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The purpose of this study was to examine the factors that cause womemnrggrcollege
executive leadership positions to detour from their original career plans. It looked at how women
leaders in community colleges responded emotionally, cognitively, and behaviorally to
interruptions/barriers in their career paths toward conitycollege leadership.

Phase | consisted of a series of telephone interviews with a sample of 22 women vice
presidents and presidents purposefully selected from across the United States. The purpose of Phase |
was to gather i nf orpereeptiopns of evansdhattcauged teemuoceither pud s
their careers on hold or to forego advancement temporarily.

Phase Il consisted of a survey based on the trends identified from the interviewsfikzeghty
women in executive leadership positions at camity colleges were asked to select responses that
best described their personal experiences with career detours. The purpose of Phase Il was to
understand the roles that age, support groups, attitude, and personal inner strength played in surviving
careerdetours for these women. A ebjuare testvas used on responses to pairs of questions to
determine if the distribution of these paired responses could be explained by chance alone.
To investigate the effect of agpelingecarabr exper i e
detours, the response data were analyzed using a sereseoftt s on t he proport
answers.

The findings from this research indicate that with the exception of needing an
advanced degree to move ahead professionally, women léaderamunity colleges faced
many of the same career roadblocks and detours encountered by women in the corporate

world. What distinguished women in community college leadership was their optimism that

they would be successful even though it might takgdomo reach their career goals than



they originally planned. Their optimism was based on support from family and colleagues,
emotional intelligence and endurance, experience and wisdom that come with age, the

acceptingenvironment of community collegeand a resilient inner strength.
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CHAPTER |

INTRODUCTION

A few decades ago, it was almost unthinkable to imagine a woman as the
president of an vy League college, the editor of a national magazine, an astronaut, a
Supreme Court justice, or agsidential Cabinet member. The reality today is that
women are eager and highly qualified to fill these positions and many more, including
executive leadership positions in community colleges. An artidBommunity College
Weekillustrates the progresgomen have made in assuming executive leadership
positions in community colleges.Within all higher education institutions, including two
year colleges, the percentage of women presidents doubled between 1986 and 1998, from
9.5 percentto 19 percent,acddar ng t o t he American Counci l
Women in Higher Education. The highest percerdag®.4 percerit are at community
colleges. A study by the American Association of Community Colleges shows that one
third of all community college presides hired during the 199%998 school year were
women. (Lane, 2002, p. 5)

Obviously, women need to be ambitious if they want to advance their careers.
Anna Fels, author dflecessary Dream2004),studied what ambition means for women.
After extensive iterviews with articulate and we#lducated women, she came to the
conclusion that ambition for women and men is made up of content mastery of a special
skill and the appreciation of an evaluating and encouraging audience (p. 6). Gilbert Brim

(1992) expande n t hi s definition of ambition for

C



not content with what we already know and can do; we want action and growth
opportunities to explore our competence and mastery. Young or old, we want to be
challenged. We wanttoahpe, form, and build our own | iV

Fels (2004) defines recognition as fbei
experience and value in ourselves; it involves appreciation by another person that feels
accurate and meaningful tothereciptent( p. 9) . The aut hor notes
come as applause, a raise, a pat on the back, a change in title, a compliment by a boss or
coll eague, a good gradeodo (p. 13) . Fels (20
experience and skills is differefitom other forms of attention.

Il n her interviews, Fels (2004) discover
acquire skills and to receive affirmation for accomplishments are less present in women
than in mené. The di f f ecreate,ceeonfigse,andh how t hey
realizeétheir goalso (p. 6).

Fels (2004) summarizes her thesis by saying that when mastery of skills and
recognition are balanced, they form healthy and productive forces to fuel ambition (pp.

14-15). However, according to this &uo r AMany factors interven
under mine womené6és ambitions as they procee
idea of womenédés drive for success being in
for the conceptual framework tfis study the perceived career barriers that disrupt
womends drives to executive | eadership in

Research abounds on barriers to ambition for women in the corporate sector, but

with the exception of the 2002 doctoral research done biK&rdi Deitemeyer, now



provost at Kentuckyodos Gateway Community an
been written about those same obstacles for women who hold executive leadership
positions in community col | egaosga Dei t emeye
descriptive and analytic profile of female presidents in community colleges, identifying
perceived variables with potential to hind
college presidencies, measuring overall job satisfaction and idegtdgireer
aspirationso (Bagnato, 2005, p. 9).

In this study, women leaders in community colleges often experienced some of
the same barriers as their corporate colleagues, but somehow, many of them still got to

their destination® it just took longer tan they originally expected.

Conceptual Framework

Anna Fels is a practicing psychiatrist
Weill Medical College in New York City. She has written for New York Times Book
ReviewtheTimes Literary Supplemerrhe Nation, Sednd theScience Timesection of
theNew York TimesHer recentboodle c essary Dreams: Ambiti on
Changing Livesprovided the conceptual framework for this study of the factors that
intervened to altdri oors, hiemsdercivad rheyn v memhkdis
community college leaders and how women in both the corporate and educational sectors
reacted to these detours in their career plans.

In her interviews with women as well as with men, Fels (2004) found that

ambitionaml r ecognition are fAthe motivational el



al most any skillo (p. 6). When asked about

women responded in clear direct terms about the limitless possibilities of their dreams.

i | n lyraleo&athe childhood ambitions, two undisguised elements were joined together.

One was a mastery of a special skill: writing, dancing, acting, diplomacy. The other was

recognition: attention from an appreciatiyv

honoro (Fel s, 20014, p . 6) . The awthor cont

mastery was fundamental to ambition and seemed nearly incontrovertible. Without

mastery, a picture of the future iIsnd6t an

fateo (Fel s, 2004, p . 7) . The aut hor summ

that can be worked toward by the devel opme
Fels (2004) goes on to say, fDwdafng a th

The delight provided by mastering a skill repays the effort of learning it. But the pursuit

of mastery over an extended period of time requires a specific context: An encouraging

audience must be present f or statdsihisl s t o dev

assumption another way when he summarizes the motivation theory known as

expectancy theory. He says, AThe strength

on the strength of an expectation that the act will be followed by a given ouacahus

the attractiveness of that outcome to the

continue to drive toward their goals as long as they perceive that the outcome is

worthwhile. That drive is strengthened by recognition from an audience whosenopi

they value.



However, when Fels wanted to talk about ambition in the adult lives of the

women with whom she spoke, she found that they were extremely reluctant to mention

~

that specific word. AFor them, eamwbiti ond
aggrandi zement, or the manipulative use of
would admit to being ambitiouso (Fels, 200

considered ambition as a fnneddassXD@Hrpy5).and d

D

If women enjoyed mastering a skill as children and looked forward to recognition
for such mastery, why did they downplay their deserved recognition for mastery of career
skills as adults? Analyzing responses to her interview queskets(2004) concluded,

AWe are not used to thinking of recognitio

in adulthood. |l t6s nice when you gclfe it, b
goes ono (p. 7). H loroughoue aur, life, reognitionebp dthers y i s
defines us to ourselves, energizes us, dir

Individuals naturally expect recognition for their career accomplishments from
their close families and friends, but it is in the lpubphere that women tend to shun the
spotlight -wanddgdyeefibhsohnyge, contradictory,
explain their career success (Fels, 2004, p. 4). They use euphemisms about being able to
take advantage of an opportunity, beinghe tight place at the right time, having good
l uck, doing onebés personal best, or doing
Graham, publisher of thé&/ashington Postis an example of the contrast between how
women and men view recognition. Grahemm ok a A hi ghly principl ec

Watergate political crisis [when] she chose to publish information despite potentially



severe | egal repercussionso (Fel s, 2004, p

courage for backing our editors in YW¥egate. The truth is that | never felt there was much

choice. Courage applies only when there 1is
water in the middle of the current, ther e
contrast, her editor, Ben8rd | e e , fwho did not have to mak:

responsibility for publishing the Watergate story, expressed no such compunction. He
felt free to take pleasure in and credit f
sai d, faltée Wosdward and Bernstein like prosecutors, demanding to know
word for bloody word what each source had said in reply to what questions, not the
gener al meaning but the exact word%). Then
This example illusates that men expect and accept recognition for their
accomplishments, but women often deny that they pursue or take pleasure in the
recognition or power that their work produces (Fels, 2004, p. 24).

Why do successful women like Graham deny their needetognition that their
mastery brings them? Fels (2004) contends that although women feel like they have
broken through the figlass ceiling, o there
and private spheres:

Women are facing the reality tha order to be seen as feminine, they must

provide or relinquish resoura&sncluding recognitiod to others. It is difficult

for women to confront and address the unspoken mandate that they subordinate

needs for recognition to those of otl@sarticularly men. The expectation is so

deeply rooted in the [white, middle cl a
largely unconscious. (p. 48)



Fels (2004) scoffs at the idea that wom
and styl eo )andthereiore, mo nptphave theGsame needs for recognition as
their male counterparts. The author continues to counter the argument:

Women, after all, may be just less interested in personal attention than men. Or

maybe they si mpl ywpedda redgnition that menatbve fortlt t h e

has been suggested, for example, that women have a greater capacity for empathy

than men, making it more painful for them not to gratify the wishes of others or

relinquish coveted resources. (Fels, 2004, p. 40)

Thus, for women recognition becomes an intangible but vitalizing element in their
professional and personal development. It is often denied them because of the conflicting
roles they are expected to play unconsciously by both society and by thentSélkes.
the path to a womands career goal is inter
either seHimposed or pressed on her by outside forces beyond her control.

Using Felsd work with the role of recog
conceptial framework, this study looked at what women in both the corporate and higher
educational sectors perceived as detours and temporary barriers to their ambition or

career goals, especially women in executive leadership roles in community colleges, and

howthey dealt with those barriers as they sought to fulfill their ambitions.

Statement of the Problem



There are numerous studies on the subje
ambitions in the corporate sector; however, little has been done tatiséutyfillment
and accompanying barriers to intended career paths for women in the community college
setting. The problem for this study was to describe the patterns and the results of
temporary barriers to intended career paths for women in execldoker$hip positions

in community colleges.

Research Questions

1. What factors cause women in community college leadership positions to detour

from their original career plans in community college administration?

2. A. What do women in community college extee leadership perceive as

intervening factors diverting, reshaping, or undermining their career plans in
community college executive leadership?
B. What are the similarities and dissimilarities with women in executive?

leadership positions in the corporate sector?

3. How do women leaders in community colleges respond emotionally, cognitively,

and behaviorally to interruptions/barriers in their career plans in community
college executive leadership?

4. What lessons do women leaders in community colleges and business say they

learn from these interruptions/barriers?

Assumptions

One assumption for this study was that many women in dpper community

college leadership perceived that they feakd barriers to their career plans at some



time during their professional careers. Another assumption was that this group of women
leaders would be willing to share their experiences in order to foster leadership in others.
Yet another assumption wHsat these women did not psychologically bury their

reactions to the barriers to their ambition as an attempt to achieve the perception of strong
leadership (Katie Paine as cited in Maxwell, 2000, p. 184). A final assumption was that
women in community ctége executive leadership turned the obstacles to fulfilling their

career plans into learning experiences.

Operational Definitions

For Fels (2004), ambition is often born in the childhood dreams of mastering a
skill or skills (p. 6), but as individualsature they realize that ambition is more
complicated. This author points out that several steps must occur in the development of
oneds ambition. First, A[imagine yoursel f]
outside the domestic sphere. Creaamgambition is a fundamental part of forming your
identity, and once that i s done, you must
must have the motivation to pursue your ambition over time and in the face of inevitable
obstacleso | Fe73). 2Bi0dal | vy, ASuch continue:
goal i s worth attaining and that you perso
(Fels, 2004, p.73). The author notes the need for recognition meshes early with ambition
anditsaccompl i shment . AThe recognition of one:
sense of identity, personal worth, and social inclésibnasi ¢ cor ner stones i

(Fels, 2004, p. 36). In other words, people need to be noticed for their accomplishments.



Recognition, according to Fels (2004), means being valued by others for qualities
that they experience and value in ourselves; it involves appreciation by another person

that feels accurate and meaningful to the recipient. Because recognition affirms a

personds individual experience or accompl i s
attention (p. 9) . The author states, NfRec
recognition, praise is often givee for a t
about é. Prai se, in contrast t®&inwhickhagiti ti on,
has no i mpacto (Fels, 2004, p. 10) . I n oth

emotions. Even on a small scale, the impact of the combination of théowrsdster a
skill, the expectation that the skill can be mastered, and a source of true recognition can
be tremendous.

Fels (2004) feels that when individuals are denied the recognition that they need
to continue to pursue an ambition, they feel that theibition is interrupted.
Unintentional career interruptions are par
notes that women feel the anguish of interruptions to their ambition more than men
because of the roles they are expected to play idleadass white society. As a result,
women often have to deal with detours in their career plans (p. 47).

A career detour is often an event or series of events that causes individuals to
leave the workforce temporarily or permanently. Hewlett and L2@@5) list some
examples of events that might pull women from their career paths: marriage,
childbearing, health crises, financial problems, divorce, or loss of a loved one (p. 44).

Women indicated that in addition to those events that pulled them avmayHear career,

10



there were some factors that tended to push them into a career detour. Examples included
jobs that were not satisfying or meaningful, lack of opportunity, and overly demanding
work (Hewlett and Luce, 2 Oburby worlg of evdryday . nOf
life, most women are dealing with a combination of push and pull féctond one often
serves to intensify the othero (Hewlett an
One of the push factors in womenda@as | ive
brief description of the term:
The term fAglass ceilingo was coined in
corporate womené. The glass ceiling is a
barriers faced by women who attempt, or aspire, to attain sessdions (as well
as higher salary levels) in corporations, government, education and nonprofit
organizations. It can refer to racial and ethnic minorities and men when they
experience barriers to advancement. (Society for Human Resource Management,
2004,p. 2)
For the purpose of this research, the glass ceiling is discussed in reference to women in
business and higher education. The glass ceiling is partially a result of the way white
middle-class Americans define femininity. Women are expected toretagars of
family and even colleagues first and managers second.
Nunley and Mud (2005) cite a study by the University of Exeter claiming that
although women may have broken through the glass ceiling, many find themselves on the
gl ass c | i fefstodotentrally siskytoepreoariausepositions of leadership
occupied by women. Women on the glass cliff are in danger of being held responsible

for negative outcomes that were set in motion before they took on their current leadership

roles (Nunley ad Mudd, 2005, p. 3).

11



Fels (2004) comments that society has i
femininity isé. Many of the meanings we att
necessity, however, the definition of femininity is clearly spelledropsychological
studies of gendero (p. 48). The author no

The frequently used Bem Sex Role Inventory (BSRI) was designed to reveal traits

of femininity in American society. The following traits were chosen by

participants in the BSRI to define fermity: yielding, loyal, cheerful,

compassionate, shy, sympathetic, affectionate, sensitive to the needs of others,

flatterable, understanding, eager to soothe hurt feelings;spafiken, warm,

tender, gullible, childlike, does not use harsh language, Ioliédren, gentle(p.

48)

According to Fels (2004), societyods per
characteristics leads to stereotyping women as less focused on fulfilling their ambition
than men (p. 49).

A stereotype is a group concept helddme social group about another. Itis
based on simplification, exaggeration or distortion, generalization, or presentation of
cultural attributes as being normal. Common stereotyping includes a variety of
allegations about groups based around race,atpyrsexual orientation, nationality,
religious belief, and sometimes profession and social class (Creating Stereotypes, 2002,

p. 27). There are also positive stereotypes about groups, some of which can work against
women of ambition. The positive trai$ being a good listener, a nurturer, and a loving
person cause women to be looked upon as less committed to their careers than men. On

the other hand, these same traits are signs that women have learned the importance of

being aware of the many nuanagemotional intelligence.

12



In his book entitledMultiple IntelligencesHoward Gardner (1993) describes
emotional intelligence as two forms of personal intelligénicgerpersonal and
intrapersonal . I nterper sonal therpebpelwhatge nc e
motivates them, how they work, how to work cooperatively with them (p. 9). Gardner
(1993) continues to define interpersonal i
inward. It is a capacity to form an accurate, veridical model e$elfiand to be able to
use that model to operate effectively in |
Aknowl edge of the internal aspects of a pe
range of emotions, the capacity to effect discrimimatiamong these emotions and
eventually to label them and to draw upon them as a means of understanding and guiding
onebdbs own be2bpvioro (pp. 24

In his book,Emotional Intelligence Dani el Gol eman (1995) b
definition of intrapersonahtelligence. He defines emotional intelligence as the
emotional skills that include sedfwareness; identifying, expressing, and managing
feelings; impulse control and delaying gratification; and handling stress and anxiety (p.
259).

In another bookWorking with Emotionalntelligence Goleman (1998) says that
not only is emotional intelligence important for leaders to possess, but they also need
emotional competence. AOur emoti onal i nt el
the practical skillsitat are based on its five elements:-s@lfireness, motivation, self
regul ation, empathy, a nd -289).dcelpntamoprdirsues) n r el a

AOur emotional competence shows how much o

13



onrthejob capabili i es o0 ( p. 25) . Emoti onal competence
turns his/her career detour into a stepgstane or a stumbling block to success.
According to Moxl ey and Pulley (2004),
individual characteristicsthatan be devel oped at any ti me i
active process of setfghting and growth that helps people deal with hardships in a way
that is conducive to developmento (p. 186)
characteristics afesilience is that it permits people to weave the difficult experiences of
their |ives into a | arger sense of purpose
as they really are and deal with them in a constructive way is another trait of resilient
peopl e. Still another is fAthe ability to
with whatever resources are ai87)hando ( Mo x|
The women in this study sought recognition for their achievements but were
frequently blaked by career detours, by stereotyping, by the need to improve emotional

intelligence and endurance, and by an ingrained definition of femininity.

Study of Methodology and Procedures

The descriptions of the patterns ahd tesults of barriers to perceived career
plans for women in executive leadership positions in community colleges was the result
of atwophase qualitatvg uant i t ati ve study empl oying fst
involve collecting data either simultanesbyior sequentially to best understand research
probl emso (Creswel |, 200 3, p . 18) . Phase |

purposefully selected informed respondents holding executive leadership positions in

14



community colleges throughout the UnitStates. Phase Il consisted of an electronic

survey instrument sent to a similar purposefully selected group of respondents.

Phase I: Qualitative Interviews

Phase | interviews were conducted by telephone with 22 women who were either
community colleg presidents or vice presidents. They were chosen from membership
lists from the American Association of Community Colleges, the National Alliance for
Community and Technical Colleges, the National Council for Instructional
Administrators and other prof@snal organizations. Each respondent was asked the
same series of nine questions (see appendix A). The interviewer recorded the responses
during the telephone conversations.

The purpose of the interviews was to determine if women leaders at community
cadleges felt they had to deal withtervening factors that diverted, reshaped, or
undermined their career plans to achieve their current positions.

The intervieweesd responses were coded
into lists. The first list dealwith general themes involved in perceived interruptions to
career plans, and the second list dealt with lessons learned from such experiences that
tended to change, reshape or hinder career plans for women in executive leadership
positions in community ctdges. These general themes provided the foundation for the

survey questions that were subsequently developed for Phase II.

Phase II: Quantitative DataSurvey Instrument
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A 31-item survey was used to examioeriers to perceived career plans for
women in executive leadership positions in community colleges. Informed respondent
interviews in Phase | helped guide the development of the survey questions in Phase II
(see Appendices B and C).

An informed respondent list of 248 community college viceipients and
presidents was compiled using the membership lists used in Phase I. In addition,
community college World Wide Web sites, readily available through the Internet, were
used to identify women in executive leadership positions.

The survey questi@focused on career aspirations of respondents as young
children, respondentsd desires for recogni
perceived barriers to career goals as adults, reactions to perceived career barriers, and
lessons learned from exjencing one or more career detours.

The purpose of this survey was to provide quantitative data to help identify
perceived barriers to career aspirations for women leaders in community colleges across
the United States. In addition, it was used to ifiettpically unconventional ways that
women sought recognition for their achievements as adults. Also, this survey sought to
find out how women in executive leadership positions in community colleges handled
career detours and the lessons they learmed finese experiences. Finally, the survey
collected demographic information on each respondent in order to see if there were any
trends in perception of barriers to career

experience as community college leaders
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The surveys were sent to the informed respondents electronically as a Web link in
the body of an-enail that introduced the purpose for the survey and invited recipients to
participate. At the end of two weeks, a reminder was sent to all recipieitshevgoal
of prompting those who had not yet completed the survey to do so. A second reminder
was sent two weeks after the first. Finally, at the end of two more weeks, hard copies of
the survey were sent via mail to 50 randomly selected women on tloadesp list. At
the end of another two weeks, the survey was closed.

Inferential statistics were used to compare the differences between the variables.
Basically,chis quar e was used to see iIif the data fi
chi-square testneasures the degree of disagreement between the data and the null
hypothesis (McClave and Sincich, 1997, p.
measures the difference between the actual frequency you got and the frequency that you
wouldhaveegect ed by chanceo (-94aareteilsuswhéiherdwo p. 1 -
variables are associatedo (Nardi, 2003, p .

This test was used on responses to pairs of questions, and the goal was to
determine if the distribution of these paired responsakide explained by chance
alone. In this study, all ctsquare tests were carried out with one degree of freedom and
a significance level of 0.10 (90 percent confidence). Ultimately, the results of the tests
were compared to the trends developed froenrRhase | to see if statistical evidence
backed up the responses of the participants in the interview.

For all such tests the following general hypotheses were used:
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e Null: The pattern of answers to the two questions under consideration
could be explainechtough a bivariate binominal distribution, using
probabilities based on the fraction
e Alternative: The pattern of answers showed some degree of dependence
that could not be explained by the above distribution. Whether this
dependence was positive (both Anod o
and one Ayeso) would be determined t
To investigate the effect of age and ex
career detours, the response dedae analyzed using a series-0és$ts on the proportion
of Ayeso answer s. Responses were broken wup
experience), and independesampling test procedures were used on each pair of sample
proportions. This methibwas used instead of an analysis of variance because the sizes of
the samples were markedly different from each other. In addition;sgjahre test was
not used because some of the sample sizes were small enough to make the results
unreliable.
The following general hypotheses were used for #asts, considering two
age/experience groups at a time:
e Null: The proportions of fAyesodo answe
between groups.
e Alternative: The proportions of HAyes
The null hypothesis in each case was that the two proportions being compared were

equal; the alternative hypothesis was that they were different, meaning that the two

18



groups held different attitudes concerning the question of interest. This particular
appoach required the use of a ttanled ttest.

A significance level of 0.10 was used for all tests, and the degrees of freedom
depended on the number of data points in each sample. This level was chosen instead of
the customary 0.05 due to limitations ioged by small sample sizes. A preliminary
estimate of 95 percent confidence interval
number of cases in which the interval boundaries fell above 1 or below 0 (both physically
impossible). Therefore, the simpl@emedy was to narrow the confidence limits.

For the above analysis, the age data were broken into three groups as follows: 30
39 and 4049 together, 59, and 6659. This was done because only one respondent fell
into the 3039 age group. The three kg of experience specified in survey Question 6
(0-5 years, 610 years, 11+ years) were used as given, since the numbers of respondents

in those three groups were not as unequal as in the age calculations.

Accuracy of Findings: Validity

Nardi (2003)s at e s, AvVvalidity i s about accur ac
operationalization is correctly indicating
of determining iIif the measures you use are

triangulation as a means to ckenformation collected from different sources for
consi stency of evidence across sources of
interviews, observation, and document revi

Creswell (2003) reminds the researcheo f t he i mportance of #fthe
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steps they will take in their studies to c

(p. 195).

Construct Validity

According to Nardi (2003) , AA construct
idea that typically has numerous ways to m
of barriers to career goalsdé accomplishmen

experiences are the complex ideas being measured. Nardi (2003) gosapn
AConstruct validity is based on actual res
data have been collected and statistically analyzed. Then this information is valuable for

the next time someone proposes research on this topic andas@mpaizing similar
variableso (p. 50). To insure accuracy 1in
crossreferenced. These sources included related literature, interview responses, and

survey data.

Internal Validity

The researcher looked foasual links and/or explored plausible or rival
explanations and attempted to carry out patteatching and explanatieouilding to
enhance internal validity by maintaining a rich description of interview content, processes

and patterns of behavior.

External Validity
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In this study, the generalization of the research was strengthened through the use
of the survey instrument. A twphase method of collecting data worked to ensure a
substantial return rate from selected women in executive leadershiprzoat
community colleges. Generalizations from interviews were crosschecked with the
frequency of responses emerging from the survey data in Phase II.

Triangulation was used to crosscheck the interview data with survey data and with
current literaturd see Table 1.1). According to Merte
checking information that has been collected from different sources or methods for
consi stency of evidence across sources of
methods can beombined to study a topic (often ternteidngulationwhen two or more
measures or methods are used), and several of them share similar procedures, sampling
strategies, and ethical considerations (p. 14). Creswell (2003) notes that triangulation is
the mos frequently used strategy and the easiest to implement when the researcher is
checking for accuracy of findings (p. 196). The issue of bias was minimized by piloting
the survey instrument with 20 women in leadership positions at Central Piedmont

CommunityCollege in Charlotte, North Carolina.

| Research Question | Interview | Related Literature | Survey
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Question 1: What factorg Question 1 yes Question 10
cause women in Quegion 11

community college Question 12
leadership positions to

detour form their original

career plans?

Question 2A: What do Question 4 Question 19
women in community Question 9 yes Question 26
college executive Question 28
leadership perceive an Question 29
intervening factors Question 30
diverting, reshaping, or

undermining their career|

plans in community

college leadership?

Question 2B: What are Question 20
the similarities and yes Question 21
dissimilarities with Question 22
women in executive Question 23
leadership positions in Question 2

the corporate sector? Question 27
Question 3: How do Question 2 Question 13
women leaders in Question 6 yes Question 14
community colleges Question 7 Questiam 15

respond emotionally, Question 27
cognitively, and Question 31
behaviorally to

interruptions/barriers in

their career plans?

Question 4: What lesson Question 3 Question 16
do women leaders in Question 5 yes Question 17
community college and Question 8 Question 18
business say they learn

from these

interruptions/barriers?

Table 1.1

Crosswalk Strategy: Triangulation of Research Questions and Research Methods

Accuracy of Findings: Reliability
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This research foll owed the design sugge
approach, obtain themes and specific statements from partiédpartsn t he next ph
use these statements as specific items and the themes for scales to create a survey
i nstrument that is grounded in the views o

research should be possible using similar procedures apdsedul samples.

Historical Review of Related Literature

Abraham Maslow, author dflotivation and Personality1987) and one of the
founders of humanistic psychology, developed a theory of motivation called the Basic
Need Hierarchy in which he rankebysiological needs as the basic drives that motivate
humans. He believes that after physiological needs are satisfied, still other needs emerge,
including the selfactualization need. Maslow makes the following comment:

It [self-actualization] referstp e o p| e 6 s dfdfiiment,emanmfelpthe s e | f

tendency for them to becomeéeverything

specific form that these needs will take of course vary greatly from person to

person. In one individual they may take the fornthefdesire to be an excellent

parent, in another they may be expressed athletically, and in still another they may

be expressed in painting pictures or in inventing things. (p. 22)
Theneedforselact ual i zati on might be beliavanthat 1 ambi
all individuals have the desire to develop their skills to the greatest potential.

Anna Fels (2004) concluded that as children, both boys and girls have ambitions
involving Atwo undisguised el emamladagge oi ned

hel ping of attention in the form of an app
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that over time women tend to change their early childhood dreams for recognition and
defer to men who openly seek and enjoy recognition for their acsimants (p. 207).
Douvan and Adelson (1966) saw the defer
adolescence. They conducted two national interview studies through the Survey Research
Center at the University of Michigan in 1955 and 1956 first on middies adolescent
boys and then on middidass adolescent girls (p. viii). Sponsored by the Boy Scouts
and Girl Scouts of America, the research team interviewed 1045 boys, atjécthd
2005 girls in grades-62 about the adolescent experience, includiamns of their
future achievements (p. | xhassboyshaedgislsplady f ou
to go to college and to train for professi
class boys see their future jobs as sources both of intsatsfaction and of
achievement opportunities...Middbdass boys state the interest of the work and the
rewards of | eadership and recognition to b
On t he ot he rclass girfs did notfdistingliishkereselves by a preoccupation
with individual achievementé. They want O6in
able to work with people or help others (pp.®2 3) . The researchers f
leadership, high pay, and status were among the chartacsetiiey consider least
i mportant in choosing a jobo (p. 323) .
Douvan and Adelson (1996) make the following comments on the role of
ambition in adolescent girlsé |ives:
On the one hand, there is the general prescription that no matter what talents the

girl may possess, she should in all cases of serious conflict prefer the feminine
goals of marriage and childcare to individual goals outside these areas. On the
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other hand, if she makes a clear choice in either direction, the girl in our culture is

likely to feel somewhat uneasy. If she remains single and devotes herself to a

profession, she feels that she has failed as a woman since our culture recognizes

only one path to feminine fulfillment. (p. 34)

Ninety-five percent of the adolescent girls intervesihchose occupations that
demanded modest commitment and which required few skills, or they chose jobs that
implied no career commitment at all. These girls seemed to be dominated by the theme of
fulfillment of the feminine role, leaving only five percesftthe girls choosing careers
that required Astrong commitmento (Douvan

Fels (2004) makes the following comments about the findings of the landmark
Douvan and Adelson study:

Seen from a different angle, however, the fact tharsent of the girls

interviewed by Douvan and Adelson in the 1960s entertained realizable

professional ambitions was a huge step forward. Throughout the firshinge

of the twentieth century a small but growing number of women did in fact

actively pusue cultural, professional, and political careers. Yet despite their

daring and innovative historical roles, the paradigm of the selfless narrative

persisted. (p. 24)

Darley (1979) studied the differential career achievements in women and men.
Shenotes A The particular nature of a given soi
real or i magined other peopl e, can shape t
377). This presents problems for ambitious women. Prior to the Industrial Rewplut
womends rol es wed muséwifa and mothewr eHoweved with then e d

advent of good childcare facilities and other organized programs for children, 21st

century women have the opportunity to pursue career goals. The freedom can cause a
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conf ict for women. Darl ey notes, nPeopl e ar
successful career woman has an aggressive, competitive nature, rather than she is simply
capable of behaving in an aggressive, competitive way where her immediate role requires
such behavioro (p. 381). The author conc
success in her occupation is assumed to be necessarily lacking as a mother, then it is clear
that working women are in an unresolvable
UsingDouvarand Adel sondés study and professio
contends that women postpone the satisfaction of personal ambition in order to fulfill
middlec | ass societyds idea of femininity. Th
listeners and nurturgioften interrupt their ambition. The work presented here studied
how women in executive leadership positions in community colleges handled the issue of
interrupted career paths frequently associated with maintaining femininity contrasted to

their counteparts in the corporate sector.

Limitations of Study

One limitation of this twepronged study was researcher bias during the interview
stage. Mertens (1998) notes, AOn the basi
the research, researchecsept the responsibility to interpret the data and use it as a basis
for theory generationo (p. 171). The resea
support an emerging theory. Shipper and Di
encoding and deding problems in interview studies that leave room for interpretation

and erroro (p. 332).
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Since a telephone interview was selected as a data collection method, the
interviewees did not provide a totally unstructured interview such as might be found in
the ethnographic sense (Mertens, 1998, p-II7ZDand 323). Time was a limitation in
the qualitative phase of this study due to the busy schedules of the women community

college presidents and vice presidents who were interviewed.
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CHAPTER Il

REVIEW OFLITERATURE

Women in executive leadership positions in education and in the corporate sector
often face career detours. They have to postpone personal deadlines for reaching their
career goals, or they feel the necessity to change those career gsales@arch studied
perceived barriers to intended career paths for women in executive leadership in the
community college setting and womends reac
was to describe the patterns and the results of barriers to idteaeer paths for their
numbers in the corporate sector as well.

In a study of 61 higtachieving women who were midnd seniotevel
manager s, Ruder man and Ohlott (2002) wante
traveled, why they traveled there, how theveled, and the hazards they encountered
al ong t he wa ydepth(ngervidws and subsequent anatysis, the researchers
developed a list of underlying forces guiding personal choices anddffsda the lives
of managerial women (p.5). Isalan, balancing family and career, dealing with
stereotypical |l abels, and | earning to work
examples of some of the forces that affect the career of women in the corporate sector

and, in turn, affect the amount or readgn they receive.
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In 1999, Barbara Tedrow and Robert Rhoads did -alepth study of 30 senior
women administrators in community colleges in the Midwest. Their research focused on
how these women viewed themselves in their leadership roles withtormaunity
college: the challenges they faced, their perceptions of gender issues within their
organizations, and how they managed the intersection between their professional and
personal lives (p. 4). They came to the following conclusion:

Each senior wman administrator who adapted or conformed to traditional

standards held important positions at her college. Each found herself, however, in

a double bind: By breaking with relational norms expected of women, the women

who adapted were isolated from otleymen. Paradoxically, although they

conformed to male norms of leadership, they nonetheless were never fully

accepted by the men simply because they were women. (p. 8)

The opportunities for women to achieve their career goals and the accompanying
recogrtion have increased dramatically over the last century. Anna Fels (2004), a
practicing psychiatrist and faculty member of the Weill Medical College of Cornell

University at New York Presbyterian Hospit

whole new, Wtal aspect of life. They could freely pursue ambitions and were no longer

automatically relegated to the role of | ov
adds, AMany factors intervene to divert, r
theypra eed t hrough their adult |liveso (Fel s,
womends ambition in some fashion is the ca

either pushed or pulled into detours form their career paths.
Hewlett and Luce (2005sak s ome i nteresting questions

across sectors, what is the scope of thisoopfdetour] phenomenon? What proportion
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of professional women take efimps/detours rather than continue on their chosen career

pat hs?0 ( py highl¥uccessfuFveomenndaciding to take a career detour is

di fficult. Fels (2004) points out, nAWe al
and mastering skills for the sheer delight
36) . A nedvpmenh Haveensested heavily in their education and training. They have

spent years accumulating the skills and credentials necessary for successful careers. Most

are not eager to toss that painstaking eff

Howeve , as Fels (2004) reminds the reader, i

or undermine womends ambitions as they pro
Hewlett and Luce (2005) reported on a 2004 survey sponsored by The Center for

Work-Life Policy, a New Yorkbased nofor-profit organization designed to gather data

on highly successful women and their <caree

Interactive, comprised a nationally representative group of highly qualified women,

defined aghose with a graduate degree, a professional degree, or-adnghs

undergraduate degree. The sample size was
In an article for thédarvard Business RevigwWewlett and Luce (2005) describe

the results of The Center for Wetkfe Po |l i cy sur vey. i Mrampyat wo me n

some point on their career highway. Nearly four in ten highly qualified women (37%)

report that they left work voluntarily at some point in their careers. Among women who

have children, that statisticriseso 43 %0 (p. 44). The authors

women away from their jobs including caring for elderly parents or other family

members, reported by 24 percent of the women surveyed, and personal health issues,
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reported by 9 percent of the suruvegpondents (p. 44). These instances are examples of
highly qualified women being pulled off the career highway.
Fels (2004) contends that the family issues that force women to postpone or even
change their professional goals can be described as tla¢ m@ssure to be feminine.
She summarizes:
Although women are no longer denied access to training in most types of careers,
they have come up against what seems to be an even more powerful barrier to
their ambitions. In both the public and private speewhite, middlelass
women are facing the reality that in order to be seen as feminine, they must
provide or relinquish resoura&sncluding recognitiod to others. It is difficult
for women to confront and address the unspoken mandate that they isateordi
needs for recognition to those of other
the culturebds i deals of femimwkBnity that
Pascall, Parker, and Evetts (2000) supp
also impirge on career choice. The domestic division of labour still gives women prime
responsibility for child care and makes singiended commitment to career expensive
for women and those who depend on themo (p
For instance, a recent article in f@karlotte Observequoted Nancy Pelosi,
newly elected Speaker of the United States
Congress is going to be abadb)tTheatidlelfodusesno ( O

on the number of women in Congress, their agér, thelifications, and their confidence

that they could represent their constituents well. The article continues:

Once women decide to run for office, they are just as successful as

mené. However, women are much | ass | i kel
Women are much more likely than men to be responsible for childcare, and that
doesndét always fit into the wusually <cha
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Congressé. Pelosi, 66¢é.waited unti/l her

before she ran for Congresspath followed by many women. (Ohlemacher,

2007, A1315)

Childcare issues continue to affect womenbo
America and in higher education but also in politics.

Hewlett and Luce (2005) point to a disturbing treiifd- ar ge number s of
gual i fied women [are] dropping out of main
the following examples of highly qualified women who left their dynamic careers:

Brenda Barnes, the former CEO of PepsiCo, gave up her megawnest to

spend more time with her three children; Karen Hughes resigned from her

enormously influential job in the Bush White House to go home to Texas to better

|l ook after a needy teenage soné.Lisa Be

60 Minutesseg ment , was buil ding a very success

been president of the law review at Stanford and went to work for a prestigious

law firm. She quit after she had her first baby three years later. (Hewlett and

Luce, 2005, p. 43)

The difficulty of integrating career and family is not unique to the United States.
AAccording to a survey of women managers i
Institute of Personnel and Development in 2002, 27 percent of female managers point to
family commitment s as a career bl oc-R8&)r 06 (Ruder man,

Elder care sometimes causes a career detour for women in the corporate sector.
Although not the primary caregivers, many women have to figure out how to provide the

day-to-day care needed by older fdyrmembers. They have the responsibility of

nurturing and nursing their parents (Ruderman and Ohlott, 2002, p. 181). This is an extra
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emotional challenge when a woman is an only child with no siblings on whom to depend
for help in caring for elderly pan¢s.

Certainly, personal health issues can cause detours in the path toward career goals
for successful women. Ko$%der (2003) quotes Jean M. Otte, the founder and president
of Women Unlimited in Manhattan, a company that provides leadership development
programs for women. AThese professional wo
they keep running |ike hamsters on a wheel
matches, sending their bossemails at midnight or thinking about doing one c& th
ot hero (p. 3.10) . I n a survey of 561 women
off and online networking group for women in business, and GLS Consulting of
Brookl i ne, Ma sfeuapeitantoeptotessipnal ivéimem suryeyed recently
saidthey have felt more stress at home and on the job since 9/11, and about 60 percent
said they have | ittle emoti onal-Fedet,2083ngt h |
p. 3.10).

Carol Gallagher (2000), author Gbing to the Top: A Road Map f8uccess
from Americads Leadipnogi nWosthreatanifgiledstastfiev e s
family tragedi es, and deat hs, di vorce or o
cause women to be pulled form their career paths. She tells the stangaflloRe, who
was in senior management at a major southern California department store when she was
diagnosed with malignant melanoma at age 32. Her doctors told her that if they failed to
remove the entire cancer or if it had advanced too far, she wm®uldoRe decided that

she needed to make changes in her hectic life, so she quit her job and took one closer to
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her home. She made a full recovery, but not without making some decisions that took her
of f her original <car esetrarttreadc kme Sohne as acyosmp |fie
(pp. 222223).

In contrast, sometimes, women are pushed off their career paths byehaidd
experiences such as jobs that are not satisfying or meaningful, lost promotions, or lack of
education. In 2003, Betsy Bemdaguit as president of AT&T after the company decided
not to split off its $11 billion consumer unit with Bernard in charge. Her experience was

summarized in an article Fortune(2003):

Bernard toldFortuneon t he day AT&T annieemocund her e
standal one traded company, which we dec
was surprising since Bernard is conside
executives, and a | oyal prot®g®e of AT&

AT&T presidencywith oversight of the $26.6 billion business unit, looked like a
great promotion, it was consolation after the company shelved plans to split off its
$11 billion consumer unit, with Bernard in charge. Seeing scant runway at AT&T,
Bernard decided to leavSellers, 2003, p. 50)
Women in the corporate sector perceive gender stereotyping as a barrier to
fulfilling ambition. They feel they must face situations in which decisions are made
based on perceived stereotypical female behaviors (Googins, 200Eqy.ih)stance,
AfMot her hood i sonsufmihgewhictshasegiven aise to shé perception that
women cannot be good workers and good moth
Yet another example of stereot-yping 1is
perfaming women in corporate American face workforce reductions, reassignment to

lateral responsibilities, and lost promotions as barriers to their career goals, in many cases

they face the fAglass cliffo HRMagamre t han t h
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(2004) states, AThe glass ceiling is a con
by women who attempt, or aspire, to attain senior positions [as well as higher salary

levels] in corporations, government, education, and nonprofit organigation ( i Gl a s s
Ceiling,o 2004, p. 2). A recent study by
are more likely than their male counterparts to find themselves in precarious jobs with

high risk of failure. The study argued that women who break thrthegglass ceiling

into senior management often find themselyv

2004, p. 17). The study found that in a time of crisis or business downturn, bosses

turned to women, Abel i evi ngympathgt t he perce
understanding and intuition will help turn
2005, p. 33).

Examples of women who fell from the gl a

given the job in 1996 of turning around Laura Ashley, which had @dmpounds in

| osses. Her U. S. expansion plans were a di

2005, p. 33). Another example of a woman who fell off the glass cliff is Michele Jobling.

She fApaid the price forréndbi wgatosatem fob

Spencer. She was ousted in October 2002 af
Another push factor for women in the corporate sector is a lack ctieftied

support systen@s mentors and networks. Accordingto Rudma n and Ohl ot t (2

traditional Western society, a woman defines her identity through attachment and

intimacy, organizing and developing her sense of self in the context of her important

rel at i ons HR MagazindRQ®d4) mehtons.the laak mentoring for women:
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Opportunities for promotion often favor men due to the developmental prospects,
such as mentoring and networks. Women may not have full access to informal
networks men use to develop work relationships in the company, and these
networks often tend to exclude women due to the nature of their activities or the
perception that these are fAimale activit
Kennedy (1998) quotes Dr. Barbara Moss, author and career development expert,
who f ol l ows u ptlefactofstateplaye suehasethe @wsilability of mentors.
Recent research at one |l arge firm into why
positions found that a major roadblock was that women did not have mentors the way the
highpot ent i al 4gmen di do ( p.
It is not unusual for women leaders to feel like they have no place where they
belong. They struggle with a lack of mentoring as well as with the fact that they have to
be careful about what they say and to whom. Ruderman and Ohlott (2002) comment,
fiThese limitations may be greater for women than for men at a given level, as women are

often stereotyped as more vulnerable, than men to begin with. In addition, there may be

few i f any female peers to get ffelBd®back fr

What are the emotional, cognitive, and behavioral responses to career detours and barriers to success for women in
corporate America? From the survey designed to study the role-@offs and omamps for highly qualified women conducted by
Har i s I nteractive in 2004, Hewl et t an d-rabps @aeually 2é/@tbe)r popitmnsfot o ut , i A
a time], the overwhel ming majority have evileeepercenhafthtemomeon of r et ul
who were offramped at the time of the survey wanted to return to their careers (p. 45). Hewlett and Luce (2005) note, Typically, high
achieving women who take a career detour are out of the workforce for 2.2 years. In the corporate sector, tretuised te 1.2
years. fAHowever, even these relatively short careefselamterrupti o

average of 18% of their earning power when they take anaffmp 6 ( p. 45) .
When women in the corporate sacare pushed into a career detour, it is often

difficult to resume the path to their career goals with their earlier enthusiasm. To
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illustrate a corporateelated setback and its consequences, Beverly Kempton (1992) tells
the story of Rosemary Caserta &hvice president of money market and foreign
exchange for Hessische Landesb&iftozentrale:
After working for the bank for eight years, Uhle was suddenly dismissed the day
after she returned from a vacation. She was told that the bank was going to

redirect its services, and her letter of resignation would be accepted immediately.
After helping the bank develop $2 billion in new business Uhle was in shock

when her | oyalty was not rewarded. She
a state of shock I couldndét even put what | f el
personal failure. Why was | dispensabl

experience frustration and stress after the shock of her termination wore off. After

a year of jokhunting with he help of a prominent nationwide outplacement firm,

she finally landed a position with Sheshunoff Information Services of Austin,
Texas. Uhl e was hired to inaugurate Sh
director of eastern regional sales. Althougk #/as excited at the prospect, it was

a changed Rosemary Uhle who reported to work. Uhle lives with a measure of

fear now. AMy outl ook and even my perso
Uhl e, who tal ks about her cafefoee amdeasys el f w
as | wused to be.o (p. 46)

Many women in the corporate sector face career detours that do not include
actually taking time off from their work. These detours may not result in a loss of money,
recognition, or sense of selforth, buth ey may del ay reaching one
some way. Hewlett and Luce (2005) report the following statistic:

A majority [58%] of highly qualified women describe their careers as
A n o nl dwhehgtdsay, they do not follow the conventional trajgctong

established by successful mené. Il n contr
paths have not followed a progression through the hierarchy of an industry. (pp.
46-48)

Felsb6 study (2004) <cites OfkanerRasevel xt r em

Golda Meir, Mary McCarthy, and Katharine Grat@anvho felt that they started out as
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young innocents and were propelled by circumstances to arrive at their surprisingly
successful states (p. 25).
The sometimes fuzzy r oadmasmndxganatianme n o s
for their loss of recognition. In some cases, it is difficult to maintain the momentum to
claim deserved plaudits. Fels (2004) claims that the refusal to seek or to claim
recognitionisabypr oduct of soci et y Oaditiopaifeminin®@ n wo men
roles. As a result, women deflect recognition and admiration away from themselves and
toward men. A study of 2,900 employees in five industries by Chibaged global
empl oyee and consulting firm lerbgenedlgt er mi ne
arendt occupying the top executive suites
the art of seHpromotion. Men, however, do quite well at pumping themselves up as
assets to a corporationo (McAleavy, 2005,
Fels (2004) pointsut that women do not tend to draw attention to themselves:
We all, men and women, spend our lives seeking out and mastering skills for the
sheer delight and sense of competence t
inherent in putting our learning atalents to use. But far from celebrating their
achievements in newly available professions, women fearfully seek to deflect
attention from themselves. They refuse to claim a central, purposeful place in
their own stories. (p. 35)
It is no wonder that magnhighly qualified women have trouble sustaining their
ambition because of the career detours/barriersaofips that they face in the course of
their professional lives. Fels (2004) states that ambition needs to be nourished by mastery

and recognitonwhe s he says, fiMastery and recognit.i

are the twin emotional engines of ambition
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AGiven the tour of womends careers weodve |
difficult to claim or sustain ambition? The [Harris Interactive] survey shows that while
almost half of the men consider themselves extremely or very ambitious, only about a
third of the women doo (p. 48).

Fels (2004) believes that women lose the opportunitgdenowledgment
because society still operates under a pervasive and ingrained gendered recognition
system (p. 104)HRM&eaznd 2®D 5ar sit @alt @esi, n iWe [ wom
long way toward achieving gender equality in society and in the Wamdép But we still

have a long way to go, particularly when it comes to finding women at the highest levels

=]

of managemento (p. 45). Segal continues,
workforce, for example, yet women represent fewer than 15 percEnttohe 500

Oof ficerso (p. 121). Thus another roadbl ock
their ambiti ons aingeindd éonparatgcelturesd Fob example, | |
corporate policies and practices can subtly maintain the status quo lnygkewm in

positions of corporate powero (Society fo

]

ABoards of directors, which are mostly com
status quo by selecting CEOs who | ook 11ike
Management, 2004, p. 2).

Gallagher (2000) gives an example of how organizational politics can be misread
by rising women leaders when she makes the following remarks:

The skills you may need to get into the

admit youmay have to be relatively aggressive) may not serve you well once you
get there. After you become a member o
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player, and that requires a different set of behaviors. Indeed, mahagers

especially women, unfortunatéyoftenantagonize others if they are perceived as

overly ambitious or a threat. (p. 105)

Hewl ett and Luce (2005) summarize the s
womends ambitions stall, they are perceive

bestasgg nment s, and this | owers their ambition

Moss Kanter (2005), a former editor of tHarvard Business Revieand author of

numerous books on management, notes, fAEver
beeninasituaton where shedés in a meeting with | o
She makes a pivotal comment J[and it is 1ign

going to be criticized and attackedéyou ho

67). Or, @ Greenberg (1992)) describes Bernadine Healy, former director of the National

|l nstitute of Health (NIH), AHealy, however
judgment é. o (p. 354). Her confidence suf fe
theoldboy | oyalties that produced | ong tenure

and resigned her post in1992 (Greenberg, 1992, p. 254). In most cases, when successful
women lose confidence, they lose the opportunity for recognition.

Kanter continuesto o mment on womendés decisions to
how that action affects their confidence:

Women who leave the work force for a time do sometimes begin to doubt

themselves in terms of their profession

and more overwhelming to step back in,
things again and convince people of your skills. (McGinn, 2005, p. 67)
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What resources do women in the corporate sector use to replace lack of
recognition and loss of attitie after being pulled or pushed off the career highway? Fels
(2004) suggests, Al f women are to thrive,
purposefully develop situations that can provide sustaining affirnéatpheres of
recognition. If we have no pprtunities for appropriate support, we have to acknowledge
this and find other venueso (p. 97) .

Diane Domeyer (2001DfficePROcolumnist, tells individuals who face career
barriers or detours to reach out. She advises them to rely on the peoplesopheit
system, including family, friends, and mentors. A good support system provides
guidance, perspective, and emotional support (p. 27).

Often a womands family helps her avoid
tremendous support for her ambitionshe works through one or more career barriers.
Gall agher (2000) states, NASome executive w
iné. Some appreciate that their partners ar
t heydre coping wi t Hfgouénd your@atier shasersimilac ont i nu e
careers, you may have an easier time communicating about both of your work
experienceso (p. 90).

Many women executives whose spouses/partners are not in the corporate sector
may Afind it eas iwhoisirtimately amilfai withethe ichalleragesf r i e n d
and demands of the business worldo (Gall ag

following story:
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Nancy Hobbs, Executive Vice President at AirTouch Cellular, and Sue Swenson,
President of Leap Wireless Intational, have husbands who are not in the
business world. Since Nancy and Sue have similar career backgrounds, they have
found it quite beneficial to share their frustrations and successes with each other.
(Gallagher, 2000, p. 90)
Frequently, mentorslpay a vi t al part in keeping wol
though they might be getting ready for a career detour or pesttezing their career
path. According to Fels (2004) ,-le@lMent or s,
positions who take aparti@ur i nt er est i n someone more | un
(p. 122). Gallagher (2000) calls the individuals who support women and their ambition
Aiinfluencers, advisers, supporters, sponso
Men and women who fail to receive ogmition in their jobs often find substitutes
for it. Frequently, they seize the opportunity to volunteer in their communities. Champy
and Nohria, authors dthe Arc of Ambition: Defining the Leadership Jour(@§00)
make the following observationabduth e r eason f or volunteering
community:
Many people find purpose both within and outside their work. And for some
people, when work becomes problematic or loses its sense of purpose, they put
intensity into other causes. We have a friend whe warking seventy hours a
week at what was then Digital Equipment Corporation (DEC). The company was
experiencing extreme business difficulties, putting tremendous pressure upon her
and others at work. Yet, she found great meaning by volunteering arfivextra
hours at a nearby soup kitchen. (p. 126)
Simone Schloss, a financial analyst and a graduate of Princeton and the Wharton

School of Business, did not find her work as fulfilling as she originally had hoped. As a

result, she was easily pulled off leareer track when she took time off from her career to
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raise her three daughters. She could have returned to her job, but she did not absolutely
need to work because her husband earned a living that could support the family. She
wanted to reinvent herseBo her daughters could see her master something besides
mot hering. Schloss fAnérediscovered an ardor
ago when her motherétook her to musicals |
2006, p. 14WC). Lessons iniee and sighteading led Schloss to join a local singing
group that performed at parties, and she worked on her phrasing and presentation at the
Helen Baldassare Cabaret Performance Workshop in Greenwich Village. On some
evenings, she turns into Simoneh®ss, cabaret singer in a sequined white gown,
singing standards at a local nightspot. Her wish for her children to see their mother as
more than a homemaker came true when her oldest daughter agreed to join her mother for
one number at the local cluBdrger, 2006, p. 14WC). Thus, Schloss found a way to
achieve recognition other than through her former career as a financial analyst.

Age provides another coping mechanism for women affected by career detours
and roadbl ocks. Taylimadultifo@da@ ing¢aningstiuctures o u t
clearly formed and developed and the revision of established meaning perspective takes
placeo (p. 288) . Clearly, the definition o
womends attitudes econemicresults df theseavents becomea | and
less dramatic as they age.

According to Gail Sheehy (1995), authorgw Passagesvho conducted

hundreds of interviews with both men and women across the country, older women with
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a good deal of leadership expegenn both corporate and educational settings view

themselves as being in a unique position. She makes the following statements:

|l tés as though when we are young, we ha
our forties we have reached the climacécandact curtain. Only as we

approach fifty does the shape and meaning of the whole play become clear. We

move into the third act with the intention of a resolution and tremendous curiosity
about how it will all ¢ ometme thayoeach p . 150
their fifties, most educated women have acquired the skills anirseifledge to
master complex environments and change

Gersick and Kram (2002) conducted a study of faghieving women in senior
management positions who represent the first generation of women to launch

professional careers. One of their subjects made the following statement:

Years ago, it was always, Al édm gonna sh
tomakeittothislevello t he time | 6m this age.o0é[ ] v
|l ooking at the speedometer saying, Alf

going to fail! oéNot any moreé.| donb6t f
anymoreé. And | think itéss (pjltl®3t a matter

Maturity appears to be one factor that helps women leaders in the corporate sector cope
with career barriers/detours.

Tedrow and Rhoads (1999) found that little research had been done on the factors
that shape wo me n 6uwitycadleges.eThe rgseaitchers deactibe ¢ 0 mm
community colleges as more open and considerably more accepting of women than four
year colleges and universities. In addition, they found a high percentage of women

faculty in the community colleges in their study. 1).
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Slightly over 22 percent of the community colleges in the United States have
women presidents (Lane, 200 2, p . 5) . nAt |
percent of the No. 2 position in c®mmunity
women in top executive leadership positions in community colleges share the same career
detours as women in the corporate sector? What kinds of events do women in
community college leadership perceive as career barriers? How to they react to them?

Women in executive leadership in community colleges are pulled from their
career paths by family needs, just as are women in the corporate sector. For instance, Dr.
Marsi Liddell, president of Aims Community College outside Denver, readily admits that
family responsibilities certainly could cause a woman to take a detour from the usual
route in her ascent to the presidency (Bagnato, 2005, p. 9). Family issues for women in
executive leadership in community colleges are much the same as those for wtmen in
corporate sector. They can be good, such as marriage and childbearing, or bad such as
health crises, financial problems, separation/divorce, or loss of a loved one. Some events
present both good and bad aspeaslsnses, Never't
magni fying what was I mportant and encourag
p. 181).

Even Margaret Spellings, United States Secretary of Education has a difficult time
juggling family and career. A recent article in tbkarlotte Observedescribes her
attempt to balance work and family issues:

Juggling the roles of mom and policy ma

she was a divorced single parent. The move from Texas to Washington was
especially tough. Spellings wanted her daughtefsish the 20001 school year
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in Austin, Texas, before leaving their friends. So she worked killer hours

Mondays through Thursdays at the White House. On Fridays, she bolted from the

West Wing by midmorning to fly home and spend the weekend withgherr | s . 61 t

was one of the hardest work periods and personal periods | have ever gone

through, d she said. (Dodge, 2006, p.17A

Pamela Lewis, president of Queens University of Charlotte in Charlotte, North
Carolina, expressed similar thoughts about theomamce of family to career women.

AWhil e she doe s me@tedchaliengesiimhergob, sige ackrbwledges that
ités often difficult for working women to
2003, p. S10).

When asked how she balandie and work, Debbie Sydow, president of
Onondaga Community College in Syracuse, N e
goal, one that | gave up on long ago. | give all the energy | can muster to my job and my
family, and when | have exhausted allergg y , | coll apse. TheThat 6s |
Central New York Business Journa003, p. 23).

Women in higher education, including community college leaders, face the same
issues with elder care as their corporate counterparts. Caring for an agingoparent
spouse can be a caratglaying situation. Dr. Dulcie Groves, Honorary Lecturer in

Social Policy, University of Lancaster, England, tells about the break she took from her

career to care for her dying mother. She shared her story in the followingeotsnm

I n the aut umn t-yearold mother begah Boé&showy theBfitst signs

of her final i |1 nes s écondymingvand lkvaswndirre e Xt r e
for further responsibilities. It was difficult to put in as many weekend visits to my
mot seh®duse as | would have I|ikedé. 1|l d

i d
Acaring breako for January to August 19
Lancaster for four months, dying early in January 1977. (Groves, 1998, p. 122)
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Still another career detour shaf®dwomen in corporate leadership and women
in executive leadership in higher education is personal health. Carol Cartwright,
president of Kent State University, has faced many hurdles in her life but has never fallen
off track. Recently though, this 82&ar-old grandmother with the stamina of one of her
students recently experienced a health issue that could have been a career stall if not a
setback. Her story continues:
As if some final test to determine just how much she could really handle,
Cartwrightwas diagnosed with breast cancer in the fall of 1992. Cartwright
i mmedi ately shared her diagnosis with t

under went a successful surgery, and has
teachabl e moment toeandhWintesndzy2004, p(O)a | i bur

Ruder man and Ohlott (2002) point out, A
trigger development on many fronts. For example, health problems bring wholeness and
authenticity to the forefront. Sogkarching really steps @fter a brush with injury or
lifet hreatening ill nesso (p. 178) .

As a means of preventive medicine, women executives in higher education are
encouraged to take time for themselves and their families. A r€beanicle of Higher
Educationsurvey offoury ear col | ege presidents Areveal s
fun. The mosbften cited areas of their lives that presidents feel they have neglected

because of their career are time with f ami

(Strout, 208, p. A34).
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A woman leader who manages to find time for herself is Jo Ann Rooney,
president of Spalding University in Louisville, Kentucky. She and Tori Murden McClure,
the universityos vice president fon univer
masters rowing team. The two started rowing together a year ago, and then began racing
in a double scull. They took the gold medal at the Midwest Masters Championship
Regatta this summer. The athletic duo I s a
pp. AS4A35) . The article continues, AAccordir
college presidents never participate in sports while only 19 percent of their male
counterparts never par-A35ci pateo (Strout, 2
While women in the corpate sector face downsizing, transfers to lateral
positions, and the glass cliff, community college leaders face a similar type of career
roadblock called the revolving door. AFor
days, getting too comfortable the office is rarely an option. CEOs and CFOs are often
brought -amowrsd 6spemni al i stsd to fix a probl e
(Bagnato, 2005, p.9). For example, before Dr. Marsi Liddell, President of Aims
Community College outside Denveame to the college in 2003, the Aims system had
endured some rough times with several resignations and a couple of interim presidents
before she took office. Dr. Liddell noted that she was expected to raise money and find
ways to save money. At the sartime, accountability became a central focus at Aims.
(Bagnat o, 2005, p. 7). Springer (2003) <con
troubled institutions; search committees, sometimes candidly admitting that men have

failed, ask,medWhyygnadat frfiesleng60o (p. 26).
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Lane (2002) quotes Dr. Narcisa Polonio with the Association of Community
College Trustees, as she refers to another rather interesting potential roadblock for
women in community college executive leadership.
Women have oftefaced unreasonably high expectation about what they can
achieve, especially if they are the first females to fill certain positions. By being
unrealistic with our expectations of th

of these high expectations,cppounded by the fear of fail
been difficult for women to overcome, and remain resilient obstacles to success.

(p- 6)

Women are often passed over for the top executive positions by selection
committees in both corporate and edumadi settings because they are perceived as less
capable than men in handling difficult situations, especially financial crises. For
instance, Dorothy Wedderburn, former Principal, Royal Holloway and Bedford New
College, University of London, tells of gy rejected for a leadership position in
Engl andds higher education system:

In 1979 and 1980 | had been approached about becoming the head of one of two

singlesex womends Oxbridge coll eges. 't wa ¢

specialist institution, amof the colleges of the University of London, spanning

the range of university disciplines in its teaching and research. | let my name go

forward and to by great surprise was included in a final shortlist of two. But there

| failed, for the selection comittee felt that | would not be tough enough to deal
with the major financial problems which were beginning to confront the higher

education system. (Wedderburn, 1998, p.80)

I n Tedrow and Rhoadsé 1999 study of wom

colleges, the researchers note:
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One woman cut to the heart of the probl
learned that the best way to collaborate with the guys is to keep my mouth shut.

To respect the fAigood ol & boyé¢anhmmmd t hei
their system works even though | canodt
|l can do what it is that | need to doo.

Just as women in the corporate sector need a support system, women community
college executive leadership need ohéeir own. Family members provide a natural
support system. Ruth Mercedes Smith (2001) conducted a survey on roles of spouses of
female community college presidents. Not surprisingly, husbands/partners provided
mentoring to their presidential mateseThr esul t s of the study rev
male spouses reported that their wives asked for advice on specific issues; fiscal matters,
personnel, union negotiations, legislators, reorganization, and marketing strategies (p.
232). Another spouse wt, AWe are in similar positions.
are sometimes similar enough to warrant joint discussion and preblerh vi ngo (p. 2

Unlike women in the corporate sector who felt that there was a lack of mentoring
and female role models,omen leaders in community colleges felt that mentors were
partially responsible for their success.

While community colleges may be more receptive to female leadership, many

women in academe say role models, mentors, and supportive spouses and families

have also contributed to their progress. While women tend to have different types
of mentor® men and women, colleagues, friends or bassaest agree that

without the guidance of these individuals, they could not have gotten where they

are today. (Lane, 200@p. 59)

For instance, Dr. Deborah DiCroce, president of Tidewater Community College
in Norfolk, Virginia, remembers her experience with a mentor:

When you ask a woman who was her mentor, oftentimes, in the early years it was
a man. It certainly waof me: a good old boy from Alabama, George Pass. You

would have | ooked at Dr. Pass and said,
potential i n a woman to rise to the pre
saw something in me that sparked poteétial . He gave me the opp
grow professionallyéand compete success
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Women in community college leadership choose a variety of paths to fulfill their
ambitions. Fels (2004) feels that ambition is made up of two interdeptecwiaponents,
skill and recognition (p. 211). Women executives in community colleges often develop
their skills through the attainment of an advanced dégtesially a doctorate. A recent
study published ibocietyf ound t hat @At he 1wWomdnZrel99% h. D6s a\
were more than half again as many as the 1
Doctorates, 0 2000, p. 65). However, the pat
who aspire to leadership positions in community colleges. For inst@delc@/heelan, the
first woman to head Northern Virginia Community College, is an example of someone
who took several years to complete her doctorate. She started into the doctoral program at
Louisiana State University intending to major in child psycholbgyhad to drop out
when her mother got sick. In 1974, she returned to her home in San Antonio with her
masterb6s degree but knew that without a do
college level. After Wheelan earned her doctorate in 1992m®f the Community
College Leadership program at the University of Texas, she was in love with the concept
of the community college system (Atwood, 2004, p. 2).

How do women leaders in community colleges react emotionally, cognitively, and
behaviorallyto the barriers to their career success and the resulting loss of recognition?
Echoing Sheehy when she speaks of the cognition that comes with age, Dr. Ruth
Simmons, the first female president of Brown University, reminds women in higher

education that vilh age comes a sense of knowing how to balance work and personal life:
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First, be patient. This [high position] is coming after many, many years of

l earning. Donét rush it, because if you
need later in life. Tke your time. Pay attention to your spiritual life, pay

attention to your [character] development. Second, keep in mind that a job is a

job. But a life is something that is just too short. Live a life that you can be happy

with. (Crayton, 2001, p. 106)

A few women in community college leadership let concern for life balance

become a roadblock to advancement. They de
accompanying recognition] not worth ité. Th
life, about working24 7, about how hard it is, and peo

choiceo (Lane, H&é&dBisinegs Reviglels (2004) achaedtleese

t hought s, AAs contemporary women evaluate
the stress that comes it ambi ti on they are willing to t
Nesbitt, president of Gainesville College

sometimes we paint too dark a picture of leadership roles and in particular the isolation of
t he pr e saned2002cpy7). ( L

One reaction women have to career detours and barriers is to modify their career
goal s. Ruder man and Ohlott (2002) state,
influenced by the variety of life structures open to women, the variation &s tionenter
and exit the workforce, andl83he i mphaecyt aodfd,
pathways are influenced by many factorggour own desires, family influence,
unexpected events, and changing times. With so much variation, it is haedti€yid
what i s constanto (p.183). Fels (2004) obs

opportunities usually caused ambitions to
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209). Pascall, Parker, and Evetts (2000) point out that in one of thegsstadimen in
hi gher education tended to describe their
reassessment , opening up to possibilities,
(p. 63). For instance, Clayton (2000) describes the career patbro& Daniel, who did
not have a career plan:
The | ast thing on El orna Daniel s mind
was the notion that she might one day reach the pinnacle of the aéademy
uni versity presi dencyemplatédtinmywildestot anyt

h
dreams, 0 | aughs Dr . Daniel, who today p
urban campus of 8,400 students. (Clayton, 2000, p. 14)

Lane (2002) quotes DiCrocebs advice to

coll egesst fisDoyn,6téljru five years 10611 be doir
do that, you miss the greatest joy of all,
greatest part of it allo (p. 7).

Pascall, Parker, and Evetts (2000) take a realistimapp to changing career
goal s for women. They sayt,o AlReata edc a&rheaenr cwvnc
be a 6émot her 6, -temaemds. Thyiagvoat a smalbstep i® thegonly way to
find out whether they can make an acceptable accommodahen these ends are
contradictory. This experimental method allows for evaluation asestaikiation, as goals
cannot be settled in a ontar-a | | manner o (p. 6) .

These authors examined womends career s
education. Withegard to women reouting themselves on their career paths after a

detour or barrier, Pascall and Cox (as cited in Pascall, Parker, and Evetts, 1993) said,

53



AWomen return to higher education engaged
openingtoposbii | i ti es, rather of a building a pl s
Pascall, Par ker , and Evetts (1993) continu
acknowledged the accepted wisdom that a-gaahted strategy for building their
careers would have beerom e appropriateo (p. 63).

How can women in higher education, especially in community college leadership,
have such flexibility in their career goals? Why do they feel, to some degree, that they
still have a chance for deserved recognition? Part of theesuti®s in the fact that
community colleges are more gendlererse than fouyear institutions of higher
education. They are often more opamded about women in leadership positions.
AAccording to the American Asseaentof ati on of
community college students are women, while only 55 percent of the student population
atfoury ear institutions is femaleodo (Lane, 200
Gainesville College in Gainesville, Georgia, said the relative newmhéss community
coll eges to the higher education system ha
newest kid on the block. Most twaear colleges really got their start in the 1960s and
19706s so they werendt as bobendoblyedgesditQl:
2002, p. 5). According to Lynn C. Coleman, vice president of administration and finance
at Howard Community College in Columbia, Maryland, because community colleges are
smaller than many colleges and universities, women have moretappes for
| eader ship. AYou have more selags sacrhdorlesdgad

of Ilike being a big fish in a |Iittle pondo
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With the exception of a few remnants of
shards of th glass ceiling, and a combination of overachievement andadit, women
in leadership positions in community colleges have found an organization that allows
them the opportunity to take career detours, encounter roadblocks, and make course
correctionswvithout severe damage. While these women are pulled and pushed from their
career paths just as women in the corporate sector are, they tend to maintain their
resiliency and do not lose their ambition and drive for recognition to the degree that
corporatevomen leaders do. This drive often takes on different forms as they navigate
their respective organizations. Fels (2004
throughout I ife.... They can be redirected
f I u(p.d38). The newness and openness of community colleges provide women

leaders opportunities to reroute themselves after encountering career detours or barriers.
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CHAPTER Il

METHODOLOGY

This study sought to identify the incidents that were perceisedieer detours
by women in executive leadership positions in community colleges. It sought to
understand how these women dealt with their career detours and still managed to reach
their career goal. Also, this research looked at the comparison/coiftitzsiays
women in the corporate sector and women in higher education handle perceived barriers
to career fulfillmend their emotional, psychological and cognitive responses. Finally, it
looked at the lessons the women in executive leadership in commaléges learned
and how they applied those lessons to the achievement of their career goals. In addition,
this study examined the similarities and dissimilarities between women in community
college executive leadership positions and those in the corpecta. Data were
collected in two phasésqualitative and quantitative. Information gathered from epen
ended interviews and numeric data gathered from the survey were used to help provide
answers to the research questions.

Phase I, the qualitative studygnsisted of a series of telephone interviews with
women vice presidents and presidents. These women were asked to give personal
examples of events in their lives that caused them to either put their careers on hold or to

forego advancement temporarilyhdy were asked what they learned from these
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experiences and what advice they would give to women who aspired to be in prominent
leadership positions in a community college.

Phase I, the quantitative study, consisted of a survey based on the trends
identified from the interviews. Respondents were given multplgice questions
incorporating responses collected from interviews. They were asked to mark all responses
that applied to their personal journey to community college leadership.

This study combinedualitative and quantitative methods to look at the
perceptions of and reactions to career detours/barriers by women in executive leadership
roles in community colleges. Sometimes called mixed methods research, the
combination of the two worked in a colementary and mutually supportive fashion.

Although relatively new, mixed methods research has come of age in the social
and human sciences (Creswell, 2003, p. 4). The use of such an approach is justified by
the following statements:

The situation todais less quantitative versus qualitative and more how research

practices lie somewhere on a continuum between the two.... The practice of

research involves much more than philosophical assumptions. Philosophical
ideas must be combined with broad apites to research and implemented with
specific procedures. Thus, a framework is needed that combines the elements of

philosophical ideas, strategies, and methods. (Creswell, 2003, p. 4)

Borland (2001) stresses that a combination of qualitative anditaieve research
does not mutually exclude one or the other. He states:

Within the past thirty to thirtfive years some have questioned the relevance of

traditional empirical research, arguing that experimental designs create an

artificial environmenthat results in artificial reactions or behaviors on the part of
the participants. Qualitative research methods have been advanced as the only
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way to understand truth: to study the subject holistically rather than by controlling

all of its aspects butoeeT he r el ati onship between qual
research should not be considered in terms of a mutually exclusive dichotomy but
rather as a continuum of complementary paradigms within systematic scientific

inquiry. (p. 5)

There are several reasowhy a combination of qualitative and quantitative
research methods was appropriate for this study. First, it is difficult to quantitatively
measure perceptions and reactions to career detours/barriers. Since qualitative methods
reveal trends rather thaxplicit numbers, these methods were used to obtain a holistic
picture of how women leaders in community colleges react to career detours/barriers. In
an article for New Directions for Institutional Research, Borland (2001) makes the
following comment:

Qualitative research yields valuable knowledge for decision makers. When

conducted with appropriate levels of structure and a balance of objectivity and

subjectivity to increase certainty, it provides theories, models, and descriptions of

human experiencemnd perceptions within particular contexts. (p. 8)

In this study, the qualitative and quantitative data were collected in sequential
phases. The qualitative data collection was done first in order to explore the topic of
career detours and perceiveatiers for women in executive leadership roles in
community colleges. In the second phase, quantitative data were collected from a larger
sample of community college women leaders in order expand understanding of the
perceptions of these career detourd barriers. In addition, quantitative data were
collected and analyzed to further define the reactions of these women leaders to their

career detours.
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Data Collection Procedures

This research was a mixed methods study (Creswell, 2003, p. 4). Phase |
consisted of telephone interviews of a purposeful sample of women who were selected
because they serve as presidents and vice presidents of community colleges (see
Appendix A).

After a thorough review of the research topic, nine general interview questions
were developed. These questions were then scrutinized for terms that might need defining
or changing. Last, they were revised to focus more specifically on the research questions.

Participants were selected from membership lists for the American Associa

of Women in Community Colleges, the National Alliance for Community and Technical
Colleges, the American Association of Community Colleges, and the National
Association of Community College Teacher Education Programs. The women serving as
presidentso vi ce presidents of community col/l
identifying informationr i ch caseso ( Mertens, -deft® 8, p .
study of the research problem. Twettyo informed responderdswomen who were
community collegeresidents or vice presidents from various geographic regions of the
countrnyd agreed to participate in the study. The purposeful sample consisted of eight
presidents and 14 vice presidents. Data analysis from Phase | of the study yielded a set of
patterngtends that were used to construct a grounded survey instrument for Phase II.

At the beginning of Phase I, two weeks were allotted for the interview process;

however, due to scheduling issues and time zone differences, the process took almost
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seven week The calls to initiate the interviews originated from the Eastern Standard
Time Zone which often meant as much as a thae difference for those participants
on the West Coast.

An introductory telephone call was made to each president/vice presicdeder
to make an appointment for an interview. Since local college affairs often took precedent
over the interviews, it often required three or four tries before an appointment could be
obtained with a president. Usually, just two calls were necetsaghedule and to
interview the vice presidents who participated in the interview.

Il n Phase |, the term ficareer setbacko w
However, early in the process most of the respondents wanted to talk about their less
drastic caeer detours rather than their career setbacks, so the interview questions were
reformatted to reflect the change in language. The respondents did not see incidents that
seemed to stall their careers as barriers, but instead viewed them as temporary and
worked their way around them.

The presidents and vice presidents were very receptive to participating in the
interview. They spoke at length about their perceived career detours, their reactions to
them, the lessons they learned from them, and their penesf opportunities for
advancement for women in feyear colleges and universities.

Foll owing Mertensdéd advice (1998), each
purpose of the interview, the reseaascher os
needed. Assurances of confidentiality were provided. During the interview, listening

intently was absolutely necessary in order
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guestions. Occasionally, clarification was requested if a response wasanof be
guestions were sequenced from general to specific. Paraphrasing was used to summarize
the participantsd responses and check for
constructive framework was used to structure questions when askingitsrarof any
specific item. The interview ended with the respondents answering an opinion statement
asking for their thoughts about career detours for women leaders ipdaucolleges
and universities, the corporate sector, anegfoeprofit organizaions (pp.133L34).

Twenty minutes was allotted for each interview; however, often the time was
extended to 30 minutes. Twertye of the 22 respondents talked at length about
instances in their careers that caused them to take a detour. Many elabosgiedifc
events that caused temporary career interruptions. For example, one community college
president spoke candidly for 30 minutes and then supplied the text of a recent speech she
had given because it illustrated her philosophy about encounteragy ca
detours/barriers. Responses were written in longhand, using abbreviations and business
shorthand techniques in order to prevent long pauses in the conversations. These methods
all owed the participantsd ent imnanumdfought s
their time, out of respect for their busy schedules. A handwritten-§@nkote was sent
to each person who participated in Phase | of this study.

Phase Il consisted of a survey designed to study career detours and perceived
barriers to careggoals of women in executive leadership roles in community colleges
across the country. The survey was sent to a purposeful sample of women currently

serving as either president or vice president of a community college in the United States
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(see Appendix € The sampling design was singiage. According to Creswell (2003),

i A s distagg sampling procedure is one in which the researcher has access to names in

the popul ation and can sample the people |
The surveyinsr ument was devel oped based on t hi

answers to the interview questions. All participants in Phase |l were asked the same

guestions to ensure accurate measurements of the results. The survey included

demographics, attitudinal items, lasforal items, and factual items referencing the

respondentsd personal feelings and actions

Participants

In Phase I, 22 women serving as either a vice president or president of a
community college were inteetved. The criterion for participation in Phase | was that
the chosen women had served as senior executives or as chief officers/presidents in
community colleges for at least one year. Geographically, the interview participants were
spread across the Unit&dates.

Initially, 23 presidents/vice presidents were invited to take part in the survey
phase of this research. However, one president refused to participate, stating that she had
a policy of giving interviews only to members of her staff who were wgrkoward an
advanced degree.

Phase Il consisted ofacresse ct i on al study. Nar di (200 :
survey is given at one point in time and only once to a particular sample of respondents, it

isreferredtoasacrosse ct i onal sAgaindpyrposefubsampling Wa¥ used to
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select the participants in Phase Il. They had to meet the same criteria as those in Phase I.
For instance, each woman needed to be in her executive leadership role at a community
college for at least one year. Alshe needed to be active in a wide range of
professional activities. A national sample was chosen for this phase of the research.
Organizations such as the National Council of Instructional Administrators, the American
Association of Women in Communityoleges, the National Alliance of Community and
Technical Colleges, the National Council for Staff, Program and Organizational
Development, and the American Association of Community Colleges were sources for
the names of the women in community college éesldip roles who participated in this
study.

Participants were assured that all responses would be held in confidence. The
survey was sent to the participants as-amad attachment. Consent to participate in the
study was obtained through an explanatltat accompanied eaclkil survey (see

Appendix B). Returning the survey indicated informed consent from the participants.

Data Analysis Procedures

Data obtained from the Phase | interviews provided demographic details that
included educational bkground, professional advancement,-s@lage, definition of a
career detour or perceived barrier, reaction to career detours/perceived barriers, and
|l ength of time spent in a | eadership posit

broken down into dicrete parts, closely examined, compared for similarities and
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di fference, and questions asked about the
Coffey and Atkinson (1996) describe the linkage of concepts and data:

Many analyses of qualitative datagioewith the identification of key themes and

patterns. This, in turn, often depends on processes of coding data. The segmenting

and coding of data are often takiem-granted parts of the qualitative research

process. All researchers need to be abledaroze, manage, and retrieve the

most meaningful bits of our data. The usual way of going about this is by

assigning tags or labels to the data, based on our concepts. Essentially, what we

are doing in these instances in condensing the bulk of our datatseanalyzable

unity by creating categories with and from our data. (p. 26)

The dependent variable for this study was the goal/ambition of the women in
executive leadership positions in community colleges, and the independent variable was
their percepon of behaviors, attitudes, and facts that they felt caused their careers to be
detoured/stalled temporarily.

Each response was taken apart and a name or label was given to each incident,
idea, or event, however large or small. This information le@siclhuestions, such as
Who? When? Where? What? How? How much? And Why? (Mertens, 1998, p. 352).
Thematic areas/patterns emerged from the analysis of the data as the frequency of
recurring descriptors was tabulated. Since the number of interviewees albasmas
the number of interview questions, no analytical software packages were employed.
Referencing computer software, Coffey and
conceptual advance over the indexing of typed or even manuscript notes antptsansc
or of marking them physically with code wo

After the interviews were completed, the responses were studied for the presence

of any common t hemes. Coffey and Atkinson
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extracts, one might discover particular events, key words, processes, or characters that
capture the essence of the pieceo (p. 31).
the responses to interview questions were put into a Microsoft Excel spreadbiset. T

file simply gave a visual format to the responses from the interviews. It provided the

starting point for the development of prominent themes that were reflected by the
womendos responses. Coffey and Atkinmon (19
order to generate i1 deas that are thoroughl
Next, coding began by cutting and pasting responses from the first spreadsheet to the
second one in order to create a visual representation of the conceptuastinncame

from the interview responses. Coffey and Atkinson (1996) make the following

statements:

They [themes/conceptual schemes] are organizing principles that are not set in

stone. They are tools to think with. They can be expanded, changed @escrap

altogether as our ideas develop through repeated interactions with the data.

Starting to create categories is a way of beginning to read and think about the data

in a systematic and organized way. (p. 32)

The themes and stthemes were identified. @ey and Atkinson (1996) remark,
AThese ideas can be wholly your own or can
researchers in the same field, philosophers, professionals, and the respondents
themsel veso (p. 140) . raReawnbdrstofsoccwrences. | i st ed

In Phase I, a 3item survey was developed using trends form the interviews in
Phase | as the basis for formulating questions/items (see Appendix C). Two hundred

forty-eight women in executive leadership roles in communitiegek were asked to
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take part in the survey. None of these women took part in Phase | of this research. The
purpose of the survey was to identify how women in leadership positions in community
colleges processed career detours and perceived careerstamdef they changed as a
result.

Research analysts in Central Piedmont C
Research Department formatted the electronic survey using college software. When the
survey was formatted and ready for distribution, the angtystaded a World Wide
Web address that was linked to the survey. Respondents could thus access the survey and
complete it online, submitting their responses to a database for analysis. The survey was
tested before being launched to make sure that it asly @ccessible to the respondents.

An e-mail message was composed that contained a greeting, an introduction of
the researcher, a description of the study, the purpose of the survey, a notice of
confidentiality, the instructions for accessing the symeough the Web, and telephone
numbers to call if the respondents had questions about the survey. (See Appendix B.) In
addition, respondents were told that they could stop at any point in the study, and their
privacy would be honored. The respondentddoeguest a copy of the results of this
study if they desired. One respondent chose to step out of this research before
completing the survey. She commented, that she attempted to complete this survey but
really got stuck because at some point, in otd@ontinue answering the questions, she
felt that she needed to state definitively

something in her career pursuit. The respo
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in my career while having four kids and ashand who lived in another city, and yes, it

was hard. My whole family had to compromis
The survey was successfully distributed iaail and the Web to 248 potential

respondents. Mertens (1998) notes that maitimiaé is good for collecting detaile

information in a close@nded format at a relatively low cost (p. 109). Originally, 344

surveys were sent to presidents and vice presidents of community college across the

United States, but 96 were undeliverable because of firewalls or other prosettare

on the recipientsodo servers. Thus, a total

respondents. Thirtyhree surveys were returned from the initial distributidno

additional reminders were sent out asnal messages after the initial respes were

collected. Neither names nor identifying numbers were used as identification in the data

coll ection phase of this study, so in keep

sent to everyone, including those who already returned their suiveyseminders

acknowledged those who already sent their forms back (ppl12)1The first and

second reminder messages resulted in 20 and 16 additional responses respectively.

Finally, as a means to increase the response rate, 50 participants of Wwer@48osen

at random to receive hard copies in the mail. This sample size for the hard copies was

chosen to strike a balance between increasing the response rate and keeping the cost of

printing and mailing under control. The hard copies were accomplayiadetter that

acknowledged those individuals who might have already responded to the electronic

version. Sixteen surveys were returned as a result of the mail distribution of the survey.

Nar di (2003) not es, AGi ven hahedodbagmirtt ed t i m
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surveyéconsider giving out a hundred sur
some reminders) in order to get a smal/l
(2003) continues fAUsual | yeiv2 questioanaiGretygre r c e
them right awayo (p. 111). After the fir

final hard copy distribution, a total of 85 responses were received for an overall response

rate of 34 percent. See Table 3.1 below forraraary of response rates at each step.

Table 3.1: Response Rate to Survey

Date Distribution Method Number of Responses
6/12/2006 Electronic (email) 33
6/21/2006 Electronic (email) 20
7/16/2006 Electronic (email) 16
7/17/2006 Hard Copy (mail) 16

It was assumed that the survey recipients followed the instructions in the reminders not to
complete the survey again if they had previously completed it. In other words, it was
assumed that no duplicate surveys were received.

Several respondents had diffity accessing the survey using the Web address
provided in the original-enail message. They called enailed the researcher for
assistance. In most cases, they had trouble following directions for accessing the survey
through the link provided. Adr receiving a new set of directions, they were able to
access the survey, complete it, and return it. In addition, a few could not open the link to

the survey no matter how often they tried. These respondents asked to be sent a copy of
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the survey in thenail. Every mailed survey was returned. At that point, the researcher
accessed the electronic survey and compl et
This same process was followed with the 16 surveys that were returned after the round of
hardcopy mailings.

The survey data were analyzed using frequency tables to indicate how often the
respondents gave a particular response. The Central Piedmont Community College
Pl anning and Research Department compiled
eah value is [was] listed in absolute raw numbers of occurrence and in percentages
relative to the number of total responsesao

Microsoft Excel was used in the data analysis for the remainder of the study. For
instance, histograms weeused to show the frequency of response frequencies for various
guestions. McClave and Sincich (1997) explain that a relative frequency histogram lets
the reader see if some categories of responses appear more often than others (31).

Inferential statists were used to compare the differences between the variables.
Basically, chisquare was used to see if the data fit an assumed frequency model.
According to Nardi (2003), ThecBiquar e t est MfAmeasures how inrn
variables are and asks if athyou [observed] is significantly different from what you
woul d have expected to get by chance al one
and measures the difference between the actual frequency you got and the frequency that
youwould haveexpéce d by chanceo ( Nasqudretells s Witether p . 1

t wo variables are associatedo (Nardi, 2003
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This test was used on responses to pairs of questions, and the goal was to
determine if the distribution of these paired responsesidmikxplained by chance
alone. In this study, all ckaquare tests were carried out with one degree of freedom and a
significance level of 0.10 (90 percent confidence).
For all such tests the following general hypotheses were used:
¢ Null: The pattern of mswers to the two questions under consideration
could be explained through a bivariate binominal distribution, using
probabilities based on the fraction
e Alternative: The pattern of answers showed some degree of dependence
that could not be explained by the above distribution. Whether this
dependence was positive (both Anod o
and one Ayesodo) would be determined t
To investigate the effect of age and experiemee womends perceptio
career detours, the response data were analyzed using a setestbh the proportion
of Ayesodo answer s. Responses were broken wup
experience), and independesatimpling tesprocedures were used on each pair of sample
proportions. This method was used instead of an analysis of variance because the sizes of
the samples were markedly different from each other. In addition;sgjahre test was
not used because some of the samsEes were small enough to make the results
unreliable.
The following general hypotheses were used for-tlests, considering two

age/experience groups at a time:
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e Null: The proportions of fAyeso answe
between groups.
e Aternative: The proportions of HAyeso
The null hypothesis in each case was that the two proportions being compared were
equal; the alternative hypothesis was that they were different, meaning that the two
groups held differerattitudes concerning the question of interest. This particular
approach required the use of a ttaded ttest.
A significance level of 0.10 was used for all tests, and the degrees of freedom
depended on the number of data points in each sampleeValsAas chosen instead of
the customary 0.05 due to limitations imposed by small sample sizes. A preliminary
estimate of 95 percent confidence interval
number of cases in which the interval boundaries felvaldoor below 0 (both physically
impossible). Therefore, the simplest remedy was to narrow the confidence limits.
For the above analysis, the age data were broken into three groups as follows: 30
39 and 4049 together, 59, and 6669. This was done bease only one respondent fell
into the 3039 age group. The three levels of experience specified in Questieh 6 (0
years, 610 years, 11+ years) were used as given, since the numbers of respondents in

those three groups were not as unequal as in the mgdatians.
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CHAPTER IV

FINDINGS

The purpose of this study was to examine the factors that cause women in
community college executive leadership positions to detour from their original career
plans. This study examined the similarities and digarities with women in community
college leadership and their contemporaries in the corporate world. It looked at how
women leaders in community colleges respond emotionally, cognitively, and
behaviorally to interruptions/detours in their career pattusl@adership. This study
looked at the lessons women leaders in community colleges and business learn from
these interruptions/barriers. Data were collected in two phases, one qualitative and one
guantitative. Information gathered from opemded intern@ws and numeric data
gathered from a survey were used to help provide answers to the research questions.

Phase I, the qualitative study, consisted of interviews of a national sample of
women vice presidents and presidents in community colleges. They skerkta give
personal examples of events in their lives that caused them to either put their careers on
hold temporarily or to forego advancement for a short time. They were asked what they
learned from these experiences and what advice they would gavedman who aspired

to hold a prominent leadership position in a community college.

72



Phase Il consisted of a grounded survey based on the trends identified from the
interviews. Respondents were given multipleice questions incorporating responses
gatheed during the interviews. They were asked to mark all responses that applied to
their personal journey to community college leadership.

This study combined qualitative and quantitative methods to look at the
perceptions of and reactions to career detstaiés by women in executive leadership
roles in community colleges. Sometimes called mixedhods research, the
combination of these two approaches worked in a complementary and mutually
supportive fashion.

The model for identifying perceived care@talrs and barriers and their resulting
effects on women in executive administrative positions in community colleges was
developed in two phases. Phase | was composed of an interview series, and Phase Il was

a survey developed from trends and attributestified in Phase I.

Phase I:; Interviews

Phase | used an interview to capture the perceptions of and reactions to career
detours/stalls by 22 women vice presidents and presidents across the United States (see
Table 4.1). Six community college presideand 16 vice presidents participated in the
interviews. Questions were opeended, and respondents often gave multiple answers.

The interview was designed to capture the resources that these women used to help them
work through the emotional, politicand professional repercussions of a career detour.

In addition, it sought to capture the changes in attitude and behavior due to
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transformational learning that took place as a result of their career setbacks. The 22
women who participated in the interwigohase of the study were candid in their
responses and willing to talk about what they learned from their career detours and

perceived barriers.

Table 4.1: Geographic Distribution of Participants

Area of U.S. Responses | Presidents Vice Presidents
Northeast (ME, NH, VT,
MA, CT, RI, NY, PA. 2 1 1
NJ)
Southeast (FL, GA, NC, 5 0 5

SC, VA, DE, MD, DC)

Midwest (IL, MI, IN,

OH, MN, WI, KS, MO, 4 0 4
IA)
South (TN, MS, LA, KY, 5 3 2
AL, WV, AR, OK, TX)
Northwest (AK, OR, 1 1 0
WA, ID)
West (NV, CO, MT UT, 2 0 2
WY)
Southwest (CA, NM, AZ, 3 1 2
HI)

Totals 22 6 16

A career detour is often an event or series of events that cause individuals to leave
the workforce temporarily or permanently. Hewlett and Luce (2005) list some examples
of events that imght pull women from their career paths including, marriage,
childbearing, health crises, financial problems, divorce, or loss of a loved one (p. 44).
The interview responses of the participants yielded eight prominent themes. Four
were related to the naal factors for career detours and baréefispu |l | 6 f act or s s

family and health related issues, and i pu

issues in community colleges, and need for advanced education, specifically a doctorate.
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Four adlitional themes were tied to the support women in executive leadership roles
experienced as they dealt with career deteemsouragement by family and colleagues,
emotional intelligence, mentoring, and the openness of community colleges to the
movement ofvomen into executive leadership positions. The women interviewed in
Phase | remained focused on their career goals despite having to take a career detour
imposed either by self, the college organization, or by external forces. Fels (2004)

e mp h as i znaust havethé eativation to pursue your ambition over time and in the

face of the inevitable obstacleso (p. 73).
Causal Factors for Career Detours

In several cases, the women executives were influenced by the impact of the
white, middleclassideasdf e mi ni ni ty. According to Fels (
providing for the needs of others, even at the expense of her own needs, is the emotional
core of a womanés femininity. Women who ac
othersriskbeingsen as unfeminineo (p. 54).
Fels (2004) poses the following questions in reference to women putting the
fulfill ment of othersd ambition before the
What happens when a husband wants to move overseas to advance his career even
i f it di seuptegcdalheé WiWhat happens when |
| ater and | ater into the night and ther
she | eaves her workplace earlyé. How doe

her career advances fasterandfuh er t han her husbandbds o
opportunity that requires a move? (p. 51)

Career advancement can often be more complicated for women than for men.
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Putting Everything on Hold: Family and Personal Health Issues

Nine of the 22 women tarviewed pointed out that positive as well as negative
events in oneds family could be the source
community colleges (see Appendix A). For example, one respondent noted that she gave
birth to a child whenshewastsam t i oni ng i nto a vice preside
took an associate vice presidentds positio
within a year, I had accepted a full vice
shehaspostpend seeking a presidency. She stated,
presidency some time ago, but because of my child | do not want to take on those
responsibilities rightno&i ncl udi ng travel . o

Another example of familyelated issues was the usél to take a new position
because it was not the right time for the husband and his career objectives (see Appendix
A) . One respondent noted, Al was married t
that he relocate frequently, and | moved with hirarg three or four years. As a result,
my career fell apart. o She continued, Al w
could have an impact on Latino children, b
working in a statdeohi Vershey. é6tahed, rédspbo
different jobs including working for a communibased agency and working inK.

Finally, my husband and | divorced, and | began to rebuild my career in a community

coll ege. o

76



Anot her r es pon deaded toteaah inda,foydal libefalattsl y 1 n
college and was actually offered a teaching job in such a college, but I turned it down
because my husband couldndét find work in t
to stay in my current positionintheoc al communi ty coll ege. 0

One respondent had served as a dean of students for 16 years when her husband
took early retirement, and they moved to t
trouble getting back into higher education as a result pofitbve], even though my
former president sent letters to all the community college presidents in the state. No job
of fers came. She continued, AAfter workin
lesser position as a director in a local communitiege. | worked hard and showed the
institution my skills and that | knew how to solve problems. Eventually, | moved into a
vice presidency. o

Some women accepted detours in their careers in order to get over
personal/family health issues such as theldega parent, spouse, or child or to care for
aging parentsTwo respondents to the interview questions illustrated the case of family
hardships that were out of their control but still affected their careers. One respondent
revealed thatone of herfosrons di ed two years ago. She s
advantage of opportuniti@sl had to put everything on hold because of the emotional
adjustment to this issue. I eventually go
shared that after héausband died, it took a full year for her to feel that she could fully
perform her duties as vice president, e mot

A

husbanddés death] sl owed me down but didnot

77



deathtogivesne order to my | i f e, but death had a
explained, fAl found | couldndét conjugate s

walked around campus. It took me a whole year before | felt somewhat like my old

selfd feelingconfie nt i n myself again.o
One administrator recall ed, il never <CcO
child, I became the caretaker for my mother who was ill. | gotthivds of the way

through my dissertation but nem@iycdldagai s hed

after her motherds deat h, she felt l i ke sh
to add, Al 6ve had my own battle with cance
emotional experience for me and my coll eag

Others went through career detours because of divorces. One respondent
remembered that her biggest career stall came as the result of a highly visible divorce.
APrior to my divorce, | wanted to get a Ph
was mentally, physically, and emotionally too strained to go to graduate school. The
di vorce didndét ke e podinustddlayed me fora whtléh il fimally my g o

got my degree. o0

Opening Closed Doors: Need for an Advanced Degree

Another frequehreason for a career detour was the lack of an advanced degree.
Eight of the 22 respondents to the interview reported that they needed an advanced
degree to move beyond a current career detour/barrier (see Appendix A, Question 3).

Some women voluntarilwent into a stall in order to complete work for the degree,
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usually a doctorate. A study by the National Opinion Research Center at the University of
Chicago reveals the following:

The annual total of women receiving Ph.D.s has increased by more than 50

percent in a decade, growing at over twice the rate of men getting those degrees, a

recent study found. As a result, a record 40.6 percent of more than 42,000

research doctorates awarded by United States universities in th®71.996

academic year went to wam, according to the annual study by the National

Opinion Research Center at the Universi

the study spent about seven years earning the de§aezetly 2000, p. 5)

One respondent to t hetohavetatdomrsopenfomot ed,
career advancement, then | needed a doctorate. | needed to go to schioot fd |
quitmyful-t i me position at a college. 0 She adde
quit to go to school full time, my determinatitmfinish my degree was questioned when
a promotion came up, and | was asked by administrators if | might put off pursuing my
doctorate if | got the job.o0o She finished,
not have finished it, however, witha@a t he support of my husband

Another respondent, who came to leadership in the community college from the
manufacturing sector remember edl|wartddtohadnot
go into education, but | went to work for a mining organizatrothe accounting
department . My supervisor told me | coul d
degree. 0 She continues, ABy this ti me | h a
accounting degree was diffheukstummatr i wedt hi

after | got my accounting degree, | was still thinking about teaching and knew | needed a

masterbd6s degree to teach. 0
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Push Factors: Organizational Politics

Seven of the 22 women interviewed reported that organizational issues pushed
them into career detours (see Appendi x A, Q
were lack of vision by executive leadership, failure to achieve an internal promotion, and
lack of clear communication from administrators. According to Hewlett and R085],
women indicated that in addition to those events that pulled them away from their career
such as family issues, there were some organizational factors that made them take a
career detour. These included jobs that were not satisfying or meaniagkubf|
opportunity, and overly demanding work (p. 44).

For example, one respondent related, AT
decided to reorganize and created a vice p
for 15 years in a variety gositions and had literally worked my way up through the
rankso She added, AAt the time | was servi

rather than the chief academic officer, and | applied for the new position although | was a

rather nortraditond appl i cant . She continued, AThe
pool of Operfectdé applicants was selected,
wasndét one of them. o This respondent conc

day. However, | kew | had to get over it and move on. | refocused my energy to finish

my dissertation. | successfully defended and when a vice presidency at another

community coll ege opened, I applied and go
Still another r es peorganzatian thatipushedheramoea c ol |
career detour. She said, AA new president
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president who proceeded to move everyone under her around. The college was totally
di srupted. 0 She cont isofferedavicefp@sidericyplgutit hi s me
turned it down, and the executive vice president proceeded to make life miserable for
everyone as a result of my refusal to take the new position. She lacked the ability to see
the O6big picture. 60
A few women in the inteiiew felt that a lack of internal support from their
community colleges kept them from advancing in their careers. Such support from
faculty is key to success for college administrators. An artidimmunity College
Week (2003) notes that Dr. Karen Gzgpresident of New Hampshire Community
Technical Colleges, was recently fired in part due to lack of confidence in her by the
faculty. AOpposition to Grosz apparently w
informal poll of faculty in 2002 showedlaa c k of confi dence in Gr o:
According to a review of back issues of tbleronicle of Higher Educatign A Ther e hav
been more than a dozen faculty votes of no confidence in presidents or other top officials
in the | ast f i veatallé&irdsof iéstitétiond largehaedysmall, public r
and private, community coll eges and the oc
2005, p.1).
Who is most affected by a vote of no confidence and how? Obviously, the president and
his/her family arghe most personally affected by a vote of no confidence by the faculty.
People dondét aspire to these positions
most important constituency. The experience can leave presidents defensive and

with considerable $edoubt. Even if they rise above it, they feel a blight on their
record. The odds are that the situatio
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make changing jobs and finding a position at another university [college] difficult.
(Shaw, 2005, p. 1)

Remnants of the fAGood Ol & Boyso Network: G

Nine of the 22 women interviewed responded that gender issues caused career
detours for them (see Appendix A, Questions 1 and 9). In a survey conducted with 70
attendees at the Leadership Institated New Century through the lowa Association for
Community College Trustees, the lowa Association of Community College Presidents,
and | owa State University Higher Educati on
ébelieved their bi gge thée mirndsetrofidoremunitpcolegev anc e m
boards of trusteeso (Ebbers, Gallisath, an
trustees were looking for candidates that fit into their masculine view of how a president
should look and sound (Ebbers, Gallisatig &ockel, 2000, p. 6).

Another example of gender issues in the community college was cited by one
respondent who said, AThere was a percepti
that a woman could not handle the complexities of the presidency. Adialreaded up
going outside to another college. 0

One respondent noted that gender issues were prevalent in her institution. She
noted, AA woman doing the same job as a ma

visibility than men have. Women often hdiraited networking opportunities. For

exampl e, women who donodét play golf candét s
the community; therefore, i1toés difficult t
comment ed, fAMen have arshimpositons¢hatsvonedmcareero ad i n
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detours/barriers are probably equally dramatic but men might move on to another

position. Many women tend to hold on to t
Interestingly, one president told the story of how, as the chief acad#ioer m

another college, she was asked by her president to get thréenationing deans

mobilized. She said, ANaturally, the dea

woman, so they went to the president and complained that | was being tooi¢aséd. |

was asked to back off. o0 She concluded, ATh

and | was asked to apologize to them. | was angry because | had done only what | was

asked to do; however, | tried to establish a working relationshiptiaetdeans until |

could find another position. o

Sources of Support

What helped these women make it through a career stall and go on to successful
careers as executives in community colleges? (See Appendix A, Questianadghole,
the women in the ietrview were extremely resilient. They were not bitter or angry about
their career hol ds. This i s amazing cons
firms tell us that it is common for aspiring [college] presidents to endure five to 10
searches befe securing a position. Under such circumstances, it is hard to maintain faith
in the journeyo (p. 25) . Il n contrast, Rude
Afgenerally see events as interconnected. T

ivesi t together and even see hardships as pa
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An analysis of the respondentsd answers
elements that make up the resiliency of the women leaders in the community college
setting: suppd by family, professional colleagues, and friends; emotional intelligence;

mentoring; and the openness of community colleges to women leaders.

Getting Over Career Road Bumps: Support by Family and Colleagues

Fourteen of the 22 women executives intefdd revealed that a combination of
the support of their family, professional colleagues, and friends was instrumental in
helping them move past a career stall (see Appendix A, Question 2). Lane (2002) agrees
with the respondents:
Equally crucial for theisuccess, say many women in community college
leadership, is an understanding and supportive family. Community college
leadership positions often require a woman to move several times from one state
to another, and her hours extend well beyond ttee®realm. Having a family
that not only understands these demands but that is willing to alter its lifestyle to
accommodate the professiondéds demands ha
One respondent truly had the support of her family to get throdgkoar in her
career and in her personal l'ife. She said,
provide emotional support and child care for two years while | got over a divorce and
worked on my doctorate. o
After her husbandOod seliet erathelsyppoafleer vi ce pr e
coll eagues and especially her president.

how | was doing emotionally and offered me time off to adjust mentally and emotionally

to my new status. 0 Shwasréadynhie eduested thaiiltdkesom h e
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more | eadership of the college as a way of
president stated that she depended on the help of her colleagues to get over her
disappointment when she was not selected to bedpeesit of her communi ty
depended on professional and personal friendships, but | was touched when the members
of the presidential search committee share
presidency. 0

Another vice president told the sgaof how she had been encouraged by her
president to apply for a vice presidency as an internal candidate after getting her
doctorate, and how di sappointed she felt w
the vicepresidency was a setback because dldn 6t wunder st and why | d
and no one could or would explain to me that the decision to hire someone else was a
political oned6 She continued, Al used my f
the setback. People at the college ®infc ed t hat not being hired

do with my strengths or weaknesses. o0

Knowing When to Lead and When to Follow: Emotional Intelligence

Emotional intelligence as defined by Goleman (1995, p. 81) played a large role in
helping the resporahts in the interview successfully move through their career
detours/barriersgsardner (1993) describes emotional intelligence as two forms of
personal intelligence. One of the forms i
understand other peopMrhat motivates them, how they work, how to work

cooperatively with themo (p. 9) . He call s
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intelligence. He expl ains, Al ntraper sonal

inward. It is a capacityotform an accurate, veridical model of oneself and to be able to

use that model to operate effectively in |
Twelve of the 22 women interviewed displayed a positive attitude and an inner

strength as they dealt with their career detours. Ftanoe, one respondent relied on her

interpersonal intelligence to get her thro

strong sense of who | am as a pefsanstrong sense of saibnfidence. | knew where |

wanted to be in five years, and | knew whaeeded to do to get there. | also knew there

woul d be obstacl es. |l planned and planned
continued, Al guess you could say that | h
and was able to work effectively withtoe r s . 0 After applying for

college as an internal candidate and being rejected, one vice president analyzed her

feelings, A relied on my inner strength t

position and the backlashofreg i ve reactions to the fact t
One aspect of emotional intelligence, according to Goleman, involves knowing

the value of relationships with administrators, faculty, and staff (1995, p. 81). Eleven of

the 22 women who weliaterviewed said that they realized the importance of

recognizing and appreciating others after some kind of career detour. For example, one

interviewee always considered herself to be-tagdnted and gave little thought to

feelingbased relationshipsSh e r emember ed, AHowever, after

realized that people really wanted me to tell them something about myself as a way to

build trust. As a private and taskiented person, it was difficult to open up, but |
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decided that | would shareendug wi t h t hem t o be O6humand or
attitude let people feel free to talk to her as a supervisor.
On a slightly different note, one respondent exerted the effort to make friends
with the person who eventually got the position for which sltedpplied. She said,
ARnThe person who got the job was one of the
wor ked with. I currently wutilize some of h
summari zed her concern f or bemtehderrasdwheiitfou ne
become a follower. | try to give everyone a chance to lead, and | acknowledge those who
take the |l ead. My job is to help develop |
After her return from a voluntary career detour, one respondertt notefi Ev e n
though there are people who tend to use subterfuge for their own personal interests and
advancement, | try to recognize folks who have talent and to delegate to them as a way to
help them move forward with t lstetedempathy eer s .
toward her coll eagues as a result of her <c
successfully because of having | ost a job
As a result of her career detour caused
learnal to lead with empathy and compassion. | learned that faculty, staff, and students

have 1 ssues just | i ke mine. I |l earned to

Plans B and C: Flexibility

Flexibility manifested itself as part of interpersonal iingehce for the women

leaders who were interviewed. Nine of the women who participated in this interview felt
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that flexibility was essential to make it through career detours. To cite one president,

ANot all careers invol ve alowtaercdnmomoty e ment .
coll egebs concept of wupward movement to ob
step back is satisfying. O6Moving ond in yo
Another interviewee not ed,ythatWdxmec, |lmveeant s do

choice but to persist toward that goal. The detour happens for a reason, and life unfolds,
as it should. | applied for my current position twice. It took four years to materialize.
My current job is better than | could havegne n e d . 0
Still another respondent stated, Al ask

new areas of the college and to place myself in situations to better serve students and

coll eaguesé. |l changed | ocati onderentchanged u
positions at the same college. 0 Yet anothe
new things. In fact, the more hats you wear, the better contribution you can make to your
coll ege. | took advantage of edpofifTheri mbes
roles | could take on, the better. My career went from being dipertinstructor to vice
president in another institution before ta
summed up her thought s o m@lifdplae kknewisdmething, il
woul d come up, and | would apply, and | wo
Anot her intervieweeds comments demonstr

job because her husband could not find work in the same geogragdiShe noted,
ASuccess depends on how well you handl e PI

current position more satisfying, so | opened myself to the idea of accepting opportunity
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when it presented itself. o0 &tvasoperotorew uded,
opportunity. | decided that my personal happiness did not always depend on completing

Pl an A. 0

Others Who Have Dealt With the Same Situation: Mentoring

Mentoring was an important source of support for career detours for nine of the
22women interviewedSeveral women in the interview remembered college
administrators who took the time to mentor them as a means of support and who
encouraged them to take part in national/state caedstied organizations to provide
opportunitesforprbessi onal growth. Al was given the
assignments outside the college on a statie and national level. The president
encouraged me and made it possible for me to make presentations at national
conferences, 0 n oduthdrlatmlearcermbve.\When asker ehat b
advice she would give to women in community college leadership positions who faced a
career detour, one respondent | mmedd ately
find a mentor o (s &eAndtEpespoddemtwhégaveGhee st i on
following advice to women who might be facing a career detour supported this theme.
She counsel ed, ASurround yourself with goo
them about want is going on and continue to have g@mlissions with these mentors.

They can help you define [career] detours and provide advice on how to avoid this kind

of detour again. o After a career detour, a
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support system, a h dut far befp 6Seek bué meatbrs. Balk tb otheos r e a
who have dealt with the same situations. 0
One president expressed the importance of mentoring others by speaking to
womenodos groups. She stated, AToday, I shar
upandlhen | coul dndét move up the career | adde

applying for new positions that would have required a move because of my&aanily

di sabled child and my husbanddés job. o0 She
upthecaredr adder . 0 Another president shared her
|l eaders by mentoring them. She noted, @ Wh
talk to them and tell them what they need
presidentsn the interview process mentors young women who are about to try to move

up the career | adder. She explained, #dal tr

advise them to consider how supportive a new environment is when they consider

pursuingandaecpt i ng a new position. o Anot her pr e
il share my story with others because | be
reach out to those who are struggling. o

A Tolerant Environment: The Community College Geltu

Eleven of the women interviewed felt that part of their resiliency was due to the
fact that their careers were in the community college setting. One respondent explained
her reasoning as foll ows: AMany of wus [ pre

instruction. Sixty percent of the students we teach are women. We see these women go to
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college despite economic and social hardships and create successful lives for
themsel ves. 0 As a result of this tytpe of
they could overcome just about any career detour/stall that came their way. Contributing
to this tremendous resiliency may be the fact that seven of the 22 women interviewed felt
that there were numerous opportunities for women to advance in comnulletes
because of impending retirements of current executive leaders. According to Shults
( 200 1) -five percent of current [community college] presidents plan to retire by
20070 (p.1). One respondent sai ddersinThere a
community colleges in part because of the vast number of retirements. Also, minorities
and women will take opportunities for leadership partly because of the diverse population
of the community colleges. 0

Anot her respondent yqglegesndareambre forgiting thaihC o mmu n
four-year colleges, and detours may not be as severe as atye&wwollege or
universityé. There seems to be more toleran
interviewees felt that there were multiple opportunitesfomen leaders in community
colleges to get back on their career track after a detour or roadblock. They felt that
women in higher education were not put under the microscope as much as women
executives in the corporate sector.

Table 4.2 summarizes thdréutes that contribute to the resiliency of women

leaders in community colleges.
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Table 4.2:Resiliency Among Women in Executive Leadership in Community
Colleges: Themes Developed from Oral Interview Responses

Theme Attribute

Support by Bmily and Colleagues Relied on support of family and friends
Supported by community college administration
Depended on support of professional colleagues

Emotional Intelligence Strengthened existing internal and external relatipssh
Learned about themselves with every missed opportunity

Recognized others for their leadership abilities
Maintained a positive attitude

Flexibility Took lateral moves as a way to learn more
Participated in professinal activities outside of college
Considered career detours/barriers as temporary

Mentoring Needed a mentor
Mentored others
Realized the importance of leading by example

Openness of Community College Took advantagefaetirements
to Advancement of Women Looked for opportunities for women and minorities
I nspired by studentsd success

Contrary to Fels6 theory that women who
regaining the momentum to fulfill their ambitiothe women in leadership positions in
community colleges displayed a sense of optimism and capability. Fels (2004) asserts:
Creating an ambition is a fundamental part of forming your identity, and once that
is done, you must learn the appropriate skHerhaps most important, you must
have the motivation to pursue your ambition and in the face of the inevitable

obstacles. Such continued efforts require a belief that the goal is worth attaining
and that you personally have the qualities required &matt (p. 73)

92



Lessons Learned

How did the women in the interviews respond to their career detours emotionally,
cognitively, and behaviorally? (See Appendix A, Question 3.) Several women leaders
stated that after they got over theagipointment of a career stall, they rededicated
themselves to their work and found pleasure and satisfaction in their current positions.
They looked for ways to make these positions more interesting and challenging. In fact,

t he word Al e timeshyrespansients to mdicat® tbat they continued to
educate themselves as a means of staying challenged and interested in their current
positions.

One respondent did not seem to learn anything from her career detour. Earlier in
her career, she did hoeceive the same raise that her colleagues received and was angry
as a result. She stated that she continued to work for the supervisor who did not give her
the raise Ajust to spite him and be a thor

contan the seeds of optimism displayed by the other respondents.

Work and Life Balance

Finding the right balance between family, personal health, and career was just as
difficult for the women who were surveyed as for women in the corporate sector.
Maintaining a good life balance was a lesson learned through career stalls by some
women in this study. (See Appendix A, Question 7.) Nine of the 22 interviewees
mentioned the importance of life balance. They advised aspiring vice presidents and

presidents tokow what they are willing to sacrifice from a personal standpoint. One of
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the vice presidents who participated in th

home from work, but now | O&m getting strong

Iseemv6 have more energy after work. l 6m t ak
After getting over the shock of the death of her son and a professional career

detour, another vice president noted, Al h

important for leaders lsause the job is not the only part of my life. | even go to retreats

where | get new ideas and get energized. 0
i mportant i ssue. She said, fAl know | need
thererdes tmo | i fe than just a career. Bal ance

society. o

A vice president who responded to the interview noted how important it was to
bal ance family and career. She reflekcted,
for your family and your own work situatio
president described herself as presently being in a career holding pattern. She responded,
Al édm in a waiting period enjoying my perso
responsibilities have changed because | remarried and now have a husband and two

stepchildren in my life. | now put my priorities in a different order. My marriage comes

first. o

Disappointments

The women in the study quickly learned the importanakefv el opi ng a f#fitfF

skino after a career detour/ barrier. Il n ot
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problem or take rejection too personally (see Appendix A, Question 5). They had to learn

the importance of getting over disappointments quieklgt publicly. In fact, one

respondent indicated that she developed a thick skin to protect herself because of her
career setback. She indicated, fAAs a resul
personal distance between myself and colleagues abllege. From an emotional

A

standpoint, l 6m a |ittle removed from my w

Integrity

Integrity was an important element to the women in the interviews. One
respondent stated that she was responsible for henscéind she did not try to pass the
blame on to others in her administration. Other respondents felt that they were role
model s and needed set the bar for good beh
expect anyone to do something that | would notdos el f . 06 Sever al respec
that having hidden agendas was deadly to success in community college leadership. In
summary, integrity for the respondents to the interview questions was knowing their core

values and staying true to them (see AppeAdi®Question 6).

Perceptions of Leadership Opportunities for Women-it2kand the Corporate Sector

One cl ear consensus came from the women
leadership and women in the corporate sector and in the elementary/secondary settin

(see Appendix A, Question 9). They felt that leadership positions in these settings were
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still held by a majority of men, although opportunities for advancement into were
beginning to open up for women.

The women in the interview felt that men were mawaditioned to career
setbacks than women, or else they were taught to mask their feelings more than women.
The women observed that men seemed not to take setbacks as seriously as women. In
community colleges, when men experienced a career barrienyéreyable to move to
another community college while women tended to be tied to one location and could not
move as easily as men.

Adding to the i1idea of great resilience
as the women in the survey liked tdl them, were temporary. After a career stall, each
took the time to evaluate the event objectively. From a career standpoint, thoughtful and
objective evaluation brought about change that included becoming better listeners, better
time managers, and mosensitive to those around them. From a personal standpoint,
changes included taking more time for family and self, being grateful, learning to be at
peace with onedé current career, knowi ng wh
obsessive, and realizing thall decisions have a ripple effect beyond the present moment
on family and career (see Appendix A, Question 7).

Observations from Phase | of this study indicate that women in executive
leadership positions in community colleges experience the same psagsiovomen in
the corporate sector when they go through a career setback. However, they seem to
process the event more quickly and maintain a more positive attitude toward continuing

to pursue their career goals. Information in Phase | indicates thatnayoroemmunity
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college leadership feel that there are more opportunities available to them even after a
career setback.

Even a lateral move was not a negative experience for these women. They often
had a background in teaching, which gave them theyatwlithange curriculum,
teaching styles, and methods as needed. As a result, they had a great deal of autonomy
and flexibility in their earlier careers and were able to look at lateral moves as beneficial,
exciting, and challenging. In their teaching caseespecially in community colleges,
they taught a student population in which the majority of students were women, and as
they encouraged those students to have a positive attitude, pursue a career, and continue

to invest in their education, they wereaghg their own philosophy.

Phase II: Survey

Once the trends and attributes were identified, a national survey was developed
and sent to 248 women in community colleges who were identified as either vice
presidents or presidents.

Phase Il of the remrch used a 3item multiple choice survey instrument to
determine if the findings from the interviews held true for a larger sample of women
leaders in community colleges. Surveys were distributed nationally throughout the
United States throughmail. An accompanying message explained the purpose of the
survey and its usefulness to future women administrators in community colleges. The

message also assured the respondents of confidentiality (see Appendix B).
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Demographics

Eighty-five women in execiie leadership in community colleges responded to
the survey. The response rate was 34 percent. Table 4.3 shows the geographic

distribution of responses to the survey.

Table 4.3: Distribution of Survey Respondents by Geographic Location

Area of United $ates Number of Responses
Northeast (ME, NH, VT, MA, CT, RI, NY, PA. NJ)
6
Southeast (FL, GA, NC, SC, VA, DE, MD, DC) 29

Midwest (IL, MI, IN, OH, MN, WI, KS, MO, IA)

South (TN, MS, LA, KY, AL, WV, AR, OK, TX)

West(NV, CO, MT, UT, WY)

Southwest (CA, NM, AZ, HI)

25
15
Northwest (AK, OR, WA, ID) 2
3
5
85

Total

The respondents were asked if they were-fisstcone, or thirdgeneration
college graduates. Firgkeneration college graduates composed 67.5 percent of the
respondents; 25.3 percerittbe respondents were secegeheration college graduates,
and 7.2 percent were thigkeneration college graduates.

Fifty-two percent of the respondents had been in their leadership positiors for 1
years. Thirtyseven percent had been in executiveifoans for 610 years, and 24
percent had been in community college leadership for 11 or more years. Almost 66
percent of the respondents indicated that they advanced to leadership positions from
instruction. Twentynine percent came from student sergja@nd almost 25 percent came

from administrative services. Other backgrounds included the corporate secfor, not
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profits, development, human resources, research, research and planning, and public
school administration. One respondent served for 1&\asasecretary to the president
and board of a community college before taking on leadership responsibilities.

Fifty-six percent of the women surveyed stated that they decided to become a
community college vice president/vice president while holding aleviel administrative
position at a community college. Another 12 percent stated that they decided on
executive leadership careers while serving as community college instructors. One
respondent wr ot e, dyearsuniemity,il readizbthatioytpior at a f
leadership abilities were not being utilized. When an opening became available in the
community coll ege, I was prepared to pursu
community administration from the-K2 educational setting. Severaltloé presidents
and vice presidents surveyed did not come from educational backgrounds. Six percent
entered community college executive administration through their roles-foraortofit
organizations. Two percent came to community college executiderkap from the
corporate sector. A total of six percent of the vice presidents and presidents decided to
pursue executive leadership while they were graduate or undergraduate students.

Respondent sé6 a®%® Sixtyfaumpgresdt ofthe rpandedtd
were between the ages of-50. Twentyseven percent were between the ages €%0
making a total of 91 percent who were over 50 years old. Looking at nationality, the
majority of the respondents were white, fidispanic. Specifically, 73 wenghite; seven
were black; two were Asian; two were Native American or American Indian, and one

was Hispanic.
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Phase Il: Data Analysis

Inferential statistics were used to compare the differences between the variables.
Basically, chisquare was used to sééhe data fit an assumed frequency model. The chi
square test is defined as follows:
[It] measures how independent the two variables are and asks if what you
[observed] is significantly different from what you would have expected to get by
chance alonélhe calculation looks at each cell and measures the difference
between the actual frequency you got and the frequency that you would have
expected by chance. (Nardi, 2003, p. 144)
ACsiguare tells us whether twop®¥Ba)iables ar
This test was used on responses to pairs of questions, and the goal was to
determine if the distribution of these paired responses could be explained by chance
alone. In this study, all cliquare tests were carried out with one degree aldreeand
a significance level of 0.10 (90 percent confidence).
For all such tests the following general hypotheses were used:
e Null: The pattern of answers to the two questions under consideration
could be explained through a bivariate binominal distrilmjtising
probabilities based on the fraction
e Alternative: The pattern of answers showed some degree of dependence
that could not be explained by the above distribution. Whether this
dependence was pwdiht iiwee s(0hotolr mreagatao

and one Ayeso) would be determined t
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To investigate the effect of age and ex
career detours, the response data were analyzed using a setesstsafit the proportion
of Ayeso answer s. Responses were broken wup
experience), and independesampling test procedures were used on each pair of sample
proportions. This method was used instead of an analysisiahearbecause the sizes of
the samples were markedly different from each other. In addition;sgjahre test was
not used because some of the sample sizes were small enough to make the results
unreliable.

The following general hypotheses were usedHerttests, considering two
age/experience groups at a time:

e Null: The proportions of fAyesodo answe
between groups.
e Alternative: The proportions of HAyes

The null hypothesis in each case wast the two proportions being compared were
equal; the alternative hypothesis was that they were different, meaning that the two
groups held different attitudes concerning the question of interest. This particular
approach required the use of a ttaded ttest.

A significance level of 0.10 was used for all tests, and the degrees of freedom
depended on the number of data points in each sample. This level was chosen instead of
the customary 0.05 due to limitations imposed by small sample sizes. A preyiminar

estimate of 95 percent confidence interval
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number of cases in which the interval boundaries fell above 1 or below 0 (both physically
impossible). Therefore, the simplest remedy was to narrow the confidenise li

For the above analysis, the age data were broken into three groups as follows: 30
39 and 4049 together, 59, and 6659. This was done because only one respondent fell
into the 3039 age group. The three levels of experience specified in Quégiieh
years, 610 years, 11+ years) were used as given, since the numbers of respondents in

those three groups were not as unequal as in the age calculations.

Phase II: Background

Fels (2004) looks at the similarities between the ambitions of boygidstd

Looking through developmental studies of both boys and girls, | noticed that they
virtually always identified the same two components of childhood ambition.
There was aépracticable plan that invol
work and skill. And then there was an expectation of approval: fame, status,
acclaim, praise, [and/or] honor. (p. 6)
Respondents to the study most frequently gave teaching as the career they
dreamed about as a child. A career in the healthdfielgrse or doctd@ was the next
most frequent response, and going into business was the third most chosen career. Fels
(2004) explains why so many women dr eamed
mandates of femininity make it clear that certain occupations are more hospitable t
women and more socially acceptabl eé. Any 06s

strain on culturally defined femininity, especially if the person being served is a man or

childo (p. 37).

102



When asked if they dreamed of recognition associated withdéweiers, 64
percent of the respondents answered in the
no evidence to date that the intensity of this motivation [for recognition] differs between
girls and boys, women and altyaswomenpghe 7). As
respondents in the study dreamed of careers that were not threatening to men, but at the
same time, they dreamed of recognition with the same intensity as boys. Other choices
for careers among the women in the survey included actréss, atorney, secretary,

cowgirl, rock singer, model, interpreter, and racecar driver.

Causal Factors for Career Detours

The women in community college leadership faced some of the same career
detours as their counterparts in the corporate sectoy. &iperienced the pull factors:
family, personal health, and elder care among others. In addition, they experienced the

push factors: organizational politics, gender issues, and the need for an advanced degree.

Putting Everything on Hold: Family and HelalRelated Issues

The first research question for this study asks what situations appear to pull
women in community college leadership from their career paths. Interestingly, while
women in the corporate sector felt that family issues pulled them aftcdreer tracks,
the women who responded to the survey did not feel the same waysikiftgrcent
listed childbirth as a reason for taking some time off from work, but no longer than four

months, and their jobs remained secure during their time wathriewborns. There was
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one exception to this situation. One respondent quit her job for two years to stay home

with her babies/toddlers, but during that
The first research question for this study focuses on therfathat have the

capability of causing career detours. The interview respondents frequently cited family

related issues and personal health as causes for them to take time off from their careers.

However, only eight percent of the survey respondeoitsd that personal health issues

temporarily interrupted their climb to community college executive leadership. A few

women were temporarily diverted by el der

career/business but not for any significant amafitime. For instance, one respondent

related that she and her sister cared for their father who had several strokes. He

alternated living with each daughter for six months at a time. The respondent stated that

she did not take time off from her jobaare for her father; she just altered her schedule

by rushing home at noon to prepare her fat

wor k. Il n her words, il did not put in the
Considering the mixed responses abantify related issues, especially elder

care, a chsquare test was conducted on questions 10G, that asked if respondents took

time off from their careers to care for elderly parents or other family members, and 11E,

that asked if respondents had postpameding to take a new position because of elder

care issues. The test gave-agtue of 0.897, so that the null hypothesis was not rejected

at a significance level of 0.10; thus, the two issues had little effect on one another in

terms of career impact. Thelative frequencies of negative responses do suggest that
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elder care issues were not an important factor in career detours for the women surveyed

(see Table 4.4).

Table 4.4: Chisquare Test Results for Questions 10G and 11E

Question 10G: Did you everka time out emotionally or physically from your career to deal with elder
care?

Question 11E: Have you ever postponed moving to a different geographic location to take a new position
because your elderly parents neegedr care?

OBSERVED EXPECTED
Ql1E Yes No Total Yes No
Q10G
Yes 65 14 79 64.89286 14.10714
No 4 1 5 4.107143 0.892857
Total 69 15 84
df=1

chi-square = 0.016643
p-value = 0.897352

Continuing to address the issues that areghbaf as causes for career detours,
the Iissues of the womends age and el der <ca
career detour for ol der women than younger
among age groups for Question 11E revealed a defieite.tAt the 0.10 significance
level, the null hypothesis could be rejected for comparisons between-#%ea3@ 6669
groups, and betweenthe-50and 666 9 gr oups. Based on the 1inc
the older groups have probably reached the poititeir lives in which they are facing
the issue of elder care. Obviously, elder care is not yet an issue for the younger group

(see Table 4.5).
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Table 4.5: Comparison Test by Age Group for Question 11E

Question 11E: Have you postponed moving to adiffit geographic location to take a new position
because of elderly parents who needed your care?

Age group Proportion N Comparison t-score DF p-value
Yes
Ql1E (2-tail)
30-49 (1/2) 0.142857 7 1/2 and 3 -0.57944 59 0.564499
50-59 (3) 0.240741 54 1/2 and 4 -2.9043 26 0.007415
60-69 (4) 0.761905 21 3and 4 -4.16134 73 8.54E-05

The survey continued to explore the pul

to move ahead in their careers. One area explored dealt with postparemgcareer step
by refusing to move to a new geographic location.

Through the lens of the first research question family related issues and personal
health were interrupters to the climb to success. One of those issues was taking a new
position that equired a physical move to another town or state. Only 19 percent of the
survey respondents reported they postponed moving to take a promotion because they did
not want to move young children (Question 11A).

Another example of familyelated incidents thanight cause a career detour for
the women surveyed was the careers of their spouses. Almost 23 percent of the
respondents turned down career advancement because their husbands did not want to
move. Surprisingly, many of the respondents turned downragtian when it required
relocating to another town or state because they did not want to move, or they wanted to
stay near their families. One respondent

important; she turned down the advancement because $tartdiearned more money.
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Opening Closed Doors: Need for an Advanced Degree

In response to the second research question women in executive leadership at
community colleges were asked to look at their perceptions of intervening factors that
diverted, reBaped, or undermined their career plans. A lack of an advanceddlegree
either a Ph.D. or Ed.D.was listed as a career detour by the respondents in Phase |I.

Phase Il revealed that in order to get their doctorates 75 percent of the respondents

worked full time and went to graduate school on a part time basis. One respondent
stated, Al wor ke dto-face tldsseg full hmee, conarmiutece misedal f ac e
daughter as a single parent, and had only
i My &and wdnt [to graduate school] fime, and | supported the family. | went part

time and continued to work full tindlewe both have doctorates and are both in education.

There were different expectations bnecause

related, fAl wrote my dissertation while em
year ol dé.Il had no support. It took me se
it!o

Push Factors: Organizational Politics

The second research questiasked for perceptions of incidents or factors that
caused a career detour for women leaders in community colleges. The survey looked at
ways in which the respondents were pushed away from the pursuit of career goals and the
fulfillment of their ambition Sixty-eight percent of the women in the survey listed had

interviewed for an external position and had been turned down at some point in their
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careers. Anot her 37 percent had turned do
ri ght f other.36 pe®ent hadlinteeviawed for an internal position as a way to
move up the career ladder but had not been selected.-Ohetpercent of the
respondents made a lateral move as a holding pattern for the fulfillment of their career
goals.

The secondesearch question asked the women what kinds of events/issues
seemed to be pulling them away from their career goals. They responded that their
college organizations were pushing them away from their career fulfillment. For
example, 51 percent of the resplents cited the perception that a woman could not do
the job as a barrier to their advancement.
perception issues that a woman canot do sp
trustees. 0 Andothlegemedepondesmtsnas a probl e
four men on Cabinet, and | find | am often not listenéd ltavill present an idea and
have i1t glossed over and t hen -acepegnted whe
cited their failure to comptely understand the informal power structure within their
colleges as a reason they had to face a career detour. Isiwepsrcent of the
respondents perceived a lack of internal support from colleagues or supervisors or
administrators as a roadblockgmmotion.

Following up on the issue of organizational politics, the respondents to the survey
were asked if they perceived that other women in executive leadership positions did not
always support them (Question 26C). Question 17F asked if the resfmledened that

people did not always have their best interests at heart. -#qolre test gave avalue
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of 0.040, leading to rejection of the null hypothesis and an apparent positive dependence
bet ween respondent s0O ansVed.p)sThesafindingseanbevo q u
considered as an outgrowth of the effect of campus politics. For instance, one woman

might support another one if doing so helped her to further her own ends.

Table 4.6: Chisquare Results for Questions 17F and 26C

Questionl 7 F : People dondt always have your best interes
Question 26C: Women in executive leadership in community colleges do not always support other women.

OBSERVED EXPECTED
Q26C Yes No Total Yes No
Q17F
Yes 26 24 50 21.42857 28.57143
No 10 24 34 1457143 19.42857
Total 36 48 84
df=1

chi-square = 4.216471
p-value = 0.040033

Remnants of the fiGood Ol 6 Boyso Network: G

The idea of the womenbés perceptions of

continued to be gtored when the presidents and vice presidents were asked how they

felt they handled their career detours compared to the same issues faced by men. Sixty

six percent or the respondents felt gender was still an issue because a majority of
community collegdeadership positions are still held by men. In addition, 57 percent felt

that women in executive leadership positions in community colleges do not always

support other women and their ambitions. Also, 61 percent believed that women leaders

in community cdieges seem to be watched more closely than men in the same positions.

Sixty percent of the respondents to the survey noted that often men have more freedom
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than women in the same leadership position to move from one community college to
another to offset aareer detour/stall.

The respondents continued to share their perception that gender was still a factor
in their career detours in response to the second research question about perceptions of
causal factors for career detours. Question 25 asked if wonexecutive leadership in
community colleges perceived that men in the same leadership roles had fewer career
detours/stalls than women. Question 26D asked if women perceived that community
college administrators were more forgiving of men than of wowtesn it came to

dealing with career detours/stalls (see Table 4.7).

Table 4.7: Chisquare Results for Questions 25 and 26D

Question 25: Do you agree or disagree that many women in community college leadership positions
perceive thimen in the same leadership roles do not seem to have as many career detours as
women?

Question 26D: Are community college administrators more forgiving of men than women when it comes

to weathering career tbirs/stalls?

OBSERVED EXPECTED
Q26D Yes No Total Yes No
Q25
Yes 11 4 15 8.4375  6.5625
No 34 31 65 36.5625 28.4375
Total 45 35 80
df=1

chi-square = 2.189337
p-value = 0.138969

A chi-square analysis performed on the avadaelkponses led to avplue of
0.139, so that the null hypothesis was not rejected and that there was no significant
dependence of one answer on the other. However, it should be noted that four of the

respondents did not answer Question 25 at all. Toellkedéd chisquare value for this
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test is already close to the critical value (2.189 versus 2.706); if the missing respondents
had answered both questions the same way, the dependence between questions could
easily have become significant. Attitudes altoaditional gender roles can help explain
these results.

Women are relatively new to community college executive leadership, and as a
result, they feel that they are operating outside the network of contacts that has been
established by their male predes@s. As recent arrivals, they perceive themselves as
being under stricter scrutiny than their male counterparts. Furthermore, their well
connected male colleagues are able to rely on the established network to find a quick way
through career stalls/det@dr an advantage not as readily available to women.

When asked if they perceived that community college administrators were more
forgiving of men than women when assessing career detours, a majority of the survey
respondents answered in the affirmative. Wasked if they perceived that women
leaders in community colleges seemed to be under the microscope more than men in the
same positions, slightly fewer than half answered in the affirmative.

People with strong connections in their field tend to have aardgase surviving
adverse situations that might result in more severe consequences for those with less
experience. At the same time, the connected person can easily find a waynter rer
continue in the field if circumstances have forced him/her bitit 8 ince men have been
involved with community college administration longer than women, they have had a
much better chance to build up strong networks that can bring them through career

stalls/detours.
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One of the respondentwofmen mmenasttekdcaren S ocC
of a family member because of illness or s
fewer stalls as their role in caring for a family mengbehild or parerd is not seen [by
society] as over shado wAfter gommdnteng that sheatlmoeghtr e x p
the playing field had been leveled for men and women in the community college
environment, she talked about the support
biggest difference is marital stafusuccessful men tend tovewives, and successful
women tend to be single. Men have support
they are giving rather than receiving mart

that society still expects women to be caregivers.

Sources of Support

The third research question asks how women leaders in community colleges
respond emotionally, cognitively, and behaviorally to interruptions/detours in their career
plans. After respondents faced a catour, they found support in a variety of
resources, both internal and external. Internal resources included emotional endurance
and attitude, while external resources included family, colleagues, networks, outside

interests such as hobbies, and religiaith/spiritualism.

Family and Colleagues

As predicted by the interview responses, a majority of the survey respondents

related that their families provided support as they went through a career detour. Sixty
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one percent of these women said thatifiamas a source of emotional support as they
worked through their career detours. One respondent simply said that she married the
right man.

A chi-square test was performed on question 13C that asked if family/friends
helped the respondents quickly getkan track after a career detour, and question 15C
that asked if family helped them get through a stalled time in their professional life (see
Table 4.8). The test results revealedajue that was virtually zero; hence, the null
hypothesis was rejecteand there was a dependence between responses to these two
guestions. In this case, the relation appears to be a positive one, suggesting that support
from family plays a key role throughout the entire process of recovering from a career

detour.

Table 48: Chi-square Results for Questions 13C and 15C

Question: 13C: After a career detour, did the support of family and friends help you get back on track

uickly?
Question 15C:qud tr):e support of your family ever help you get ostllad time in your professional
life?
OBSERVED EXPECTED
Q15C Yes No Total Yes No
Q13C
Yes 29 11 40 15.71429 24.28571
No 4 40 44 17.28571 26.71429
Total 33 51 84
df =1

chi-square = 35.3192
p-value = 28E-09

Twenty-six percent of the respondents to the survey noted that an additional
source of support came from colleagues. Gallagher (2000) explains this small reliance on

professional coll eagues: AThe | evel of i nt
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moving up in your career may di minish once
continues, ASharing with your peers some p
face can be very healthy; however, the lesson to be learned from executive wammen is
be selective in the information you disclo
especially on one c¢close woman friend. A We
were married and had children and both waited until [our] children wewengmbegin
to consider presidencies. o

A chi-square test was performed on questions 13D which asked if professional
colleagues helped the women presidents and vice presidents get back on their career
tracks after a career stall, and question 15D whichdaglsupport from college faculty
and staff was instrumental in helping the respondents make it through the time involved
in their career stalls. The resultingzplue of 0.0002 meant that the null hypothesis could
be rejected at the 0.10 significancedev he data indicate that professional support plays

an appreciable role in both phases of weathering a career stall (see Table 4.9).

Table 4.9: Chisquare Results for Questions 13D and 15D

Question 13D: After a career detour did the support of ydigagues at work help you get back on track
quickly?

Question 15D: Did the support of your collegebds f ac
professional life?

OBSERVED EXPECTED
Q15D Yes No Total Yes No
Q13D
Yes 47 7 54 39.85714 14.14286
No 15 15 30 22.14286 7.857143
Total 62 22 84
df =1

chi-square = 13.68524
p-value = 0.000216
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Still other respondents to the survey said that during their career detours they
connected/reconnected with professional networks for support. Twwemgypercent of

the respondents began earnestly developing national networks.

Emotional Intelligence/Emotional Endurance

The third research question explored how women responded entigtiona
cognitively, and behaviorally to their career detours. Seeyen percent of the survey
respondents relied on their personal inner strength to help them get over a career setback.
Question 15F asked the respondents if such strength helped thent thadegh their
actual career detour. Question 13B asked if internal strength helped them feel they could
continue to pursue their career goals despite the career detour-sduelne test gave a
p-value of virtually zero, leading to the rejection of thél hypothesis and an apparent
positive dependence between the respondent
of this test suggest that this type of strength is an important factor in both weathering the

career stall and getting back on course (Eable 4.10).

Table 4.10: Chisquare Results for Questions 13B and 15F

Question 13B: After a career detour did you rely on your inner strength to get back on track quickly?
Question 15F: Did your personal inner strength help you get over a stalled thodr iprofessional career?

OBSERVED EXPECTED
Q15F Yes No Total Yes No
Q13B
Yes 19 10 29 9.666667 19.33333
No 9 46 55 18.33333 36.66667
Total 28 56 84
df=1

chi-square = 20.64451
p-value = 5.53E5
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In response to the research spien that explored how women dealt with
interruptions to their career plans, age seemed to be as asset in dealing with the emotions,
disappointments, and blows to sefteem that went along with career detours and stalls.
When the responses to Questi@Blwere broken down by experience levektest on
the proportions of fiyeso answer sgalugifel ded a
all three tests do not allow rejection of the null hypothesis (that any proportion is
different from the othersgn increase from-&0 years to 11+ years appeared that was
very nearly statistically significant at the 0.10 level (see Table 4.11). This kind-of self
reliance is an attribute that takes time to develop to the point where a woman can call on

it to help he over a challenging time in her career.

Table 4.11: Comparison Test by Experience Group for Question 13B

Question 13B: After a career detour, was your inner strength an internal resource to help get
you back on your career paghickly?

Exp group Proportion N Comparison  t-score DF p-value
Yes
Q13B (2-tail)
1-5yr(1) 0.684211 38 land?2 1.229126 64 0.223525
6-10yr (2) 0.535714 28 land3 -0.72386 54 0.472275
11+yr(3) 0.777778 18 2and 3 -1.65997 44 0.104032

Not surprisingly, 69 percent of the respondents stated that a good attitude helped
them through a career setback. Gall agher (
not al ways going to get a O6yes.® Yaou need
endure the ups and downs, the wins and losses that occur with every project, every

decision. To be able to cut your | osses ea
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Following are remarks by several of the respondents describing their attitude

toward life in genal and work specifically:

e "Do what you need to do. Get the degre
politically astute, and make sure othe
where you are, be prepared to move. o

(@}

e Al 6m an opt i misgdallyimponahtfdr soindomerwhko asphes t
to community coll ege | eadership.o
e AJust dd@awayinobbshg more and nothing |
e ANever s tdalpoutlyorraelf, studengs, the college and the
community you serve. Always be a builder and devetbmdryourself, your
students, your staff, your college and the community you ser
e NSacrifices d@nédeynlay et evmpdrharn y ! o
e "We al ways make the best decisions tha
ti me and pl ace. 0
In dealing with their career det@) the women in this study exhibited flexibility.
Ruder man and Ohlott (2002) describe women
wide repertoire of skills that allowed them to respond appropriately in stressful or novel
situations, and they could enws a variety of possibilities and generate alternative
prospective outcomes (pp.912) . The aut hors finish, nADesp
they realized that the path to each goal was not necessarily linear, and they often made

adjustments alongthewad (p. 92) . The authors continu
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in the quest for a promotion, it may be tempting to compldint more useful to sidestep
and seek out another opportunityo (2002, p
For example, 77 percent of the respondents notedh#matvould recommend
taking on additional roles in order to learn how the college works and to expand their
own capabilities. Sixgeight percent noted that they had to learn to be flexible both
personally and professionally. One respondent advised woimenvanted to move into
community college | eadership roles to fbe
opportunities. o
Yet another way the women in the survey dealt with their career detours was a
strong positive attitude part of emotional intelligence.hE presidents and vice
presidents who responded to the survey displayed attitudes of commitment, control, and
challenge. Kouzes and Posner (2002) consider these characteristics to be the sign of a
hardy attitudé a positive way of looking at life and goifigrward despite temporary
roadblocks (p. 221).
Kouzes and Posner (2002) also refer to a positive outlook as psychological
hardi ness, saying, ANo one wild/| foll ow som
take deci si ve a-totrpexentobthevpmen vih@ rdsponded tb thd t vy
survey stated their belief that they would find a light at the end of the tunnel. In other
words, they felt that they were survivors and could cope with adversity-twibtypercent
of the respondents stated theiliélethat time takes care of many things. They learned
t hat with patience many of | ifebés trials a

in a satisfactory solution for all stakeholders. Faritye percent noted that sometimes
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professional goals ndeo be abandoned or readjusted. These responses demonstrated
that flexibility was at the core of the resilience for these women presidents and vice
presidents in community college settings.

Question 13A asked how the respondents were able to get baokirse quickly
after a career detour, while question 31D asked them to describe their attitude toward life
in general. The cksquare test on these two sets of responses produeeal@epof 1,
meaning that the null hypothesis could not be rejected. Thénas no evidence to
support a connection between having a fallback option and the admission that sometimes
goals needed to be abandoned or changed in order for women in community college

leadership to be successful (see Table 4.12).

Table 4.12: Chisquare Results for Questions 13A and 31D

Question 13A: Did having a plan A and even perhaps a plan B help you cope with your career detour?
Question 31D: Would you describe you attitude toward life in general as continually looking for something
new rather than some place thatodés new?

OBSERVED EXPECTED
Q31D Yes No Total Yes No
Q13A
Yes 27 27 54 27 27
No 15 15 30 15 15
Total 42 42 84
df=1
chi-square = 9.35B1
p-value =1

A comparison among the experoengroups showed no differences in response
rates to 13A that would pass-test at the 0.10 significance level, and the null hypothesis

could not be rejected for any pair of sample proportions. However, the drop in responses
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from 1-5 years to 610 yearshows the beginnings of a trend for women at that stage of

their careers to start thinking about options (see Table 4.13).

Table 4.13: Comparison Test by Experience Group for Question 13A

Question 13A: Did having an alternative plan A or even plan Bymimet back on track professionally
after a planned or unplanned career detour?

Exp group Proportion N Comparison  t-score DF p-value
Yes
Q13A (2-tail)
1-5yr(1) 0.421053 38 land?2 1.441366 64 0.154356
6-10 yr (2) 0.25 28 land 3 0.22849 54 0.820128
11+yr(3) 0.388889 18 2and 3 -0.99913 44 0.323194

From the chisquare results in Table 4.12, it can be seen that two different kinds
of flexibility are at work in women | eader
to reach thsame goal is a different process from that of readjusting the goal itself. The t
test results indicate that the first type of flexibility can decline somewhat as a woman
spends more time in the same position, leading to a siraglk mindset in terms of
getting ahead in her professional life.
Some of the respondents wrote about consciously seeking out activities to help
them move beyond their career detours. For instance, they mentioned looking beyond

their professional lives and refocusing some of teeargies on their communities.

Mentoring

Mentoring seemed like a good way to deal with a career detour behaviorally.

According to McCauley and Douglas (2004),
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defined as a committed, lostigrm relationship in which senior person [mentor]
supports the personal and professional dev
Gersick and Kram (2002) give another definition of a mentor:

Research on mentoring suggests that this developmental process can take two

forms: instrumental help with career skills and advancement, and psychosocial

support with more intimate issues of identity, confidence, and aspirations. The
ideal mentor integrates both forms of assistance. However, in most cases,

individuals must piece t&gher the help they receive from multiple sources. (p.

14)

Two questions on the survey asked about the value of mentoring for the
respondents who were highly educated women in executive leadership positions in
community colleges across the country.etastingly, 29.8 percent stated that finding a
good mentor was important in helping them move beyond their temporary career detour,
and 33.3 percent of the respondents stated that they relied on a mentor to move through
their career detours.

This findingsupports the theory that as women move up the career ladder to
positions of higher and higher authority, their level of intimacy with others tends to
decrease (Gallagher, 2000, p. 87). The women who responded to the survey tended to
rely on family and fiends for support rather than on a mentor; however, a recurring
theme was that mentoring others was important to these women. They wanted to share
their experiences with emerging leaders to help them be successful.

An example of the willingness of womezelders to share their experiences, while

at the same time exhibiting thoughtful consideration about what information to share and

with whom is found in the results from the -gjuare test performed on Question 14A
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and Question 17B. Question 14A askedhd tespondents shared their experiences

related with career stalls with other women who wanted to move up the career ladder, and
Question 17B asked if one of the lessons learned from a career detour was that careful
thought should be given as to what imf@tion is shared with others. The-siguare test

gave a pvalue of 0.0386, leading to the rejection of the null hypothesis and an apparent
positive dependence between answers to the two questions. A reasonable conclusion to
be drawn is that women who dedlde to share their experiences have already given

careful thought to what and how much they will share with other women (see Table

4.14).

Table 4.14: Chisquare Results for Questions 14A and 17B

Question 14A: Did you consciously share your experiendssother women who wanted move up the
career ladder as a way to restart your career after experiencing a career detour?
Question 17B: Did you consciously give careful thought to what information you should share with others
after experiencing a career detour?

OBSERVED EXPECTED
Q17B Yes No Total Yes No
Q14A
Yes 51 18 69 47.64286 21.35714
No 7 8 15 10.35714 4.642857
Total 58 26 84
df=1

chi-square = 4.279922
p-value = 0.038565

Question 14Gsked respondents if they consciously sought a mentor as a way to
restart their careers after a career stall. Question 151 asked them if a mentor was
influential in helping them make it through their actual career stalls.-Aqthare test
revealed a fvalue that was virtually zero, indicating that the null hypothesis was rejected

at a significance level of 0.10. These results suggested that the women who were
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surveyed felt that mentoring was an important component in both surviving a career

detour and iimmoving forward beyond that temporary delay (see Table 4.15).

Table 4.15: Chisquare Results for Questions 14C and 15|

Question 14C: As a way to restart you career after experiencing a career detour, did you consciously
seek out agod mentor?
Question 15I: Did a mentor help you get over a stalled time in your professional life?

OBSERVED EXPECTED
Q15l Yes No Total Yes No
Q14cC
Yes 54 5 59 39.33333 19.66667
No 2 23 25 16.66667 8.333333
Total 56 28 84
df=1

chi-square = 13.68524
p-value = 1.13E13

Openness of Community College Culture

The openness of the community college culture was another asset in helping
women leaders cope emotionally, cognitively, and behaviorally with their career detours.
Sixty pecent of the women who responded to the survey felt that women leaders were
accepted as leaders more readily in community colleges than they might be accepted at
four-year colleges and universities. There are two factors that help explain the receptivity
ofcommunity coll eges to women | eaders. AnDr
Gainesville College in Gainesville, Georgia, said the relative newness of the community
coll eges to the higher education system ha
Lynn C. Coleman, vice president of administration and finance at Howard Community

Coll ege in Columbia, Maryland, adds, #fAAnNnd
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smallerthanfouy e ar school s, they give women mor e
(Lane, 2002p. 5).

Seventyf our percent of the respondents agre
of women leaders in community college will continue to grow as current leaders get
ready to retire within the next f stese to se
are familiad the turnover in leadership in community colleges will be unprecedented in
the next decade as baby boomers retire. The leaders who were instrumental in the
development of community colleges in the 70s are leaving their colleges ateasingr

rateo (p. 513).

Lessons Learned

The fourth research question asked what the presidents and vice presidents who
responded to the survey learned from their career detours? Referring to activities like
career setbacks, Ruderman and Ohlott (26403),y , ATry to see how thi
turned out differently and how you might have acted differently to make that happen.
Think about what you got form an opportuni

would have | ikedo (p. 155) .

Awareness of Orgazational Politics

The community college presidents and vice presidents learned lessons about
organizational politics from their career detours. Féight percent of the respondents

reported that their career detours taught them that there aregddiver issues in most
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community coll eges. One respondent noted,

not rely exclusively on others for help. Do not burn any bridges as you may need to call

on former supervisors and other colleagues well intd thet ur e . 0 Gal |l agher
of organizational ©politics, AYouéneed to I
your corporation [coll ege] and what is exp

reported, Al bel i eve tThospwho wouldhdpyoa Inithithe i n
will get what they deserve sooner or later, but the vast majority of people will be grateful
and give you greater support.o

One respondent stated, fARealize that yo

that is in yair job description. Offer opinions when asked and accept and implement

deci sions even if you donodot agree with the
probably not in the right organization. o S
organizatonpuo6r e i n, go find one that iIis a bette
included, wil/ be happier in the | ong run.

Question 19A asked if the respondents perceived that at least some of their career
advances/detours were influenced by their failure to ¢etely understand the informal
power structure within their colleges. Usingae st , t he proportions o
from one experience level to the next were compared. At a significance level of 0.10, the
p-values for comparisons betweeil® years and1+ years, and also betweei years
and 11+ years, allowed rejection of the null hypothesis for these two cases (see Table
4.16). If a woman experiences a detour early in her career, she may be quick to ascribe it

to traditional stereotypes associatathvgender. As she matures, though, her perspective
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can change in such a way that she recognizes other reasons for hitting that earlier career
barrier. In another sense, with age she may realize that her career detour was not as

catastrophic as she origlhathought.

Table 4.16: Comparison Test by Experience Group for Question 19A

Question 19A: On your career ladder as a community college leader, have you every felt that decisions
about your professional future were influenced by the perception thahameould not do the job?

Exp group  Proportion N Comparison  t-score DF p-value
Yes
Q19A (2-tail)
1-5yr(1) 0.315789 38 land?2 -0.64941 64 0.518399
6-10 yr (2) 0.392857 28 land3 2.15417 54 0.035707
11+yr(3) 0.055556 18 2and 3 2.542626 44 0.014596

SelfAwareness

An important lesson learned by many of the respondents to the survey was the
importance of selawareness. Sixtfour percent of those who responded stated that they
realized the importance of knowing their core valuesuz€s and Posner (2002) explain:

Values influence every aspect of our lives: our moral judgments, our responses to

others, our commitments to personal and organizational goals. Values set the

parameters for the hundreds of decisions we make every dagn©ftat run
counter to our value system are seldom
sense of compliance rather than commitment. Values constitute our personal

Abottom I ine. o (p. 48)

Fifty-eight percent of the respondents truly believedlteéng authentic was of

utmost importance. In other words, it was important to be genuine with their colleagues.

Ruder man and Ohlott (2002) point out, HAAuUt
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channel your actions so your life embodies you goals andddl s 6 ( p . 194) . Ru
(2004) elaborates on authenticity:

The desire for selfinderstanding is important for both men and women.- Self

clarity allows the individual to grow by enabling her to recognize her values so as

to live authentically, improve hability to connect with others, enable agentic

behavior, and allow her to make choices that produce feelings of wholeness. (p.

277)

Kouzes and Posner (2002) continue this tho
Why? Because you can only be authemthen leading others according to the principle
that matter most to youo (p. 52).

Fifty-seven percent of the respondents stated that they learned to keep focused on
their personal goals as well as the goals of their colleges. Interestingly, when asked wha
advice they would give to young women who wanted to ascend to a community college
vice presidency or presidency, 57 percent emphasized the importance of focusing college
goals as well as personal goals.

A chi-square test was performed on question 16Fasked if the women
surveyed had learned the importance of keeping focused as a result of their career
detour/interruption, and question 18A that asked if a current woman leader would give
this same piece of advice to a young woman who wanted to moveomtounity
college executive leadership. The calculateclpe of 0.09173 was low enough to

allow the null hypothesis to be rejected (see Table 4.17). There appears to be a positive

dependence between responses to the two quastiomther words, womewho have
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learned the importance of staying focused want to pass that advice on to the next

generation of women leaders in community colleges.

Table 4.17: Chisquare Results for Questions 16F and 18A

Question 16F: Did your career detour teach you the itapoe of keeping focused?
Question 18A: Would you advise a young woman who is interested in moving into community college
administration to stay focused on her career goals?

OBSERVED EXPECTED
Q18A Yes No Total Yes No
Q16F
Yes 26 10 36 22.28571 13.71429
No 26 22 48 29.71429 18.28571
Total 52 32 84
df=1

chi-square = 2.84375
p-value = 0.09173

When the responses to Question 16F are broken down by experience level, the
proportions of |adgwsmwad trend. hatest as ther0OA W sgmrificance
level, the null hypothesis could be rejected for comparisons betwgemd 11+ years of
experience. A comparison of these results shows a significant difference between only
these two groups, buté same general decrease still appears to a lesser degreeSrom 1
years to 610 years (see Table 4.18). When younger women assume leadership positions,
they may tend to think that simply directing more time and energy toward them can solve
any and all ppblems they encounter. With time, they come to realize that there are other
resources at their disposal for meeting such challenges. They do not have to solve all the

problems by themselves.
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Table 4.18: Comparison Test by Experience Group for Question6E

Question 16F: Did your career detour teach you the importance of keeping focused?

Exp group  Proportion N Comparison  t-score DF p-value
Yes
Q16F (2-tail)
1-5yr(1) 0.684211 38 land?2 1.513703 64 0.135024
6-10 yr (2) 0.5 28 land3 1.71577 54 0.091937
11+yr(3) 0.444444 18 2and 3 0.368133 44 0.714539

Following through to accomplish organizational goals was just one management
challenge faced by the community college presidents and vice presidents who responded
to the survey. In adtion, they realized that they needed to give time to their colleagues.

Forty-three percent became aware that they needed to develop empathy for their

coll eagues. One respondent summed up this
aboutwhatyouthinynt il they know you care. o Gal | a
when she says, APeople willingly follow | e

forthrighto (p. 94).

Fifty-two percent of the respondents stated the importance of knowing their

capabi Il i ties. For instance, one president/ v
capabilities. Men dondédt wunderestimate t hei
Age

Does age have anything to do with how women in executive leadership roles in
community colleges handle careetaurs? Eightyeight percent of the women who

responded to the survey agreed that the wisdom gained through maturity and previous

129



experiences helped them maneuver through their career detoursei§hitpercent of
the respondents believed that with mayucame the belief that the right thing would
happen with patience and endurance. Ssxtypercent believed that after-time-job
experiences that came with longevity, women learned how to maneuver through the
system.

One respondent oaare thaeasiehitlisiioeseednatdnany thipgs
just take ti me, someti mes years, before yo
to create successes that will help you mov
wait years. o $hevooc&mrsf ibremmaa,useBwthein youodre i
on smaller, more quickly accomplished projects and be successful in the project and the
career building process. o0 Anot her respond
much is new after decadestilh e busi ness. What hasnot kil
Eighty-five-percent of the respondents agreed with these words.

To investigate the idea that with age come wisdom and emotional strength,
Question 20 asked if the respondents perceived that oldeemwm executive leadership
positions had developed more emotional endurance and were better able to handle career
detours than younger women. The proportions of respondents in the three age categories
(30-39 combined with 4@19, 5659, and 6669) were cormared using atest.

Table 4.19 shows the results of the test. At a significance level of 0.10, the null
hypothesis can be rejected for comparisons between t48 g0ar bracket and each of
the other two groups. However, this was not the case for propots of Ay es o0 ans:s

between these two older groups. The issue in this case is one of naiveté on the part of the
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younger women, who have not yet learned to develop the emotional resources of their

older counterparts.

Table 4.19: Comparison Test by Agé&roup for Question 20

Question 20: Do you think older women in executive leadership positions have developed more emotional
endurance and are better able to handle career detours/stalls than younger women?

Age group Proportion N Comparison  t-score DF p-value
Yes
Q20 (2-tail)
30-49 (1/2)  0.571428571 7 1/2 and 3 -2.44491 58 0.017547
50-59 (3) 0.905660377 53 1/2 and 4 -1.9261 25 0.065535
60-69 (4) 0.9 20 3and 4 0.073255 71 0.941809

The lessons learned by the respamid to the survey considered the extent to
which age helps women deal with career roadblocks. Question 21B asked the respondents
if they perceived that older women in executive leadership positions had more emotional
intelligence than younger women preipgrthemselves for community college
leadership. Specifically, this question asked if older women developed the
knowledge/belief that the right thing would happen with patience and endurance. A
comparison of the proport iifcantddfdrendey es o answ
between age groups, based evafues that were not low enough to reject the null
hypothesis. However, the proportion does increase fredB30 6069 to an extent that
is almost large enough to pass thedt (see Table 4.20). AstWiQuestion 20, the
younger women had yet developed the coping skills that the older women po$sessed

this case, hindsight and reflection on past experiences.
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Table 4.20: Comparison Test by Age Group for Question 21B

Question 21B: If you agree that eldvomen in executive leadership positions have more emotional
endurance than younger women, do you think that they sense that the right thing will happen with patience
and endurance?

Age group Proportion N Comparison  t-score DF p-value
Yes
Q21B (2-tail)
30-49 (1/2) 0.142857 7 1/2 and 3 -0.85191 59 0.397706
50-59 (3) 0.296296 54 1/2 and 4 -1.48029 27 0.150371
60-69 (4) 0.454545 22 3and 4 -1.31882 74 0.191297

After a majority of respondents answered Question 20 in the affirmatiye, the
were asked if ofthe-job experience helped them learn how to maneuver through the
political systems of their organizations in Question 21A. A comparison of the proportion
of Ayeso answers from the three ae@eB groups
based on values for each pair of groups (see Table 4.21). The fact that the positive
response rates are similar to each other suggests that women learn the value of practical

experience early in their careers and never forget it.

Table 4.21: Compaison Test by Age Group for Question 21A

Question 21A: If you agree that older women in executive leadership positions have more emotional
endurance than younger women, do you also agree that aftdregoé experience,
women learn how to maneuver through the system?

Age group Proportion N Comparison t-score DF p-value
Yes
Q21A (2-tail)
30-49 (1/2) 0.571429 7 1/2 and 3 -0.49898 59 0.61965
50-59 (3) 0.666667 54 1/2 and 4 -0.53519 27 0.596897
60-69 (4) 0.681818 22 3and4 -0.1275 74 0.898889
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When asked in Question 21C if they perceived that the older a woman gets, the
more she knows about herself, her values, and her ability to navigate through a career
detour, a majority of the respomch t s a n s w e itest dn thie preportiods oA  t
responses from the three age groups ledvalpes that were low enough to reject the
null hypothesis when the 3 group was compared to either of the others. However, the
50-59 and 6669 proportions @l not differ significantly from one another (see Table

4.22).

Table 4.22: Comparison Test by Age Group for Question 21C

Question 21C: If you agree that older women in executive leadership positions have more emotional
endurancé¢hat younger women, do you also believe that the older a women gets, the more
she knows about herself, her values, and her abilities?

Age group Proportion N Comparison  t-score DF p-value
Yes
Q21C (2-tail)
30-49 (1/2) 0.285714 7 1/2and3  -2.31471 59 0.024128
50-59 (3) 0.722222 54 1/2and4  -2.36115 27 0.025692
60-69 (4) 0.772727 22 3and 4 -0.45346 74 0.651543
Anot her |l esson that came from women6s ¢

guestion 21D that asHéaf the respondents perceived that with maturity, both men and

women realized that living to work was not emotionally or physically healthy. Overall,

43 percent of the respondents agreed that with maturity, both men and women realized

that work did not hee to dominate their lives. Table 4.23 details the results-tést bn

the proportion of fAyesd answer69samplewashe di f

compared against either of the younger groups, the calculatside was low enough to
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rejectthe null hypothesis; between these latter groups, though, the null could not be

rejected.

Table 4.23: Comparison Test by Age Group for Question 21D

Question 21D: If you agree that older women in executive leadership positions have more emotional
endurance than younger women, do you also believe that with maturity, both men and
women realize that living to work is not emotionally or physically healthy?

Age group Proportion N Comparison t-score DF p-value
Yes
Q21D (2-tail)
30-49 (1/2) 0 7 1/2 and 3 -2.42365 59 0.018451
50-59 (3) 0.481481 54 1/2 and 4 -2.20374 27 0.036254
60-69 (4) 0.454545 22 3and 4 0.213288 74 0.831689

Younger women in executive leadership in community colleges tend to immerse
themselves in the adncement of their career goals and give little thought to taking an
emotional selinventory. With maturity comes a degree of resilience, combined with an
understanding that the job is not everything. By this time, a woman has had a chance to
start a famy and /or establish a personal life that can be as fulfilling as her work, if not
more so.

Question 22 asked the respondents if they perceived that older women with a
wealth of community college leadership experience did not tend to recover from career
stalls as rapidly as younger women in the same positions. Hetestaan the distribution
of answers among age groups led to a rejection of the null hypothesis wherthe 30
group was compared to either of the other two. The youngest respondents rdgarded
older counterparts as being somewhat less resilient in terms of recovering from career

stalls.
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The issue in this case is one of salhluation versus evaluation by outside parties
who have little in common with the people they are judging. In iatgithe meaning of
Arapidlyo may very well change as women | e

now may seem very slow to a younger generation.

Table 4.24: Comparison Test by Age Group for Question 22

Question 22: Do you think older women witlvaalth of leadership experience in the community college
tend to be inflexible and don not really recover as rapidly form career stalls as younger

women?
Age group Proportion N Comparison t-score DF p-value
Yes
Q22 (2-tail)
30-49 (1/2) 0.285714 7 1/2 and 3 2.383603 55 0.020623
50-59 (3) 0.04 50 1/2 and 4 2.541956 26 0.017325
60-69 (4) 0 21 3and 4 0.929703 69 0.355766

Question 23 asked the respondents if they perceived that once women have
erdured one or more personal/professional storms, they develop mecersiedience.
The pvalues from a proportion comparison test led to a failure to reject the null
hypothesis for all three pairs of groups. Thus, there is no statistically significant
difer ence among the proportion of Ayeso resp
true for the proportions among the three experience groups. Among age groups, though,
the response rate decreases to the point where it is almost significant (see Bable 4.2
The older a woman is, the more likely she is to have encountered a considerable number
of difficult times in her professional life. As a result, after repeatedly encountering such
opposition, her sel€onfidence may be so worn down that she seesjligtdication in

continuing her work.
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Table 4.25: Comparison Test by Age Group for Question 23

Question 23: Do you think that once a woman has endured one or more personal/professional storms, she
tends to develop more salbnfiderce, especially when it comes to surviving career detours?

Age group Proportion N Comparison t-score DF p-value
Yes
Q23 (2-tail)
30-49 (1/2) 1 7 1/2 and 3 0.958411 56 0.341975
50-59 (3) 0.882353 51 1/2 and 4 1.424425 26 0.166216
60-69 (4) 0.761905 21 3and 4 1.291219 70 0.200875

In reality, women in community college leadership are pushed and pulled from
their career goals much like their counterparts in the corporate sector. They encounter
some of the same roadblocks to career advanaemsuding family, personal health,
and financial crises. Other roadblocks include organizational politics, gender issues, and,
in the case of higher education, the need for an advanced degree. The lessons they leaned
from their career detours were natry different from the women in corporate America.
They learned the importance of support from family and colleagues, the necessity of
being emotional intelligent and the value of exhibiting emotional endurance, the need for
a mentor. What seemed to mdakese women different from their counterparts in the
corporate world was their attitude. The openness of the community college to women
|l eaders, as well as the womends experience
a sense of selissurance thabeéy would achieve their ambition even if it took them

longer than originally planned.
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CHAPTER V

CONCLUSIONS AND RECOMMENDATIONS

Introduction

The purpose of this study was to examine the perceived factors that caused
women headed for community teje executive leadership to detour from their original
career plans. This study examined the similarities and dissimilarities of such women and
their counterparts in the corporate sector. It looked at how women leaders in community
colleges responded etmanally, cognitively, and behaviorally to interruptions/barriers in
their career paths. Another focus was on the lessons women leaders in community
colleges and business learned from these interruptions/barriers.

There are numerous studies on the suljeit womendés quests to
ambitions in the corporate sector; however, little has been done to study the
accompanying barriers to intended career paths for women in the community college
setting. The problem for this study was to describe thenpatbind the results of
temporary barriers to intended career paths for women in executive leadership positions
in community colleges.

Data were collected in two phadequalitative and quantitative. Phase |
consisted of telephone interviews with a nagicsample of 22 women who were either

community college presidents or vice presidents. They were purposefully selected from
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membership lists for the American Association of Community Colleges, the National
Alliance for Community and Technical Collegese tHational Council for Instructional
Administrators, and other professional organizations. Each respondent was asked the
same series of nine questions (see Appendix A).

A 31-item survey was used in Phase Il to exanhiaeiers to perceived career
plans ofwomen in executive leadership in community colleges. Informed respondent
interviews helped guide the development of the survey questions (see Appendix C).

Two hundred fortyeight women leaders at community colleges were asked to
complete the survey, neling in a total of 85 responses. Their names were compiled
using membership lists from the organizations mentioned above. In addition, community
college Web sites, readily available through the Internet, were used to identify
appropriate potential respdents.

Chi-square tests were carried out on pairs of questions in an attempt to find any
dependence of one response on the other, wiekdts were used to investigate
differences in response rates to certain questions based on age and experiente. All tes
were carried out at a significance level of 0.10.

Results of the study revealed that women in community college leadership,
although faced with many of the same kinds of career barriers as women in the corporate
sector, seemed to display an optimistittiade toward the issues that impeded their

immediate progress toward their career goals.

138



Research Questions

The first research question sought to find out what factors cause women in
community college leadership positions to detour from thégiral plans. The women
in this study perceived that there were two types of factors that affected the time it took to
achieve their goals.

The first was made up of iIissues that te
These included family and hHéarelated issues such as the birth of a child, childcare,
el der care, precedence of spouseds career
death of a close family member. Personal health issues for the women in the study dealt
with diseases such aancer, and emotional issues such as grieving and life balance.

The second factor that affected the speed with which the women attained their
career goals had to do dveventsorsituagiensautsidetofi on a |
the family that tendetb force a woman off her career path temporarily. These included
gender issues in community colleges, the need for an advanced degree, and the lack of
understanding of politics in the community college setting.

The first part of the second research goesasked what women in community
college executive leadership perceived as intervening factors that diverted, reshaped, or
undermined their career plans in this field. The second part asked if there were
similarities and dissimilarities with women in e€xgive leadership positions in the

corporate sector.
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Family/healthrelated issues often caused the women in this study to postpone
career goals for a time. Childbirth, elder care, divorce, and personal health problems
were the most frequently mentionegexiences that tended to divert the women
temporarily from the pursuit of their careers.

Many of the women were temporarily sidetracked from their career goals when
they interviewed for new positions, internally and externally, and were not hired. tAt tha
point, many were faced with the decision of whether to move to another community
college, or else stay in their current positions and explore other career possibilities.

I nfl uencing this decision was the i mportan
surrounding moving young children and teenagers. A few women said they did not want
to move because they liked living in their communities and did not want to leave.

Taking a | ater al position often reshape
such a steps a way to prepare themselves for additional roles at their colleges,
discovering that they had found a springboard into another career in education. A few of
the women mentioned that they worked outside of education, but when they were hired
by communty colleges, they found the collegiate world exciting and later opted to stay.
Several women made a conscious decision to move into leadership positions in the
community college setting. They were instructors or-lewel managers who decided to
pursue aradvanced degree in order to move ahead.

Some women in the study felt that their careers had been undermined by their lack
of understanding of how organizational politics worked at the community college. They

mentioned that gender issues could often sarfeor instance, several women had to

140



learn how to maneuver in the mademinated boardrooms of community colleges. They
also learned that other women in their organizations did not always support them in the
pursuit of their career goals.

Womenintheear por ate sector shared many of th
those in community college leadership. Balancing family and career, dealing with
stereotypical labels, learning to work within a mdteminated organization, and feeling
isolated are exammeof some of the forces that affected the career path of women in both
the corporate sector and higher education leadership.

The dissimilarity between women leaders in these two settings seemed to be
centered on their attitude toward their careers in géndihose in community college
leadership felt that they worked in a fluid environment, which allowed them options as
well as opportunities for advancement. For example, a few leaders noted that they
voluntarily took on lateral entry assignments in otdeearn more about their colleges to
prepare themselves for advancement.

The women in the study did not worry abouerdgering the workforce after
taking time off for child rearing, but this was a great concern for their counterparts in the
corporatesector. Women in business worried that they would not be able to regain the
|l ost ground if they took time off during t

The third research question asked how women leaders in community college
leadership responded emotiogalktognitively, and behaviorally to interruptions/barriers
to their career plans. During the interview phase of this study, the women did not want to

refer to their career detours as fAsetbacks
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or Acadbépbpckoo This choice of words refle
professional goals.

Many of the women in the study indicated that it took them longer than they
planed to reach their goals. Emotionally, they viewed career setbacks asdshopiys
on the way to their destination. Another reflection of this positive attitude is that even
when they were in a holding pattern for such issues as childcare, they used the time to
advance their careers. For instance, one survey respondent corapleg@e while she
was staying at home with her child.

Cognitively, the women in the study realized the importance of support from
family, colleagues, and mentors as they dealt with career detours. They depended on their
families to be understanding abol¢ demands of their leadership positions. They were
touched when their colleagues supported them through career disappointments such as
not being selected for an internal promotion, and they realized the importance of both
having a mentor and being a mber to rising leaders.

Behaviorally, the women in the study and women in the corporate sector knew
that they had to develop a Athick skind an
the attainment of their career goals. Events in this categdodext not being selected
for an internal/external promotion and being asked to take a lateral position.

The women in both community college and the corporate sector became more
isolated as they rose to higHewrel positions. They tended to maintain aa&ierpersonal

distance between themselves and their colleagues. They continued to share personal
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information with their colleagues as a way to build trust; however, they gave careful
thought about what kinds of details they shared.

Behaviorally, after a caer detour and the introspection that followed, the women
in the study became better listeners, better time managers, and more sensitive to those
around them as well. They took more time for their family and themselves, realizing they
had to pull back whethe job became obsessive. Like their corporate counterparts, many
women in this study put the needs of their families ahead of their career goals. Some
maintained a holding pattern, waiting for children to grow up or for husbands to make
career decisiothat matched their own.

Women in both community college leadership and women in the corporate sector
also recognized the need for physical exercise. Women in this study found that this
activity not only relieved stress, but also improved their heatihstamina.

Several lessons came with age and experience for women in community college
leadership as well as in corporate leadership. A primary lesson was the necessity of
employing emotional intelligence as defined by Goleman (1995, p. 81) and Gardner
(1993, p. 9). The women in this study had to understand themselves, their core values and
their goals, but they also had to grasp the importance of good relationships with their
colleagues and peers and how to work cooperatively with them.

For the women inhis study, creating trust between faculty, staff and the president
was a prime consideration because a lack of internal support from colleagues could keep
women (and men) from advancing in their careers. For example, Dr. Karen Grosz, the

former presidentfoNew Hampshire Community Technical Colleges, was dismissed in
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part to lack of confidence in her by the faculty. An article inGheonicle of Higher
Educationnoted that community colleges are not exempt from votes of lack of
confidence in presidents (8&h, 2005, p. 1). The ramifications from a vote of no

confidence are long lastingrofessionally and emotionally.

The importance of flexibility was emphasized by a majority of women in the
study. Most were not bound by a career timeline. They were atalkd@n new
assignments, move to other community colleges, and even remain in their current
position and find ways to create new interest and vibrancy in that assignment. Rather than
focusing on one executive leadership position at only one communigégepthe women
kept themselves open to new challenges and career opportunities.

Age provided a coping mechanism for women in the study who were affected by
career detours. Taylor (2001) points out,
clearly formedand developed and the revision of established meaning perspective takes
placeo (p. 288). The women in the study | e
degree, work ceased to be the center of their lives. They began to think about their
personal ad emotional health, and they realized with time that they did not have to try to
accomplish everything at once.

Women in this study expressed the importance of acting ethically and leading by
exampl e. One respondent s uightnautrmake sude, nWe ¢
everything we do is right. o

Women in both the corporate sector and the community college setting thought

they had broken through the fAglass ceiling

144



were still the source of career barriersome instances. They found corporate

boardrooms and community college boards of trustees still dominated by men. A

widespread perception they encountered was that a woman might not be able to lead a
community college as well as a man. The respondertketsurvey seemed to feel that

men had an easier time surviving career detours than women. Men are freer to move on

to another college in order to jurspart their careers after a stall, while women may not

always have that option. Accordingto Fels 200, Al n conventional ma
are expected to provide the emotional supp

advancement, with |Iittle or no expectation

Interpretation

According to an article iCommuniy College Week 2 0 0 2 ) , ifgdaedeo ut one
of the twoyear, possecondary institutions in the United States have women presidents
but degrees of breakthrough vary by state. In North Carolina, only 15 percent of the
community college presidents are womehjlevin Massachusetts, oitleird of the
schools have a woman presidento (Curti s, 2
Women who aspire to executive leadership positions at community colleges need
to be emotionally hardy because they will encounter career detours that tend to draw

them off their career paths temporarily and sometimes permanently. Fels (2004) points

out , AMany factors intervene to divert, re
proceed through their adult | i vegu5), p. 29)
AThese women have invested heavily in thei
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years accumulating the skills and credentials necessary for successful careers. Most are
not eager to toss that painstaking effort

Women who wantetb lead community colleges faced many of the same career
challenges faced by women in corporate America, including family and personal health
care, gender issues, and organizational politics. Unlike their business counterparts,
women in higher educatiomcluding community colleges, usually needed to acquire a
Ph.D. or Ed.D. before they could apply for a vice presidency or presidency. This need is
supported by Vaughn (2004), who notes that the community college presidency needs
entry standards like all pfessions, and the doctorate is the entry standard for that
position (p. B14).

Both groups of women relied heavily on their families to provide support as they
worked their way through a career detour. Colleagues and mentors provided additional
support avoth groups worked to get back on track. The openness of the community

college culture also helped the women in the study survive and fulfill their ambition.

Putting Things on Hold: Family and Personal Health Issues

Younger women in the study had net ypeen affected by the need to take care of
elderly parents; however, the older group was at that point and responded at a higher rate.
These women continued to pursue their ambitions and were able to deal with elder care
issues at the same time. Youngemen need to be prepared for career obstacles such as
el der <car e. Fels (2004) reminds t hem, nYou

ambition over time and in the face of t he

146



Older women in the study were not tied teaeographic location because of
young children or teenagers. Their children were grown, and they were able to move
from one community college to another, while younger women were concerned about the
amount of time they could spend with their familiesm8aeven turned down promotions
in order to avoid the perceived psychological trauma of moving young children or
teenagers. They temporarily put their careers on hold in order to do what they thought
was best for their families.

This brake on careergoalss supported by Fels (2004) \
sensitive to and providing for the needs of others, even at the expense of her own needs,
is the emotional <core of a womanodés feminin
rather than that of others, riskei ng seen as unfeminineo (p.
(2005) reported on a study done in 2004 by Waf& Policy, a New Yorkbased
nonprofit organization, that found, HANear/|
report that they left work voluntarily abme point in their careers. Among women who
have children, that statistic rises to 43%
toward executive leadership in community colleges must realize that their families may

pose a temporary obstacle in thahpto the attainment of their ambition.

Opening Closed Doors: Need for an Advanced Degree

Clearly, lack of a doctoradeeither a Ph.D. or an Ed.® was a potential
stumbling block on the road to the completion of career goals for women in community

college leadership. Fels (2004) feels that ambition is made up of two interdependent
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components, skill and recognition (p. 211). Women in the study voluntarily went into a

career stall in order to finish a doctorate so that they could prepare to become vice

presidents or presidents of a community college. The need for a potential woman leader

to have a doctorate is seen in a study completed by the National Opinion Research Center
at the University of Chicago that ®&®und,
had increased by more than 50 percent in a decade, growing at over twice the rate of men
getting those degreeso (AiWomen Gain Doctor
ambition to enter community college leadership need to realize that they magnneed

advanced degree in order to fulfill their goals. Those who decide to obtain a doctorate

will need selfdiscipline, time, money, energy, patience, and support from family and

friends while they are in a temporary career holding pattern that could lastgaas

seven years, according to the National Opinion Research C8otzetlyy 2000, p. 5).

The APushodo Factor: Organi zational

This study looked at the ways respondents perceived they were pushed away from
the pursuit of their career goddg a lack of understanding of organizational politics. An
article inSociety for Human Resource Managen{004) illustrates this career issue for
women, saying, A Women whose ambitions are
ingrained corporate cultures ( p . 2) , including the politic
community college. Failure to understand organizational politics often put the women

into a holding pattern. For example, they took a lateral move, or they interviewed and
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were turned down for anternal promotion and continued in their same job until they
felt ready to attempt to move forward with their career goals.

Other discoveries about organizational politics included the perception that
women did not always support each other within the érmork, and the organization did
not always have the best interests of the aspiring women leaders at heart. Carol
Gaallagher (2000) gives an example of how organizational politics can be misread by

rising women leaders:

The skills you may need to getirttoh e executi ve | evel (and
admit you may have to be relatively aggressive) may not serve you well once you
get there. After you become a member of

player, and that requires a different set of behaviadedd, manageds

especially women, unfortunatéyoften antagonize others if they are perceived as

overly ambitions or a threat. (p. 105)

In order to stay on their career paths, young women who want to be part of the
community college executive leadersteam need to accept the fact that organizational
politics are alive and well at virtually every community college. Also, they need to be
aware of the importance of emotional competence in their climb to executive leadership
roles. Gardner (1993) describesno t i on a l intelligence as fAt hi
people: what motivates them, how they work
9). Goleman (1995) emphasizes that emotional intelligence involves knowing the value
of relationships with admistrators, faculty, and staff (p. 81). In addition, he stresses the
i mportance of developing emotional compet e
emotional intelligence (p. 225). The women in the survey stressed the importance of

developing empathy faothers, relying on personal inner strength, and psychological
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hardiness as a means to successfully work through a career detour and to get back on

track.

Remnants of the fAGood Ol 6 Boyso Netw

The women in this study faced somelod same gender issues faced by their
counterparts in corporate America. Both groups of women felt like they were under the
microscope compared to men who held the same positions. This point is supported by Dr.
Narcisa Polonio (Association of Community @olj e Tr ust ees), who say:
often faced unreasonably high expectation about what they can achieve, especially if they
are the first females to fill certain positions. By being unrealistic with our expectations of
them, we set t(baeenR0@2m.6).0r fail ur eo

The women in the study felt that college administrators were more forgiving of
men than women when addressing career detours. This perception may be due in part to
the networking system that men have developed through their caeeamicle entitled
AThe Gl ass Ceiling: Domestic and I nternat.
may not have full access to informal networks men use to develop work relationships in
the company, and these networks often tend to exclude womea theertature of their
activities or the perception that these ar
Dr. Barbara Moss, author and career development expert, who underscores this idea
when she says:

There are subtle factors at play, suclhasavailability of mentors. Recent
research at one | arge firm into why mor
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positions found that a major roadblock was that women did not have mentors the

way highpotential men did. (p. 4)

Ruderman and Ohlott (2002)ysa @A The | i mitations may be
for men at a given level, as women are often stereotyped as more vulnerable than men to
begin with. In addition, there may be few if any female peers to get feedback from,
social i ze wit hnpedy 1998 pp.&#42n fr omo ( Ke

Women whose ambition is to enter community college executive leadership need
to be aware that remnants of the figood ol 6
administration, even if it is only that a majority of menositboards of trustees. Over the
years, men have been taught the importance of networking; women, though, have to
consciously work at developing their own support system. Whether women are in

leadership positions in the corporate sector or higher edoc#tigy need to develop a

ithick skin. o

The Beginning of the Third Act: Age and Experience

Age and experience in leadership positions affected how the women in this study
viewed their career detours/roadblocks. The older leaders learned that they luidre
to devote all their energy to overcoming these obstacles immediately. A study-of high

achieving women in senior management positions by Gersick and Kram (2002) supports

this observation. One of their gsmmédbshowwct s s a
him that | can do this!d and 61 6ve got to
was] on the treadmil|l |l ooking at the speed
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per hour, | 6m going to faiddodddt Sheelcolnch ad
anything to prove anymoreé. And | think ito
(1995) notes, ABy the time they reach thei
the skills and selknowledge to master complex environmentd ehange the conditions
around themo (p. 151) .

One of the skills that older women leaders in the community college setting
attained was the social competence that matters in the workpla@éorkimg with
Emotional IntelligenceGo | e man ( 1 ALt heanvaf this cerspetende are two
abilities: empathy, which involves reading the feelings of others, and social skills, which
all ow handling those feelings artfullyo (p
more resilient than younger womempbably due to emotional competence developed
with age. The implication for younger women is that they need not rush into executive
leadership positions at community colleges. In other words, they do not need to be so
anxious that they skip vital expential steps along the road to achieving their goals. At
each new level of responsibility, they improve their emotional competence as well as
other leadership skills.

Dr. Deborah DiCroce, president of Tidewater Community College in Norfolk,

Virginia, emplasized the importance of learning on every rung of the career ladder. She

gave this advice to aspiring women | eaders
five year s, I 61 | be doing this, and be a c
greae st |Job of all, and thatés the journey.

(Lane, 2002, p. 7).
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Certainly, the older a woman becomes, the more likely it is that she will have

overcome one or more detours in her career. If a woman conjiremalbunters

opposition to the achievement of her ambition, as may have been the case with some of

the women in this study, she tends to lose her drive toward her professional goals. When

the age of the respondents was considered, overall the womerstodiieagreed that

older women did not necessarily gain more-selifidence as they worked their way

through career detours. In fact, after surviving multiple career detours, older women may

decide to abandon their ambitions. More experienced women didea pond FfAyes 0

any more frequency than younger women when asked the question implying that more

experience helps women develop smihfidence.

These findings are supported by Kanter,

interrupt their careers affettteir confidence. Referring to women in the corporate sector,

the author says, AWomen who | eave the work
doubt themselves in their professional s ki
overwhelmingtostepac k i n, because youoll have to |
convince people of your skillso (McGinn, 2
confidence, they lose both the opportunity for recognition and a chance to fulfill their
ambition.

The carer detours for women in community colleges on the road to executive
leadership were not that different from those for women in the corporate sector. Both
groups of women faced many of the same HApu

put the fulfillment of their ambitions temporarily on hold. The difference was a high
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degree of optimism toward overcoming career detours by women in community college
leadership. This optimism was due in part to the newness of the community college,

according to Dr. Marth Nesbitt, president of Gainesville College in Gainesville,
Georgia. She says, AThe relative newness o
system has been a boon for women. We are the newest kids on the block. Mgsartwo
collegesreally gottheirgtat i n t he 1960s so they werenot
uni versities and state collegeso (Lane, 20
that is more opeminded about women in leadership positions, the women in this study

fulfilled their ambitionsthrough mastery and perseverance, even though they often took

one or more detours on the road to career success.

Implications

If women are to become effective community college leaders, the road to the
highest offices needs to be redesigned. First,da1 s e t he r ol e of today
college leader is rapidly expanding, women (and men) need a variety of definitions for a
workday and work week, especially if they deal with farnélated issues. Next, training
for potential community college leadeespecially women) needs to be overhauled.
Third, women themselves have to realize that they do not always have the same
leadership styles as their male counterparts, nor do they have to mimic their leadership

styles.
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Changes in Policies

There will always be obstacles, especially those associated with femininity, that
get in the way of womends career success.
been made toward afamifyr i endl y wor kpl ace. OFIl exti mebo
s har i ng 6edtalexeEonéulhforeein the last 15 years. But these policies and
others like them merely change the structure of a working day, not the structure of a
working |ifeo (p. 10. 1) .

Belkin (2005) explains what new policies might look like:

We must revamputdated roads ones that do not work for more than half the

working population. It means building a tenure track that does not create a black

hole during the prime childearing years, it means assuming that etdlce leave

can last years, not weeks, ahdt systems will exist to keep workers up to speed

while they are away; it means a partnership track not only for the young and

tireless but also for the older and wiser. (p. 10.1)

Shifting away from a hierarchical work environment toward a ehaisstional
team structure will provide women with the flexibility they need in order to deal with
family-related issues. Policies allowing ntraditional work arrangements will certainly
help women move through their specific career detours without totalingulif the
career highway.

If community colleges provide students with a variety of ways to graduate,
including online, hybrid, and compressed courses, as well as traditionab-faoe

courses, why do they not provide their employees with the saxibifity in their work

schedules? Unfortunately, many community colleges still resemble the workplace of a
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bygone era where faculty and staff clocked in and out at certain time. The only time to do
productive work was between 9 a.m. and 5 p.m. Belki@gP0Qses an appropriate
analogy to describe this situation:

Imagine for a moment that the entire transportation of the United &ttites

infrastructure of highways and bridges, the airports or lack th&eneas exactly

as it was at the start of the Indust | Revolutioné. Similarly,

modern workplace is a product of a leggne era. (p. 10.1)

In order for women to move into leadership positions in community colleges, they
may need to take a different road to career development other éhtradhional one in
an archaic system. One suggestion is to provide women leaders a similar menu of choices
for the workday, week, month, and year as presented to students.

According to Hewlett and Luce (2005), i
inwhen where, and how they do their worko (p
women on their way to leadership roles might benefit from flexibility in the arc of a
career. This approach could include shiertn assignments in which a professional takes
on a portion of a project that she does best. This arrangement keeps skills sharp and
provides flexibility at the same time (p. 52). Hewlett and Luce (2005) note that removing
the stigma of flexible arrangemegnatse wi |l | n
set of policies, but even more important, it means eliminating the stigma that is often

attached to such nonstandard work arrangem
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Changes in Practice

Vaughn (2004) points to community college presidents as primary chands agen

in transforming the organizational culture when he emphasizes:

Presidents should play a critical role in encouraging minority faculty members
and administrators [including women] on their own campuses to pursue
professional development, including eagnia doctorate. Those people will then
be well positioned to become vice presidents or other higliet administrators
who make up the small pool of presidential applicants from which governing
boards select presidents. Presidents play a crucial rolegiwut the process:
They are key in screening, inculcating, and selecting those administrators, and in
most cases also serve as references for the ones who apply for presidencies.
Presidents, then, must take responsibility for identifying, recruitinghastipg,
sponsoring, and recommending promising minority candidates for presidential
positions. (p. B14)

The need for an advanced degree is another temporary career detour for women

headed for executive leadership positions in community colleges. V&2Qb4h) gives

the following advice:

If one wants to become a community college president today, one can greatly
increase oneds odds by doing the follow
[90 percent of presidents were employed at a community collégesticoming

a president]; move into a lelgvel administrative position; return to graduate

school, often as a patitne student, and earn a doctorate in higher education

[more than 90 percent of current presidents have the earned doctorate, with more

than 60 percent of those degrees in higher education]. (p. B14)

He continues, AThe earned doctorate probab

presidenciessas it shoul d, since all/l professions
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Fifty-six percent of the wuoen in the study waited until they were aedel
managers to decide to pursue an executive leadership position; consequently, they were
already deeply entrenched in their work and/or had family responsibilities. From a policy
standpoint, community collegeneed to realize the importance of flexible work schedules
or shortterm reduced workloads for women like these. From a practice standpoint,
community colleges need to encourage women headed for leadership position to enroll in
graduate programs to earwlectorate. However, Piland and Wolf (2003) emphasize the
i mportance of considering Athe | imitations
devel opment services for aspiring communi:t
colleges need to create thewn programs to teach leadership skills, provide experiential
l earning, and nurture womeno6s ambition.
In addition to retirement acting as a transforming agent for the organizational
culture of community colleges, succession planning is a purposefultowsed altering
the culture by using targeted leadership development to provide capable individuals to fill
empty administrative positions due to retirements and vacancies.
Carroll (2004) makes the following argument for succession planning:
Successioplanning is not a clandestine strategy to immediately replace people in
certain positions. It is a systematic process whereby professional and personal
development is blended with a strategic plan to ensure that the organization is
prepared to fill any patson that becomes vacant, with the right person who
possesses the right skills and attributes, at the right time. (p. 2)
Instituting succession planning as part of the strategic plan of the community

college and purposefully identifying minoritiescinding women, as potential leaders
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would not only provide encouragement to women leaders, but it would send the message
that senioflevel leadership positions are no longer dominated by males. With time,
gender issues such as stereotyping may becomeibégin the presidential hiring
process. In practice, the succession planning at community colleges usually involves
shortterm leadership training programs.
In the following statement Wallin (2006), points out that leadership training is
ongoing:
[Individuals] recognize a need to continually improve their ability to respond to
rapid technological change and the globalization of community college education.
Thus, one practical means of addressing the need for continuing leadership
development is througshortterm, highimpact programs in specifically
identified areas. (p. 514)
Piland and Wolf (2005) state, fAWe believe
programming for community college leaders is among the two or three most important
issues faing the enterprise. To overcome this crisis will require departures from the
patterns with which we have grown comforta
(p. 3). Through welplanned programs, women aspiring to rise to community college
presidencis will be able to develop personal and professional development plans.
Pascall, Parker, and Evetts (2000) write about women in higher education and the
uncertainty of their career plans as they set out on the road to success:
Looking back on the personaistories that had brought them to higher education
women acknowledged the accepted wisdom that agyeaited strategy for

building their careers would have been more appropriate. They chided themselves
for not pursuing it. (p. 63)
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These thoughtsechoe | s6 (2004) theory that women of
their success to luck or serendipity (p.30).

In addition, when done well, succession planning provides a focused mentoring
program and an opportunity for women to network, both of which cianetiminate
another element that affects career detours. Astrictured program also allows
potential women leaders to learn the importance of taking time to really learn and
develop personally and professionally at every level of administrative sabioy
Thus, succession planning must be purposefully directed to develop leadership skills in
both men and women, and it needs to include experiences such as local internships that
provide realistic experiences for wotlke presidents and vice presiten

Succession planning must be thought of as part of the strategic plan of community
colleges. When these schools plan three to five years into the future for filling vacancies
at the executive level of administration, the end products will be indidduab have
spent adequate time in each rank of leadership responsibility, and administrators who
have been able to successfully navigate the career detours of gender issues and
organi zational dApull o factors.

Hewl ett and Luce ( 2 0dudia)n thsirtpassion forwork f wo me
and their competitive edgewhether or not they take formal time duthey must keep
ambition aliveo (p. 54). They also call a
mentoring and networking programs that help women expaddastain their
professional aspirationsé. [ Networks] provi

can earn recognition, as well as a safe pl
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without being perceived as bei hapizestheo pushy
i mportance of networking. AOpportandni ti es t
greets. They enable high potential employees to form an ongoing relationship with a
senior leader, which can evolve into regular mentoring and a resource foptob{gms
or botho (p.20).

As more and more women are selected to become presidents and vice presidents
at community colleges around the country, the need for an experienced mentor becomes a
key issue in personal development. The need for-leigel mentos is highlighted in the
following statements:

Boards should insist that new presidents have a ntestmmeone from outside

the campus who can serve as a sounding board and @dtasoreet with

frequently, a service for which they should gladly offer to. pargsidents have a

lonely job, with few people to talk to about private concerns; they are often also

sheltered from bad news that a mentor could convey in a confidential setting.
(Shaw, 2005, p. B13)

Suggestions for Future Research

Belkin (2005) o mme nt s, AA modern womanoés I|ife r
with detours and slow lanes and onramps and offramps. She still geés thaybe
sl owing in her 306s and sprindunkeggyoun her 5
assume the archaicinfrast ct ur e t o be the right oneo (p.

nlt takes effort to shift the cognitive an
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female leaddy far more effort than a male. This may create a problem for some
institutions ordepartmnt s | ed by a | ong | ine of maleso
A tremendous step in encouraging women to move into executive leadership in
community colleges is a change in maentered community colleges at their most basic
l evel . Tedrow (1999) topimprometthe liveswotwomeil Whoe at i ng
are community college administrators may involve transforming the organizational
cultureo (p. 3).
Further research is needed to find out if organizations, including community
colleges, acknowledge that women are creatingvaparadigm for leadership.
Greenberg and Sweeney (2005) conducted a written survey with fofiloaterviews to
find out what women | eaders | earned throug
leadership profile exhibited by these women executiaasts to the future. The female
view that we strengthen ourselves by strengthening othergli®ré i ni ng | eader sh
36) . Curtis (2002) states, AFemal e | eader s
future leaders, both male and female, withinrtbeganizations. Female leaders have a
greater propensity to encourage others to
ensuring the succession of institutional I
The research of Greenbery and Sweeney (2005) reveal the followirligdiengs
from a recent study by Caliper, a Princeton, New Jebbssgd managemeabnsulting
firm:
Women leaders are more persuasive, have a stronger need to get things done and

are more willing to take risks that their male counterparts. When womesrdead
combine these qualities with their openness, flexibility, empathy and strong
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interpersonal skills, a leadership style is created that is inclusive, consensus

building and collaborative. (p. 34)

Womenods | eadership styledapwdoe dmuehsenor
workplace, where information is shared freely, collaboration is vital, and teamwork
di stingui shes the best companieso (Greenbe
of women in community college leadership grows, a longitudinal studlyeided to
discern if they are playing a larger role in consensus building and collaboration, and thus,
changing the language of community college leadership. However, in 1999, Tedrow and

Rhoads conducted a study anal ylegesand womenos

noted the following:

When institutions include women at the senior level, but maintain traditional
standards and values, the women are often cast as outsiders. To reduce the tension
and stress of their outsider status, they choose behavibredbaciled traditional
organizational expectations with their identity as women. (p. 9)

As most community colleges begin to think about succession planning, additional
research is needed to find the most effective plans. A national survey could @rovide
model of effective succession planning to those colleges that are just beginning to

develop their own plans. For instance, Ebbers, Gallisath, and Rockel (2000) describe one

model program:

The lowa Association of Community Trustees, the lowa Associafion

Community College Presidents, and the lowa State University Higher Education
Program created a partnership to develop women and minorities for leadership

roles in community colleges. The Leadership Institute for a New Century (LINC)
pr ogr amé u snation ohnatomalnabd state community college leaders,
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community leaders, trustees, and university faculty members to offer personal and
professional development activities for participants. (p. 375)

Vaughn (2004) cont i nue sandidatdshissatmajfrs ee ki n g
challenge especially for presidents, who most likely came through the traditional pipeline
t hemsel ves. I f presidents are hesitant to
out of the mindset of the traditionally mademinated community college board will take
ti me; however, the opportunity for change
leadership in community colleges will be unprecedented in the next decade as baby
boomers retireo (Wallin, 2006, p. 513).
Another recomrandation for future research might include replicating this study
with all levels of faculty and staff at a specific community college with the goal of
understanding perceptions of barriers to promotion. Is there a perception that
organizational politcshnder s promotions? | s the figood ¢
slowly disappearing? Is the college sensitive to faimghgted issues that affect faculty
and staff? Does the college give financial help and emotional support to those individuals
who are pusuing an advanced degree? By replicating this study and limiting the sample
size to the employees of a specific commun

career detours may be identified.

Conclusion

The purpose of this study was to explore teecpptions that women in executive

leadership positions in community colleges had about career detours and what resources
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they used to maneuver through their career detours and what lessons these women
learned and took to heart from these experiencesyfwrere to continue to be successful.
Based on Nedeasds droyo kDr eams: Ambi t i(20064),i n Wo me
this study revealed that although women in community college executive leadership
positions encountered many of the same career deggpesienced by women in the
corporate sector, they responded with emotional hardiness and continued up the career
ladder. These detours tended to slow their pace of advancement, but nevertheless, they
usually reached their gd@alto be a community college gsident or vice president. Curtis
(2002) describes the women who made it to the highest positions in their community
coll eges as Atypically women who are relen
[ ambition]o (p. 5).

Most of the women presidents avide presidents in the survey who stated they
did not have a career plan described themselves as being flexible in their career goals. In
reality though, they verified Felsd (2004)
rewards of ambition:

In telling their stories, these women of accomplishment used two mainywsil

narrative devices. One was the story in which the successful woman starts as a

young innocent and is waylaid by circumstances and somehow bamboozled into

her present, utterly surprisimgiccess. The alternative narrative is one in which

the drive and organizing skills are acknowledged, but all of the female

protagoni st oés ef f drwhetherdheyee therpoob thdJawsf o f
the Catholic Church, the blind, or children. Téa@se highly admirable lives, but

somehow in these stories, the Acauseo i
per sonal narrative gets |l ost. The memo
25)
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Indeed, 78.5 percent of the women who responaléiaet survey said that they did
not really have a career plan. They described themselves as taking advantage of
opportunities as they came along, or they had a career plan but took one or more detours
before accomplishing their professional goals. Whatcoammunity colleges do to help
women make it through their career detours and fulfill their ambition? The biggest
obstacle for the attainment of womends amb
While its openness to women leaders and fluiditgasitions are sources of support for
potential women leaders, the culture of the presidency and trustees is a hindrance to those
who want to rise to the top administrative positions in the college. Because boards want
to replace exiting presidents with @@ho look like college presidents when they were
in college, women face gender issues as we
leaders in the corporate sector continue to face these same &suesk and Liddle
(2004) studied 93 female managersha southeast to learn how they cognitively
organized their experiences. The researche
stereotyping of women and exclusion from informal networks as the top two barriers to
womends advancemento (p. 76).

The retiremenbf many community college presidents across the country will
help solve this problem as new leaders take the reins. In addition, succession planning
will help potential leaders formulate a plan and work their plan. Undoubtedly, some
women will enjoy theléxibility of waiting for leadership opportunities to happen;

however, succession planning will give others the structure they need to move ahead.
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Women, like their male counterparts, will have formal mentoring programs designed to
help them network andegaround career detours as soon as possible.

Again, community colleges need to adapt their cultures to the needs of women for
flexible scheduling. There will always be career barriers that focus on childcare, elder
care, and personal health issues. Asunter measure, community colleges can offer
flexible work schedules to provide to wome
to stay involved with their colleges and their work.

Another culture assumption that needs changing is the belief thagdwaiho
want to move into uppdevel community college administration need a doctorate in
education. This assumption that presidents need that degree will probably not change for
many years, but presidentsd6 doctionOther es do
fields have produced excellent leaders in the past.

The women in this study experienced car
women are forced to put their ambitions on
Although they faced amy of the career detours described by Fels, those who pursued an
executive administrative position in commu
skins, o possessed unusually high |l evels of
family and colleages. They looked at their career detours as temporary, continuing to
work to fulfill their ambitions. The journey was almost always completed, although it

took longer than most of the women imagined when they began.
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APPENDIX A

INTERVIEW QUESTIONS

. Please tell me about one or more incidents, either personal or professional, that
you consider career setbacks.

. What skills and resources (emotional, network, financial, etc.) did you use to
navigate through your career setback(s)?

. What persoal/professional lessons did you career setback(s) teach you?

. What Ablind spotso did you discover
a result of your career setback(s)?

. What constructive leadership lesson(s) did you learn as a result of yeer ca
setback?

. How have you changed your approach to your chosen career path as a result of
your career setback? (Probes include, e.g., different strategies at work,
reprioritizing goals and life balance, etc.)

. What changes have you seen in your resiliemzeyour emotional commitment

to work as a result of passing through your career setback?

. When women who are community college leaders face a career setback, what
advice would you give them?

. How do you think career setbacks for women in community college
administration are similar to or different from career setbacks for women in other
higher education settings-{#ar colleges and universities)? Similar to or different

from career setbacks for women irlR educational settings? Similar to or
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different fran career setbacks for women in corporate opfofit settings?

Similar to or different from career setbacks for men in each of those settings?
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APPENDIX B

SURVEY EMAIL COVER LETTER

Good Day:

Women in education have broken through the glasimgebut are there other types of
barriers that cause career detours for these women? Graduate studies at the University of
North Carolina at Greensboro fueled my interest in perceived career barriers for women
in executive leadership positions in commyrmiolleges. As a result, this research topic
became the basis for my doctoral dissertation.

With you help itds possible to discover wh
to their career advancement and to determine how these women overedragitrs

and go on to be successful administrators. Please take a few minutes to complete the 15
minute electronic survey available through the line at the bottom of this message. Simply
hold the Control key down and click on the URL, and you will He &bbegin the

survey.

By completing this electronic survey, you agree that you understand the procedures and

any risks and benefits involved in this research. You are free to refuse to participate or to
withdraw your consent to participate in this reshaat any time without penalty or

prejudice; your participation is entirely voluntary. Your privacy will be protected because

you will not be identified by name of geographic location as a participant in this project.

The University of North Carolina &reensboro Institutional Review Board, which
insures that research involving people follows federal regulations, has approved this
research and this consent form. Questions regarding your rights as a participant in this
project can be answered by calling.Mric Allen at 336256-1482. Questions regarding
the research itself will be answered by Diann Back by calling38D44392. Any new
information that develops during the project will be provided to you if the information
might affect your willingness toontinue in the project.

The survey will be available to you for a period of ten days from the time you receive this
message.

DBacksurvey
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