iti-
gation are almost never nsed. 1t seems likely, then. theat
sextet! Deirassment may be vicwed by potential Deiassers
as fotr-risk bebarior aord thet rictims see few: incentices
tos bring official complaints (Riger 1991, p. S0,

Evidence of the continued persistence of sexual harassment
i~ horne out in studies conducted aeross the countey in work
sites and educational institutions Gor example, Riger 1991
Gutek 1989 Katz and Vickmd 198s: Konrad and Guiek 19560;
Nieva and Gutek 1980, Campus-cliniite sunevs continue (o




indicate that harassing activities are part and parcel of cam-
pus life and where, on average, 40 percent of women have
been recipients ol sexist, insulting, or offending sexual be-
haviors from men (for example. University of Avizona 199
campus climate survey: Riger 1991 Katz and Vicland 1988).

As women gain positions of authority and, i particular,

leadership positions. and when policies and procedures
reflect what victims deem to be appropriate resolutions.
sexwally harassing behaviors should abate. Hlowever, as
long as current norms determine the boundaries of “problem
hehavior™ and dispute-resolution policies and procedures.
wonen will continue to be expected 1o subordinate their
sense ol Brir and just resolutions to those who are in author-
ity. As it stands, many would argue that the process is not
neutral in that the law and resultant procedures see and treat
women in the same way that men see and treat women.

Uil sexual harassment in the workplace is perecived to
be related to occupational power rither than attraction he-
tween the sexes, harassment will continue to be viewed as
persomal rather than orgunizational. An informal and “Tow-
risk™ dispute-resolution process indicates that sexual letrass-
ment is pereeived as being an expected or even “naaral®
condition of work.  Currently. the boundaries and proce-
dures for this workplace problem appear to be defined in
terms of what is most comfortable tor men. ¢ven though
women pereeive sexual harassment differently than men.
Women's leadership and authority is eritical in redelining,
institutional standards. policies. and procedures 1o ensure
harassing behavior is viewed as high-risk bhehavior and that
tolerance for harassment is not coerced through threats off
ceonomic or academic consequences.

The wage gap

Resolution of the wage-gap issue also has become a test of
the patience and sense of justice of women. Betlas analvzed
data from a 1980 nationat survey sponsored by the Carnegic
Foundation (1993, A sample population of 31 institutions
gleaned a total of 3,057 uscable responses. The results
show that women faculty were carning approxintely 25
percent less than faculty men. OF all the variables rested,
except tor hours spent in teaching, the differences alwavs
nvored the men. And. perhaps not surprisingly, “Teaching
appears to have adepressive effect on men's but no effect
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__ Bellas also
" found that

‘disciplines
with
bigber
propor-
‘tions of
women
Jaculty
suffer a
wage
penalty.

on women's salaries™ (Bellas 1993, p. 72). since work identi-
fed as being feminized repeatedly has been shown to be
devalued (Volk 1993: Slaughter 1993: England 1992: Pfetfer
and Davis-Blake 1987). In the Bellas study. when all other
ditferences were controlled (such as level of education,
rank, and professional achievement). even at an cquivalent
standing., women's salaries, on average. were 6.0 pereent
lower then faculty men’'s salavies. Through her indings.
Bellas concludes that most variables that interacted with sex
and wages were unrelated to performance of both men and
women.

Bellas aiso found that disciplines with higher proportions - -
of women faculty suffer a wage penalty. Bellas examined
three propositions for the negative effect of women's salaries
in academic disciplines:  cultural devaluation of women and
their work, Libor market conditions, and characteristics of
individual faculty (1994, in Volk 19935). She concluded that
all three factors contribute to variations in faculty salaries,
and that women faculty tend o be grouped in disciplines in
which institutional salary differentials are the greatest.

According to the latest data from the US. Bureau of Labor
Statistics, tull-time Temale professors carn 86.60 percent of
what males carn. But this is an improvement over 1979,
when the proportion was only 79.4 percent (Wilson 1993),
Recent pay-equity studies conducted in national higher edu-
cation institutions show that the salary differences continue
to be problematic,  Examples of these salary differences: At
the University of California at Davis, women carn about
$3.000 less per year: at Kent State University, male professors
carn as much as $3,288 more than women: Northern Arizona
University provided annual pay raises ranging from $183 10
$0.945 to women faculty to provide parity with male faculty:
and Virginia Commonwealth University found an average
wige gap of $1,.900 (Wilson 1995).

A 1995 study of 11 colleges at the University of Arizona
showed an annual salary difference between women and
men of $3.200 in the college of education, $5.800 in science,
$2.728 in the humanities, and up to S16,000 in the college ol
faw. These gender-related salary differences were found o
be statistically significant even when variables such as years
of experience, rank, and educational background were ac-
counted for (Wiabnik 1995,




Litde information is available regarding institutions with
estublished salary scales. for there appears to be an assump-
tion that sadary scales provide tor equity-bused pay. Yet. it is
not without anccdotil evidence that salary scales that com-
prise steps and ranges allow for differential initial placement
for entering faculty and administiators.” One's initial place- -~ -~ - : .
ment within the pay scale. though. becomes the foundation
for pay and payv increases during one’s cireer in a particular
institution.

From their first job, women usually are puaid less than
men. and across-the-hoard riises widen the gap. Johnsrud
and Heek Gin Weanen in Higher Education, April 1994)
found that women who work their way up from instructor
or adjunct-tuculty positions often end up with lower salaries
than men hired from outside an institution. Most often. the
mule faculty member was getting a higher salany elsewhere
to begin with, Further, even when their experience and
positions match, when a made faculty member is hired at a
higher rate) the woman's salary is not increased to create
cquity, Ultineeely. and unfortunittely, women then also
have a lowered retirement income based on the cumulative
cifect of the salary disparity.

Volk conducted regression anaivses of resource alloci-
tions over a fAve-vear period in academic units of a research
I university (1993). she found that gender and ethnicity
(variables of diversity within a university department) often
negatively affect the amount of resources wWlocited to the
department. Volk specukates that this finding is "in accor-
dance with the eritical political theory. which indicates that
women and minorities are often considered subordinate to
the male-dominant socicty™ (Volk 1993, p. 123). and there is
devaluation of work that prinily is performed by or asso-
ciated with women.

As is the case with faculty salaries. women administrators
in higher education also find there is a cost to being fenale.
Pretfer and Davis-Blike describe an institutionalized coneept
of “women’s work” that includes the idea that work per-
formed by women is fess valuable and can be paid less than
work by men. and that sets wages at a lower level for both
men dand women who accupy such positions €198y, Like
other researchers who have conducted gender-cquity studies
(for example, England 1992y, Preffer and Davis-Blake. utiliz-
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ing a large data set of 18.861 higher education administrative
positions, find that the proportion of women in an occupa-
tion. regardiess of levell is negatively reluted to the prestige
of the occupation. The researchers conclude that the data
do not provide any current evidence of diminished stereo-
tping or reduced wage discrimination for women.,

A comparable-worth salury plan. based upon the value of
the job to the institution, is an equitible alternative to job
clssifications that are based on gender-related auributes of
the position. However, the decision to support such a plan
has o downside. I adopted. such a plan would increase the
institution’s salary obligation w0 its women emplovees
tTinsley. Scecor, and Kaplan. 1984) since national studies
consistently show that women in female-dominated job clas-
sifications and disciplines are paid less than men in male-
dominated classifications (Betlas 1993: Fngland 1992 Kelly
1991 Pfefter and Davis-Blake 1987 Hartmann 19700
Because of the Timited financial resources of most institu-
tions, a comparable-worth salary plan has not been a high-
priority itent for most institutional administrators — male o
female. Women, though, are becoming impatient with this
notion: concurrentyv, some men forward the chaim that se-
niority and or scholarhy productiviny are valid reasons for the
pav differences shown in salany-cquity studies.

The wage pendalty for being female has lide 1o do with
performance or institttional mission. Teaching. associated
as being feminized, maintains women's saliries at lower
fevels then men'scand this includes disciplines dominated
In female and minority students and facalin . Level of edu-
cation, professional achievement. and vears of experience of
the incumbent have littde to do with vadations in Lrculty
sabaries. The wage gap also s found in administrative
salaries.

Regardless of Tevel, when a wonuan occeupies an adminis-
trative position there is an apparent negittive relationship
hetween prestige and salany for the position. A comparable-
worth salany plan, however. is not considered a workable
solution since such o plan would strain the limited Timancial
resources of most instittions. The negative influence on
salaies due to women's participation in occupational roles
leads o specukition about how women's participation will
impact presidential sadary Tevels as more women move into
the hughest ranking leadership positions.

ou
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Evaluations of Occupational Prestige
A discussion of wage disparitics and persistence Factors in
the leadership gender gap also needs to include the evalua-
tions of occupational prestige. One argument forwarded
regarding the relative exclusion of women in administrative-
leadership roles relates 10 Towereéd occupational; prestige s
aresult of women “contaminating” the role or position.
Studies of various occupations have found that the propor-
ton of women in an occupation is negatively related to
prestige of the occupation. With a loss of prestige there also
is 1 depression of income carned by both women and men.
Pfeffer and Davis-Blake used Jarge data sets of higher educa-
tion administrative salaries for the vears 1978 1o 1983 (1987).
Their findings indicate that: (1) A disparity exists between
the wages of men and women administrators; (2) approxi-
nuately 32 percent of the disparity relates 1o gender when
other variables are controlled: and (3) the strongest argu-
ment for this disparity relates to institutionalization, which
nutintiins there is a point at which work becomes defined as
women's work. ,
Increases in the proportion of women around that point
have much greater effect on wages than any other variable
tested (Pretfer and Davis-Blake 1987) Such a strong argu-
ment. validited with large data sets, begs several questions
regarding the gender gap in higher education leadership.
One of the obwious questions is whether women are virtu-
ally excluded trom higher education leadership positions
due to men's concerns about the potential feminizing off
tcadership roles. which then would lead o lowered prestige
and cconomic vadue of the position,

Summary of Persistence Factors
The closing of the gender gap is more pressing than ever.
Those at the helim need to be more representative of those
in the ranks. The perpetuation of a made-dominated presi-
deney no longer should be the norm it the majority popu-
Lace it serves are women Cheatherman 19930 Schuster 1985),
Women received more than -+ percent of carned doctoral
degrees in 1991 but make up only 32 pereent of full-time
faculty in higher education. Further, st doctoral-level univer-
sities, only 18 percent of full professors und 235 percent ot
associate professors are women (Finkel and Olswang 1995;
Rigaux 1993 Hensel 1991 This disparity leads o an appar-
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ent skewing of proportionately more women than men who
hold Ph.D.s in other types of institutions such s community
colieges. This partially may explain why there are propor-
tonately more women presidents in junior and community
colleges thar in public universities.

T T 1995 aumost 23 pereent of academic officer positions
wore held By women (Rigaux 1993). However, more than
hadf of the womer holding academic dean positions were in
nursmg. home cconomics, arts and sciences, and continuing
cducation (Wagner and DeFleur 1993 and cach of these
were shown to be lower-paic and at a higher risk during
T : : pericds of rerrenchment than typicatly male-dominated de-
partments. [ a 1990 study of community colleges. less than
1O pereent of the 1169 academic deans listed with the
American Association of Community and Junior Colleges, or
AACIC, were found o have women's first names (Vaughan
Joum Tronically . perhaps. in the 1990 presidential profile
the majority of all presidents previoushy had held a post as
chiel academic officer in a higher education institution.

A 1983 study of higher educition administritive positions
found that the fargest number of women were emploved as
head librarian, vegisteu, and director of financial aid ¢Tinsley
ctal 198 . And, It is commonly believed thit once
Eiunched ina given faareer] tack, individuals do not move
casily to another™ Clinstev ¢t al, 198 ).

Women “in the pipeline” for formal teadership positions is
somew hat an institutional myth when the data are more

, closely scrutinized. Even when women are more highly
cducated, they still receive lower pay than men and are less
fikelv 1o be promoted into leadership positions (Anderson
19830, 1t is little wonder. then, that women's returns on

im estment in education do not equal those of men begin-
ning with sakry levels iand promotional opportunitics and
culminating in reduced reticement income Cheslie and
Brinkman 1988: Anderson [988).

Compounding the problentic persistence factors in the
lcadership gap is the informal network svstem from which
waornen, for the most part. have been excluded  Teolten s
these networks from which insider information o+ gained
and hiring and promotional decisions e determined. The
higher a woman nises inan organizaton, the maore dilticulty
she faces as she tries o Iiein beaiase “most men highest up
work with few women regularly and socialize with female




staff members even less™ (Milwid 1990, p. 77). When ex-

cluded from an infornul network system the implications

are serious: Women become isolated while decisionnutkers

are kept unaware of their competence.
Social exclision burts women's careers most becanse it =~
limits thewr exposure to mmanagers al the top. Withou! a
relaxed atmosphere in which to meet leaders. female
professioncls have no access to policymakers other than
through their work (Milwid 1990, p. 82).

When cut off informally, the opportunities for attaining a
leadership position in an institution are severely cuntailed.
Further. this type of exclusion removes women [rom deci-
stionmaking spheres. As a result, women await announced
policy decisions rather than being active plavers in the deci-
sionmaking process.,

[t is important 1o note that itis not the actal structure
that defines a sense of climate but rather the perceptions
and understandings these structures ereate (Kanter 1977).
Organizational members develop perceptions of the prac-
tices, policies, and customs of the organization, and these
pereeptions are critical to the discovery and management of
campus climate. Italso is climate that determines how the
previoushy listed persistence factors and bagriers in the gen-
der gap are understood and managed by campus personned.

To manage the culture, an institution leadership must
define the attitudes, values, and expectations they want or-
ganizational members to share (Lussier 1993). Yet tradition-
allv. organizational culture is designed to influence people’s
attitudes, not the organization's stracture. Culture teaches
new members within the organization the correct way to
perceive. think, and feel in relition o the organization and
organizational policies and procedures CMifler 19935 Trice
and Bever 1993).

Although an institution’s culture mav be designed to be
exclusionary in its practices Gsuch as tenure criteria, peda-
gouy, wage level, sexual-harassment policies, or production
and acceptince of scholurship). “truce believers™ in the cul-
ture hold at bay those who question or challenge existing
norms. “Ideology intluences the wiy we pereeive the world
and involves assumptions that are rarely questioned or scru-
unized” CMiller 1995, po 13 00 Thus, many members renutin
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: Cbanges nation of others, is the result of unquestioned ideology.
———inftiated in - — 1 (h¢ 1960s. Beuy Fricdan encouraged women (o refuse
unsup- ~ 1o be passive and work towadd living a sclf-chosen life.  As
poru‘ve ather activists have shown us throughout history, the path 1o
change is by transtorming passive observers to active playv-
cultural ket Bl o AL
viron ers. To change campus climates, professional burriers. and
EnvIre gender-gap persistence factors. women and men interested
ments are

N

passive observers of an institution’s ideology that controls
organizational discourse and gender relationships. Untor-
winatelyv, hegemony. o process in which @ dominant group
defines and protects the group's norms through the subordi-

- in-equality must continue to challenge current po'icies, pro-
doomed to  ccdurcs. and institutional norms.

fade or Individual initiative is a necessary ingredient for change
fail over (Allen and Allen 1987) Organizing those who are con-
time cerned with these issues s a first step in creating active

plavers from passive ohservers. Changes initiated in unsup-
portive cultural environments are doomed to fade or fiil
over time. Further, both the willingness to atempt o
change and long-term success are positively related 1o cul-
wral support. Therefore. to achieve sustained results, o
long-term solution :lso must be aculteral solution CAllen
and Allen 1987,




GENDER THEORY AS A FORM OF EMERGING
LEADERSHIP THEORY

A least two questions are important to ask with respect o
the roles of women and men as leaders, First, do men and
women lead in the same wav? And second, when women
lead in institutions of higher education, are their institutional
convironments ditferent from those that are fed by men?
~Some completed studies provide @ basis for.comparing
women and men as feaders.

Power and Leadership

Leadership is equated to power EMelia and ivttle 1980
Cuming 19831 and unless women become more effective
power users in higher education, say Leonard and Sigall, the
academy will remann under @ nde-dominant system (1989),
Feaders intluence people to do things through the use of
posner and aathority, “Power is the ability to influence deci-
stons .nd control resources. L Authority is the tormal right
o get people to dothings or the formal right to control
tesources” thulirin 199 1 p. 204,

Varions studdies on gender differences in power orientu-
uon have shown some variations in perspectives of power
between women and men. A major factor lies in the defini-
tion of power “Women wend to view posver as a1 means to
promote chunge. whereias men tend to view power as
rcans to having influence over other people - power 1o
verstts power over”™ tKelly 1991, p. 101,

Orligan's fenede interview ces equated power with giving
and care and portraved acts of nurturing as acts of strength
i T9s2 Schaet states, “Inthe White Male System, power is
comeeived i zero-sam tashion. in the Female System, po-
er s seen as limitfess” €1985, pe 12400 Schaet explains thut
men's concept of power is bhased on s scarcity model.
whoereas women view power as something that inereases
whoen given awa.

Patton reports that women nanagers in higher education
dreessanterested in power and control: rather, they per-
coene ther feadership roles ta be tacititative, relational. and
contnbuatorny tothe institution € 19003, Northeutt also finds
that women define career suceess withowt @ power orienta-
ton and that swomen focts more on contributing to socicety
and o others €190 ) o

Ahbwd disconered mr inervies s with protessional wormen
that poswer was not viewed as aright of position but rather
was seen as e conmadits which, when shared. grew rither
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thun depleted (1990). One of Milwid's women presidents
succinctly states, “Power is something people give you in rela-
tion to how you muke them teel about themselves. ... Real
power comes when you're strong enough to make your em-
ployees feel good about themselves and their work” (p. 130).
- Traditional, postmodern: and feminist scholars agree that
there are two sources of power: positional and personal.
Positional power is derived from one's title or status in the
organization and can be delegated through the chain of
command. “Personal power is largely due to one’s personal-
ity. Leaders with personal power get it from tollowers De-
cause they meet their needs”™ (Lussier 1993, b, 291). The
twpe of power the leader utilizes is indicative of preferred
leadership stvle.

Women's Leadership Style

sally Helgesen chronicled the leadership styles of four wo-
men chiet executive officers (1994). Through these case
studies. she examined how women muke decisions, gather
and disperse information. delegate tasks, structure their
companics, and motivate their employees. Helgesen utilized
Mintzberg's methodology, following exccutives through their
davs and using a diary approach to record their minute-by-
minute actvities.

Helgesen also used Mintzherg's results as a standard
against which she compared her women leaders. Minzberg
studied five male executives and emphasized the patern of
activities these men followed.  Mintzberg's men were found
to focus on completing tasks, achieving goals. and winning,
elgesen's women executives did not view encounters as
interruptions, The women scheduled time to share inform-
tion, whereas Mintzberg found the men tended to hoard
information.  Helgesen claims her diary studies show the
women leaders to be caring, helpful, and involved, with an
cmphasis on relationships sharing. and process, Ultimately,
she views Mintzberg's men as “less retlective and deliberate,
narrower” (Hielgesen 19090, po 29). The case-study research
conducted by Helgesen and utilizing Mintzberg's study for
female and male comparison is somewhat akin to the
Gilligan Rohlberg cthical-dilemma research comparisons of
moral development in males and fenales.

A widely recognized theory in gender differences is pro-
posed by Carol Gilligan (1989, 1982). Gilligan argues that the
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“cognitive development “emphasizes the relationships between - - - -

have concern for others. and balaace the needs and wants

unitary madel based on male subjects and which traditionally
has been aceepted fails to capture the different reality of
women's lives, By positing two different reasoning modes. a
more complex but nore understandable rendlition of human
experience can be contemplated. Her theory of women's

people and a concern for preventing psychological or physi- .
cal harm™ (Wilcox and Ebbs 1992, p. 101, Gilligan refers to
this as the “care voice” (response mode) for women as op-
poscd to the sjustice vope™ (rights moded for men (1982),
Kohlberg's six-stage theory, based on research conducted
with voung men, was challenged by Gilligan as being inap-
propriate for women’s development. The justice voice. is-
cribed to nutles, stresses separition and detachment and
considers the individual rather than the relationship as pri-
nuiry (Kuk J9901. Although the two voices (modes) are
vender-related. they are not gender-specific. All people be-
have in both modes (voices) but when presented with dil-
cnms, people will show o preference 1o respond out of
one voice (Desjardins 1989 Gilligan, Ward. and Favlor 1989
Gilligan 1982). Care-voice individuals ~prefer collaborative
discussion and learning by listening” (Wilcox and £bbs 1992,
p. 7 wend o be more relationship-based negotiators who

of all parties (Gilligan 1982). While men are more con-
cerned about rules, women are more concerned about reka-
tions. And. as found by Chodorow, men's social orientation
is positional. while women's is personal. This separate de-
velopment pathway results in personal responsibility as be-
ing of highest value tor females and legalistic equality being
highest for males,

The Myers and Briggs tpographical profile somewhat
confirms Gilligan's obsen ed difterences.

Ven and iromen score equally on all niajor diniensions
of the instrinient with the excefition of decisiont nicking.
i this erea, wmen foldl predominently within the think-
ing’ category for decision making, being nore comfort -
able with following vides, laws, formdas aned the like,
conndd subordinating relationships to principlos. Women,
ot the other band. e more likely to fall mito the fecl.
110" category, where decisions care based on relationshijs
cadd personal ontcomes CEdge and Groves 1991, po 0).
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Also confirming Gilligan's obsenvations, in a meta-analysis of

' “Gender and the Emergence of Leaders.” Eagly and Karau

‘! found that in originally leaderless groups, men emerged as

| leaders to a greater extent than did women; in contrast, wo-

i men emerged as social leaders slightly more than did men

SR - - (1991) - Eagly-and Johnson conducted a imeta-andlysis of -

' gender and leadership style and found a range of writings

from those who argue for the presence of sex differences to

those who encourage androgynous managens (1990). Al-
though not statistically prominent. there was some confi-
dence that women's leadership styles emphasize both inter-

L ) - personal relations and task accomplishment-at-a slightly

3 greater extent than men's styles (Eagly and Johnson 1990).

(From later studies. this finding may be attributed to percep-

tions of male coworkers and employees, who perceive wo-

men to be more task-oriented regardless of the woman's

: task orientation).

: However. the strongest evidence of sex difference in lead-
ership styvle related o women adopting a more democratic
or participative style. whereas men teaded o adopt @ more
autocratic or directive sivle. Milwid found this 1o be the case
with the protessional women she interviewed: increased
cimployee involvement was the most commonly cited avenue
for decisionmaking (1990, Others, though. argue that mos
women leaders cither adopt behaviors or appear to behave
in a similar fashion to their male colleagues due to organizia-
tional structures and normative reinforcements (Acker 1991;
Northeutt 1991: Nieva and Gutek 1981: Kanter 19770, Milwid
(19901 and Sheppard (1992) found that the women in their

o studies experienced organizational life with deep ambiva-
lenee due to these conflicting salues and modes.

In 1996 a4 survey wis conducted by Chliwniak with higher
cducation leaders. Included in the survey were chancellors,
presidents, provosts, vice chancellors, vice presidents, and
deans, Of the 380 respondents, 9 were women and 2+
were men.

Utilizing the ~Traditional and Emerging Leadership Values
and Modes™ chart she developed as a guide Clable 2,
Chliwniak attcripted to discern if there were differences or
gradations in pereeptions ot leader values and feadership
modes based on gender, age. institutional type, vears of
expericnce. educational hackground. and or position.
Through correlational and factorial analyses, Chliwniak
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TABLE 2
Traditional and Emerging
Leadership Value and Modes Continuum

Values, individually held by leaders. are exhibited through the leadership mode

“adopted by the individual - In turn, the leaders vidues and leadership mode become

absorbed into the institution’s culture and norms,

This table is hased on dominant values held by traditional leaders @t one end and

emerging leaders at the other end. The second uble describes dominant leadership

modes of traditional leaders at one end and emerging feaders at the other end of the

continuanm.

Mixed-maode or integrated-maode leaders show only slight or no prefereace for one
mode over the other,

TRADITIONAL COMTINUUM TO EMERGING
VALUES

Individuality ..o Connection
Ambition ... L Cooperition
DesiretoWin ... o oL Desire for Peacelud Environment
“Tough but Fair™ oo oo o “Protect From Harm”
Lifelsa Contest ... oo o .. Life Is in o Community
People Are Rivals oo o0 oo oo People Are Partoers
Power = Calling the Shots o000 000000 Power = Facilitating Change
Justice Principles ..o o oo Non-Violence Care
Rules oo Compuassion
SUSICINN © o Cee e Climates
AULONOMY Lo - Intinaey
Rights of Others oo oo Needs of Others
Discipline ..o o Creativity
Command and Comrol © 0000 oo oo Empowerment
Obligation Conuitiment ..o Interconnectedness
“Be boval™ oo “Be Supportive”™
Principle Based ..o oo 00 oo oo L Siation Based
Individual Inftiative ... 0 L0 Lo Lo Participation
Authormty L0000 L Consensus
Efficiency ... ... oo oo Cee e B Acceptance
Sceif-Confidence o000 0000 o oL e e Team Player
Completion ot Fasks o000 0o o0 Retationships With People
Legalistic Bquality: oo o000 Personal Responsibility
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TRADITIONAL CONTINUUM TO EMERGING
MODES ) _ .

Mechanistic ... Whaotistic
Hierarchy ..o Network
Leadership Fromthe Top ..o o0 0 0000 Leadership From the Center
Promotes Fairness ..o oo oo Promotes Welfare
Information [s Contolled .. ..o L information Is Availuble
Focus on Results o000 0000 oo Focus on Communiciation
Establishes Objectives .00 o0 0 Listens 1o Concerns
Focuson Plans .o 0000 oo Focus on \Vilues
Focus on External bmage ... o000 oL ... Focus on Internal Members
Power Is Scarce .o Power Is Limitless
Positional Orientation . ... ... Lo oL Personal Orientation
NCHOUOS STEUS © Lo e e Creates Rapport
Militarv Archetype ©o oo oo Teaching Archetype
Issues Owders o000 0 i< o Role Model
Outcomes Onented o0 0 oo oo Process Oriented
Analvtical oo o000 e Sy nthesizing
Deductive Thinking .. oo oo oo Inductive Thinking
Individual Orientation ... ... . <o Relationship Orientation
Authoritarian ... . ... e Inclusive
Orchestrates Strategy .. oo oo oL .. Fluid Leadership
Plavs “Mardball™ © 0000 o Facilitates

Bluntness ... . Diplonuacy

Self-Promotion oo o000 000 00 L Group Harmony
Verbal Bantering . o0 000 0 0 0 L Personal Infornation
Issues Challenges 000000000000 oo e Asks Questions
Aggrossiveness L. e e Coapertion

A

Thus able was developed by Tuba Chbswuah C8093 gs g compilation of beluasors and hara teins
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tound that gender and position were highly correlated to
leadership perceptions, whereas institutional type indicated
fewer correlations to leadership perceptions. Age, vears of
experience, and educational background provided some
influencing patterns. Chliwniak concludes that although
leadership perceptions are not necessarily dependent upon
gender and that position is shown o be statistically signifi-
cant in the perceptions of the survey subjects, wonwen do
apper to exhibit emerging (response maode) perceptions of
lcadership o a greater degree than do men when write-in
responses are analyvzed utilizing gender theory rather than
leadership theory as a basis for rextual analvsis: Based on -
the statistical outcames, however, the gender gap in leader-

ship has more to do with inequity than with variation in

how feadership is perceived.

shervl Bond and i team of rescarchers from the University
of Manitobu (Berkowitz 1990) studied feadership experiences
and pereeptions of Canadian university leaders, They con-
clude that positional power appears to have the greatest
influence upon the views of leaders, Results based on guan-
titative dat indicate women and men teaders appear o be
more alihe than ditferent when position is the primary vari-
able studied. However, Bond has not ver smalyzed the quali-
tuive portion of the surveys wnd is withholding final analysis
of the national study until these survey responses also e
tiken into accound. Cynthin Epstein concludes that her re-
scarch indicates that gender differences are not empirically
redl C1988). Epstein posits that because gender differences
are socilly constructed, we believe there o be differences
and perpetuate this betief through ditferences in our lan-
arge and imagen.

Communication Patterns
Women and men des clop distinetly diffesent communication
stvles, often the result of social conditioning. Because of
wWomet's existence ina natle-dominant cultare, women fearmn
linguistic adaptation for sociatly normed roles, OF particular
interest in the study of higher education is women's tendeney
to switch from women's o neutral language once they spend
sommie tmie in college (smon ar and Porter 1995,

Women's communicition pattern generdly is vsed to cicit

COOPCTIHON OF CIEAle Fpport, men use Conmvaersation 1o nego-
tiate status and often engage in verbal competition in which
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points of discussion are made in a definitive and forceful
tashion (Samovar and Porter 1993, Deborah Tannen studies
sociolinguistic patterns of men and women in relationships
and at work (1990, 1994). She posits that when at work.
“conversational rituals common among women are often
wavs of naintaining an appearance of equality . . . and ex-
pending cffort to downplay the speaker’s authority. .7
Clannen 1994, p. 233 This strategy. though, often leaves
women appearing as if they lack confidence and competence.

Men's conversational rituads involve using opposition in an
cffort to avoid the one-down position in the interaction. Wo-
men tend toask more questions, whercas men are less likely
to ask questions in a public situation when a lack of knowl-
edge may appear to be i one-down position for the nun,

Tannen (1990 and Thorne C199-) found that geader-
relited communication patterns constrain how girls and
women express leadership. =Many girds discover they get
better results it they phrase their ideas as suggestions rather
than orders, and if they give reasons for their suggestions in
terms of the good of the group™ (Tunnen 199+ . 39).
Graups of boys tend to be more obviously hicrarchical with
challenges and jockeving tor the high-status position in the
aroup CThorne 19941 The result of these two behavioral
patterns is that givds and women who appear authoritative are
considered “bossy.” whereas boyvs and men who take com-
nund are viewed s tgo-getters.” Bossy givks, though. are not
aeeepted by either bovs” or gitls” groups and are considered
somewut deviant for aceepted male female norms and pat-
terns. However, “go~getters” are aceepted by both bovs™ aad
girls” groups.

When communication is constrained, it is difficult 1o ex-
hibit an aura of competence or confidence while attemipting
to maintain an appearance of equality. 1t can be interpreted
that the woman Licks authority or power traditionally associ-
ated with leadership positions. From a voung age. girls and
women are socilized to engiage in communication patterns
that create rapport, establish reltionships, and clicit cooper-
ation. Unwittingly, women continue to expect these com-
munication paterns fron other women at the work site and
downgrade the women who do not tollow the expected
norm. The result is that women in leadership positions,
regardless of competence levels, are not supported by cither
women or men when they appear to carry out their leader-
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ship role in an assertive or definitive manner (Johnson 1993
Lagly, Makhijuni, and Klonsky 1992: Schaef 1983). This
poses quite a dilemma for women who aspire to leadership
positions. for historical cultural norming dictates an image of
—— . suceessful leadership that includes-assertiveness. decisive-
o ness, and authority. Women must choose whether to clvil-
lenge social norms or become socialized to fit traditional,
often masculinized, organizational expectations of leaders.

Career Satisfaction
Sex-rale orientation and career satisfaction wias measured by
~ Adams With 33 women chict student-services officers and
chief instructional officers working in California community
colleges (1993). Her data indicate an association between
sex-role orientation and intrinsic job satisfaction. Fortv-nine
percent of respondents identified an androgynous orientu-
tion (equally masculine and feminine traits): 38 percent fell
into the masculine orientation category. These were the
women who showed most intrinsic job satisfaction.  Androg-
vy wits most heavily represented in the 46 to 50 age group.
and masculine orientation was represented in age groups
above 45, Gloria Steinem reports on psychological tests that
show androgynous individuals, males with more feminine
qualities, and females with more musculine qualities tend to
be more flexible and have healthier self-esteem (199+4).
However, homogencity of gender-related characteristios or
androgyny are concepts not encouraged in mass culture or
in our social institutions. A more polarized approach to
gender and gender roles appears to be the preferred and
aceeptable norm for sociulization.

Adams recommends that wonien who aspire to adminis-
trative positions should cultivate masculine skills that may
be lucking so that intrinsic job satisfaction can be increased
(1993). However, Aduwms did not study variables for extrinsic
satisfiction even though a high proportion of subjects in the
androgynous category also fell into the highest salary caie-
gorv. Previous studies indicate that reliamee on extrinsic
rewirds as traditional signals of success have been chal-
lenged by -women. Murrav's study. for example, found tha
joby satisfuction for women in higher education was depen-
dent upon motivators such as job level tenure, and deprrt-
ment CFO8O). Although position and adh aincement were
perceived as important to job satisfaction, women vidued
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intrinsic rewurds more. Furthermore, women more often
openly endorse efforts that develop family, community, and
the cooperative enactment of organization and society
(Retkind and Harper 1995).

The Glass Ceiling
Subtle, indirect obstacles as a result ()I labeling and stereo-
typing place stumbling blocks in the career paths of many
women. Organizational glass ceilings are not due to the
inability of women o function effectively in their responsi-
bilities. Rather. the glass ceiling most often is the result of a
woman being unlike her predecessor, usualhy awhite male
Cdilwid 1990: Kanter 1977

Studies have documented men's resistance to women en-
tering “their” jobs (Eagly, Makhijani. and Klonsky 1992: Schro-
edel 1985: Hartmann 1976). Reskin's thesis posits that men
respond to this intrusion in the workforce by emphasizing
how men and women ditfer (1991, Further, the emphiasis on
the “natural” gender roles for women attempts to presenve
“appropriate” and different spheres that are allocated 1o these
roles. and the dominant group (men) has a stake in maintain-
ing the differentiation of spheres (Reskin and Roos 19900,

According to Kandivoti, the male-dominant system pro-
vides baselines from which women negotiate and strategize
through “patriarchal batrgains.” sometimes negotiating to
keep patriarchal norms intact — theretfore gender roles and
social norms intact (see also Amey and Twombly 1992 and
sometimes compromising on the norms ¢(1991).

Through intact patriarchal structures, men in organiza-
tions have come to view their perspectives and norms as
being representative of gender-neutral human organizational
structures (Acker 19910 Milwid 1990; Millew 1990: Guiek
1089) and assume the structure is asexual. Gutek coined the
term “sex-tole spillover”™ to describe how women's tradi-
tional roles were incorporated into patriarchal organizational
structures (1989). Sheppiard found that these male filters
rendered women's experiences as invisible (1992; see also
Burton 1987 And. “given the long history of the subordi-
MALION Of Women's to men's interests, men's interests must
he sacrificed” tBaicr 1994, p. 2010 i women's interests e 1o
hecome primary or equtl.

Steinem states that a remedial vision of the world — that
is. one that is not seen through the eves of only males —
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would add depth and new perspectives for shared images of
societl and organizational structures (1994). However,
since 84 percent of higher education presidents, 83 percent
of business officers, and 7+ percent of academic deans are
mule, remedial vision wo  d require a totally difterent

makeup in academe’s leade ship tanks (o communicate visi-

ble and continuing commitments to workforee diversity,

Studlies that indicite androgynous or masculine orienta-
tions for women for example. Adams 1995) and gender
similaritics in leadership due to position Gor example. Bond
1990 Chliwniak 1996: Epstein 1988) imply that the gender
“gap may be more related toinequity than to difference. -
That is. holding o leadership position may influence, nullify,
and or socialize women's perception of leadership so wo-
men and men are more alike than difterent due to position:il
power. Furhermore, those in leadership positions are re-
Nective of a funncled group of individuals who renmiained
competitive through acculturation and socialization into
institutional norms. The gender gap. therefore, would be
related more to images Gl leadership and stercotvpical gen-
der roles than the ability or behavior of the incumbent.

Periaps the greatest gender ditferences lie in how men
and women are stereotvped or labeled within organizations
and the evahuation criteria wilized (o determine their effec-
tiveness as aleader or the leadership styvle they have
adopted. Women must deal witl these stereotvpes to i
greater extent tum men. In particuliar, conceptions associ-
ated with feadership cause great difficulty. Traditional, mis-
culine behaviors expected of leaders — aggressiveness and
authority, for example — are not associated as being femi-
nized qualities. Thus, @ woman may not “look like™ or =act
like™ o dean, vice president. or president to those charged
with nuiking leadership selections, and the assumption that
nuales have a right™ to or natural affinity for leadership re-
nutins o guidepost for selection committees OMitchell 19930,

Natishitt aned Aburdene state that nuny of the new models
for reinventing organiztions stem from the impact of
women in the workforee (1985 Further, they reter o Alice
Sargent's message in The cidrogynons Menager (19831),
Namelhy,

Vew and reomere shonld tearn frone one another with-
attl ahendonng successfid traits they alreddy possess.
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Men can fearn to be more collaborative and intuitive
yel remain results-oriented. Women need not give ap
being nurturing in order to learn to he comfortable

s with power and conflict (1985, p. 207).
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AN ANALYSIS OF LEADERSHIP: INDIVIDUAL, ORGANIZATIONAL, -

AND SOCIETAL CONCEPTUALIZATIONS

Introduction to Leadership Conceptualizations

The phenomenon of effective leadership is under constant
scrutiny by scholars as well as practiioners. The characteris-
tics and context of effective leadership appears to change
over time as societal values shape what is weceptable. kiud-
able. and effective. Further, conceptualizadons of how lead- 7
ership impacts organizational values and suuctures also vary
according to authors” assumptions.  This scction provides an
analysis of individual characteristics. organizittional struc-
tures, and socictal coneeptions that have shaped what we
determine to be effective leadership. With a focus primarily
on gender-related aspects of leadership, thesesissues are
phiced ina context o traditional as well as current organiza-
tional structuring and 1orming.

What Is Leadership?

Warren Bennis points out, “Many an imstitation is very well
nanaged and very poorly fed™ ¢1991, po 170 e further
states that the distinction between leaders and managers is.
“Leaders are people who do the right thing: managers are
people who do things right™ (p. 18 A reciprocal relation-
ship exists betseen feadership and management. but leaders
are not alwavs good munagers and nanagers e not alwiavs
goodd leaders (Bruhn 1993, po i,

Whereas nanagers manage boundaries., leaders tanscend
boundaries and :tre innovative in their approaches. Although
both functions are important to an institution, it is 1 common
notion that leaders are the individuats swho establish the cul-
ture and provide vision and meaning Tor an institution (B -
man 1992: Bennis 1991 Roueche, Baker, and Rose 1989:
Bolman and Deal 1981 Gleazer 1980: Baldridge et al. 1977
and embaody the ideals toward which an organization strives
(Gartield 1992; Wilcox and Ebbs 1992: Wl Solum, and
Sobol 19920 Covey 199 1),

Two led lership sivles huve become dominant in the liter-
ature. They can be envisioned as a place on o leadership
continuum with amntocratic leaders at one end and participa-
tive leaders at the other. Autocratic Teaders maintain most of
the power, authority. and control within the organization.
whereas participative leaders engage organizational members
Hitough consultative or democratic processes tsee Table 2y,

Vroom and Yeton's Normative Leadershap Theory identi-
fies five sitwational Teadership stvles: Two are autocuatic, two
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are consuluative. and one is group-oriented. A decision tree.,
with cight questions, informs the feader about which swvle
would be most appropriate in a specific sitwation. Therefore,
the leader is expected to adapt a stvle based on the people

Cand situation (Lussier 1992). This is relerred o ax situational

teadership. where the sitnation dictates the stvle cather than
someone maintzining one stvle of leadership regardiess of
the situation with which <he or he is dealing.

Tane Gallimore-MeRee provides an analvsis of institutional
feadership stvles based on the perceptions of faculty regarding
their chiet excecutive officer: high sk high retationship, high

“task fow relation<hip. fow tisk high relationship. and low

tesk fow relationship (199D, Of the four stvles surveved, the
stvle pereeived by faculty s being most prevalent among
presidents is the high sk high relationship, which focuses on
reltionship building and attention 1o task accomplishment.
When combined with the job satistaction scale. the high rela-
tionship fow sk stvle for e president was found 1o be the
one that faculty niost preferred for their oswn job sarisfaction.
This sivie s developed through ~concentration on building
relationship of support and concern for individuals, removal
of obstactes, and recognition of subordinate contributions” (p.
30 Gadlimore-Mohee states that this sivie requires the em-
powerment of followers developed through participatone Jead
ership and shared covernance: a leadership mode tound inan
cmcraing or teminized leadership sovle.

Transformationa! leadership is another imporant dimen-
ston in leadership theory Transtormational feadership s
especialv eritical 1o the seformation and or revitalization of
an organization. “The tnstormational leader develops v
sions for the organization and mobilizes the cmplovees 1o
ward ataining these visions” cDuBirin 1994, p. 28000 Further.
the tuanstormationdl Teader utilizes charisma and reterent
power to overhaul an orcanization’s culire C199 1 Referent
power relies on personalitv and relationship with emplovees
o aadin acceptmcee tor these changes thussicr 19930

Sacictal Conceptualizations

Michae! MacCoby in The feader provides o perspective of
~oOCV S eapeclations and acceprmce of past, catrent, and
fotare feaders 19500 1eis his belict that the older models o
Icadersinp, the Dasis of tetining i neny universitios across
the countey, will cease to swork in our postindustrial society
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e an age of hudivicdieal vights. paternal proteciors af-
pear patronizing. hi an age of tinits, seductive
promises fall flat. D ean age of self-expression, cven
retional anthority may scem oppressive. Searching for
nen direction, but critical of anyone who controls us.
we look for e leaders. as wivch in fear that we will - SRR
Jued thenr as that we will not (p. 23).

Burt Nanus deseribes several qualities of effective teadership
but stutes these are sorely lacking in America today (1989).
He states, “Americans pereeive a leadership void that puts at

sk our traditions, our liveliboods, our litestyles. .our tuture,

anddmost evenvthing else we value. A new age of leader-
shipis essential, worthwhile, and achievable™ (p. 195,

Nanuis seeks drenaissance of American leadership and
states that the educational system faces the greatest chal-
fenge in s quest. As acresult of portravals on television
and movie screens, students have come o view leaders as
Charismatic nunipultors pursuing sctfish power goals rather
than as cffectiv e visionaries, Nanus suggests that Jeadership
development should begin in the classroom with supple-
menttl off-campus experiences. ftis his perception that tew
teachiers or college facubty know much about leadership and
the multidisciplinary approach needed tor this topic. He
cncoutages administrators o give high priority to this sub-
et and support efforts to improve faculy’s ability to recog-
nze. motivate. and enhance leadership skills. The medii,
Nanus savs, also must play i role in portraying positive lead-
e and leadership styles and take more responsibility in
whom they choose to celebrate and applaud.

The cconomicos of the Tabor market also is indicative of
socicy's conceptions of who should be chosen and cele-
Drated as feaders, 1t can be contended that o segmented
nmurhet directhe impitets women's opportunities for adminis-
trativ e and leadership positions. Kelly utilizes segmented
Labor-market theory to analyze the overall gendered picture
of the USs: cconomy and the perpetuation of ses-segregation
i the Uos. Libor foree 1991,

Kelly finds thiat many Bacteis contribute to wonen’s sue-
cess or Lailure inattaining equalite with men in administra-
ine and leadership positions, One of the greatest inhibitors
is the requirement thiat women follow male models of Gureer
advancement  anoampossibility inoa segregated labor mar-
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ker. Kelly describes how the political and social meaning of
gender and work are highly interrelated and how this rela-
tionship substantially affects the structure of the fabor mar-
ket. She cites data that indicate that in only five of 12 lubor
. sectors were there more than S percent of women in top
- o © positions, Thesé include: foundations, 14.7 percent: univer-

: sities, 10.6 percent: civic and cultural organizations, 9.0 per-
cent: government, 7.7 percent: and mass media, 6.8 percent
(1991). Quite noticeably. relatively few women have pene-
wated the upper echelons of society's labor market and
crused impact upon the economy.

Blackmore and-Kenway provide readers with-a feminist
introduction for contemplating educational administration in
asocietal context (1993). In their view, as education began
to be tuken over by the state and became more closely con-
nected to the ecconomy. men became dominant in the edu-
carion svstem and acted as "gatekeepers” in setting stan-
dards, producing social knowledge, and decreemng what is
significant, relevant, and important for others within the
svstem. Included in the role of gatekeeper is the develop-
ment of cultural perspectives tor the institution. and embed-
ded within the organization are dominant nusculinise images
of leadership that result in the exclusion of women.  In turn,
woman's role becomes that of a “carctaker.” a subordinate
position in a burcaucratic structure (Ferguson 1984),

i Other feminist scholars (Aufderheid 19920 Guiek 198y,
Pearson, Shavlik, and Toucihton 1989: Anderson 1988;
Burton 1987: Schael 1985: and Gornick 1977) also note the
plicnomenon that purports leaders to be heterosexual,
white. competitive, rational.-and male. Historically and so-
ciallyv constructed manifestations of maleness and femaleness
have pliaved a significant. albeit detrimental, role in the inter-
play of skills and images within the workplace in gendered
wivs, The result has been an unchallenged and hegemonic
image embodied in these principles and structures of admin-
istration (Blackmore and Kenway 1993).

Women are left to discover strategios that could or would
provide for equal leadership opportunities and neutral pro-
cedures to evaluate merit and ability. This fentile ground is.
where the seeds are sown to envision what Ferguson de-
scribes as “a nonburcaucratic collective lite™ (1981, p. 20), an
cgalitariar: social organization that replaces bureacratic and
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hicrarchical forms of organizational structures with participa-
torv membership.

The Relevance of Gender in Leadership
Conceptualizations

““Culture is defined us “the set of definitions of realiny held in
common by people swho share a distinctive way of life.”
Culture is. in essence. a pattern of expectations about what
are appropriate behaviors and beliets for the menmibers of
society tAnderson 1988, p. 74). Two internal cultural tasks,
according to Schein, are 1o develop criteria for the allocation
of status. power. and avthority and to develop group bound-
aries and criteria for inclusion (1990). Institutional cultere of
academe has supported @ social matrix that delineates roles.
expectations. and aspirations for its members by structuring
barriers for some and opening doors for others. Gender
appears 1o have playved a significant role in the development
of this matrix. '

Gender is an achicved status constructed through psveho-
logical. cultural. and social means (West and Zimmernun
1991 Millet 1990: Lips 1989: Eichenbaum and Orbach 1982).
The power of gender classifications sustains, reproduces.
and renders legitimate the institutional arrangements based
on sex aiegory (Faludi 1991 West and Zimmerman 1991
Acker 1991: Thorne 1994, 1989: Ferguson 198 1), Role the-
orv attends to the social construction of gender categories
creating learned and enacted gender roles (West and
Zimmernum 1991: Acker 1991: Thorne 1994, 19895,
“Whenever people tace issues of allocation — who is to do
what. get what, plan or execute action. direct or be divected.
incumbencey in significant social categories such as female’
and ‘male” seems o become pointedly relevant™ (West and
Zimmerman 1991, p. 29). Organizational arrangements carry
the supposed natural differences into the workpiace and in
daing so. men dare expected 10 hold dominant posizions
while women provide deterence and support (Kelly 1991
Wost and Zimmerman 1991: Gutek 1989).

Kanter. in Mest and Women of the Corporation, argues that
it is not the characteristios of men and women that create
goender differences in organizational behavior, but it is due to
the complen structure of the organization (19771 Gender is
an issue when organizational roles ~carry characteristios and

Kanter, in _
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images of the kinds of people that should occupy them”
(Kanter 1977, p. 250); a phenomenon later dubbed “interior
colonization™ by Millett (1990). This translates 10 a crowding
of women in low-paying, dead-end jobs at the bottom of the
hierarchical structure (England 1992; Kelly 1991; Kanter

1977y and the positive evaluation of male workers, fegard--

less of their position in the organization (Acker 1991).

Acker's research (1991) concludes that in the abstract. a
gender-neutral job has no sex or emotion or procreation
ability, while in reality the abstract worker is male and the
lower runking of women in organizations is justified by
identification of women with domestic life, child bearing, -
and emotionality.

Carolyn Desjardins discusses the meaning of Gilligan's
“different voice™ through cognitive development and its impli-
cations in higher education organizations (1989). She points
out that carly in the women's movement, the assimilation of
women into organizational cultures and structures was the
goal. This was especially sought as the answer to the legal
and social pressures compelling organizations to provide
cqual opportinity in response o equity issnes. However,
success became equated with male behaviors, Desjardins
encourdges women who strive to be successtul in organiza-
tions to restate their thinking and think of themselves as
women rather than as “honoriay males™ or sexless humans,
Women and men in organizations cannot continue to conflate
sameness with equality (Minnich 1989). It is through work
such as Gilligan's that a different locus of thought is pursued.

Gilligan found in her research that men tended to envi-
sion the world in terms of ladders. while women were more
likely to emphasize nets or webs of human connectedness.,
Men aspire to making it to the top of the ladder: women
icar the isolation at the top, Women aim (o encourage coms-
munication and connectedness between people, while men
fear becoming entrapped in these very webs of interconnee-
ton (1982), Administrative organizational charts reflect this
“nule” perspective by graphically showing us who is on top
Cand conversely who is at the bottenn, thus concentrating,
on who has power over whom (Pearson, Shaviik, and
Touchton 1989, p. 2720

The concept of visionary. participative leadership, an
cmerging leadership sivle, is extremely inportant to
improved institwtional rorale in higher education. As
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Bryman reports, participative leadership enhances job satis-
faction among people with a strong drive for independence
and self-direction (1992). Drucker, appearing to be one of
the carlier postmodern leadership and management theo-
rists. wrote, "The knowledge worker cannot be supervised

“closelyor in detail. - He can-only be helped. But he must - -

direet himself toward performance and contribution . . .~
(1967, p. -). Participative leadership, therefore, would seem
to be the preference of faculty members — individuals who
experience low levels of task structure and whose work is
cgo-involving — as well as academicians who move into
administrative ranks within higher education institutions.

Organizational Contexts

Regardless of how organizations are viewed, most contempo-
rary conceptions of organization assume that leadership em-
anates from the apex of a hicrarchy. “Organizational theory
since its inception has its basis in hierarchical stractures with
explicit or implicit leadership. formal or informal. combining
a relationship between leaders and followers™ (Levin 1993, p.
12). A prevalent framework for organizational leadership
theories is the Four Frames of Reference developed by
Bolmun and Deal (1984). Earlier, Baldridge et al. deseribed
three of the four frames and referred to the models as: the
Academic Burcaucriaey, the University Collegium, and the
University as a Political Svstem (1977). Bergguist also has
explored and evaluated Bolman and Deab's and Birnbaum’s
frames as applicd to collegiate institutions (1992).

Bolnun and Deual’s (1980 four frames were reevaluated
Dased on higher education organizations by Robert Bim-
haum (1988), Birnbaum kept the essence of Bolman and
Deul’s four frames and added a ffth integrated frame of
reference he numed the evbernetic svstem, In Mabing Sense
of Administrative Leadership: The L7 Word in Higher Edu-
cation. by Bensimon, Neunvann, and Birnbaum. a compre-
hensive description is provided for cach of these frames
(1989). The authors conclude that cultural and symbolic
theories are the most compatible with academic institutions.

Brictly, the frames of reference as desceribed by the authors

include:

e The Burcaucratic Structural Frame: Centralized systems
are developed for coordination and control to direet the
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work of others, The leader has final authority and deci-

sionmaking and often is seen as the “hero™ at the top of o

hierarchy. The institution is a relatively closed svstem

with an emphasis on rationality and performuance This
perspective focuses on the administrative role of the

R == - - leader-who is viewed to be-dedisive, resultssordented. a0 0 0 T

- ’ long-range planner. and a rational problem solver.

e The Collegium Hunuin Resource Frame: The institution is
considered to be a community of equals and differences
in status are deemphasized. Inan environment that
stresses consensus, shared power, and participation in

S 7 ~gevernance. the leader is considered 1o be “the first

‘ amonyg cquals’ who serves the interests of group menm- 1
bers. Attention is focused on the psyvehological aspects of
organizational Hfe. The collegial culture redies on vuds-
tion and informad power. An authority mode is rephaced
wiath consensus building and consultation.

e The Pohlitical Frame:  Leaders mediate and negotiate be-
tween the shifting politcal groups, and the leader's
power is Dased on control of information and manipula-
tnon of expertise. This perspective views the Jeader as g
‘catadivst who relies on diplomacy and persuasion to
bandd support tor objedives that were developed through
& political process donunated by o negotiating culuare
Collegial or burcadcratic institutions that become large
and complex wend 1o evolve into political instututions.

e Phe Organized Anarchy symbobic Frame: The leader is
seen ds - faalitator” whao brings 4 sense of organizational
purpose and reintorces institutional cuiture within an
ongaing process. The emphasis s on nitials, svmbaols,
stones, and the 1ole of the orgunizaton. Vireadlv all ¢le-
mients of the institution are Jooselv coupled, thereby cre-
Aung more ot o communiny and less o an organization
Leaders also negotate with ther posinonal infuence

Guarbage cans” provide outlets tor unrelated and unre-
~olved prablems for mstiunenal members This poerspee
v e toeuses on the role of dre Jeader as s guardian™ of
the mstitunion who unlizes intiiton and svmbolie mterac-
ton while managing the “warhage cans’ of various intes -
b gronips o

e The Cvhernetic svaeme Phis brame provides an overlap

ameng the Bureauratie . Collegial, Symbaolic, and Polivcal
frames with consuftation and commanication processes s w
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the foundation. “Negative feedback loops™ are created
and reinforeed to continually assess institutional perfor-
mance. The monitors of these loops alert others if there
is a problem or a critical area in the institution. Because
of the role of the monitors, cvbernetic institutions run

themselves while leaders respond o disruptions and im-

prove activities.

The framework under which the organization operates pro-
vides a cultural environment for its members.  Institutional
culture. as described by Masland, establishes o set of expec-
tations and norms through purpose, commitment. and order
(1983). The strength of a celture depends upon the size of
the institution, the autonomy of the unit. the age of the insti-
tution, and the stage (hirth or transformation) of its deselop-
ment.

“In colleges with stronger cultures, there is a greater co-
herence among beliefs, language. ritual, and myth™ (Masland
1985, p. 199). The senior faculty often are the key group of
helievers who organize to protect the “legend” of the institu-
tion against later leaders and participants (Clark 1971,
Organizational culture atfects curriculum and administration
in that resources are alocaed based on the values of the
institudon (Kuh et al. 1991: Mintzberg 1989: Masland 1985).
Articulated vs. enacted goals often ae a function of culral
prioritics shown through the allocation of resources by the
institution (Mintzherg 1989).

It is the culture that personifies the institution’s under-
stood goals. In turn, the leader articulites the vision (Wil-
cox and Ebbs 1992: Roueche. Baker. and Rose 1989:
O'Banion 1989: Cohen and Brawer 1982 Gleazer 1980) and
nunages the meaning (Bennis 1991: Smircich 1983) for the
institution.  Vision is amplified through institutional behav-
ior, and meaning is shown through its culture. In essence.
with a focus on diversityv. financial constraint, and participa-
tory nunagenment, the erm “transformational leadership™ is
becoming synonymous with cultural numagement of higher
cducation institutions,

Institutional culture, although often invisible to its mem-
bers. provides a souree of consisteney and security for its
members through shared values and assumptions, Deeply
held assumptions often start out as vilues and are shown
through institutional artifacts (Schein 1900, However., cul-

Institu-
tional cul-
ture, as
described
by
Masland,
establisbes
a set of ex-
pectations
and norms
through
purpose,
commit-
ment, and
order.
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ture evolves as members assert what values they deem to be
most important (Kuh et al. 1991). As the culture evolves, so
too does the operating philosophy of the institution.
Postmodern theorists agree with the need for ongoing
cultural management, for they view successful organizations

© as continually changing to maintain equilibrium with exter-

nal societal changes (Miller 1993). Academe, however, as
shown by current data, has moved very slowly in the adop-
tion of diverse leadership. and therefore diverse cultural
environments, in higher education institutions. It is almost
as it academe has developed an isolationist view — that is,
not changing to maintain equilibrium with external society
but rather holding on to old norms o inform current behav-
ior and culture.  As carly as 1967, Peter Drucker discussed
the need for organizations to change. He states, “An organi-
zation which just perpetuates today's level of vision, excel-
lence, and accomplishment has lost the capacity to adapt.
And since the one and only thing certain in human affairs is
change, it will not be capable of survival in a changed to-
morrow” (p. 7).

Traditional scholars of higher education leadership view
the organization as a pyramid with the leader at the pinnacle
(a power over position) and vast lavers of members creating
the structure over which she or he leads (Birnbaum 1989:
Cohen and Brawer 1982: Gleazer 1980). Scholars and practi-
tioners who have established discourse regarding the new
voice of leadership, an emerging leadership mode, view the
organization as a circle, with the leader(s) in the center of the
weh of relationships and activities (Helgesen 19950 1990,
Peters 1994 Blackmore and Kenway 1993 Garfield 1992
Witkerson 1939). This circuliar view, a web of inclusion, fo-
cuses on collaboation, consensus, empowerment. and reki-
tionships (Covey 1991; Desjardins 1989: Gilligan 1982) as part
of the leadership mode (Wilcox and Ebbs 1992; Wall et al.
1992: Senge 1990; Desjardins 1989 and institutional culture.

Bennis points to four themes evident if leadership is eftec-
tive in empowering the workforee: (D People feel signifi-
cant: (23 learning and competence matter: (33 people are pant
of a community; and €0 work is exciting and challenging
(1991, Stephen Covey's conditions of effectiveness and
cmpowerment suggest that authoritarian leadership stvles
ceme from filse assumptions about human nature, and these
assumptions decrease motivation for peak performance
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(1991). Helpful organizaticnal svstems develop self-directing.
self-controlling individuals who in turn benefit the organiza-
tion with increased effectiveness. Covey's six conditions of
empowerment include communication, musal agreements.

self-supervision, and helpful structures and svstems. Peters

states that powerlessness vs, empowerment of eniployecs is 77 -
hased on trust and, for organizations that need to make cul-
wral changes. wust is the issue of the decade (1994),

The svstem in place informs internal members about insti-
tutional practices and decisionmaking processes. An auto-
cratic, burcaucratic, political, or rational approach that domi-
nates an institution inplies that a hierarchical -pyramid is in
place. A symbolic approach can he based on political mo-
tives but also can be the resualt of culwural artitacts carried
forward as part of the institutional historv. The symbolic
organization witimately is hicrarchical but has the appear-
ance of being collaborative.

A collegial approach implies that the organization may
have o horizontal leadership mode or nuaty have several cir-
cles and power centers in i shared governance model. A
collegial mode without contlict may indicate empowerment
(power to members) but also may indicate a dominant ma-
jority rule (power over members) in which members are
coerced into sitence. The emerging posthicrarchical ap-
proach encompasses a maodel that is circukar, collaborative.
and participatony and results in empowerment for niembers,

Individual Characteristics

Although it is difficult to define how charisnu is personified
in o leader. this notion is quite seductive and is concepuually
appealing. Bryman states that =, . since a charismatic
leader who is bereft of 4 mission or vision is almost incon-
ceivable, it is difficult to see hove this element should be
excluded from any conception of charisma which views the
phenomenon ol leadershipl as o social relationship™ (1992,
p. b Although charismuatic leaders may be viewed as spe-
cial or extraordinury, Brvman posits this view is fashioned
maore front the ereation ot myvths and legends and the utiliza-
tion of oratorical devices by the individual rather than from
spedific persondl traits or phvsical characteristios. In other
words, tait theory does nat explain leadership — and par-
tcularly not charismmatic leaders, ~Traits alone are not suffi-
cient to lead effectively. A Teader must also behave in cer-
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@in ways and possess key skills™ (DuBrin 1994, p. 27D,
Leaders utilize a host of influence tactics 1o accomplish their
gaals. These include: leading by example, assertiveness,
rationality. ingratiation. exchange. and joking and kidding
(DuBrin 1994).

" "Drucker stutes that there ard four basic requirements for
cllective human refations by a0 CEQ (1967, They are: com-
munications, teamwork. sclf-development. and development
of others. Warren Bennis describes four leadership compe-
tencies that draw people to o leader: (1) Leaders manage
attention through a vision that brings others to a new place:
(2) leaders make ideas tangible ind real to others and garner
their support: G eaders have constaney and reliability and
theretore bring a sense of trust for others; and ¢o leaders
know their skills and strengths and nurtare them (1991,
Heary Mintzberg provides alist of needed leadership skills
that includes the ability to establish and maintain relation-
ships, the ability to successtully mediate conflict and distur-
hances, the ability 1o disseminate infornuation effectively, and
the ability to understand the impact of a leader upon an orga-
nization (1989 Mintzherg also states that leadership ult-
matehy is political and that politics is the exercise of power.

Robert Birnbaum challenges hoth Bennis and Mintzberg's
interpretations of leadership, especially as they apply to
higher education institutions. . Birnbaum posits that most
presidents would have to e satisfied knowing their role is
as o coordinator of a complex institution C1988, 1989,
Afthough Bennis and Mintzberg list competencies, skills, and
abilities leaders should acquire. Birnbaum claims that the
person in the position is irrelevant. The oftice is symboli-
cally rather than functionally important.

Further, Birnbaum indicates the need for presidents o
accumulate power lor reciprocal relationships with institu-
tional members G social exchange theornyy (1988,
Ultimately, he states, all presidents are similar in their impact
upon the institution. Birnbaum also indicates that mest
presidents are similar in training, sociabization. and charac-
teristios and therefore appears to assume o homogenceous
population holds iand will continue o hold presidential posi-
tions. This conclusion seems to forward the notion tha
diversity has little to do with leadership perspectives and
that ¢fforts at diversifying higher education Ieadership would
vicld no change in institutional climate or culture.




Wilcox and Fbbs, however, view the president's position
as having high impact upon the institution (1992). 1t is their
contention that as a leader, the president is accountable for
all that happens within an institution, academically as well
as cthically. Further. thev state that the classic hierarchical
- ~ leadership role college and university presidents traditionally  — 7
have adopted needs 1o be replaced with an ethos of com-
munity built through collaboration and shared governance.

The authors discuss the care connection voice through the

moral reasoning (cognitive developnent theory) research of

Carol Gilligan ana the preference for relationship building in

this made ¢1982). : S

The implications of these distinctions are important; i
cottld he possible that most college teaching. educational
policios, and student-affairs programs faror one way of
knowing orer another. Care-roiced individnals, Jor
exaniple. seem to prefer collaborative discussion instead
of compretition and lecrnivg hy listening to cach other.
rather than classes striictivred around domincaiice anid
sithordination (p. 47).

Wilcox and Ebbs explored the potential impact of the

aare. connection (response modz) and justice rights (rights
mode ) voices upon leadership throughout the institution.
They interpret the care. connection voice (response mocde)
in leadership o mean that decisionmaking in a collaborative
cnvironment is conducive to high morale and o sense of
community within the institution.  Although they note that
all men and women use both voices: women have a prefer-
ence for the care voice, whereas men prefer the justice
voice. Their conclusion is that @ high-impact. care-voiced
leader could provide the institution with new values and
cthics grounded in cooperation. community, and relation-
ships within the community.

Carolyn Desjardins €(1989) also utilizes Gilligan's (19821
coding svstem to analyze if gender determines leadership
modes for community college CEOs. Desjardins coding,
svatem defines the care: connection mode (mostly ascribed
o femudes) as most concerned with the inner atmosphere.
process, and relationships, while the justice rights mode
(mosthy ascribed 1o malesy tocuses on outcomes, autonomy:,
and how the external community views the college.
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Although all people have behaviors in both modes, thev
most often will respond out of one mode over the other.
Sixtv-six percent of women CEOs were found to he domi-
nant in the care connection mode. while S0 percent of male
CEOs were dominant in the justice-rights mode (Desjardings

T 1989). she concludes that the care. connection (response)

mode is more reflective of current trends toward participa-
tory leadership but cautions that the care connection mode
might be more reflective of “people that wre auracted o
cducational institutions™ (p. 9).

Social constructionists (for example, Acker 1991: West and

Zimmerman 1991 Gutek 1989 Burton 1987 waould argue

that the characteristics of the care connection (response)
maode, highly ascribed to women. are the result of societal
expectations based on women's role in society and are not
the result of actively pursued or achieved behaviors, This
position is somewhat reflective of the traditonal trait-theory
argument that presumes superior ascribed characteristics of
the great man™ as a leader. Trint theorny assumes an individ-
ual is born with certain attributes that make him or her an
cffective leader but. as stated earlier in this report, traits
alone are not sufficient o lead eftectively.

Women's Leadership and the Leadership Frames

A review of leadership literature (for example, Bergquist
1992: Frver and Lovas 1991: Bennis 1991 Bensimon,
Neununn, and Birnbaum 1989 Roueche. Baker, and Rose
1989: Birnbaum 1988; Bolman and Deal 1984) reveals a
strong feaning toward the Burcaucratic Frame as the eperi-
tional preference lor higher education institutions,  Yet, most
ol these authors also voice a desire tor visionary (politicat or
symbolicy leadership and shared governance (collegivm hu-
man-resource frame) for the tuture. Those theorists who
vitlue institutional culture as a primary focus of analysis
tRuh ctal 1991 Masland 1985: Clark 197D also speak to
the symbolic trame. The symbolic, political. and hunin-
resource frames, theretore, are considered 1o be usable
models for an institution that is pursuing visionary goals and
shared governance within its leadership model.

Although the voices of women can accommaodate for tra-
ditional leadership theories and models, those soices do not
parllel the taditional institutional culture in the academy.
This asymmeuy results in the nonaceeptance of women in
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leadership roles within an organizational culture where male-
dominated norms exist. When reviewing literature regarding
leadership, swhether within corporations or higher education,
it can be readily discerned that current leadership theorists

engourage a model that encompasses strong human-relations

skills. a humanistic approach, coliegiality. and consensus
building (Levin 199 Bergquist 1992: Wilcox and Ebbs 1992:
Bennis 1991: Deegan, Tillery, and Associates 1991: Frver 1991:
Roueche., Baker. and Rose 1989). Tom Peters and Peter
Drucker have made their preference for this model explicit in
their current writings (Auburdene anda Naisbitt 1992), as has
Chuarles Gurfield (19923 A sixth frame of reference. the web
of inclusion (Helgesen 1993), emerges as a new., posthierar-
chical model for organizations.  Peters states. “The lumbering
burcaucracies of this century will be replaced with tluid. inter-
dependent groups of problem solvers™ but warns that this can
be accomplished only when a true posthierarchical organiza-
tion is the result of a cultural change (1994, . 15). Senge's
fifth discipline focuses on the development of learning, orga-
nizations that are decentralized. nonhierarchical. and dedi-
cated to the well-being and growth of emiplovees (1990).

When cross-relerencing postmodern, nonhierarchical
leadership theories and models with gender-related rescearch
and scholarship. it becomes evident that the gender-related
chinacteristics. described as innate to most women. encoms-
pass the very characteristics leadership theorists claim to be
the most effective.

When viewing the leadership frames of reference through
emerging, postmodern. or feminized leadership theory. it is
cven more difticult to determine why academe so hesitantly
has included women in positions as CEQ. The literature
suggests that women. more than men. exhibit the relational
characteristics encompassed within the three collaborative
frames of leadership. In these terms, gender would be quite
relevant for successtul leadership as defined by several of
the more current scholars in this ficld of sqaudy.

Pechaps one reason for the hesitaney are assumptions
regarding the level of outcomes and length of time tor the
production-of tangible results, According to the literature
regarding men and wonen's leadership styles, women tend
to be more focused on process, often forgoing time limita-
tions to achieve collaborative processes, whereas nien opt
for quicker tingible outcomes through a focus on tasks and

Higher Edication Leadersiu




B Lt &

time lines (Kearny and White 199:1; Desjurdins 1€89).
Although the ultimate wngible results may be the same (but
most authors of emerging leadership literature suggest the
results would be significantly difterent). speed may be the
determining factor by which leader effectiveness is evaju-

ated. Therefore, speed and not process may determine who-

is considered “eftective™ as a leader.

A collaborative institutional system, a collegium., often
espoused as being of prime importance in higher educition,
may never oceur if effectiveness is measured by time rather
than full participation. With this type of evaluation criterion,
colliborative, collegial systems consistently miay lose out to
autocratic and burcaucratic svstems. slowing progress to-
ward the attainment of equitable and diverse leadershigrin
higher education.

Summarizing Individual, Organizational,
and Societal Conceptualizations
Most contemporan: conceptions of orginizations assume
hierarchiical structure with leadership emanating from the
apex ol the hicrarchy, However, @ nonburcaucratic form of
leadership is forwarded by emerging and feminist theorists
as a4 more egalitarian social system. The choice of organiza-
tional steucture is critical to the framework under which the
organization aperates. for the framework provides a culwral
environment and social structure for its members.,
Orgunizational culture estublishes a st of expectations
and norms which in wurn affect the atlocation of resources
within the institution. Culture personifies the institution’s
understood - goals white the leader articulates the vision and
nmanaages the maening for the institution. Further, the ¢m-
powerment or disenfranchisement of institutional members
becomes embedded within the frimew ork of the organiza-
tion's calture, structure. and wlocition of resources.,
Conceptions of the impact of individuals who hold lead-
crship positions varies amonyg scholars, Some view leader-
ship as symbolic and low-impact. whereas others view lead-
ership as highly related to conceptions of shired governance
and an cthos of conumumity within the institution,  In partic-
ular, several scholars and rescarchers have indicated tha
participatory leadership is related more to women's leuder-
ship stvle then o men's tfor example. Helgesen 1995, 1990,
Desjardins 1989), Most prevalent in these writings e con-
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ceptusthizations of difterences in power and power relations
hased on gender. In turn, these differences culminate in
perspectives that counter traditional leadership notions.

For example, even though recent scholarship on higher
cducation feadership touts collaborttive institutional systems
A5 being of primary importance. traditional evaluation crite-
ria continue to view outcomes-oriented leadership as supe-
rior to process-oriented leadership, That is, there s an ex-
pectation that a leader will “make things happen” rather
than facilitate a process for institutional changes 1o oceur:
member participation. becomes secondary o institutional
outcomes. ’

The complex structure of organizations creates concepts
ol organizational roles and images of the kinds of people
who should occupy them. Although in the abstract those
images are gender-neutral, the crowding of women in the
lower ranks of organizations implies there are gendered
images of men and women's roles in organizations. As
senge points out. “Structures of which we are unawme hold
us prisoner” (1990, 9. Thus, postmaodernists have iden-
utied sociatlhy constracted role ascriptions based on gender

rather than ability as the basis tor feadership conceptuatliza-
twons, Furthermore, gender-role theorists tuke to task those
W e assunie that sameness means equality. fdeal images of
successtul leadership, which are equated with male behav-
iors, aced 1o be replaced with images of human ability
withm diverse organizaiional structures and culores, These
issues are atended o through rules of inclusion and exclu-
sion within discourse about leadership.

Hioher @i ation Feadenhip




FACTORS INFLUENCING EVALUATIONS
OF LEADERS AND LEADERSHIP MODES

An individual may be an emergent leader. assuming a lead-
ership role though group consensus. or the leader may be
appointed. as by the board of a university. So. regardless of
~ whether a woman is an emergent leader or an appointed
leader. what happens during the evaluation process? Is she
perceived to lead as well as a man? And. will people re-
spond positively to her leadership?

Evaluating Women as Leaders

A 1992 meta-analysis (Eagly, Makhijani. and Klonsky) of
gender and the evaluation of leaders found that the empirical
literature addressing the issue of whether wonen are deval-
ued in leadership roles, regardless of organization or occupa-
tion, is substantial aithough divergent in their opinions. The
authors based their predications on gender-role theory that
maintains that “people develop expectations for their own
and other’s behavior based on their beliefs about the behay-
ior that is appropriate tor men and women™ (1992, p. 5).

Women leaders were evaluated more negatively than
were men when exhibiting autocratic behavior. The
reseirchers noted that experts on leader effectiveness have
criticized the hierarchical and vigid bureaucratic forms of
organizations and traditional management practices tor this
negative ctfect. Through prior vesearch. for example. they
found a tendency for female leaders to be especially deval-
ued when they direct male subordinates.

Conclusions ol Eagly, Makhijuni. and Klonsky's meta-
analysis support the notion that traditional masculine leader-
ship styles Gratocratic, directive) are seen as more favorable
for male leaders and cooperative, collaborative and collegial
work environments are more likely through women's partici-
pative leadership stvles. They also note thas the participative
style is wess presalent among mien. Johnson, in researching
gender and authority. found that male and female leaders
were pereeived as being similar in their positive socioemo-
tional demeanor: however, emplovees pereeived fenule lead-
ers as more task-oriented than male leaders (1993). Johnson
deters 10 Eagly's findings as an explanation. Whercas women
are viewed as more extreme and less in keeping with tradi-
tiomal female feminine stereotvpes. their behavior actually
may be identical to that of their made cohorts (Johnson 1993).

Schaet describes tactios utilized in patriarchal systems
which are both negatively evitluative of women and “stap-

leaders
were
evaluated
more
negatively
than were
men whben
exbibiting
autocratic
bebavior.
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pers” for ~deviant” behavior so that order can be restored to
the organizational universe (1983). By coworkers implying
that a woman is aggressive or close-minded. the womaun is
put in 1 one-down position professionilly and organization-
allv. "Men who stand up for themselves are competent and
assertive: women who do the same are obnoxious and ag-
gressive. Men who openly express different opinions to
women are forthright and honest: women who do the same
[to menl are castrating bitches who have no regard for the
fragile nale ego™ (p. 74

The meta-analysis findiiigs suppott tie hypothesis that
women are negatively evaluated when exhibiting masculine
leadership styles while men and women are eviluated
cquivalently when leadership is carried out in more stereo-
typical stvles tor example. democratic and interpersonally
oriented for women). The Center for Values and Research
in Dallas similarly concludes in a study that coworkers are
more negative toward women managers then men managers
who lack human-relitions skills and-or are scen as aggres-
sive (Aburdene and Naisbitt 1992). Women managers in
Sheppard's (1992) and Milwid's (1990) studies attempted not
to challenge the prevailing sex norms and developed strate-
gies 1o combat isolation and perceived double standards in
their management roles.

Although Relly discusses the difficulty in exploring be-
havioral styles, her rescuarch results indicate animpact of sex
on administrative style and success G991, Relly states, "We
know that hehaviors such as aggressiveness, competitive-
ness. and dominance receive different reactions depending
upon the sex of the actor. Behavior that is perceived as
‘hitchiness” in women is often perceived as gruffness or ac-
ceptable aggressiveness in men” (po 107) Further, her find-
ings suggest no significant gender differences exist in admin-
istrative aptitude, although the perception is that there are
gender ditferences in behavioral stytes which then resultin
differences in evaluations,

Who Has the Right to Leadership Positions?
Ditferentiation in eadership modes and eviluations of whao
has the right™ 1o Teadership begin carly ina child's Tife and
follow into adulthood.  Evaluations of the individual as a
teader are based on expected and lTearned gender-related
patterns and norms, Girls learn thar other girls evaluate

of




behaviors other than sharing and consensus building as
breing “bossy™: bovs learn that if they do not exert influence
they are considered “wimps™ (Tannen 1994),

“Boys and girls. while in school, engage in a “cootic

- game” in which. for the most part. it is girls who have

cooties and girls as a group are treated as an ultimarte source
of contamination (Thorne 19910, Bovs define hierarchies
and often use the Lubel of ~girl” for the Tow-status bovs,
physically pushing these bovs into the girls” contaminated
areit. “Recoiling trom the physical proximity with another
person bécause thev are perceived as contimiranng is a -
powerful statement of social distunce and claimed superior-
o p. TS

The seemingly normal games of childhood become
learned messages about the value and rights of other human
beings. T this case, girls with “cooties™ become women
who contaminate work sites und therefore have o negative
vahue in the workplace. Several rescarchers provide evi
dence that even when women do the same work as men,
they are not perceived as being as competent as men nor is
their work perceived to be as prestigious (Rellv 1991 Reskin
and Roos 1990; Freeman 1989,

Summarizing Evaluations of Leaders

In summary, women and men feaders are evaluated chitfer-
ently based an the way they conduct their eadership rather
than on their eftectiveness as o feader. In particular. women
are devalued when thev direct male subordinates and when
they exhibit autocratic or directive hehavior. And. although
participative leadership s less prevalent among men. the
adoption of a participative stvle or an aatocrane stvle makes
little difference in men's leadership evaluations.

Evaluations of individuals as feaders appear G be hased
more on expected gender-related patterns and norms than on
managerial aptitude or socioemotional demeanor. Farther-
more. regardless of ability or eftort, evidence suggests that
aven when work is performed in positioas and wavs similar
to those of men, waomen are not PCI'L'L‘i\‘L'(l as_competent as
men nor s the position considered as prostigious
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CONCLUSIONS, IMPLICATIONS, AND
RECOMMENDATIONS

Conclusions

Regardless of the scholar or the perspective from which she

or he writes, leadership is needed in an institution. Whether
it is the “great man” who leads at the head of a hierarchy or

“through a consensus.mode in i network. leadership isan =~

integral part of a functioning institution. ~Although several
disciplines have debunked the great man or great person
theory of leadership, this concept is still prevalent in higher
cducation scholarship and practice”™ (Mott 1997) and cannot
be denied as a tuctor in the perpetuation of selecting male
candidates for higher education leadership positions.

Amey and Twombly, for example, decnnstructed the lan-
guuge of community college literature and found the “great
nun” to he a prevalent feature (1992) Roueche, Baker. and
Rose described “blue chip” community college leaders, only
10 percent of whom were women (1989); and Mitchell in
Cracking the Wall suggests androgyny as a solution for wo-
men to combut the difficultios assoctated with their gender
when attempting to atttin higher education administeative
positions (1993),

When putting leadership in context. a question raised is
whether the leader leads or tollows a culture that already
has been established.  This question. however, is raised
when the leader is viewed as being part of a pyvramid struc-
ture: a circular form of leadership does not have tollowers, it
has participaton members. And. according to Miller and
Hurlev, “In the final analyvsis onlyv followers can confer lead-
ership based upon a trust relationship carefully cultivated
and nurtured L7 CHYBS, po 20 :

Amey and Taombly utilize discourse analysis to decipher
historical and current perspectives on college Ieadership
(1992). Through their analvsis. they find a thematic struc-
ture of rext and tlk that implies images ot o heroice white
nuale as the decisive and powertul leader of an institution,
Their analvsis is based on sociohistorical and organizationad
lile cveles of the conmunitsy college, and they find “these
images have been consistent in community college literature
over time” (p. 1410 and further, “Alternative voices and
imanes of leadership, while not exclusively those of women,
have most frequently cierged trom the fentinist mos ement”
tp. 143) Unlike mainstream authors and chservers of
higher educdation, emerging vos e promote leader:hip hased
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on connectedness ard collaboration rather than traditional
views of hierarchy. authority, and power.

The current status of teminist scholarship. though deemed
“second-class™ scholarship in the academy. has not enjoyed
2 broad audience and often is excluded by the professorate
as well as higher education’s administrative ranss (Wilson -
1997 MacCorquodale and Linsink 1991: Gumport 1988,
199D, The aversion to teminist scholarship. unfortunately.
leaves members of the academy uninforimed as well as mis-
informed.

The essence of the problem regarding the gender gap in
higher education institutional culture, as expressed by many
writers who discuss the issues of gender and marginalizing
of classes of people. is that certain ideas simply are ¢x-
cluded through cultural norming (Letkowitz 199+ Kuk 1990,
Smith 1990: Pearson. Shavlik, and Touchton 1989; Wilkerson
1989: Fox 1989) and through the lack of diversity in faculry
nutkeup and in those who hold institutional Teadership posi-
tions Johnsrud 1991 Wilcox and Ebbs 1992 Tensel 1991
Green 1989; Nesjardins 1989).

As a historically patriarchal institution. academe continues
to perpettiate a normed male hierarchy that indicates men's
inclusion and women's exclusion.  Minority-group members
also feel a chill trom the gatckeepers of the status quo. The
accumulation of merit and the-“right™ to hold a leadership
position more often is believedl o be a process of sacrifice
rather than i svstem of inclusion by those who continue o
be marginatized. Towever, the power of institutional gate-
keepers is assuring to traditionally socialized members in -
higher ¢ducition institutions who believe that reproduction
of the stutus quo is o legitimate institutional goal.

The emerging leadership model attends 1o human issues
of participatory cuinagement. consensus building. cotlabora-
ton, and cmpowe ment. Rekationship building. civeular
structures, an inclusionary process, and concern with the
inner social atmosphere and culture of the institution are
desenbed as heing functions of individuals whae operate
from the care. connection tresponse modes: @ mode more
ascribed 1o women than men. For the purpose of analvzing
icadership theory, questions about whether a ditference
exists beoween nules and females and the care connection
response mode and the justice rights Crights) mode be-
come quite relevant. These difterences potentially could

s




address whether there would be significant institutional im-
provements if women. and an emerging posthicrarchical or
feminized leadership stvle, were more prevatent in higher

- education. N

Implications

Leadership deals with direction and management desls with
speed: leadership deals with the top line. management fo-
cuses on the bottom line (Covey 1991). If there is no leader.
there is also a Jack of vision and mission. Without leader-
ship, ambhiguity overtakes the organization. Covey points to
one of the major problems in historically and culturally tradi-
tional institutions such as higher education. It seems that
prople tend to codify past successtul practices into rules tor
the future and give energy to nreserving and enforcing these
riles even after they no longer apply™ (p. 243). Thus, any
powerful culture dies hard.

Traditional academic culture informs its members that
meritocratic criteria is structured to allow tor “cream to rise
to the top.” This same structure implies that traditional. not
cmerging, voices will receive deference in a meritocratic
system, as is shown through such practices as tenure-track
criteria, the marginalizing of certain studies, and the cluster-
ing of women in certain runks and occupations. Senge ex-
plains that systematic structures are concerned with key in-
terrelationships that influence behavior over time, and
participants within these structures are compelied to act and
think in certiain wavs (1990). Instilutionalized patriarchy,

hased on socializition and cultural norms. envisions a zero-

sum game whereby o gain in emerging theory means o loss
in traditional theony: i gain in diversification of leadership

means it loss in traditional leadership, For some members of

academe, this has posed quite a dilemn.

Working from the assumption that women have o ditfer-
ent voice and theretore o dilferent mode of leadership., we
neacd o move forward to determine how this difference
brings a4 new and positive value and can become incorpo-
rated and aceepted in our current social and cultural sys-
tems, ‘The change potentiadly coukl impact modeds and
maodes in cliassrooms, boardrooms, and scholarship, thereby
reducing chiims o chilly campus climate and exclusionary
practices. Men also would feel some reliel with the imple-
mentution of these changes for, as noted throughout this

Institution- -
alized pa-
triarchy,
based on
socializa-
tion and
cultural
norms, en-
visions a
zero-sum
game
whereby a
gain in
emerging
theory
means a
loss in
traditional
theory; a
gain in
diversifi-
catior: of
leadership
means a
loss in
traditional
leadership.
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report, the response mode and rights mode are gender-
related. not gender-specific. Many men, whether tradition-
ally oriented or feminists, also would have the freedom to

_perform their leadership role in a mode with which they-are -~ —-

more comfortable, rather than a mode perceived to be typi-
cally masculine,

Rescarch on leadership. and in particular rescarch on
leaders as change agents, shows that change is possible
within most institutions. Although the culture of academe
seemingly is steeped in a traditionally male dominant set of
norms, it is not impossible to pursue a change process.

It is not the time to refrain from pushing forward with
more questions cegarding leadership diversity, an emerging
theory of leadership. and conceptualizations of gendered
voices. Gender-related issues and concerns in academe are
heing articulated more clearly than ever before. Only when
there are “new visions of an academic order emphasizing
cmpowerment and relatedness while minimizing dominance.
competition, and heFrarchy” will there be a full acceptance
of women's voices and feminized leadership in higher edu-
cation (Gumport 1988).

Recommendations

The barriers to feminized leadership need to be broken
down carcfully and successtully. Strongly dominated by
men (cight of 10 university and college presidents are nuile:
almost nine of everny 10 chief business officers are male: and
seven of 10 chief academic officers are male). current lead-
ership is not reflective of the nation's student hody tmore
than hulf of the student enroflment is female). When leader-
ship positions become less elusive for women and a critical
miss of women acerues in all arcas of higher education.
cultucal norms within male-dominated institutions might
become more open to challenges for shared governancee,
member empowerment, and dedisionmaking through a
process of consensus, Following are recommended strate-
gies for change:

I IUis casicr w promaote chiange wher you dre ina posi-
tnon which establishes institutional vision, norms, and
forms. Women who move from institutional carctaker to
gatekeeper positions caninfluence other gatekeepers to
bhecome involved in transtorming hicrarchical and or

o
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patriarchal structures and norms (Blickmore and
Kenway 1993; Amey and Twombly 1992). Trans-
formational leadership develops consensus and empow-
ers those who are sympathetic to a goal and. in i,
those who are empowered provide models of success to
B validate and encourage changes for others: -- -
L Once cumulative, incremental changes can be ex-
uemely effective (Pearson, Touchton, and Shavlik 1989).
Women who hold senior-level positions are especially
obligated to assist other women who aspire to leadership
roles and to redefine acceptable institutional policies and
- practices (Tinslev. Secor. and Kaplan 1984). Further, since
“patriarchy is organized through men'’s relationships with
other men, unity among women . . .7 is an effective
meuans by which to combat institutionalized forms of ex-
clusion for women (Anderson 1988, p. 323). 1t hierarchi-
cal-organizations are the result of masculine concepts.
nonhierarchical forms require cultural change based on
women's refationships with like-minded women and men.

—

1w

At anvone wants to change culture, it is easier to do in
institutions that are small, new, or being transtormed
Olasland 1983). Women already are taking steps in this
aren for, as the data show, 71 pereent of women presi-
dents are ininstitutions with 3.000 or less students (Rig-
aux 19935). Further, taking a new or beginning leader-
ship position in an autonomous pat of a larger system
would provide for more leadership prowess rather than
when part of a highly interdependent depariment. often
overseen by the male hicrarchy,

Women who desire hroader responsibilities in arger
institutions need to be prepared to relocate it an oppor-
tunity arises.  Research has shown this to be a ditticult
situation for women who are nurrried.  Career mohility
often is stifled by familial rather than geographic limita-
tions. Just as women have had to doin the past, mar-
ricd men who support women’s aspirations and wo-
men’s equatlit must objectively weigh their commiument
toy their own career in relationship to their commi: nent
o a panner’s aspirations and career. '

A, The ranstormational leader is one who embaodies the
ideals and cultural values towsard which the organization

FHipler Education Leadesing
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strives (Garficld 1992; Boyman 1992; Covey 1991).
Transtormational-leadership behaviors (thoese which
encompass organizational-change behaviors rather than
nuinagenent behaviors) need to be promoted and de-

“veloped by women,  Basic. rote managenient skills,

although tunctionally usetul in burcaucratic systems, are
naot the skills that provide empowerment for members
or visionary leadership by the CEO. Bryman explains
that managers tend to be more practical and decisive.
while leaders tend to be more visionary and flexible

- (1992), Also, leaders establish the vision, whereas man-

0.

agers are concerned with implementing the vision.

. Regardless of position, women in higher education must

climinate the sense of being a marginal member or an
unequal member of the academy. This debilitating posi-
tion leaves women with a feeling of grattude to the
“henevolent patriarch”™ when equal pay or recognition is
given for a job well done (Blackmore and Kenway
1993). For example, morally we know that the wage
gap is unkair. Yet. this practice maintains a pecking
ovder that implies hicrarchical institutional vidue and
respect for members, regacdless of equal contribution.

A posthicrarchical organization. however, is compelled
to promwote the legitinuate and equal positioning of
women in the cconomics of the organization.

. Eliminating campuswide micro-inequities, those belav-

iors and actions that create a chillv campus climate for
women and minority groups. is a major step in bringing
full cquity to half of the campus population (Henry and
Stockdaae 19935: Sandler and Tl 1982, 19861, Until men
and women respect and value cach other as profession-
als and students and until faculty members fully partici-
paie in inclusionary pedagogy, women's places in the
academy will not become part of a fully integriated so-
cial system. (See MacCorquadale and Lensink 1991 for
results of o pedagogical project conducted at a Reseinch
One university.)

The data would indicate that higher education generally
niintins an occupationally segregated workloree, the
result of the persistence Erctors discussed, With the

g
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incquity of numbers, should there be a concerted effort
to place females into leadership positions?  Cries of
“foul!” surely would arise if this path was taken. Equal
rights ultimately means equal opportunity — regardless
of gender. ethnicity, race., or personal lifestyfe prefer-
ences. ‘

What cannot go unstated in this debate, however, is
that rights have not always been equal: preferential
teatment, as evidenced by the data, has been in place
for many decades. Tipping the scale on the side of
decisions based on gender or race/ethnicity, assuming
that the candidates are equal in all other respects, ulti-
mately would provide for treatment that finally is
cequally dispensed. England provides guidance for de-
termining an occupationally segregated workforee
(1992). With slightly more than 0 percent of the labor
torce comprising women. integrated occupations would
have approximately 30 1o 50 percent female incumbents.
Higher education leadership is barely halfway to meet-
ing the minimum for this integration standard.

An interview with Georgia Lesh-Laurie, vice chane
cellor at the University of Colorado at Denver. provides
a4 woman's perspective on selection based on gender
(Westerhof 1993). She says, T know that gender played
a role in my appointment . . but, instead of apologiz-
ing for getting into administration through the side door
of affirmative action. she states that her goal “is to he
the best academic vice chancellor” who could have
been selected. A highly motivated leader who wants to
prove the worth of her selection certainly is an asset Tor
any institution.  Additionally. as is evident through re-
scarch, because of the microscope under which women
are scrutinized in the workplace they tend to work
harder and longer than their male counterparts in similar
positions.,

. Institutional culture is o function ol an institution’s goals
and actions and the leader's managanent of a vision.
Affirmative action Cor diversity action) is important to
universities in that a pluralistic community is more wel-
coming to all its members. However, the suceess of
affimuative action depends on leaders and boards who
are willing to make this issue part of their institutional

What
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agenda. With clearly stated institutional goals at the
onset, any institutional changes that include diversity or
plurality as part of a plan of implementation would be
shown to be part of a normal diversification process.
‘Regardless of whether an-institution seeks to fill a
position or consider a change i policy, a concern with
diversification would be a known and articulated issue.
When an issue is considered “convenient” or “seldom
used” or brought to the forefront in the middle of
process, a hue and crv is raised.  As stated clsewhere in
this report, institutional culture is a socially constructed
phenomenon that can be constructed to be inclusive or
exclusionary. Opting for a culture that is inclusive es-
tablishes a set of cultural norms that eventually become
part of the members” understanding of the institution’s
functioning,.

. Studies of gender differences and women’'s communica-

tion maodes indicate weaknesses as well as strengths
related to women’s way of knowing. Women can con-
tinue to be both active creators and passive victims in
their environments based on what they choose to ignore
or adopt as feminized practices (Ferguson 1984).
Although gender ditferences may be potentially
important in redefining leadership, Gilligan's research
indicates that women’s cognitive development has a
possible negative effect for women — the tendencey te
be nice™ to others at the expense of being self-appreci-
ating and-or confrontal depending upon the situation.
Niceness, while avoiding hurting other people’s feclings,
hecomes an enabling tool for others to continue their
old habits, behaviors, and adherence to established
norms and values, Women need to make a concerted
cftort to recognize the difference between concession
and negotiation, the first of which usurps leadership
potential and the second which builds institution:d rela-
tionships and member empowerment.
To better understand reasons for the slow integration of
women into academe’s feadership ranks and to push
forward with women's” integration, directions tor future
research could include:

&1
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* Conduct comparisons of female- and male-led institutions
in higher educiion, particularly focusing on governance
processes and institutional initiatives. These studies are
beginning to occur with female CEOs. Starr Owens has
conducted a case study on a college in leadership transi-
tion (1993): Maxine Mott completéd dissertiation resedrch -
focusing on determining whether temale community col-
lege presidents incorporate a feminist perspective in their
institutionz! agendas €(1997).

¢ Study the composition of governing boards and the types
of CEOs they hire. Do homogeneous boards hire people
like themselves and-or do-boeards that are diverse in com-
position lhire a broader range of CEQs?

e A study of higher education leadership-evaluation criteria
to determine it process-oriented leaders are devalued
and or if outcomes are the priman evaluation criterion by
institutional members. Chliwniak's 1996 study indicates
this is a factor in leadership-evaluation perceptions of
chanccllors, presidents, provosts, vice presidents, and
deans, and more so for women than men.

e Study the linguage of higher education feadership.
simikar to Deborah Tannen's findings in the workplace. is
there “doublespeak™ internally and externally regarding
women nd men leaders?

A Final Note
It is important to remain aware of the possibility that many
of the issues discussed in this report are a result of systenis
and not individuals (Schaef 1985 Kanter 1977), These svs-
tems control almost every aspect of organizational culture
and the individuals within them. The clustering of women
in the lower munks. the wage gap. and the “riskiness™ of
feminist academic vocation are the result of conservative,
traditional cultures and svstems  However, because they are
only systems they can be examined and changed, with posi-
tive aspects maintained and negative or exclusio.any prac-
tices terminated.

Further. of most importance in the process of change is

-that "cquality cannot be externally assigned until it has been

mternally perceived” by institutional members tschaet 1ORS,
p. T That is. by attending to institutional practices such as
tenure criterin, tenure tracks. pedagogy, marginalizing of
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studies dominated by women, sexual harassment. wage

gaps. personal and career issues of women, and curriculum
hased on the generic male model. incremental but effective
changes can reshape institutional culture. As changes are
made in cach of these practices, our mothers. daughters,

and female triends or partners can become more equal
members — and perhaps leaders — in the vast American
svstem of higher education.




REFERENCES

\burdene, Pooand 1 Nasbhitt 1992 Megeatrends for Women. New
York \illird Books

Acher, ) 1991 ~Hicrarchies, Jobs, Bodies: A Theony of Gendered
Organezanion ™ I The Social Constructiont of Gender. Newbury
Park, Calif: I\';ll.tiicr publicaions, T

Adums, K funuany 19935 "Women in Community College Admini-
stration: A Study ot sex-Role Onentation and Job Sanstacuon.”
In the proceedings of the Eighth Annual Tnternssionad
Conterence on Women in Higher Fducation, San Francisco,

Aflen, R L Aflen, B Coentner, and C. Rrafte 1988, 7he Orgern-
tzational Unconscions o te Create the Corfuate Criitiire-Yon
Weanr cired Need Foglewood Chfs, N1 Prentice-Hall.

Alpere, D July 19935 Why Women are Divided on Affirmanne
Action ™ Workrg Woman

Amey, Mo and B Bwombh Winger 1092 Revisionmg Lead
ership in Communsy Codleges ™ The Rericew of Tigher Fodueation
ESe2 125-50,

sndersan, ML LSS Thanking Aot Wonten Soctological Per
spectives on Nex anel Gender 2nd v York: Macmillan.

Astin, HES Cand DVE Davis T9sS, ~Res Productn sy Aross the
Lite and Career Cycles Facihitators and Barriers for Women - in
schoderly Woerttry and Pudbdishing Baves, Probloms, and sol
tzions, ML Fox, ed. Boulder, Colo s Westview Press,

\ulderheid, Peds 19920 Bevond ¢ Totard o Politres of Uieder
sentdinzg SE Paul, Minn Graavwolf Press,

Baier. VG 19850 Wit Do Women Wantan a Moral Theons™ Noges
FOUT Y R3 04

Baldidge. 1.1 Cartis, G Fohern and G Riley 1958 2 Alermatnee
Maodels of Governanee in thgher Fduction” In Gorernnng Aca-
dene Organezations Berheles, calid MeCuatchan Publishing
(.(N'IL

Bell. DoApril 1 1997 "Protectng Diversiy Progruns From Polineal
and fucdicial Nttack T Chrorncle of Higher Fducetion

Betlas, M Moaech 1993 ~Faculty sabaries sull o Cost af Being
Female?” Socrad Science Querterly =),

Bengnena, TAD 1995 "We nen and Pducations Barmers tooselt
Fullilhient, Solutions to Inequality. In the procecdings ol the
Fighth Annual International Conferenee on Wonen i Fhgle
Plucation Ssan Pranasco

Betms, WO t09L Why Leadens Conn tead The Erucontscions
Conispriacy Contoiites San branciscar Jossey Bass,

Bensimon, F oA Nceamann, and R Birmmbaum 19800 Walong Serse
of Admonstratwee feadenshn, The 1 Word e Hhgher Pducation

Lhgher ducation Toaderiap




ASHTE PRIC Hhigher Fducation Report Noo 1 Washington, D G
The George Washimgton University, Graduate schoot of
Education and Human Development. EL 316 078 121 pp. MEF-
ul PC-0S,

Bergquist. W 1992 Achnow ledging Cultural Realities in Academic

- Leadership.” W The Foenr Craltures of the Acadenny usiehts aned
Srategtes for improcing {eadershin my Collegiente Organizations
San Francsco, Jossey -Bass,

Berkowatz, P Lanuary 199 Vere Alike Theane Different A Look at
Male andd Female Fxpeviences on Eareersay Administrationn U ni-
veriy altabs, Associion of Universittes and Colleges of
Canada

Brrnbaum. R {oso ~Responsthitny Without Authoruy: The Im-
possible Job ot the College President.” In Higher Feication
Hendhoole of Theon: and Reseenrch, sal 3010 snaiet, ed sew
York. Agathon Press. '

o= == Narch Apnl 1989, Presidential Succession in Institutionad
Functioning in thaber Education ™ fournal of Higher Educateon
oue 2y Bl AS9 asa.

Blackmore, 1ooand 1 Kemwav, eds, 19930 Gender Matiens m di-
cational Admaistratiear and Policy Y Pemiest Intrcdictron
Wa~hington, DO Fadimer Press .

Bolman, Loand [ Deals T9sa Madern Appraachos 1o 4 nder-
stendd i aind Mermaging Oradinzations san Francisco Jossey
Bass.

Brookover, W and Associates 19930 The ¢ olleve Madent New
York The Center tor Applicd Rescarch in Pducation, Ine

Brown, MLoand W Wahvorth Winter TUSS-50 - Educanonal
Leaderstnp College Presidenis i the Decade Ahead ™ 1hHe
¢ ofieve Board Kerien (138

Brofin, | G tad - adounsivators Who Cannat fet Goo Phe super
Manager ssndrome 7 ffeadth ore Supert sor TTedn AS. g2

Burton ¢ 1957 ~\ent and Gender. Oreanizations and the Mol
wzation of ALiscubine Bues ™ tastrahicin fonrial of social fssies

LTI v, o2
Rpie IR B DN B

Fil

Beviman A Foul o hareenic aod Teadersbip ng Oreanezations
Newbare Park, Calit sage Publhications

Cage, MO Rnuary 200 199 Bevend the By o voniiche of
Higiher Fdpeationr N2 1y

cChihwnuh, IS The Paerpetnation of the Gender Gagr i Thgher

Pducation Teadership ™ T the procecdings ol the Drighih Annul
[rernatiemdl Conterence on Wormen i Fhgher §ducation san

Fnimaisco

J o
BEST COPY AVAILABLE




199G “Men and Women in Higner Educanon: Perceptions

of Leadership Values and Maodes ™ PhoD. dissertation, Universigy
ol Arizona.

Chark, B 19720 The Organizational Saga in Higher Education.”

_Adnninistrative Scicnce Quarterly 17020 17884

Cohen, A and F Brawer. 1982, The American Compnonity Collewe. 77—
San Francisco: Jossev-Bass, .

Covev, SR O Principle-Centerced Leadeshp New York: Simaon
and Schusier,

Cuming, 19SS, Tt aned Other Corparete Pegeer Plevs Engle-
wood Chfls, N Prentice-Hall
CDecmn! WU D Tilleryv, and Assacines, eds, 1O, Renering the

Stmevican Connmity College, San Pranciseos Jossev-Bass,

Desjardins, Co 1989 “Gender issues in Community College fead-
eoestup 7AW I forernral S-10,

Drucker, PE 96T The Fifective Feeatire New York Thper
Busingess.

DuBrin, AL 1994, faxentials of Management. Cincinnati- Soithe-
Western Publishing Co

Faghv, AdL. and BT Jobnson 1ovo, Gender and Leadesshyp stue.
A Meta-Analvsis” /’.\"l‘('/'u/u_;‘h'tlf Pulletin TOUSE2Yy, 23350,

e S | Rarn 1991 cGender and the Fmergence of
Leaders N Mot Analvsing donenal of Persoatatity and social
Psvehology Gieas; 8- 1o

- o= OALRGH MakBion and BG Klonshy 1992, Gender and the
vatuation of Leiders: N Maeta-Anadysis 7 Psvehalonicad Bulletin
1se2) 322

Ldoe, Roand T Groves, 190 the Eibios of Health Care A SGrade
Jor Cloneed Practice: Nbanv, XU Delnur Publishers

Pichenbaum. T oand S Orbach 10320 Chtsicde I fnsicde Ot
Wonnren s Isvchologys 4 Fenvinnst Dsvchodanalvtie Appwoach
Fngland: Penguin Books fud )

[ogland, € 1992 Canmparadle Wourth Theorvies cond Fridemnce Noew
York, Aldine de Gruvter

Fadudio s 1ot Bucklash The T ndedtared Wer dgainst vinericenn
Wonten New York. Doubleduay

Terguson, KT 1980 The Feninst Case Agaiinst Bureancraey Phil
adetphue Temple Universine Pross

Finkel, S Rand sGe Olswang January 19950 -Childieanng,
sexastn, Lad Sesal Plarassmient as Bamars o fentie for Female
Assistant Protessorss Inthe procecdmgs of the Dighth Annual
internanonal onference on Women an Hhgher Pduciton San

{tandiseo

Hhigher Pducation eadentup S0




Fivan, MT 19930 *Questioning the Svstem. A Feminist Perspectise ™
I Cracking the Wall 2T Muchell. ¢d. Washington, D.Cu
College and Universny Personne] Associduiion.

Fox. ML 1989, “Waomen in Hhigher Education: Gender Dilferences o
in the Staius of students and Scholars” W Wennen- A Feniinist
Perspectiee -ith ed. Mountain View o Calif : Manlicld Publishing
Co

Ureeman. L 19SO Women. A Temonst Penspectire: ah ed. Mountain
View. Calit . M field Publishing Co.

Froee TW I, and LG Lovias 191 Suceesstul Governanee: What
Really Natters”™ I decdership and Goreraanee San Francisco.
Jossey [ENESN

Gallimore MoKee, 101001 Leadership st kes of Communiy College
Presidents and Tacuby Job Ssatstacton ™ Contnnonty frenior Col.
fooe 15, 3300,

Gurteld, €12 Second o Nane Tlor Oner Nindrtest Ceanfetiios
Pat People Fost Homew ood, 1 Bwin Pablishers

Gilhgoan, Co 1820 b a Different Vowce Psyehological Theory aoid
Weomien s Developanent. Cambodee, Mass oL aed Universin
Press.

Guhigan, COEY Wandoand [N Panlars eds) 1oss Mapyaoig (he
Vewal Dowmicine U Cotitribaetiear of Wornen s Thaidkarg 1o
Payr Bedogreal Theors e Echreation Cambridee, Mass, Planad
Ui ersiiy Proess

Gleazer, UL e 1uso sLeadesiup i e Commnniity Colleae
Vadues Vistear coned Vitahity Washington, DG Amierican A~
o Ltion of Commuoanmy and lumor Colleges

Gornich. v amd B Mocan. eds 19700 Weamen o Sexist Soctety
Sticelies Dn Power aud Powcerfessiess New Yok Neswe vienican
Fibiar

Green, NEE T8O Mpgorities onn Cennpnis 4 Heandhook for i
Dernc g DPreerany: Washington, D¢ American Coanad an
Fducation

Gumport, P1oAutmn 1TSS Carricuda as Signposts of Cualoaral
Chunae  The Reere of THeher Pdication 12008 19 0)

19ul cFempns scholarshipas a Nocation ™ I Wonnen
Theber Deducanon in Comperratit e Pesspeciiie G I RKelh and s
Skinghter, eds Netherlands: Kiuwer Acadenue Pobhshiers

Guich, BB FOs0 Sesadiy m the Workphice. Kev bssues m soculd
Research and Organizational Mactice ™ In e sevueehine of
g sationr Teearn, Sheppard. Lancared sherifl and Busrell,
cds Newbuny Parh, Calil Sage Pableanons

FLonna, € July Augost 19880 The Organmizational Comiext Lo

)

1C6




Affirmative Action for Women Faculys journal of Higher P
Cedtfor SO,

Hare-Mustin, R.. and 1 Marecek. tune 1985, ~The Meaning of
Ditference: Gender Theony . Postmaodernism. and Psvebology, :

Cmerican Psvchologist 4300, © 7 T T T T T e e e

Hartmann, H. 1976, ~Capitalism, Pawiarachy, and Jub segregation
v Sex” Signss forrnal of Wonen o Crltore and society. |1
(et 21 13709,

Haworth, 1.G L and G Conrad, eds. 1993, Crricitlunt i Transition
Needham Heights, Mass: Ginn Publishers,

Hetgesen. . 190u, The Femerle Advantage: Wonien s Wi s of
Leadership New York: Doubleday.

——— 1993 The Weh of Inclusion: 4 New Architectinre for Binldd-
ing Cirealt Orgeniizations, New York: Carreney: Doubledin

Henn. 1 and M Stockdale. Tanuary 1993, 7 The Climate for Con-
ductmg Chimate survevs 7 Inthe proceadings of the Fighth An-
et Internariona) Conference on Women in Fheher Fducanon,
San Famciseo.

Flensel, N0 bt Realizing Gender Fepieed ity i Hisher Edocation:
The Need ta Ditegrate Work Fanily Issues. ASTTE-ERIC L hgher
Education Report Noo 20 Washington, D.C: Assoaation tor the
Study ot Theher Fducauon FD 3353 12580122 pp. MEP-01: PCOS

Jagers Noand P Rotlenberg 1993 Fennst Frameaorks: Alter-
nertive Theoreticald Accoinnts of the Relations Betireen Wonien
ciird Moen Ad ed New York: MeGraw il

Johnson, ¢ 1993, Gender and Formal Authory ™ e e 25y

' cholooy Quarterhy 3603 19A-210

Johoson, FLoSummer 1994 “Nomen's Feaderstup in Higher Ldu-
canon s the Agenda Fennmsi?™ coflege crd Pareraite Por
sornted Asso ttionr fotrnal

dobosrud. LR and R ook danuany Februaey 1990 Admun
st ¢ Promoton Wath g Umversiy The Camulbatnee Impuict ol
Goendoer T fogrrirad of Higher Education G5CH

handvot, D 1osg ~Baraamng wih Pariarchy In Ihe Social Con
strnciion of Gender Newbury Parko Caht sage Pubhicanons

kanter, PAL 1977 Henr and Wonten of the Conpearation New York
Basic Books .

Retrs Mand Vo Naeland. FaSs e sueet’ | Wontan s Ginde b
Legpafins on Camipris New Yonk Phe Femst Proess an the €
Unnversinn of New Yok,

Kearney, koand T W hate 1990 Yew aontd Wennen it Works 1w
thormne, N1 Career Press

Nellv RN taal the Gendered Foenanny Worly ¢ areers, and

Highes Dducation Lecdorsing 91

10:

—— T



-

m

1
)
|
i

Success. Newbuny Park, Cadif - sage Publications,

Rirbv, S DL Danicls, Ko Mekenna, M. Pujol. M. Valiquette. eds,
191, Wonen Changing Academe The Proceedines of the 19490
Cenadian Wonen's Strdios Assoctation Cenference Winnipeg,
Canadat. Sororal Fublishing. A -

Kuh, G L Schubl B L Whitt, and Associates. 1991, Droleing
Colleees San Francisco Jossey -Bass.

Ruk. L. Fall 1900 “Perspectives on Gender Differences.” New Di-
rections for Student Services Noo St

Leatherman, Co October 27, 1993 7A Botched Scearcly?” Chronicle of
Higher Fducation- XLo L

Letkowitz, ML fanuary 19, 1994, “Combating False Theories in the
Classroom.™ Chranicle of Higher Fdication X2,

Leonard, ML and BoAC Sigall 1989, “Empowering Women Stadent
Leaders: A Leadership Development Madel.™ In Edncating the
Maorny. Women Challenge Traditwas in fisher Education
Pearson. Touchton, shavhk. eds. New York: Amencan Counil
on Uducation. Macmillin,

Lestio, Loand P oBrinknun 1988, The Eeononne Value of Hivher
Fducation. New York: Maemillan

Fevin, 1L lune 1994 ~Re-Conceprualizing Community College
Leadership.” Paper presented for the Canadian Society for the
study of Higher Education. Calgary, Alberta

Eips. 1AL 1959 mGender Role Socializanon: Tessons m Fenmnimity ™

In Women A Fenunist Perspectire wh ed | Treensn, ed
Mountain View. Calif: Ma fickd Publishing Co

Lussier, RN 1993 flinman Redations on Organizations Tomew ood,

- I Pubhishers.

MacCoby, ML IS The Leader New York Simon and Schaster
MacCorquoctle, Poand J. Linsink 19910 Inegrating Women imto
the Camcufume Muldple Matives and Maised Fimotions.” In
Wenrenr s THhgher ducettens i Comprarativ e Penfrectire. G P
Kellvand S Shwghten eds Netherlands, Kluwer Adadenue

Publishers.

Vashind, VT Wanter 1085 -Orcanzatonal Calture i the Study of

Higher Pdueatvon ™ The Revien of Tigher Feication 82y 15708,

MocClennes, BN 1980 Management for Productin ity Washington,
DY Gl netican Wssocittion of Community and Junion Colleges

MOl 1y 19SS Yass Comennordication Theory e hitreadicetron
Newhuny Park, Calib sage Public anons

Meha Foand Pobvtte 1986 Why ferov Can t Tead T idenstanding
the Male Dominaont sestenmt Giand luncuon, Cola Operasionad
PPalities, Tne




Miller. 2. and | Hurlev, 1985, “An Experiment in Humanistic Man-
agement With Community College District Twelve, Centratia
Ohlympia, Washington.” Washington. D.C.ED 23 2236, 10 pp
ME-0l. PC-OT,

Abtler. K. 1993 Qiganizational Conpmudiicadion: Approaches and - - -
Processes. New York: Wadsworth Publishing Co.

iller-Solomon, B 19SS, i ithe Comypeny of Ednceted Women: A
{listory of Wownen andd Higher Ednucation in America. New
Haven, Connc Yale Universite Press, D 255 129

Mdlet Ko 19900 sexweai Politics: The Classic Analysis of Ditenpeny

- Betireen Men. Women and Culture New York: simon and
Schuster,

Mibwid, B. 1990, Warking With Men. Hilsboro, Ores: Bevond Words

Publishing. Inc.

Minnich, ELKC 199G, Transforning Knomdedge Philadelphia Temple
University Press,

Mintzherg, 1L 1989, Mintzherg o Management: friside Our Strange
World oof Organnzations. New York: The Free Press,

Michell, P7ULed. 19935 Cracking the Wall, Women in 1heber fdie-
ceatfion Adnrnntration: Washimgton, D.C: College and Unnversin
Personne! Assocition,

Maorgan. L.oand B Chrk. Linuary 1995 “Professionad Expenence
Profile of Female College and University Presidents: How the
Glass Ceding Was Cracked. ™ In the proceedings of the Eighth
Annual International Conterence on Women in Higher Edu-
cation San Francisco,

Mort, MG 19970 Women Commuunity College Presidents” Tead-
crship Agendas ™ PhaD. dissertation Universiy of Arizona,
Center tor the study of Higher Education.

Murray. AL 9SG "The Relation of Level of Uducation and Gender
to [ob Saustacuon ™ PhD dissertatton, Universinn of Arizona,

Naishitt, V,and P Aburdene, 1985 Re-furenting the Coporation
New York Warner Books,

Nanus, BO19sY, The Leaders Fdgae The Serein Kevs ol eadenship
a Turbident Werld New Yok Contemporan Boks

Nieva VECand BADGuiel 19800 mses PHceds on Foaduation ™ Cloa-

(.

Nonthoutt € 19910 Suceessfrd Career Wannenn Their Professional

demy of Managemant Revens > 20

ened Persooal ¢ Barac terinticos New Yorlo Caeenw o] Press,

A Bamon, T oed 1Y Inercatienr on the Corprionty ¢ olfege Nesy
Yorkh lacnuban

Owens, S June Y 12105 college m Transiions Ve ase Siadv om

Progress 7~ Paper prosented an the Canadian Socety for the Studs

Hichor Dduedties: Leadenhg

10,

——————




0y

ot thgher Vducation, Otaw a, Ontario

Pearson, s, DL shavlik, J G, Touchion, eds 1989 Flucating the
Mepority Women Challenge Traditton i Lhigher Fducetion. New
York: Amencin Counal on BEducation, Macmillan,

Poters, T IO Crazi Times Call for Crazy Organizations. New
York Vintage Books.

Pletter, L.oand AL Davis-Blake, 19870 7 The Eftect of the Proportion
of Women on Salacies. The Case of College Adnunistratorns ™
Admnistrative scence Qriarterfy e300 |- 32

Plulitp, MO October 19930 Tenure Trap. Number of Obstacles
St in Wan of Tenvire tor Women. ™ RlerckAssties in Higher
Felicanion foc) ™y,

Rethind, L], and LF Farper Eunwane 1993 ~The Bifureation of
fndiv schuadism and Conmmnty for Women in Higher Education
In the proceedings of the Figlnh Aonoad Internanonal
Conterence on Women in Hheher Fducaton, San Frandisco,

Roeskm, Bo1ual ~Bringing the Men Back e sex Diferentbion and
the Devaluanon of Women's Work.” In 7he Socral Constractiomn
of Geneder Newbury Park, Cabil sage Publicdations.,

Roskin, BLoand P Roos, cds 1990, foh Qneres. Gender Qaeties.
Pxpdanning Women s lavocds nate Mede Occngrations Phila
delphua, Femple University Press

Richardson, Loand v Tavlon 1080 Fermpise Prantiens 1 Re-
thinfang sex. Gender ‘aned Socicty New York McGie Thil

Rigaun, 7 Sepremder 25, 1995 Wonnen Gain More Presidental
Posts in Higher Fducation, NCE Report Savs ™ ¢ onimiitinir ¢ of-
lowe Week

Rigen, S Moy 1991 Gender Ddemnnas i sexual tlasissmeni ol
uies and Procedurnes Vierican Ixvehol v LS 1T-A05

Tune 1092 Ppistemological Debates, Fenmmest Yowees
Sctcnce, Soctb Vadues, ane U the Study of SWonnien T bieertcan
Isvehedogis oy T30 40

Ross  MOALE Green, € Headersan 1998 The Lmerican ¢olleae
Prosadent V7990 diion Washinaton, DD C 0 ymencan Counail
o Pducation TH 303 1700 134 pp MH-od, PO oG

Roucche, oo Baker L and B Rose 1989 Sbqgred Sisonr Trans
dermationgal Peadenshipr i aiericens Commpionedy ©olleses Woash
maton, 1O The Commuanity College Press

Saenar BN Cand BT Powter Y9S Camitiinectnont Deftec i
Crltres New Yok Wadsworth Publishung ¢ o,

Sandlor Boand ROTLalt 1osa - Hhe Campos Chinate Revisited
Chadly lon Wounen Facubiy ddomistraton< and Graduaie Sta
Jdonrs Woashingion, Do Progeat on the Status ol Women,

16




T o e 4 g s R
&

Assaciation of American Cofleges, 1Y 208 8370 112 pp. MF-0t:
PC-05,

Searr. S fanuane 19838 "Race and Gender as Psychodogical Nari-
dbles: social and Edvical Bssuwes.” Adaenican Psyehologist 130ty
15-22

CschaelU NN VORS] Woinen N Redliy: A lmerging Fenrale Systenr i - -

a White Male sSociefy San Franciscor Harper and Row
Publishers.

schem, FoFebruan 1900, Orgasizational Cultare.” tmericent Pay-
chologest 15020 100-19

schroedel LR TOSS. Hone i a Crowed. Philadelphia: Temple
Pniversiy Press, - - : .

Schure, UL 1984 Labeling Wonien Deviand: CGendder, Stigmia. coid
sectad Control New Yorks MoGraw Thll

schuster, M and SV Dyoe edse VOSS0 Wanzen s Pletce i the
Acadeny, Transjorimpng the Liberal Avts Crornicrdim, Totow a,
N - Rowman and Allanhe:d Publishers

songe. DAY 1o he Fyth Discipline: The At cod Practice of the
Tearning Oreaonzation: New York: Doubleday Carrency Books

sheppacd. D 1992 “Women Managers” Pereeptions of Gender and
Orgamzational Dife ™ b Gendering Orsanizational Ahclsis
Vbl and Fancred, eds Tondon, sage Publications

Shaaghter. S 993 Retrenchment in the 19805 The Pohtios aid
Prestige of Gender” Jonrnal of Thgher Fducation G 3 230-82,

somcich. Lo 1983, “Concepts of Cultare and Oraanizationad Anad-
vsis T ocddminstraliee Scienee Qurediter{y 280380 300580 1] 280 otu

Smth, Py Kfling the Spoet. Hisher Feucation i inericet
New Yorks Vikmg Pengumn Publishers

steinenn, G. 199, Mornig Bevestd Weords New York: Simon ad
Schuster

Tannen. DT Yewr Just Dot Endenstarnd N omen e Mear i
Canrersatient New York . Ballantine Books

e e Q9 et Fronr O to 5 New Yorks Walliam Morrow

Thompson, BW and S Tvagts eds 1993 Bevoud o Drean e
forred Multicultired Felieccttion avied the Polities of Lecellence
Minncapohs Universiy of Mimnesots Press

Fhorne, B, 1980 Rethmkimg the Wans We Teach ™ o Fdacentrng
the Yagortty Wanren Challenge Tracdition i Theher ducation
Pearson. Toudhiton, and Shavdik, cds, New York: Nimerican
Council on Uducanon, Macnullan »

Thome, B 1900 Gewder Pleny Coeds aond Boys i schocd New
Bomswick, N1 Rutgers Unversits Pross

Linsles . v Cosecor and S0 Raplan, eds 19810 - Women i Hhgher

) Theher 1y /J'l:—(IIi;rl} fectelenbig

105

e T



Education Administration.” New Directions for Higher Education
Noo 150 san Franciseor Jossey-Bass,

Tokarczvk, M. and E. Fav, eds. 1993 Working-Class Women in the
Academy: Laborers in the Knowledge Factory. Amherst:

('ﬁi&rsity of Massachusetts Press.

Townsend. B ed. 1995, “Women Community College Faculry;
On the Margins or in the Mainstream?” In Geneder and Power in
Conmmantily Coleges. New Directions for Community Colleges.
san Franciscor Jossey-Riss,

Trice, HOMLL and LA Bever 1993, The Cultires of Work Orgen-
rzaffons Eaglewoad Chiffs, NI Prentice-Tatl, '
Uannersity of Arivona October 1994, “Commission on the Status of
Women: Resulis of Campus Chimate Studies on Ua Emplovees
and U ndergraduate students, Fall 1993-Spring 19947 Center for

Rescarch on Undergraduate Eduacation,

Volk, CE 19950 " Assessing Competing Models of Resource Al-
focation at a4 Public Rescarch 1 Univeesity Through Multivariate
Analysis of state Tunding.” Ph D dissertation, bniversite of
Arzont

Wabnik., AL septeniber 18, 1995, Femade Profs Farn Far LBess Than
U Men” Arzona Datly Setr

Wall, B RS soluae and MR Sobol 19920 The Visionary eader
Rocklm, Calit: Prima Publislung.

Warner, R and L. DeFleur, 19930 ~Career Paths of Women in
Thgher Education Administration.” In ¢ racking the Wadl. Mitch-
el ed. Washington, D.C: Coltege and University Personnel As-
socLtion,

Washington, Vooand W Harvev. (989 ffinmative Rbetoric, Neg-
ative Action Afrtcdre-Americen and Hispanic Facnlnye in
Predonncnty \White Iustititions ASHE-VRIC Higher Uducanon
Report No. 20 Washington, DLC The George Washington
Uninersity, Graduate scheol of Faucation and Human
Developnient 11 316 0750 128 pp. ME-01: PC-O6,

Wenninger, Mary Dee oedos Wamen on Higher Fdiccanon 1093
Volume £ ON B2 Madison, W Women in Hligher Pducation
D 302 310 200 pp. MF0L; PC-09

West, Cooand D Zimmermuan, 1991 “Daoing Gender”™ In The Sacier/
Constritction of Gender: Newbuy Park, Cadil: Sage Publications,

Widcon IR and S Ehbs 1992 The deadersbip Campees: Valiies
crvied tbaes o Higher elneatron ASHE-URIC Hrgher Ldacation
Report Nou L Washington, D G The George Washington
L nnersiy, Graduae school of Ldoucation and Human
Daevelopment P 347 U350 120 pp MGl 'C oo

100




Wilkerson, ML 1989, “Magowiny, Minority and the Numbers Game.”
In Fduceting the Mejority: Women Chelllenge Tradition in Higher
Fducanon New York: American Council on Education,
Macmilian.

Wilson. R. November 21 1995, "Equal Pav. Equad Work? Male Pro-

chranicle of FRigher Fduceation.

CApril 4 19970 A College Debates Whether News Accreditor
Promotes Rigor or Curbs Intellectal Diversite” Chronicle of
Fhgher Education.

Wabson, RE. fune 19950 Female Leadership Isues i Fhgher du-
canon.” Presentason at Women's Leadership Conference. Wells
College, Auteta, NUYL -

fessors Claim Sidary Equitys Seudies Diseriminate AgainstUThem,”

fhpher Fducaton feadersbp

[ 2



INDEX

A
AACHC See Anernian Association of Community and Jumor
Colleges
AALE. See American Academy ol Liberal Education
academic change strategices, 80-83%
academic posts only aceesible o single women, 100 77 7 7 T e
Acker (199D gender-neatral job
hias no sex o emotion or procre stion abligy, 60
Adams (1993)

measured sex-role orientation and career satisfaction, 51
administrative leadership associated with an image of
a rational, logical, objective and aggressive male, 1y
affirmative action
as o cause for perpetiation of the gender gap. =18
Hannd (19881 study of, 16
importance of. 8384
only nonw hite women had overschelming support for. 1O
party affiliation as greatest predictor of opinion regirding. 10
progriums canght in 4 morass of opposition ancd
uncerainty, |7
Afncan-Amercns
“concrete wall™ as werm tor antiticiad barricers o advance of, 17
American Academy of Liberal Education, 20
The Lmericenn Coflege Prosident: A 1993 Editon, 0, 31
American Councilb on Education-Office of Women in Higher
Fducation, ¢
Amey and Twombly (19920 found - great man”
1o be o prevalent teature in community cotlege hitevaure, =7
anadysis of institutional Teadershipy st les
hased on percepr ms of Liculiy regarding their chict executive
afficer, 36
androgy nous individuals
tend o be more flexiable and have healthier self-esteem, 51
The Vndrogynons Veeger, 53
androgyny as means of ataining higher edacation posiions, =~
Apollo College, i
Astin and Davis (1uss)
married wonien™s caredts resembled those of men niore
closely than did the professional carcers ot single
women 2
Attnbuton theory can gne msight intoissues releted 1o temme
procedures, 2

anthoritirian feadership siyles

{higher Fduceion Teadembip 0O




come trom filse assumptions about hunun nature, 6-1-03
authority

formal right to get people 1o do things o control resourees, 13
autocratic leaders, 335

Baldridge et al. (1977) deseription of three framies of reference, 61
Bavior Uidversity, 20

boehavior such s daggressiveness, competitiveness and dominance
receive differcnt reactions depending upon sex of the actor,
Bell (1997 atfirmative-action programs
- caughtin a morass of oppostion. and-uncertainty, 17
- Bollas €1993)
anadvsis of wage data from Carnegie Foundation sunvey
A3-30
“henevalent patriarch,” 82
3 Bennis (199D
challenged dominant norms with questions about fraditional
assumpitions, 21
tour teadership competencies that deaw people 1o o leader, o6
four themes evident if leadership is effective in emipowering the
workforee, 04
many institutions veny well managed and poorly led, 55
Bergquist (1992 explored and evaluaed Bolnan and Deal’s
andd Bimbaum's frames das applicd o collegiate
institutions. 61
Birnbaum t1988)
imost presidents of hugher education institutions would have 1o be
satisfied with role as w coordinator of 4 complex institution, 60
reevaluated Bolman and Deal’s four frames based on higher
cducation organizations, O]
Blackmore and Kewway (1993)
provide femimst introduction for contemplating educational
administration in a socictal contest, 38
Blaom CTUST) The Closing of the unertcean Muod
teminmisngas the Litest enemy ol the vitaling of the elassic
test, 19
“Dlue chip” communiy, =~
Bolman and deal €198 0 Four Friunes ol Relerence, 01
Bond, Sher |
stdied leadershyy experiences and perceptions of
Camdnm ananversity deaders, 19

ossy, 30

100

100




Brvman 1992y
managers tends to he more practical and decisive while
leaders more visionany and flexible, 82
participative leadership enhances job satstaction. 64
Brvn Mawr college tounded 1in 1833, LU
Bureaueratic Structural Frame: 01-02 - -
leadership literature reveals a strong feaning in higher
cducation institutions for, 08
Bush administration carried forward Reagan adnunistration rhetoric
regarding nale privilege inoa tumily modeel, 15

C . o ,
Californm State University system
abolishment of affirnutive action at, 17
Canadian university Jeacders
team of rescarchers studicd feadership expericnces and
pereeptions of, 19 .
career mohilin necessary for femade advancement, S1
Career Satisfaction, 3132
“earetiker”
wonun's role s, S8
ware connection voice, 07
“preter cotliborauive discussion and learning by listenmg.” 1S
response mode For women. 13
women lave i preference for, 07
Carnegic Foundation 198+ survey of women wages, A5=30
“catabvst,” leader as, 02 '
Center for Malues and Researdh i Dallas, 7
charisma, 63
children as o threat 1o renure, 3233
“chitly chimuare.” 28
Chliwniak. Luba
hackground of, ix
studv of feadership-evaluation criterin, 83
Chodorow on social orientation
men s is posttional while women s is personal. 15
The Closing of the Amernican Mowd, Bloom €198™), 19
cognitn e development theory, 67
colleginl approach
mav hinve hotizonta] ieadership or may have several powes
coners, 08
Collegium Thunan Resource Frame, 62

COMMNITIECHIGN patteras, A9-3]

Higher Pdieccation eadenbi 101

b
-
—




community colleges listed with the AACHS in 1990 study
less than 10 percent were found to have academic deans
with women's first names, -0
comparable-worth salary plimy downside, 38
compatibility cvele need to break. ix
Ce e o= teoncretewallt- oo - T T
term for artificial barriers to advance of African-Americans, 17
constructivism, 19
conversational rituats common among women, 30
“cootie game,” T3
Comell University gave equal status to women and men in 1872, 10
Covey (1991) oo ,
challenged dominant norms with questions about traditional
assumptions, 21
siy conditions of empow erment, 05
coworkers are more negative toward women managers then to
matle managers who lack human-relations skills, =4
Cracking the Wall, =~
critical nuss for granting ol women faculty tenure, 12, .04
critiwal theorist role
explore and nocover imbalanees in power and ke them
ktown o oppressed groups, 15
vultural norpung
certain 1deas excluded through, 78
culture, 59
key components ol strong, 14
personifies the institwtion’s understood goals, 63
current diata on women m higher cdacation, o
current leadership theorists moded
encompitsses strong human-relations skitls, 1 hananistic
approach, collegidity and consensus building, 69
curnculum snd scholarship
a8 o cause tor perpetuation of the geader gap, 18 22
Cybernetic Sestem, 62-03

D
Desjardins (1980)
discusses the meanmyg of Gathgan's “diferent vowee”
through cognitive development. 60
example of feminzed Teadership sehiolar, 21
utthizes Gilhgan's (19823 coding system toandady 268 gended
detenmines leadership modes for commuminy colleges

O 067

02

117 BEST COPY AVAILABLE




“different voice”
discussion of the meaning of, 60
disciplines with many women faculty retrenched at higher rates
than in more highly male-dominated disciplines, 23
discourse analysis

o Sas o means of deciphering historical and current -
perspectives on college leadership, 77
disparity between numbers ol women leaders in relationship to the

numbers of women who carn advanced degrees, 3
“doublespeak™ internadly and externally regarding leaders, 83
Drucker, Peter. 2
DPrucker (196™) S .. ,

an organization which just perpetudtes today's level has lost

the capacity o adapt. 64
four hasic requirements for cffective CEO human

relations, 60

knowledge worker cannot be supervised closely or in
detul, 61

model encompasses strong human-reiations skills, a
hunuanistic approach, collegialitn and consensus
building, 69

E
Lagidy and Johnson (1990}

meta-analvsis abf gender and leadership sivle. 16
Eagly and Karau (1091)
in orginadly leaderfess groups, men emerged as leaders 1o a
greater extent than did women, 46
Faglv, Makhijani, and Klonsky (1992} 73
traditional masculine leadership styles sceen as more
favorable for male leaders, 73
women should avoid roles and sitwations in which men
serve as esalwtors, 23
cducation as a velucle tor making women better wives, homemak-
ers and mothers, 9
cffectis e human relations by i CEO
tour basic requiremients tor, 66
cmerging (response maoded pereeptions of leadersiup
wonen more than men appear to exhibit, 49
cierging feadership maode viess '
argatmzation as a circle, O
Enghind (1992) provides guidance

tor determining occupanionally segregated workforee, K3

Higher Bdieceation Leadenship ra3




Frostein 19858y
aender diferences are not empirtcally reall 49

oy cannot e externallv assigned unil it has been miernaliy
percen ed. 83

5 evaiuations of occupanonad prestige as a cause for perpetiaton of

SR - - dhe gender gapr v -

F
Lol
feader as ol
Facultv and tenare as cause for perpetuason of gender gap, 22-25
tederal momtonng offices - -
cHects of downsizmg on alfirmative action, 13
“echng” categon for decision nuahing, 45
femade. See also women
attempe to adopt male behavior to it into male-donunaied
positions somiew hat less thin successtul. o
alass cetling ™ as weem tor artibiddal barners to advance of 0 17
mieryiew ces eqgualed power with aivimg and aare, 13
leadership perceived as more tsk-onented than male lead-
vis, T3
sustem powet is considered Bmitless 13
fenunmism
as the Latest enciny o the vitadine of the chassic teat. 19
fenmst introduction for contemplating cducational adnmistration
N a4 socretal contet. 8S
fenimist postmaodernism, 26
tenunist scholauship
as aosastem of vadues thae chatlenges nuale domrinance, 26
ds arsky career decision, 27-2
aversion o s Tett members of the acadenmy anmformed as
woll as nisitormed . 78
fenumized Teadershep scholars 21
femmzng of leadersbup roles
would jead tolowered presige and coonomue vidue of the
posiion, 34
Fortguson Clus i ononbircanerate colleanve e, 3
fith disciphine, 2
tinkel and Obwang 11995 7
e of esistant fenle prhh-w-r\ A hirge poblic nnavessie 32
EESE GRs ersibes o ccept wonnen, fn

Eiven 10935 women nes selocted tor leadershp raies

brocttise o bhehe! that men Preter o woth with otlaer meny,

Hire




Four Frames of Reference, 01
four leadership competencies taat draw people to a leader, 06
tuture of women in higher education leadership

insight into the, 8
future research suggested direction, 84-85

G
Galtimore-Mekee (199D
analysis of institutionad feadership styvles hased on pereep-
tions of faculty regarding thewr chied executive officer. 36
“Garbage cans”
provide outlets tor anrelated and unresolved problems for
institutional members, 62
Garhield c1ug2y, 2
gender
relevance in leadership conceptualizations, 39-61
and cthnicity negatiy ely atfect amount of resources ullo-
aited o the depanment, 37
~and the Fmergence of Leaders.” 46
asachicved stawus constructed through psychological, cul-
tural, and social means v
goender differences
dre not emparically real. 19
m hehavioral stvles which then resalt in duferences in
evalwrtions, 7y
theory of Gilligan €1989, 1982), 41—-)3
gender gap
cight persistence tactors m the perpetuation ol 1-4=39
more rekated to inequity than o difterence. 33
gender-neutral-job has no sex or emaotion or procreation ability, o6
gender-related
characteristios described s innate to most women
crncompiss characteristios caimed 1o be most effective, 2
communiciition patierns constrdin how girls and women
express leadership, S0
goender-role theorv, 73
“generic man,” 13
Gilligan (1982)
codmy svstem used (o analyze if gender determines leader
ship modes for comnumity colleges CFOs 67
fenide itenvien ces equiited poser with giving and care 43
men lear becoming entiappoed i swebs ol intcrconnectron, O

moral reasonmg research ol 07

{hghor Fduceation Leadersbip

BEST COPY AVAILABLE L

1035



-y

“~Glass Ceiling. 52-53

rescarch on women's moral development of. 21
Gilligan € 1959, 1982)
theorv on gender difterences of, -1
Gilbgan hohlberyg cthicad-didemma rescarch comparisons of moral

development in males and females, +4

as term for artifivial barners 1o advance of femdes. 17
restlt of a4 woman bemg unbike het predecessor.
Tuo-getters.” S
ereat books™ curriculum of Thomas Acgpuimas College, 200
great person theory of leadership
still prevalent in lngher educavon scholarship-and- praciice. =7
guardian” role of leader, 02

Guick (19539 coined the termy sex-role spilover.” 2

H
Hull, Roberta, 28
Hanna 119880 study of previoushy conducted studies 0 the area of
attirmative acton, 1o
Harding Gin Riger 19923 challenges neatraliny of saence. 2o
Harmvard College
firstsnstitution of higher educaton i the Umited States, 9
Helgesen 1ovm
chaidfenged donnnant norms with questions sihous
traddstional assumptions, 21
chromichod Teadership stvles of four swomen chiet executive
officers. 44
Helaesen €ivvs & 199 examiple of tenunized leadership
~chotar, 21
[Hensel 11991
titne line tor equal representation in all areas of aeademe, 22
Indden cormicutum behuaviors and gestures, 20- 30
“hicrarchy of difference ™ based on cconemic need. 15
hugher education
be better b retlected the values of ssomen leaders?.
reserved for men rationale, @
high task Tngh relationship stvle

most prevalent amaong presidents, 3o

I

smpact of sex on administraiv e sie e success Ty

mmplicanons of energmg posthierarchical fonimized eadershp
stvle moacadenwe, 7Y RO

Hx

Py
Pt
T




incremental changes can be extremely civotive, 81
Indivicdlual Charactonistics, 05-08
informal network svstem

women far the most part hus e been excluded from, wi—(1
institational culture, 63
fsgitations can~be vervewell managed and pooriy ded. 35.--
institutions of lugher reputationai ranking

have even less women in apper fevel posttions, iy
“interion cotonizdion.” 13, 60
internal cultural tishs, 59

J . :
Fames Madisan College, 20
foby satstaction for women in hsgher education dependent upon
motivators such as job level, teomre and departmeni, 51
Johmsrud and Hedk €199 10, 37
RISUICe Venee
men have a preference tor 67

response modks for women, 5

K
Randivon (19
hasclines frem which women negotiate and sirategize through
“pattridarehial bargams,” 32
Kandhotr £ 1980
chronicles how women “baraain with the paudachy, 32
Ranter ¢19771
not made and tensale Characieristios that credate gender
differences but studure of the organization. 39
Relh (FOO D
Pt of sexoon adminsirain e sty e and stceesss Ty
utihzes segmented Libor-murket theory o analyvze overall
aendered prcture ot U S cconomy, 37
Kent state Eonersite gender hased ditterences m salary 3o
Rohtherg's sivcostige theony challenged Dy Gilligan

as hemg mapproprude for women s development, 5

L

1he Tedader So

icadors
i~ lreterosental white, caompetinve. rtenal and made, 55
comeerned with monagement of people, |

people who do the neht thing, 35

Hieher Dducation Tedadensb 1o~

i




foN

values and gaals reflected in funcuoning of the insttution?,
leadership, 33-36
conceprt of effective, 53
current theorists model ciphasize strong hunwn-
rchations, 1-2
— - edeals with thestop-line, 79 - 2 - ot
cifective in empowering workforee then four themes
avident. 044
cyuated 1o power, 13
fist of necded skills, 066
learning organizations focus on development of decenralized,
~nonhicrarchical and employed dedicated. o0
legend T of the instinttion, 63
Leonard and Sigall ¢ 1980
women must become more etfedtise power users or acadeny
will remain male-dommant svstem. 3
Lesh-Laune, Georgia
interview with, 83
Levin, John, xi

low task high relatonship stvle most prefered among faculin, 36

M
MacCoby (1O8 1) provides perspective off
socictv's expectitions and acceptance of leaders, 30
Making Sense of Admbustratiee Leadersiap, the L™ Word in Fligher
Education, ol
niale filters rendered women's experiences as invisible, 52
male models of carcer advancement
as grearest inhibitor to women's suceess, 37
nuales as leaders
presumed assumption of nawrak atfinity of, 3
nanagement focuses on the bottont line, v
nuanagers as people who do things right, 55
marricd women's carcers resembled those ol nen more closely
than did the professiond! cireers of simgle women. 2
Mars
critical appraaches o undesstanding. organtzional calture
I e philosophical roots in the work of, 15
musculine shifls
WOmen aspiring o dminstin ¢ positions shouded
cubinv e, 3!
Mashand clors

wsttational culture establishes aoset of expectations and notims

1y

L




through purpose, commitment and order, 63
Men and Women of the Corpardtion, 39
men. See afvo male and mates
disproportionately represented at upper leadership tevels, ix
fear becoming entrapped in webs of interconnection, a0
[ 7 7 have suake w mainmining-differentiation of spheres, s - - - oo 0 0
respond to women’s intrusion in the workforee by '
enphasizing how men and women difter, 52
nen's communication patteru

to negonate status and often engage in verbal competition.

49-30
meta-analysis in of gender and the evalieition of feaders, 731992
“micro-inequities,” 28
need to elinnae. 82
nucro-narratives as opposed o universals and essentials in
knowledge, 22
vhtler and Hurlev ¢1085)
only tollow ers con conter leadership, =~
Millew c1ogm, 13
“interior colonization,” on
Mibwid €199, 4
professional women viewed power not as crght of position but
as a commoduy which grew with shanng, 43—+
strongest evidence of sex difference m leaderslup swie, 6
Yomen expenence organizational life with deep ambivalence
due 1o contheting values and maodes, -
Mibwad (1992
women mandagers attempted not to challenge the prevailing sex
norms n study of, 7y
Mintzherg (19891
fist oF necded Teadership skalls, oo
results as o standard tor comparmg women leaders, 1y
M he!” ¢1993)
dandrogyny s medans ot dtamg higher education adnunistrasive
posiions, T
moval reasomng tesearch of Caral Githgan, 67
Morgan and Clark ti9vgsy 8
Monl Land Grant Act elledt, 1o
Mot Manine,
Aot 1 {9u™)
research onst female communine colfege presidenis incorporate o
teminist perspectne m thae mstittbonad gendas, 83
Mot Holvohe cotlege founded m 1888, 10

Hugher Felucatieon Ledadensbip JO0

1is




110

Munk. Linda, xi
Murrav (19860

job sadstacton for women in higher education dependent

upon motivators such as job tevel wenare and

department, 31

Mvers and Briggs rvpographical profle -

somewhat confirms Gilligan's obsenved ditterences, +3

N

Nuishitt and Aburdene (1985

nauy of the new models for reinenting organizitions stem

~trom the impact of women in the workforee, 33

Nanus ¢ 198Y)

chuallenged dominant norms with questions ithaout

wadinonad assumptions, 24
qualities of cffective leadership Licking in America todav, 37
National Association of scholars, 20
“natural” gender roles for women
rationale for emphasis on, 32
“Negative feedback foops™ ereatedd and reinforeed

o continually assess institutional pedormance, 03

“eonburcaucratic colicective life.” 3R-34

Normatinve Leadership Theory, 33-36

Northeutt C1901)

women define career success withoui power orientition, 13
Northern Arizona University geoader based difterences in salary, 36

nLrtarers

cifect i sodicty of wonen as. Ao

O

oceupationally segiegated worklopee

attidkinee Tor determining, 83

Organizaiiond! Contexts, 01-03

arganization as a virdle

cierging Jeadershnp mode, 6

Graznnzation as o pyramid

traditionad views of lugher educaion leadership, o

Organized Anarchy svmbalic Franwe
[cader as ~tacihtator, 62

Owens 1999 case sty ona college i Teaderstup transiion: 83

P

peathicspative

w-ak
- -
-




leaders. 355
lcadership enhances job satisfaction, 61
stvle fess prevalent among men, 73
patrticipatory leadership
more related o women's leadership stvle then o men's, 70
patriarchal bargains. 52~ 7 T
patriarchal svstems tactios tha wre negative tor women, ~3-"4
Patton (1990) women manadgers in higher eduation
less interested in power and control, 13
pedagogy as a cause tor perpaetuation of the gender gap, 28-30
percentage of acidemics that are women, 3
personal; familv, and career issues as # cause for perpetuation ot
the gender gap. 3023
Poters (1904, 2
advocates replacing bureaueracies wih thuid. interdependent
groups of problem solvers, o9
chaltenged dominant norms with questions abori wadiional
assumptions, 21
cencourdges model with strong huaman-relations <kifls, a
hununistic aproach. collegialite and consensus
building. 09
Pleffer and Davis-Blake (1987, 39
“womens work”™ description as Tess valuable and shonld cost
less thun work by men. 37
i Conmmunity College, ix
Political Frame. 62
polls on affirmative-action. 1o
positivism asks what are the answers, 19
posthierarchical model for organizations., 2
postmexdern theorists argumg that living in o ditferent workd, 22
Power
abilitv o influence decisions and control resources, 13
eonder differences in definition of, 43
prejudices toward emplovment & advancement of nurnced women,
11
presudents of lugher education institutions
posttion has e high impact upon the institution, 67
role of, 6o
Professional Experence Profile. 8
professiond women
viewed power natas & nght of posiiion bt as b conmodits
which grew with shanng, 13-4
Proporton of Women m an ocapation

Higher Education Leadenship

fa—y
'
—_—
N .

i




- " N )

negatively refated o the prestige of the occupation, 38

Q

qualities of cffective Teadership hicking in America today, 57

Reagan administration thetoric regarding male privilege in a family
model carried forward by Bush administration, 15
regrossion analvaes of resource allocation in higher education. 37
research on women's moral development by Gilligan (1982). 21
Reskin €1991) on how  men respond o women's intrusion in the

™

- workforce byv-emphuasizing how men and women differ, 52
» ' Reskin and Roos ¢1990)

men have <take in mantdining diftecentiation of spheres,
reverse discrmination

atfirmutive action as reason tor, 17
Khades College, 20
. institution iy which faculty members opposed the AALL

aceredittion process and standards, 20
Rigaux (1993, 6
rale theory and sodial construction of gender ciategories, 59
Ross, Green. and Henderson €1993) provide insight into
the future of women in hugher education leadeship, 8

Rouedhe, Baker, and Rose ¢ 1989

described bluce chip community,

S
sandier, Bermee, 28
sargent CHTOSTE men and women shoald Tearn from another
without abandoning successtul tans thev alrcady possess, 33
Schaef (19830
men's coneept of power is based onascaecity modell 13
describes tacues utilized mopatriarehal svstems that are
negative lor women, 7371
Schein C1mos
miernal culiura] tisks ol, 59
segmented Labor-market theon . 57
scidimin C1983) study of comnuomity college faculty
Cowommen express concern on cect of sexist attitudes in. 31
Senge (1990 2

Tocuses on development ot decenteahized, nonbncrarchieal
ad emplosvee dedhcated learning organizations, o9

strdctutes of which we are unaware hold us prisoner. 71

127

t2




SUSteMAte structures are concerned with ey
interrekitionship that intluence behavior over tme, ™9
sex-role orientition and career satisfacuon. 31
“sex-role spitlover,” 52
sexual harassment
C s @ cause for perpetuation of tie gender gap. 33-35 77
vicwed as a low risk behavior, 34
sheppand (1992)
male filiers rendered women's experiences as invisible, 52
women managers attempted not to challo nge the prevaning
~ex norms i Study of, Ty
women expericnee organizationdl life with deep
ambivalence due o contlicting values and modes, 16
situational leadership, 50
six conditions of empowerment. 65
savghter. sheda, s
Shaughter 1093 rescarch on retrenchment in the Tusos, 23
sl sample size Greses Lick ol tocus on race. ethiieny. and “or
sovial chass, 2-3
smith college, tounded mn 1871 o
soctalb constructionises
drgae that characteristes ol the cue connedion cresponse
mode are the result of sodetad expeatanons, (8
socidl eachange eory, 60
sodichtl coneeptudlizations, $6-39
~ociobngustie patterns of nen and women inrelinonships and
waork, S6
sotrces of power are posiiional and personal, 1
Stetneny CFOv-g)
androgy nots mdidawtis tend 1o bhe more fleniable and
have healthier self-esteem. 31
Bush adnunsoation cuned torwaed Reagan adninistration
thetoric regarding muade privitege ina tamily model. 15
viston of the world not secn through the eves of only males
would add depth and new perspectives, 32054
stoppets oy tdeviant” behavie, 737
strategies lon academie hange, 80083
structure of the organization nol the charcterstes
- abmen and women that create gendes ditferences, 39
struciires of which we e unaware hold us prisoner,
studhios of soniohinguisiae patterns of men and wormen m
relattonshups and at work, 30

stuedy o assistant tenale professars at Lavee public unversiy

thgher Dediecation {ecaelombip

BEST COPY AVAILABLE 2




by Finkel and Olswang (1993), 32
~superachiever” as only female considered as equal o a male, 31
svmbolic frame

strong support in literature for higher educittion institutions, 68
symbolic organization whiimately hicrarchical
e . e - but has appearance of heing-collaborative; 05 - -

systenutic structures are concerned with key interrelationship
that influence behavior over time, ™9

T
Tanner (1990, 199:) studies of sociolinguistne patterns
of men and women in relationships and at work, 30 _
tenure strong predictor for positions as chief academic officers, 235
Texas abolishment of affirmative action in, 17
“thinking™ category for decision making, +3
Thomas Acquinas College
“ureat books™ curricutum of, 20
Thorne €199-0) gender-related communication patterns
constram how gitls and women express leadership, S0
tme line for equal representation in all arcas of academe, 22
Title VU of the TS, Civil Rights Act
sexiit] harassment as a violation of, 33
Townsend (1995)
W o-vedr institutions niay have Tess-seaist environments
hecause enure process usualiv hased on fength of
service, 23
Traditional and Emerging Leadership Values and Modes, 4718
trait theory, 05, 08
transformational leadership. 36
bBecoming synonvinous with cubural management of higher
cducation institutions, 03
needs to he promoted and developed by women, #1-82
Wy o-vear institutions mav have Jess-sexist environments
hecause tenure process ustially based on tengih of
service, 23
types of people that are hked, ix

U

University of Arizona gender based ditferences in salay, 36

University of California ac Davis gender based saloy dilferences, 26
! University of Colorado ar Denver, B3

University of Dallas aceredited by AALE, 20

University of Manitoby, -9

11

125




university or college presidents in 1990 “snapshot”™, 0
LS. Bureau of Labor statistics on female professor carnings, 30

v

Vassar college founded in 1865, 10

Virginia Commaonwealth-University, 30
gender based difterences m salarnv at, 36

vision amplified through institutional behavior, 63

Visiondary, participative leadership coneept, 0001

Volk (1993)

regression analyses of resource allocation in higher

cducation. 37 )

Vroom and Yetton's Nomutive Leadership 'i'hcnry. 35-30

w
wage gap as o cause for perpetwation of the gender gap. 35-38
web of inclusion, 2
as new posthicrarchicad model for organization, o9
Welleshv college tounded in 1870, 10
white male group as standard for good behavior then behavior of
women and ethnic minorities is likelv to scem
negatne, 20-21
White Male System power conceived i zero-sum faslion, 13
Wilcox and Ebbs €1992)
president’s position bus o hugh impact upon the
mnstitution, 07
Wilson. Gov. Pete
campaign to abohsh affirnative-action policies, 17
women. e diso female
women adopted male standards of success, S
women and men leaders appear to be maore alike than difterent
when position is the primary studicd varviable,
women underrepresented e all leadership ranks i academe. |
women “hargan with the patriarchy ™ A2
women deline career suceess without power onentation, 13
women expeticnee organezanonal ite
wiath deep ambividence due to conflicting yvalues did
mades, 10
wornen express concern on eftect of sexist attitudes
7 Serdiman (1983 Stuchy of caommunity college faenliy, 41
women leaders
adapt hehaviors o appear o bebave wa fashion similar o

thar malde colleagues, o

Hheher Education Teadenihip

10

4

e T



cvaluation, T3-T4
IR iy evaluated when exhibiimg masculinge leadership
b ~tvles, T
not supported when fitl rofe in assertative manner, 3o
e required for tngible results as ratonale for lack ot, ov
L S - MOMEN IMWRZers - e s - SR S
atrcmpied not o challnge the prevailing sex norms. 7y
in higher education less interested in power and contral, 33
women more than men appedr to exhibit
cmeraging (responsge maoded pureeptions ol I\'.ldk'l'\hi]\. )
women recen e lower salaries than men. ix
women's cognitive devclopment has a posable negatve effedt. 8y
AWOIICR S Conmuicdtion pattern
generallv used to clicit cooperaion or create rapport, 19
women s Alhing of position lowers occupational prestie. 39
women should avord roles and stwgiions mowhich men serve as
ealintons, 23

women s beadership and the Leadersinp Frames, o3-"0

i wornen s leadership stvless - ao, 19
would it Chunge wav higher educanon concened and orea-
mzeds

Woren ~ studies
and fenninest ~schobusiup as s for perpetaanon of
gondor gap, 25-28 ‘

|

.i women s safres moacademe negative eftect, 3o

\

i

"‘ nurginalized locanon renders problematic for facuale, 27

i percenved as a place where “women libbers ™ espouse theories
that were contrany o madusion i <o called ol
currieelunt. 2o

women s work” as institutionatized concept melading dea than
fess valuable and should cost less than work by men, 37

| worhing m centers rather than having a home department

impedes wenure, salany . and promoton decisions, 23

11O

P,
oo
Cr.




ASHE-ERIC HIGHER EDUCATION REPORTS

Since 1983, the Association for the Study of Higher Educa-
tion (ASHID and the Educational Resources Information
Center (ERIC) Clearinghouse on Higher Education. a spon-
sored project of the Graduate School of Education and
Human Development at The George Washington University.
" have cosponsored the ASHE-ERIC Higher Educition-Repornt
series. This volume is the twenty-fifth overall and the cighth
tor be published by the Graduate School of Educition and
Human Development at The George Washington Univers: .

Each monograph is the definitive analysis of a tough
higher education problem, based on thorough research of
pertinent literature and institutional experiences. ‘Topics are
idenufied by w4 nationad sunvey. Noted practitioners and
scholars are then commissioned to write the reports, with
experts providing critical review s of cach manuscript betore
publication.

Eight monographs (10 hefore 19830 in the ASHE-ERIC
Higher Education Report series are published cach vear and
are available on individual and subscription bases. To order,
use the order form on the fast page of this book.

Quulified persons interested in writing o monograph for
the ASHE-ERIC Higher Education Report serics are invited to
submit it proposal to the National Advisory Board. As the
preeminent literature review and issue analysis series in
higher education, the Higher Education Reponts are guaran-
teed wide dissemination and natonal exposure lor accepted
candidates, Exceceution of i1 monograph requires at least a
mininul funiliarity with the ERIC database. including Re-
sourees in Fducation and the current linedex to fororneals in
Lelucation. 'The objective of these reports s to bridge con-
ventional wisdom with practical reseirch. Prospective authors
are strongly encouraged 1o call D Fite at 800-773-37 42,

For further information. write to
ASHE-ERIC Higher Education Reports
The George Washington niversity
One Dupont Circle, Suite 630
Nishington, DC 20030
Or phone (2023 290-2597: 1ol free: 800-"73-ERIC.

Write or call for a complete catalog,

Visit our Web site at http: www.gwuedue ~eriche

thgher Foication Leddersing

-




ADVISORY BOARD

James Earl Davis
University of Delaware at Newark

Cassie Freeman

Peabody College—Vanderbilt University

_Susan Frost
Emory University
Mildred Garcia
Arizona State University West
James Hearn
University of Georgia
Philo Hutcheson
Georgia State University

Hghoer Edvcation Feadership

120




CONSULTING EDITORS

——
e s e

Thomas A. Angelo

AAHE Assessment Forum

Sandra Beyer

University of Texas at El Paso

Robert Boice =~
State University of New York—stony Brook
Steve Brigham

American Association for Higher Education
Ivy E. Broder

The American University

Robert A. Cornesky

Cornesky and Associates, Inc.

Barbara Gross Davis

University of California at Berkeley

James R. Davis

Center for Academic Quality and Assessment of Student

Learning
Cheryl Falk
Yakima Valley Community College
L. Dee Fink
University of Oklahoma
Annc H. Frank
American Association of University Professors
Joseph E. Gilmore
Northwest Missouri State University
Dean L. Hubbard
Narthwest Missouri State University
Mardce Jenrette
Miami-Dade Community College
Clara M. Lovett
Northern Arizona University
Laurence R. Marcus
Rowan College
Robert Menges 7
Nenthwestern U niversiny
Dianc E. Morrison
Centre for Curricttlum and Professional Development

Lhpher Education Leadesig

Y

ekl
RS

Li



il

ey

o
i

*
r

~ Brent Ruben

L. Jackson Newell

University of Utith

Steven G. Olswang

University of Washington

stare University of News Jersey=Rutgers
Sherry Sayles-Folks

Eastern Michigan University
Daniel Seymour

Claremont College—California
Pamecia D. Sherer

The Center for Teaching Excelience
Marilla D. Svinicki

University of Texas-Austin

David Sweet

OERL LS, Department of Fducation
Gershon Vincow

Svraeuse University

W. Allan Wright

Dadhousie University

Donald H. Wuliff

University of Washington

Manta Yorke

Liverpool John Moores University

22

)
J
e




REVIEW PANEL

Charles Adams

University of Massachusctis—=Amherst
Louis Albert

Americun Association for Higher Education
SRR Richard Alfred - .
University of Michigan

Henry Lee Allen

University of Rochester

Philip G. Altbach

Boston College

Marilyn j A'm'eyr

University of Kansas

Kristine L. Anderson

Florida Adantic University

Karen D. Arnold

Boston College

Robert J. Barak
fowz State Board of Regents

Alan Bayer
Virginia Polviechnic Institute and State University
John P. Bean :
Indiana University=Bloomington
John M. Braxton
Peabody College, Vanderbilt University
Ellen M. Brier
- Tennessee Stte University

Barbara E. Brittingham
The University of Rhode Iskiand

Dennis Brown

U niversity of Kansas

Peter MCE. Buchanan

Council for Advancement and Support of Education
Patricia Carter
“University of Michigan

John A, Centra
Svracuse Fniversity

Thpher Fducation Feadership 123

-




Arthur W. Chickering

George Mason University

Darrel A. Clowes

Virginia Polytechnic Institute and Stte University
Cynthia S. Dickens
Mississippi State University
Deborah M. DiCroce
Picdmont Virginia Communinv College

Sarah M. Dinham
University of Arizona

" Kenneth A. Feldman

State University of New York=stany Brook
Dorothy E. Finnegan

The College of Willium & Mary

Mildred Garcia

Montclair State College

Rodolfo Z. Garcia

Commission on Institubons of Higher Education
Kenneth C. Green

University of Southern California

James Hearn

University of Georgia

Edward R. Hines

Hlinois Staie University

Deborah Hunter

University of Vermont

Philo Hutcheson

Georgid State University

Bruce Anthony Jones

University of Pittsburgh

Elizabcth A. Jones

The Pennsylvania State University
Kathryn Kretschmer

Universitv of Kansas

Marsha V. Krotseng

State College and Unversity: Svstems of West Virginia

13:




George D. Kuh
Indiana Universitv=Bloomington

Daniel T. Layzell
University of Wisconsin Svstem

_ Patrick G. Love

Rent State l.'niverSﬁy '
Cheryl D. Lovell
state Higher Education Exceutive Officers
Meredith Jane Ludwig

American Association of State Colleges and Universities
Dewayne Matthews

Western Interstate Commission for Higher Education
Mantha V. Mehallis

Florida Atkintic University

Toby Milton

Essex Community College

James R. Mingle

state Higher Education Exccutive Officers

John A, Muffo

Virginia Polvtechnic Institute and Stue University

L. Jackson Newell

Deep Springs College

James C. Palmer

Hlinois State University

Robert A. Rhoads

The Pennsyivania Stare University

G. Jeremiah Ryan

ttarford Community College

Mary Ann Danowitz Sagaria

The Ohio State Eniversity

Daryl G. Smith

The Claremont Graduate School

William G. Tierney

University of Southern Calitornia

Susan B. Twombly
Eniversity of Kansis

Fheher Feiecation Feaderbip

13

125




Robert A. Walhaus

University of Hlinois—Chicago
Harold Wechsler

University of Rochester

Elizabeth J. Whitt

University of Hinois—Chicago
Michael J. Worth

The George Washington University

,_’(1 [s ‘
135




RECENT TITLES

Volume 25 ASHE-ERIC Higher Education Reports
1A Cultre for Academic Excellence: Implementing the Quality
Principles in Higher Educion
Jenn B Freed. Marvie R Ringman, e Jonatban 1 Fife

2. From Discipline to Development: Rethinking Student

- - Conduct-in Higher Education - -
Michael Dennels

3 Adcudemic Controversy: Enriching College Instruction
Through Inteliectual Contlict
Darid W fohnson, Roger 1. Jobnson. and Kerl A Snith

Volume 24 ASHE-ERIC Higher Education Reports
Lo Tenure. Promotion. and Reappointment: Legal and
Administritive Implications (951
Bevjamin Baez and fohm A Centra

2 Takmg Teaching Serioushv: Meating the Challenge of
Instructional Improvement (032
Micheael 3 Pardsen and Kenneth A Feldman
3 Fmpowering the Fucultv: Mentoring Redirected and Renew ed

(D33
Gave Lune and Dehbaovab | Cullon

1 Fohaneing student Learning: Intelleciual, Social, and
Frnotional Integration «9s o
e Goewdaell Love aond Patrick ¢ Lore
3. Benchmarking in Higher Edudittion: Adapling Best Practices
1o Improve Quahity (9551
Jeffrey W Alstete
0 Models for Improving, College Teaching: A Faculty Resouree
O30
Son I Trass
Experiential Learning in Higher Education: Linking Classtoom
dnd Community (937
Jeffrev A Cantar
]ostccessiul Faculty Development and taiiuanons The Com-
piete Teaching Portfolio (osxi
Jobn P Murray

Volume 23 ASHE-ERIC Higher Education Reports
. The Advisory Committee Advantage. Creating an PHeotive
strategy tor Programmaiic Ingprovement «9h
{ee Tepel
2 Collaborative Peer Review: The Role of Faculty in lmproving
Cotlege Teaching (v
Larmy Kews and Mhchoel 1Y Wageoner

I_I—I‘L'/H'P' Lducation {cadership l p

12-




128

A Prices, Productivity. and Inyesunent: Assessing Finangial
strategies in Higher Education (943)
Eduenrel P51 Jobn

t. The Development Officer in Higher Education. Toward an
Understanding of the Role <94 n
- - “Michael J-Worth e Jennes W Asp ff- - - - -

3. Measuring Up: The Promises and Pittalls of Performance
Indicalors in Hl_uh!r Education (9452
Gerdld Gaither: Bricnn P Neduwek, and Jobn [ Neal

0. A New Afliance: Continuous Quality and Classroom
Effectiveness (a0
- Mimi Wolverton

Redesigning Higher Fducation: Producing Drannatic Gains in
student Learning (947
Lion I Gerdiner

. swident Learning outside the Classroom: Transcendimnyg
Artficial Boundirices (o)
Geenge D KNub, Kaiie Branch Dodglas: Jou 1 Lend. aned
Jackie Ranmin-Gyurnek

Volume 22 ASHE-ERIC Higher Education Reports
1. The Department Chair: New Rofes, Responsibilities, and
Challenges o3
Neant T Seagren. John W Cresaell, and Daniel W W heeler

~

20 sexudl Harissment in Hhigher Educations From Contlict 1o
Communmity 932y
Robert Q. Kiges, Patvicice T Meerrell, aud Jodnune
N

3. Chicanos n Higher Education, Issues and Dilemmas for the
21t Centurny (933)
Adatherto Agnarre fr.oand Ruben O Marinie:

b Academic Freedam m Americin Higher Dducation. Righes,
Responsithilities, and Lumitations a3 n
Rubort K. Poch

3. Makmg sense of the Dollars, The Costs and Uses of Faculn
Conmpensation (93
Kathrvin X Moare and Marciyn | ey

6. Enhancing Promaotion. Tenure, and Bevond: Faculty
Sovidization as & Cultun] Process trsm
Willich 7 Tierney and Robert A Rivoads

New Porspectives for Mudent Atdaies Protessionals Taolving
Realities, Responsibifities, and Robes (o4
Petor 1 Ceardand and Thomeas W Grace

U




S Turning Teaching into Learning: The Robe of Student
Respensibility in the Collegiate Experience ads)
Todd M Davis cind Patricia Hithan Marvell

Volume 21 ASHE-ERIC Higher Education Reports
1. The Leadership Compass: Values and Fthics in Higher
“Fducation oy o 0 - e o : R
dobir B OWolcox coied Nusen Lo Ebhs

2 Prepanmg for o Global Communite: Achieving an Inter-
natonal Perspective in Higher Educaion o222
Servah A Prekernt

3 Qualitv: Transtorinmyg Postsecondan FEducadion (o240

Ellen Ferte Chafpee aid Tarercnce A Sherr
£ aculy foh satisfacrion Wonen and Mmoritios in Pepd «24:
Viertha Wraeard Tack aud Cavol Togent atitn

i

Recondibing Redus and Responsitbihines of Colleges and stu-
dents Ottensioe Specch, Wsembly, Dmg Testing, and Salety
|‘P_'§v

et Gibhbs

O Creatmg Dnsunetiveness Lessons from U ncommon Colleaes
and Uiy ersities calim
Betrbara K Tow nsend, Lo kackson Newcll and Yichael 1.
Worese

Insstuting b odering lonoyanons: Adueyvmg Contmeoy of
Change i Higher Fducation ca27,
Larbara K. corry

S Lrossing Pedagogical Oceans International Teaching
\ssistants in U s 4 nderaraduaate Education to2s
Roxslyn MO Sunth, Pagvicra Byvrd Gavle U Nelson Ralph
Pt Barreetl, g laviet O Gonstantindes
theher elncation [eadenbip 1240
17
tORYS




ORDER FORM
Quantity

25-4
Amount

Please begin my subscription to the current year's
ASHE-ERIC Higher Education Reports (Volume 25) at
§120.00., over 33% off the cover price, starting with
Repont 1.

Please send @ complete set of Volume _ ASHE-ERIC

HHigher Education Reports at $120.00, over 33% off the

cover price.

Individual reports are available tor $24.00 and include the cost of ship-

ping and handling.

SHIPPING POLICY:

* Books are sent UPS Ground or eqquivalent. For faster delivery. call for
charges. o S ]

o Alaska, Hawii, U8, Territories. and Foreign Countries, please call for
shipping information.

s Order will be shipped within 24 hours after reecipt of request,

o Orders of 10 or more books. call for shipping information.

All prices shown are subiect 10 change.

Returns: No cash refunds—credit will be applicd to Tuture orders.

PLEASE SEND ME THE FOLLOWING REPORTS:
Quantity| Volume/No. Title Amount

Please check one of the following:

. Subtotal:

{1 Check enclosed, pavable o GWU-ERIC.

I Purchase order attached. Less Discount:

V Charge my credit card indhcated helow:

- 3 \l*:kl " Uk.'\('!:tls(lmﬁ:l.::; ( Total Duc:
HENEEEEEREEREREN
Expiraion Dawe_

Newme _ _

Tile o

Institwtiony __ i

Adedress

ity Sele AP

Phone _ o by elex

Signature Date

SEND ALL ORDERS TO: ASHE-ERIC Higher Education Reports
The George Washington University
One Dupont Cir., Ste. 630, Washington, DC 20036-1183
Phoue: (202) 296-2597 ¢ Toll-free: 800-773-ERIC
FAX: (202) 452-1844
http://www.gwu.edu/~ecriche l 3 g




ISBN 1-878380-76-1

g "781878"380760

ns

LUBA CHLIWNRAK is a0 adjunct faculty member at the University
ot Phoenix, Park College. and Pima Community College. where
she teaches management classes in organizational culture,
behavior. and communicition as well as critical thinking. deci-
sionmaking skills. psychology. and sociology. Chliwniak has

200 vears of exprerienee in administrative positions in cducation

and social services, She exrmed a doctorate in higher educa-
tion administration {rom the University of Arizona Center for
the Study of Higher Education.

240

b

“ BEST COPY AVAILABLE

138




