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This study addressed the role of women in higher education

administration in the eight Baptist universities in Texas. The purposes of

this study were to examine the standards and practices of general

administration as viewed by administrators within Baptist higher

education and to analyze the influences upon the role of women in

administration in the eight Texas Baptist universities.

A survey instrument consisting of eighteen questions concerning

general administrative practices of Baptist administrators and factors that

influence the administrative role of women in Baptist higher education

was mailed to 246 administrators. The rate of return was 69.1 percent

with 170 administrators responding. Sixteen interviews were also

conducted with Baptist presidents and top level women administrators

from each university which yielded open-ended responses to the research

questions in the study.

The conclusions derived from the analysis of the data are as

follows:

1. The perception held by the Southern Baptist Denomination

toward the role of women in leadership positions does transfer and

influence the perceived role of women in Baptist higher education

administration.



2. Baptist administrative practices such as traditional conservatism

and autocratic decision-making do seem to influence the administrative

role of women in Baptist higher education.

3. With the exception of the directors who cited that they had a

great degree of freedom in decision-making, women administrators

reported to have spent time more on clerical duties than on decision-

making duties and participated to a limited degree in university policy

formulation.

4. Administrators predicted that changes and increases in the role

and the number of women in Baptist administration would occur over

the next decade.

As a result of this study, recommendations for change were made

with regard to the perceptions toward the administrative role of women,

the composition of the board of trustees, and a networking system of

women administrators between the eight Baptist higher education

universities in Texas.
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CHAPTER I

INTRODUCTION

Higher Education is a challenging profession for both men and

women in the American society. Traditionally, men have occupied a

large majority of the administrative positions in higher education.

However, during the last two decades, a deviation from the previous

norms of stereotypical roles has occurred and administrative positions in

higher education are now becoming more accessible to women.

The 1989-90 Fact Book on Higher Education (Andersen et al.

1989) reported that the latest count of women who hold the presidential

position in universities across the country is 296 (see Appendix A). An

American Council on Education Newsletter (1988) cited that particularly

in private higher education an increase in the number of women who

have obtained university presidential positions has occurred. However, a

report from the National Association of Women Deans, Administrators,

and Counselors indicated that the adminstrative role of women in higher

education remains an area of research that is largely unexplored (Moore

and Wollitzer 1979).

Therefore, due to the research regarding an increase in the

number of women to presidential positions in private higher education as

well as the lack of research concerning the role of women in

administration, this research focused on women administrators in the

eight Baptist denominational universities in Texas. The research

1
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investigated the general administrative practices of Baptist administrators

and analyzed the existing role of women in administration in Texas

Baptist higher education.

Statement of the Problem

The problem addressed in this study concerned the role of women

administrators in higher education and the elements that influenced the

administrative role of women in Texas Baptist higher education.

Purpose of the Study

The purpose of this study was to examine the standards and

practices of general administration as viewed by administrators in Baptist

higher education and to analyze the influences of those views on the role

of women in administration in the eight Texas Baptist universities. The

elements addressed in this research were as follows: (1) the Southern

Baptist Convention [SBC] and the Texas Baptist General Convention

[TBGC] as influences which have had an impact on the role of women in

private higher education administration; (2) the view of Baptist

administrators of the criteria needed for administrative leadership and

management styles; (3) the administrators' perspective in relation to

employment procedures for women; (4) the quantity, status, and

responsibility of women who currently occupy administrative positions

in the Texas Baptist universities; and (5) the Baptist administrators'

predictions in relation to the changes in the role and status of women in

Baptist administration.
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Research Questions

To achieve the purposes of this study, the following questions were

formulated:

1. What Southern Baptist denominational policy or decision is

impacting the role.of women in Baptist higher education administration?

2. What are the leadership and managerial role expectations for

administrators in the Texas Baptist higher education institutions?

3. What qualities and qualifications are considered by current

Baptist administrators in Texas to be essential for administrative

positions?

4. What limitations and/or parameters are considered when hiring

women for administrative positions in Texas Baptist universities?

5. What factors are influencing administrative positions for

women in Baptist universities in Texas?

Background and Significance of the Study

An overview of the literature concerning women in the academic

world of higher education administration revealed that this area of

research needs more investigation. Kathryn Moore, research associate

at the Center for the Study of Higher Education at Pennsylvania State

University, concluded that information is scarce concerning the behavior

of women in academic leadership positions due to the fact that "the

number of women holding such positions has been few and they have

been closely confined to a small number of positions and a narrow group

of institutions, single sex, or religious colleges" (Moore and Wollitzer

1979, 3). However, over the last two decades, research has emerged
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concerning the issue of women administrators in higher education across

the nation: "The good news is that the steady gains [in administration]

over the decade, unprecedented in our nation's history, demonstrate and

symbolize very real changes in women's roles in our society," stated

Judy Touchton, Associate Director of the American Council on

Education Office of Women in Higher Education (ACE 1972, 1). In

addition, a report cited in The Chronicle of Higher Education (1985)

stated that a ninety-three percent increase in the number of women

appointed to presidential administrative positions has occurred over the

past ten years. The largest percentage of that increase was represented

by private institutions. Even though there have been steady gains in the

status of women in higher education administrative positions, Donna

Shavlik, Director of the ACE Office of Women in Higher Education,

reported that "the pace of growth has slowed considerably since 1984"

and that "the slow growth in the number of women presidents shows the

need for a new agenda to address inequities in hiring and promoting

women to top administrative levels" (ACE Newsletter 1988, 5). Shavlik

contended that "what is needed is personal and institutional commitment

and determination to achieve the goal" (ACE Newsletter 1988, 5). It was

further reported in Educational Leadership that strides have been gained

in making administrative positions more accessible, but women still

remain underrepresented on all levels of administration (Weber,

Feldman, and Poling 1981).

In public and in private (denominational) higher education,

women have started to seek equal access into administrative positions.
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Astin and Hirsch (1978) stated that along with future increases of women

into the field of higher education, a new female image will emerge. If

traditional societal roles continue to change, if women's groups continue

to advocate the cause of equality between the sexes in administration, and

if women continue to acquire leadership and managerial training, then

the future recruitment of administrative officers may become more

diversified and competitive.

Recent national reports indicating an increase of women in private

higher education administration as well as discussions in the Southern

Baptist denomination concerning the role of women have provided an

extended focus for this research. The Journal of Texas Baptist History

recorded that the Southern Baptists represent a large Protestant group in

the United States with a 13.8 million membership. Within the

educational system of the Southern Baptists, the dominance of male

leadership has been an established tradition (Texas Baptist Historical

Society 1983). The ordination controversy in the SBC and the TBGC

concerning the role of women to authoritative positions in the church

also served to stimulate further interest in discovering the administrative

role of women in Baptist higher education.

A review of the literature in higher education administration

revealed that a distinction between leadership qualities and managerial

skills was made but whether or not this is an important distinction with

respect to the skills needed for employment by Baptist women is

unknown. Therefore, this research represents the first investigation of

the administrative role of women in Texas Baptist higher education. The
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general administration data gathered in this study assisted in defining the

skills of an administrator by identifying leadership and management

criteria from Baptist administrators. In light of the ACE report (1988)

concerning the increasing number of women appointed to presidential

administrative positions, this study focused on the possible causes for the

lack of women administrators in Baptist higher education and also

provided information about the issues related to the status of women in

private (Baptist) higher education administration. Additionally,

information gathered in relation to the leadership and managerial role

expectations for women administrators, the criteria needed for the

employment to administrative positions, and the general employment

practices by administrators in Baptist universities contributed essential

data to the analysis with respect to the hiring and promoting procedures

within Baptist administration.

In conclusion, the purposes of this study addressed the general

administrative practices of Baptist administrators in order to identify any

factor(s) which influence the administrative role of women in Texas

Baptist higher education. An understanding of the factors related to the

selection of women for administration and their role in decision-making

positions increased the existing body of knowledge about the

administrative role of women. In addition, it further contributed

information concerning preparatory administrative training for women

who desire to attain a leadership position in Baptist administration.

Therefore, the outcome of this study is significant in that it contributed

the following data:
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(1) Documentation up to 1986 of the status of women in

administration in the eight Texas Baptist universities.

(2) Documentation for women who aspire to attain the top levels

of Baptist administration of the recommendations by administrators

related to the necessary training and credentials for leadership.

(3) Determined the standards and policies implemented by Baptist

administrators in the hiring of personnel for administrative positions.

(4) Determined the elements that have or have not assisted women

in being promoted to administrative positions in Baptist higher

education.

Limitations

This study was limited to the eight, private, Baptist universities of

higher education in the State of Texas, and to the responses from the

chief administrative officers within these institutions: president, vice-

presidents, deans, division or department chair persons, and directors or

administrative assistants.

Related Research and Literature

John Brubacher (1982) in the book, On The Philosophy of

Higher Education, stated that the university has become known as a chief

servant of societal demands, a chief promoter of social change, and a

chief source and inspiration for new ideas and discoveries. Richard

Morrill further stated in the book, Teaching Values In College, that as a

social agent, the private institutions have rallied not only to the pursuit of

happiness and truth but also to the "process of human development by
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fostering an orientation to moral reflection and choice" (Morrill 1980,

24). The private colleges and universities according to Furniss and

Graham (1972) have tried from their inception to instill upon the

recipients of higher education in the United States a partnership which

exists between the "quality of knowledge" and the "quality of life." They

state that this partnership was further promoted in 1972 when the 55th

annual meeting of the American Council on Education focused on the

issue of women in higher education and set out to establish steps to

eliminate any prejudice and to extend opportunities to women in

academe.

One question raised by Furniss and Graham in the book, Women

in Higher Education, was the issue of why there has been a

disproportionately small number of women in higher education

administration. The response was that traditionally males have

dominated the educational system and educational leadership positions.

Men have had role models and strong networking systems. At the annual

meeting of the American Educational Research Association, Paul Lesser

stated that "most of the increase in the number of women administrators

was in personnel/support positions, rather than in positions of decision

making and control" (Weber, Feldman, and Poling 1981, 322). Suzanne

Taylor's report (1973) on educational leadership revealed that men were

preferred and hired for administrative leadership positions when in

competition with women; even though women have equivalent

administrative capabilities in decision-making and in leadership and

personnel management.
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Although inequality in numbers between male and female

administrators remains a current issue in education, groups such as the

ERA ratificationists, the women's caucuses, and the national women's

organization advocates continue to strive to promote women leadership

in policy-making roles in education. Nineteenth century higher

education female role models such as Alice Palmer, Carey Thomas, and

Ellen Richards have promoted women's issues and have demonstrated the

abilities and the capabilities of succeeding as an administrator in the

educational world (Frankfort 1977). In the twentieth century, Gloria

Steinem and Marjorie Stern both have been advocates against any sexism

in education (Taylor 1973). The National Education Association, the

American Association of University Women, and the AFL-CIO all

continue to be "concerned with improving the role of women in policy-

making and leadership areas internally and within the profession" and

continue their thrust toward improving the status of women in the

administrative ranks of higher education across the nation (Oltman 1971;

Taylor 1973, 126).

Since women have been disproportionately represented in

administration, a further survey of the literature sought to investigate the

influences that affect the administrative role of women in higher

education. Margaret Weber, Jean Feldman, and Eve Poling are women

administrators who have targeted three specific barriers which

contribute to inequality of the sexes in administration such as personal

and social roles, discriminatory patterns in training, hiring and

promotions, and personal and family constraints (Weber, Feldman, and
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Poling 1981). Other areas also related to this issue have been role

modeling, social psychological sex role stereotyping, and insufficient

administrative training. These female authors believe that equality of the

sexes among administrators has been an illusion. Now, the issue becomes

a question for this research: does inequality exist among the sexes in the

Southern Baptist higher education system as well? These factors and

others may be influential also in the status and the employment of women

to administrative positions in Texas Baptist higher education.

The Journal of Texas Baptist History stated that male leadership

within the Southern Baptist higher education system remains a long time

tradition (Critical Issues 1979; Texas Baptist Historical Society 1983).

All Southern Baptist seminaries across the nation operate under the

auspices of the Southern Baptist General Convention. Under the

authority of each State Convention, there exists a Baptist education

coordinating board. This board oversees the governance of all Baptist

universities in that State. In Texas, the title of this governing body is

referred to as the Christian Education Coordinating Board which

operates under the auspices of the Baptist General Convention of Texas.

A director serves as the Chief Executive Officer. This director, the

eight presidents of the Baptist universities, and selected pastors and lay-

persons comprise an approximate fifty person board. Issues concerning

the leadership roles of women in the church such as the ordination issue

addressed at the 1984 National Southern Baptist Convention may or may

not have an influence upon how the Christian Education Coordinating

Board in Texas rules on policy decisions concerning the role of women
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in higher education leadership positions. However, the presidents of the

eight Baptist universities are members of this board and these men are

the chief executive officers responsible for the practical operation of

their respective university. Therefore, it is the purpose of this study to

examine the standards and practices of general administration within the

Texas Baptist universities in order to discover the elements that influence

the role of women in administrative positions in these private higher

education institutions.

Summary

This chapter introduced higher education as a profession and as a

field of study. Historically, private colleges and universities have

maintained a significant place in the development as well as in the

current structure of American higher education. Referred to as a major

source for social change and inspiration of new ideas and discoveries, the

university once again served as the setting for analysis and research. In

Texas, the eight Baptist universities were the setting and the

administrators on these campuses were the source of information. The

women who hold administrative leadership positions in these universities

were the focus for this study.

This chapter introduced the study with a statement of the problem,

the purpose, the research questions, the significance, the limitations, and

a related review of the literature. Chapter II presents a review of related

literature from higher education administration research studies that

address the status and influences of women in administration. It also

addresses, from the Southern Baptist point of view, the perceived role of
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women in leadership positions in the church and/or in the educational

setting. Chapter III includes the methods and procedures that were used

for collecting and analyzing the data obtained for this study. Chapter IV

presents the analysis of the data. Chapter V includes the summary,

interpretation, conclusions, and recommendations which were derived

from the analysis of the data obtained for this study.
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CHAPTER II

REVIEW OF THE LITERATURE

Introduction

Leadership for women in American higher education has

undergone significant changes during the past two decades. As reported

by the 1989 Task Force on Women in Higher Education, a four year

study reveals that the significant period of progress and transition in

which women made gains into higher education administration now

begins to show a slower increase in the number of women to these

leadership positions (Kaplan and Tinsley 1989). Particularly in the

1970s and early 1980s, women were making rapid strides in academic

administration as compared to the previous decades. Educator Sandra

Benton (1980) stated that the educational milieu of academic freedom

and academic responsibility has been conducive for a "new breed" of

administrator to emerge in the 1980s. Benton believed that this breed of

new women leaders were women who would come to view themselves as

leaders and thus be promoted to administrative positions. Presently,

Benton's theory is still being addressed and promoted by the National

Institute for Leadership Development (NILD). Workshop series (1990)

created by the NILD concur with Benton that women who are interested

in administrative promotions must improve their self-concept and

15
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become convinced that they can be leaders. The Chronicle of Higher

Education (1985) has reported that an increase of women has occurred

both in the lower rank administrative positions as well as on the

presidential level of administration in small private colleges and

universities. However, due to the changes in the economic, political,

and legal climate of the first half of the 1980s in the United States, there

may now be a slower increase in the number of women who are

entering the top levels of administration (Tinsley 1986). The fact that

such gains were made during these past two decades is still, however,

most encouraging and highly significant to women leaders in higher

education administration.

During the 1940s and 1950s, much of the educational gain that

women had made in the previous decades gave way to the returning

World War II veterans and to the societal expectation for women to

marry early and to raise children (Chamberlain 1988). In the 1960s,

women once again began pursuing degrees for their career and by the

1970s, women were strongly represented in academic life (Kaplan and

Tinsley 1989). During these decades, changes in stereotypical roles and

societal norms for women assisted in the advancement of women's

opportunities in education as well as in business and in government

(Holt 1986). The combined impact of the women's movement and

legislative issues concerning equality enabled women to make significant

advances as students, faculty, and academic administrators (Kaplan and

Tinsley 1989).
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Shifts and changes occurring in the traditional norms, women's

caucuses advancing the cause of equity, and leadership and managerial

training made available have all been evident during this transitional

period. It is, therefore, the purpose of this chapter to review the

literature concerning societal changes that have had an impact on the

role of women with specific emphasis given to the leadership positions

of women in higher education administration. It is also the purpose of

this chapter to review Baptist denominational literature concerning

policies or decisions relating to the role of women in the church in

order to discover how that role might affect the hiring of women to

administrative positions in the denomination's higher educational

system. An overview of the related literature highlighted the following

areas: (1) the movements in society of the past decades that have

impacted the role of women; (2) the status of women leaders in higher

education administration and what factors have impacted their role; and

(3) the historical or doctrinal position of the Southern Baptist

denomination as it pertains to the role of women in the church and to

the role of women in the Baptist educational institutions.

Role of Women in Society

In viewing the historical development of women's issues in the

United States, the decades of 1960 and 1970 have been identified as an

era in which women's issues in this country were prominent (Fulton

1983). Clare Rose (1975) reported that the issues regarding equity and

compensation began to gain prominence through a movement that swept
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the country as women began to seek changes from the traditional family

maternal role to that of working woman. The women's movement,

commonly known as the feminist movement, gained attention as the

media highlighted leading female advocates, new organizations, and new

legislation which promoted the stand that women should receive equal

compensation and consideration as did men in the societal work force

(Kapel 1981). The issue of equality through a change in perceptions

was gaining attention (Kreps 1974). The prominence of the movement

supporting the ERA, which would benefit the issues concerning women,

was cited in an editorial entitled, New Day for Women:

Since Congress passed the ERA on March 22, 1972,
the consciousness of hundreds of millions of people
throughout the world has been raised on a fundamental
and virtually important civil-rights issue by the
struggle for sexual equality in America . .. few
political or social movements have had a more
dramatic effect on American life and a more profound
impact on the way people think and behave toward
each other (Dallas Times Herald, 1982, 18a).

The women's movement has resulted in the expansion of

women's caucuses and organizations that are dedicated to the

advancement of equality. In 1966, the National Organization for

Women (NOW) was founded and dedicated to the purpose of advancing

the full participation of women into the mainstream of American society

and of promoting an equality with men in regard to position and

compensations in the work force (Freeman 1973). Suzanne Taylor

(1973) reported that in the Fall of 1972 at the National Conference on

the Status of Women sponsored by the National Education Association,
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leaders like Marjorie Stem from the American Federation of Teachers

were praised for their work in promoting the elimination of sexism in

education. She further reported that the National Council of Women in

Educational Administration has assisted in promoting equality by

encouraging and supporting survey research in state associations for the

assessment of affirmative action implementation. While the Women's

Equity Action League (WEAL) has focused on the inequities found in

higher education particularly in the areas of educational administration

and supervision, further assistance came from the National Association

for Women Deans, Administrators and Counselors which continues to

advance research concerning academic women and to provide an

assessment of women's roles and experiences in academia (Moore and

Wollitzer 1979). The American Association of University Women

(AAUW) played a supportive role as it continued the advancement of

women's issues within academic settings. As the coalition of national

organizations including these mentioned and others like the League of

Women Voters continue to emphasize and promote equal rights for

women, perhaps the Dallas Times Herald editorial is substantiated in its

assertion that "the fight for equal rights for women indeed has brought

a new day for America . .. there can be no turning back the clock"

(Dallas Times Herald 1982, 18a).

Legislative changes have also aided the movement in trying to

establish equal rights and opportunities for women. The amendment to

the United States Constitution in 1920 established women's right to

make a decision and to vote. Additionally, the 1964 Civil Rights Act
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had as its goals to equalize the rights of all people and to reduce sexism

and ethnic prejudices (Astin and Werner 1978). The issue of

nondiscrimination was then addressed in 1965 and 1967 through the

Executive Orders No. 11246 and 11375 (Rossi 1973). Executive Order

No. 11246 outlaws discrimination in areas of Federal employment based

on race, creed, color, or national origin ( U.S. President 1965). Then

in 1967, President Johnson amended Executive Order No. 11246 with

Executive Order No. 11375 in an effort to specifically open Federal

employment opportunities for women (U.S. President 1967). In the

seventies, as a result of more and more women entering the job market

and recognizing that there needed to be laws for their protection, the

major focus of the NOW through the Equal Rights Amendment was to

help establish women as "individuals" rather than being labeled as a

"class" (Astin and Hirsch 1978, 173).

Laws of protection not only affect the business and governmental

work place but also the world of higher education. As the Civil Rights

Act gave way to the Equal Employment Opportunity Act of 1972 and as

the Executive Orders were being revised, anti-discrimination laws were

rapidly becoming public policy (Kapel 1981). With the passage of Title

IX, the law that prohibits sex-discrimination in federally assisted

education programs, equality became an issue to be faced in higher

education (Sandler 1984, 72). In addition, the publication of the Higher

Education Guidelines of 1972 was a step in the area of recruitment that

continued to promote equal opportunity for all. Within the collegial

setting, traditional procedures and policies ranging from administrative
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hiring to student recruitment were undergoing close scrunity for any

inequities that might exist among the sexes (Dingerson, Rodman, and

Wade 1980; Silvestri and Kane 1975). Nonetheless, the women's

movement and affirmative action have been definite motivators in

strengthening the process toward equal opportunities for women in

higher education in America (Jones 1986).

There is little concrete evidence as to the degree of effect that

these legislative acts have had upon the assurance of equal opportunity

and affirmative action within higher education institutions. However, it

is obvious that governmental legislation as well as the women's

movement through nationally recognized organizations have had an

impact upon the society as a whole in modifying the traditional

stereotypical image of women. Through the modification of

perceptions of men and women over the past two decades toward

stereotypical role delineations, opportunities for women have been

improved. Societal and cultural changes of the past have also assisted in

the rise of what Sandra Benton terms as a "new breed" of women

administrators. Benton's ideas that women can have a career at the

same time and be a wife and mother, that women can compete

successfully with men in the work force, and that women can view

themselves as leaders and be promoted to positions of leadership

continues to form the present role of women in our society.
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Role of Women in Leadership

The topic of women administrators in leadership positions of

higher education during the 1970s and 1980s has developed as a

prominent area of research (Andre and Edwards 1979; Benton 1980;

Gordon and Ball 1977). Much of the literature concerning women in

leadership positions has been written since the passage of legislation on

equal opportunity in 1972 which addressed women faculty more than

addressing women administrators (Bayer 1970; Fishel and Pottker,

1974). However, research conducted by Claire Etaugh (1984) from

Bradley University on the status of women in academia since 1972

revealed that not only were opportunities for women to excel in

administration becoming more accessible but also the focus of the

research shifted to women administrators in higher education.

The frequency of the theme in the literature is the evidence that

an increase of opportunity for advancement to academic leadership

positions for women exists on a larger scale that ever before in history

and that women are starting to compete and to fill positions of

leadership in higher education. Claire Etaugh (1984) reported that the

number of women presidents rose from 132 in 1972 to 253 in 1983.

Fifty-eight percent of the women presidents were in private, four year

colleges nearly half of which are women's colleges (Etaugh 1984, 23).

In 1985, the American Council on Education reported that an increase

of 148 women presidents in 1975 to 286 in 1984 indicates a 93 percent

increase ( The Chronicle of Higher Education 1985, 1). In 1989, the
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number of women who held university presidential positions across the

nation had reached to 296 (Andersen et al. 1989).

The Office of Women in Higher Education (OWHE), a division

of the American Council on Education, reported that between 1975 and

1984 there has been a consistent increase of women into administration

who head various types of institutions (ACE 1985). In 1975, the

number of women presidents in community colleges was 11 and by the

end of 1984, the number had increased to 72. This indicated a 42

percent increase in women presidents in two-year institutions. The

OWHE study also reported that more than 70 percent of women's

colleges were headed by women compared to less than 50 percent a

decade ago. Furthermore, the study revealed that in 1984 alone the

number of women in chief executive roles increased from 254 to 286.

Out of approximately 2,800 accredited institutions from six regional

accrediting associations, women now comprise 10 percent of the

presidential administrative positions. The OWHE report concluded by

predicting that more women will aspire to these presidential positions in

the future thereby exceeding the 1985 figure of 294 and the 1989 figure

of 296 women presidents in higher education (see Appendix A).

Factors that aid the advancement of women to leadership positions

in higher education have been the focus of several studies. For women

who desire positions in higher education administration, Eleanor

Smith's study (1985) suggested steps which would increase their chances

of upward mobility. She encouraged women to work hard, recognize

the political sources of power and cultivate those sources, avoid the
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traditional female support positions, and develop systematic and

deliberate strategies of communication and of acquiring information.

She further exhorted women to learn the concept of team work, know

their personal managerial style, participate in activities that will enhance

their skills of management, budgeting, planning, and governance.

Three unique suggestions that Smith made to those who want to be

"upwardly mobile" administrators are as follows: (1) to understand the

institutional climate and culture, (2) to learn to read the political

landscape, and (3) to acquire an institutional perspective and make it

known that such a perspective exists (Smith 1985, 31).

In addition, the study by Ruth Hemming (1982) contributed

guidelines from top female administrators in the area of personal

characteristics necessary for success. The first and foremost

characteristic reported as being important was the ability to work with

people. Interpersonal skills such as cooperation, listening, humor,

flexibility, fairness, and objectivity were included. Personal skills such

as intelligence, self-confidence, organization, and decision-making were

also listed. Other women in Hemming's study offered advice centering

around concepts such as being politically aware of the system, being

well prepared for issues which arise, and striving toward goals and

objectives in a nonemotional manner (Hemming 1982).

If women are to advance to leadership positions in higher

education in the future, Sandra Benton contended that a change in

women's perception must occur: "Women must come to view

themselves as leaders if they are to be promoted to positions of



25

responsibility" (Benton 1980, 4). Respondents in Benson's study

indicated that two significant factors strategic to the selection of top-

level administrative positions are motivation and determination.

Women leaders will need these characteristics and others in order to

succeed in higher education as an administrator in the next decade.

Role of Women in Higher Education

Over the past decades a movement of women into higher

education administration has occurred and yet, much seems to be facing

the new aspiring women of the 1990s. Problems in the areas of status

or position as well as problems with support systems or networking

systems still remain issues of concern. Furthermore, organized bodies

such as the board of regents or the board of trustees are now becoming

the focus of attention to women administrators and to the future of

women in administration (Hemming 1982; Howard 1986; Tinsley 1986).

Traditionally, women and minorities have not held top academic

or administrative positions:

Women administrators tend to be found in positions
that reinforce stereotypes of women's skills in
student counseling and service-related occupations.
Women administrators are not typically found in
academic administrative positions, such as dean or
provosts because faculty and department heads are
traditionally recruited for these positions (Fulton
1983, 7).

Further reports by Gappa and Uehling (1979) and Dingerson, Rodman,

and Wade (1980) indicated that a clustering of women administrators in

white, public, co-educational institutions are found in such areas as
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registrar, financial aid director, head librarian, nursing dean,

information officer, or home-economics dean. A study conducted in

1,100 institutions by Carol Van Alstyne and Julie Withers (1977)

revealed that women occupy an average of 15.8 percent of the top 52

administrative positions and the status held were in the areas of student

affairs and external affairs. Marian Palley (1979) from the University

of Delaware reported that in 1970 in universities with more than a

10,000 student population, 12 percent of the deanships and 17 percent of

the assistant dean positions were held by women but no woman held

either the vice-president or president position. Taylor and Shavlik

(1977) further revealed that out of 2,926 colleges and universities

surveyed, 154 (5%) women held administrative positions. However, the

largest cluster of those women, which numbered 104, were located in

two or four year church related colleges. The status of women to

administrative positions has slightly increased, particularly in the 1980s,

and yet women are still underrepresented in the high level positions of

administration.

Perhaps the underrepresentation of women in higher education

administrative positions can be linked to the mentoring system (Roche

1979). Eberspacher and Sisler (1988) reported that the number of

women administrators in higher education remains negligible partly due

to the critical lack of mentors. The study suggested that mentoring has

become a strategy of vital importance for successful career mobility and

for expediting the progress toward top administrative positions.

Swoboda and Millar (1986) also suggested that because women are not a
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part of the "old boys" network they lack the necessary support to

advance beyond mid-level administrative positions and, therefore, need

mentors. In Hemming's study (1982) and in Blackburn's study (1981),

it was reported that many women continue to have unequal access into

administration due to the sponsor-protege relationship because male

sponsors choose male proteges with similar backgrounds. Due to the

differences between men and women with regard to the self-confidence

factor, Gappa and Uehling added that women would benefit by having a

mentor: "A close relationship with a mentor who provides support and

encouragement is more important for women who need reassurance

regarding their aptitudes and abilities" (Gappa and Uehling 1979, 35).

Frequently, role models evolve into mentors. Margaret Wilkerson

(1984) and Kathryn Moore (1982) suggested that having a role model

who serves as a mentor often seems to be a necessity for advancement in

academic circles.

Other studies by Keele and Schaefer (1984) and Wilkerson (1984)

suggested to women that team building and networking among female

colleagues can become a substitute for the personalized mentor if a

mentoring situation does not develop. Adrian Tinsley, Vice President

of Glassboro State College, (1986) stated that in the mid-seventies

network systems were strategic for the locating of women who were

trained to assume leadership positions in higher education

administration. A network consisted of senior men and women who

were committed to recommending, sponsoring, and hiring women. The

Marcus study (1976) concerning recruitment of women in



28

administration also stated that the network system is an effective method

of recruiting women due to the fact that qualified women leave the

profession for family considerations and do not remain informed as to

available positions. Gappa and Uehling (1979) reported that due to time

limits and affirmative action hiring goals, administrators are relying on

networks. The network systems are being expanded in search for

qualified women and minorities to fill administrative positions.

Trends and procedures that have influenced the hiring of women

in administrative positions are relatively unknown stated Steele and

Green (1976). They reported that another factor that is somewhat

nebulous but most influential to the top level administrative positions in

higher education was the colleges and universities governing board.

The typical trustee was defined by the Association of Governing Boards

of Universities and Colleges as being a white male in his early fifties

(Smith 1981). Virginia Radley, President of State University of New

York, further expressed her desire that more women be named to

presidential positions around the country but she saw difficulty ahead

because members of college and university boards of trustees are men

and they tend to appoint male colleagues to top level administrative

positions. Gappa and Uehling's study (1979) revealed that the

affirmative action regulations have tried to increased the awareness that

job positions need to be publicized and that hiring procedures need to be

more objective with less reliance on the "old boys" system of recruiting

friends and relatives; however, it further revealed that governing

boards were dominated by men. The study revealed that out of 3,036
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colleges and universities more than 47,000 trustees and regents served

on 2,314 governing boards and only 15 percent were women. The

majority of the decision-making positions on governing boards have

been held by men.

In recent years, a growing amount of interest has developed

concerning the role of regents and trustees with regard to their

influence and power in the lives of academic women. Also the

frequency of the literature suggested that mentoring and/or networking

are systems that future administrators need to consider if career

mobility to top level administrative positions in higher education is

attained. Adrian Tinsley (1986) believed that strides will only be

matched and future additions of women to higher levels of

administration gained (1) if more is developed in the

mentoring/network systems to make known the availability of

administrative positions and (2) if the membership of the governing

boards is expanded to include both men and women in the decision-

making processes.

Denominational View of the Role of Women

A distinct challenge for the role of women in the private, church-

related institutions such as those of the Southern Baptist denomination

that differs from the role of women in public higher education is the

area of governance. For the Baptist denomination, it is called the

Southern Baptist Convention [SBC]. For the Baptist in Texas, it is

referred to as the Texas Baptist General Convention [TBGC]. This
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study focused on the general administrative practices of Baptist

administrators as well as the elements that might influence the role of

women administrators within the eight Texas Baptist universities. Due

to the close juxtaposition of the perceived role of women in the Baptist

church to the perceived role of women in Baptist educational

institutions, it was important that the role of women both biblically and

denominationally be addressed.

Educators William Hull (1975) and Shirley Stephens (1980) stated

that biblically the status of women as to importance and respect can be

traced from Old Testament and New Testament passages that pronounce

a basic equality between men and women before God. Frank Stagg

(1985) reflected that the biblical text does not establish an inferior or

superior relationship between the sexes but does establish a partnership

of each complementing the other. He added that both male and female

were created together and made in the image of God and both were

commissioned to a partnership in authority over the rest of creation.

Thus, he contended that the biblical affirmation of the full worth,

freedom, dignity and responsibility of women undermines all

discrimination (Stagg 1985).

Conversely, Don Williams (1978) believed that there is a major

discrepancy that esixts between the biblical basis of divine order that

incorporates equality and diversity and the passages of scripture in the

freedom of women to positions of leadership in the church. Two

passages of scripture, one in I Timothy 2: 9-13 and the other in I

Corinthinans 14: 34-35, have been the subject of much controversy and
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the recipients of diverse interpretation. In these passages of scripture,

subordination appears to be the theme as Paul counsels women to (1) not

have authority over men, (2) not speak in the church, and (3) not ask

questions but instead, with all submissiveness, go home and ask their

husband. Sheri Adams (1984) stated that these scriptural teachings and

the interpretations of these principles within the denomination are the

point of contention that the Women's Caucus has particularly brought to

the forefront and has labeled as being discriminatory. Adams further

pointed out that subordinationists believe that we are equal before God

and yet, before each other we do not stand as equals. Adams and other

writers supported that all believers should have equal privileges in the

church (Adams 1984; Gross 1972; Leitsinger 1973).

Baptist commentators such as Scanzoni and Hardesty (1974)

suggested that Paul's message to the formative churches at the time was

addressing disruptive behavior not equality. Reflected more by Paul's

message found in Galatians 3: 28, that there is neither male nor female

but we are all one in Christ Jesus, supports that his admonition in other

scriptures was against behavior that was disruptive in the church rather

than against the equality of women (Hollis 1975; Women and the SBC

1984). Paul's letters to the churches reflected a knowledge that women

were very active in the first century church. His exhortation was more

toward mutual submission rather than subordination when he told the

followers that they were to be subject to one another out of reverence

for Christ (Historical Commission 1977).
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Not only have the interpretation of these scriptural texts from

Paul's letters to the churches caused a controversy of opinion as to the

women's place in the church but they have also caused a controversy

over the interpretation of the original role of women. Historically, the

Hebrew culture viewed women as being subordinate to men and,

therefore, individuals were confined to stereotypical sex roles (Issues

and Answers 1984). Dorothy Patterson explained that the women's role

was clearly established upon God's divine order for the home and that

submission and honor to the husband was first and foremost. She

further explained that a woman never allowed herself to be distracted

from her primary responsibility to her husband and children and to the

keeping of the home (Patterson 1978). Patterson contended, however,

that within the basic male/female role relationship exists God's design of

equality and diversity based on their respective natures.

Dorothy Patterson's views (1978) seem to align with the view of

the Southern Baptist denomination toward the role of women in the

church. Patterson stated that the first stage of development for the role

of women in the church was to understand that the role first began in

the home with an attitude of submission and honor to the husband and to

her duties as a wife and mother. This position seems to be evidenced

throughout the Southern Baptist denomination as a whole (Pearce

1985).

Role of Women in Ministry

The role of women in leadership in Southern Baptist churches

had a definite beginning in 1953. Antoinette Brown became the first
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American clergywoman to be ordained in the Baptist church and later in

1964, Addie Cox was ordained as the first recognized Southern Baptist

Convention clergywoman. The World Council of Churches was

credited to a great extent with the promotion of equal opportunities for

women in the church. In 1963, the Council opposed sex discrimination

in the work of the church which later opened the opportunity for

women to be ordained (Anders 1983).

In 1984, Sarah Ann Hobbs, who was the only woman to hold a

division level position out of thirty-seven state conventions, stated that

one of the most important issues that the Southern Baptist are presently

addressing was the issue of women in ministry. (Pearce 1985). In that

year, the Southern Baptist Convention passed a resolution that highly

affirms the role of women in church life but denies the ordination of

women based on the order of creation and the Edenic fall:

Therefore, be it resolved ... that we encourage the
service of women in all aspects of church life and
work other than pastoral functions and leadership
roles entailing ordination (...Therefore... 1985, 8).

The Southern Baptist Convention's stand against the ordination of

women has had its impact. T. B. Maston, noted theologian, contended

that women have suffered discrimination in the churches:

Some men as well as an increasing number of women
have become conscious of the inequities suffered by
women in most if not all of our churches ... they have
little voice in determining the church's programs and
policies. They seldom hold a place of significant
leadership responsibility in the work of the church . .
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. . As teachers, they are restricted to the teaching of
children and women. There are comparable limitations
for women in the work of the denomination (Critical
Issues 1979, pp. 12-13)

Dr. Roy Honeycutt, President of the Southern Baptist

Theological Seminary in Kentucky, stated that the Southern Baptist

members have different convictions about women in ministry and

especially about the ordination of women as deacons or staff ministers

(Honeycutt 1984). Sappington (1985) and McBeth (1979) see that the

point of contention underlying the ordination of women lies in the

interpretative areas of "distribution of responsibility" and in "distinctive

functions".

The Texas Baptist General Convention followed suit with the

Southern Baptist Convention by presenting its resolutions on the issue of

women in the ministry and by adding the dimension of the autonomy of

the local church:

Be it resolved that the choice of persons to serve
as leaders and to be ordained be left to the discretion
of local churches and the autonomy of local churches
in this matter be respected at every level of Baptist
life; and
Be it finally resolved that the Baptist General Conven-
tion of Texas should not instruct local churches
concerning the race, ethnic background, educational
level, or gender of persons whom they ordain (On
Ordination 1985, 1).

Dr. Roy Honeycutt also explained that the calling and the ordination of

people to the ministry was left to the local congregation. This method
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of decision-making and autonomy of the local church is a historic

denominational practice:

Southern Baptist churches are free under God to
call whomever the Spirit may lead them to select
as ministers. Individuals properly serve at what-
ever staff positions local churches believe under
God to be appropriate. Southern Baptist churches
may ordain or refrain from ordaining individuals
as they may determine on the basis of their inter-
pretation of the Bible (Honeycutt 1984, pp. 11-12).

Since each local church maintains a limited amount of autonomy from

the Southern Baptist Convention and the responsibility for the operation

of that local church lies with the pastor and the deacon board, then the

role of women in the ministry seems to be as diversified as there are the

number of local churches in the Southern Baptist Convention.

Despite the stance on the role of women by the local church or by

the Southern Baptist Convention, the leadership role of women in

Southern Baptist life has seen some modification. Changes are being

facilitated by groups and organizations such as the Women in Ministry

of the SBC and the Evangelical Women's Caucus. Writer, Mary

Zimmer, reported that in 1974 the Evangelical Women's Caucus was

established as a nonprofit organization of evangelical Christians who

support the "biblical fundamental equality of the sexes" (Zimmer 1985,

5). This organization has assisted in bringing the topic of equality to the

forefront of Baptist issues and has called both men and women into

mutual submission and active discipleship. The Christian Life
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Commission of the TBGC publicly affirmed the biblical stance of

equality among the sexes in the following report:

The Bible teaches that women are human beings
of equal value to men both in society and in the
churches. The subordination of women to men
which came into human life as a result of sin is
overcome in Christ. Our Lord esteemed women
as persons in their own right, thus restoring the
proper relationship of loving cooperation and
mutual respect between men and women. The
Holy Spirit endows women as well as men with
gifts for work and witness (The Bible Speaks
on Women 1984, 5).

Pastor Gene Garrison (1985) believed that equal opportunities in

the ministry for women are becoming more available. He reported that

individual churches across the nation are ordaining women as deacons

and pastors and that women are entering the seminaries, upon

recommendation, in substantial numbers. In the 1984 pamphlet entitled,

Women in the SBC, a status report concerning women in leadership

ministry positions was presented:

Females constitute 18.6 percent of the enrollment
of the six Southern Baptist seminaries in the 1983
fall semester. Hundreds of Southern Baptist women
serve as deacons and between two and three hundred
have been set apart by some local Southern Baptist
church for the gospel ministry (Women in the SBC
1984, 11).

In the Southern Baptist Convention, a slight increase of women to

leadership positions has also occurred. Twenty-five women held

convention board places out of the two hundred thirty elected positions
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(Critical Issues 1979, 14). By 1979, Baptist documents revealed that

there were 75 ordained women in the Southern Baptist churches which

increased to 110 by 1980 and increased to 150 by 1981 and to 170 by

1982 (Anders 1983). Leadership positions in the ministry for women

have been slight; however, opportunities for women to gain positions of

leadership within the Baptist churches still remain an important issue to

women.

To what degree the perceived biblical stance by the Southern

Baptist Convention and the Texas Baptist General Convention has on the

issue of the ordination of women to leadership positions within the

church that applies to the role of women administrators in the Southern

Baptist universities in Texas is unknown. However, this will be

examined as a contributing factor that may affect the role of women in

Baptist higher education.

Summary

Leadership for women throughout the American society and

particularly in higher education has seen change over the past two

decades. The development of the women's movement through activist

organizations, legislative policies, and legal changes have contributed to

the modification of stereotypical women's roles. Societal changes in

male and female perceptions toward the role of women has helped to

increase the number of women in lower rank administrative positions as
well as to increase the number of women on the presidential level.

However at the present, the progress that was made in the 60s and 70s
and up to the mid 80s is now maintaining a consistent level (Kaplan and
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Tinsley 1989). In higher education, with the exception of a few,

women remain clustered in certain types of administrative positions that
tend to be socially stereotypical. Sandra Benton (1980) believed that a
breed of a new women administrators is rising to the ranks of

administration. She contended that as women start to view themselves

as leaders and as they gain the necessary training, this group of women
will be seen as administrators in the next decade of higher education.

In Southern Baptist higher education, women administrators are
presented with an additional challenge of having to face or overcome

the Southern Baptist denominational diversified interpretation

concerning the role of women in leadership positions. The assessment

of the role of women administrators and the factors that influence their

obtaining administrative positions within the eight Southern Baptist

universities in Texas will increase the literature related to the role of

women in private higher education in America.
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CHAPTER III

PROCEDURE FOR THE COLLECTION

AND ANALYSIS OF DATA

The purpose of this study was to examine the standards and
practices of general administration as viewed by administrators in
Baptist higher education and to analyze the influences upon the role of
women in administration in the eight Texas Baptist universities. This
chapter provides an explanation of the methods and procedures used to
obtain and to analyze the data.

Design of the Study

The Survey Instruments

Frequently seen in descriptive and analytical research is the survey
method of data collection (Leedy 1980). Generally, the questionnaire is
the standard instrumentation with which relevant and pertinent
information is collected. Questionnaires provide a source of information

that may include the past, the present, and the future predictions

(Warwick 1975). The primary focus of the questionnaire used in this
study (see Appendix B) was to gather data relative to the general

administrative practices and/or influences that may affect the role of
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women in administration within the Baptist universities of Texas. To

guard against disadvantage of "limited information" which is frequently
associated with the questionnaire as an instrument of data collection,

personal interviews with male and female administrators on the Baptist
university campuses were also conducted. The purpose of the interview

was to provide an "avenue of direct verbal interaction that affords a
greater depth of understanding and justification of opinions and

positions" (Kerlinger 1973, 414). The interview schedule for this study
(see Appendix C) was designed with open-ended questions as a means of
probing into the feelings, perceptions, and opinions of the Baptist

administrators that might not be attainable through the questionnaire.

The purpose of the interview schedule was to help focus the interview so

that the beliefs and opinions from the administrators with regard to (1)
their perception of the administrative role of women and (2) the
influences that effect the status and employment of women in

administrative positions in Baptist higher education could be ascertained.

The Survey Population

The population for this study included all administrators in the
following Baptist higher education institutions in Texas: Baylor

University, Dallas Baptist University, East Texas Baptist University,
Hardin-Simmons University, Houston Baptist University, Howard Payne
University, University of Mary Hardin-Baylor, and Wayland Baptist

University. The administrative population consisted of both males and
females on the following levels of administration: president, vice-
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president, dean, division or department chair person, and director or

administrative assistant. Depicted in Table 1 are the percentages of male
and female administrators in the eight Southern Baptist universities in

Texas.

Table I

Percentages of Male and Female Administrators
in Texas Baptist Institutions

School Total # Men Women % Men % Women

1. Baylor 67 61 6 91% 9%

2. Dallas Baptist 16 11 5 68% 32%

3. East Texas 22 16 6 72% 28%

4. Hardin-Simmon 43 35 8 81% 19%

5. Houston Baptist 32 23 9 71% 29%

6. Howard Payne 20 16 4 80% 20%

7. U.M.H.B. 20 15 5 75% 25%

8. Wayland Baptist 26 17 9 65% 35%

TOTALS 246 194 52 79% 21%

In order for the study to be viable, it was predetermined that a
fifty-one percent return rate of the questionnaires from Baptist

administrators would be necessary. An indepth interview with the
president and with one top level woman administrator from each

university would also be required.
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Procedure for Survey Validation

Panel of Judges

A proposed questionnaire and interview schedules (see Appendix

D) to be used for gathering data relative to the research questions of

this study were sent for review to a panel of judges. The criteria for

selecting the universities from which the panel of judges would come

were as follows: (1) they must be comparable in size and type to the

Texas Baptist universities, (2) they must be private, non-Baptist, Texas

institutions, and (3) they must have a student population range of 700

to 1300. Eleven universities found in the Texas Higher Education

Directory matched these stipulations and were assigned a code number.

A table of random numbers was then used for the selection of the

universities from which the panel of judges would come (Borg and

Gall 1979, 905). The three universities drawn were Austin College in

Sherman, Texas; McMurry College in Abilene, Texas; and Texas

Lutheran College in Seguin, Texas. After the universities were

determined, the selection process proceeded for the panel of judges.

All the panel members were required to be employed as a university

administrator in one of these universities. Names of administrators

from each of the three randomly selected universities serving on the

administrative level of dean, vice president, or administrative assistant

were obtained from the faculty/staff directory or from the

administrative assistant in the President's office. All names of the

administrators were assigned a code number. Using a table of random

numbers (Borg and Gall 1979, 905), one male and one female
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administrator from the three universities were selected to make a total

panel of six judges.

Once the panel of judges was determined, each prospective judge

was then contacted by telephone. Each of the six administrators was

asked to volunteer to serve as a panel member for this study. All six

administrators responded affirmatively. Following the initial telephone

confirmation of the panel members' interest and commitment to this

research, a packet was mailed to each member. The packet contained a

letter of explanation of the research (see Appendix E), the first six

pages of the research proposal, a copy of the questionnaire and the

interview schedules (see Appendix D), and a return label and stamped

envelope.

Revision of Survey Instruments

Each member of the panel of judges was given two weeks to

review the survey instruments for content validity as to its effectiveness

in relating to the research questions and in obtaining the most precise

data possible. The panel was asked to examine the survey instruments

for the following criteria: (1) content validity of the items, (2)

assurance of adequate coverage of the topic, (3) clarity and

understanding of the content, and (4) efficiency of the format. They

were also asked to respond to both instruments by indicating whether

each item was (a) valid for use in the study, (b) invalid for inclusion,

or (c) undecided in opinion. Each item to be included in the final

research instrument needed the approval of at least 75 percent of the

judges (Borg and Gall 1979, 415).
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After a two week period, all the packets were returned in the

stamped envelope provided. The items on each instrument not meeting

the 75 percent criteria were deleted. The largest section deleted related

to the area of leadership. The leadership grid was deleted because it

was too broad for the scope and purpose of this study. In order to

avoid redundancy and vagueness, thirty-seven items on the

questionnaire were reduced to a total of eighteen items. To assist in

obtaining data that would be easier to summarize and compare, the two

interview schedules both containing twelve questions were reduced to

one interview schedule containing fourteen questions which was used

with all top level administrators (see Appendices B, C, & D).

The majority of the comments that were made by the panel of

judges relating to the questionnaire were editorial and format

modifications. Suggested changes in the questions were of the

following nature: conciseness of word choice, brevity of questions,

clarity of phrases, redundancy of content, specificity of terms, bias of

content, and blunt impact of tone. The panel's suggestions were

considered and changes on the questionnaire were implemented for all

the items that had been identified by the members.

The two major suggestions for change by the panel of judges

concerning the interview schedule were as follows: first, consolidate

the two interview schedules which were prepared for the president and

for the female administrators into one schedule that would be used with

all the interviewees; second, change the biased tone in which some of

the interview questions were stated in order to allow for alternative
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responses. Both suggestions were incorporated and the interview

schedule which was used in this study for the collection of data was

established (see Appendix C). Further concerns from three panel

members regarding the candidness of the respondents to the interview

questions concerning "hiring policies" and "differences between male

and female administrators" were raised. Their suggestions regarding

the tone and manner of approach when asking those questions were

implemented during the actual interview session with the Baptist

administrators.

The results of the panel of judges' review of the survey

instruments were as follows: (1) the questionnaire was shortened from

four pages to two pages, (2) the two interview schedules were

consolidated into one, and (3) the questions on both instruments were

revised and improved with respect to word choice, tone, brevity,

neutrality, and conciseness. The revised and final survey questionnaire

instrument that was used for collecting the data in this study can be

seen in Appendix B, and the interview schedule that was used in the

interview session with top level Baptist administrators can be seen in

Appendix C.

Procedure for Collection of Data

Distribution of the Survey Instrument

After the review of the panel of judges and the revision of the

questionnaire and interview schedule were completed, the support of

the Executive Director of the Texas Christian Education Coordinating

Board for Baptist Universities was sought. Prior to the beginning of
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the research process, the Director mailed a letter of introduction to all

eight presidents (see Appendix F).

After the Director's letter of introduction was received, each

university president was contacted by telephone to inform him of the

study and its purposes and to secure a verification of the names of the

current administrators. Permission for distribution of the

questionnaire was obtained, procedures were determined, and an

interview time was established.

The questionnaire (see Appendix B) was then mailed to 246

Baptist administrators. Cover letters were prepared for the presidents

and the administrators (see Appendix G & H) assuring the participants

of confidentiality and describing the procedures for returning the

survey. In order to facilitate the categorizing of returns, the

questionnaires and envelopes were coded with a number that identified

the school, the administrative level, and the gender of the

administrator. Follow-up letters (see Appendix I) were sent to two

presidents asking for the return of their questionnaire. From the 246

questionnaires that were mailed, 170 surveys were returned by

administrators represented from each Baptist university. The initial

mailing yielded a 69.1 percent rate of return; therefore, no second

mailing was necessary.

Collection of the Interview Responses

The interview schedule (see Appendix C) was used in the actual

interview sessions with eight university presidents and with eight
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women administrators represented from each Baptist university. All

eight male presidents had responded affirmatively to the interview

session at the time that permission for the distribution of the

questionnaire was requested. From the fifty-two total number of

Baptist women administrators, thirty-seven responded to the

questionnaire. All thirty-seven female administrators were assigned a

code number. A table of random numbers was used for the selection

of the female interviewees (Borg and Gall 1979, 905). All prospective

female interviewees were then contacted by telephone. Each of the

eight women administrators was asked to volunteer to serve as a top

level administrator representative of the Baptist university in which

they were employed. Two of the female administrators declined. Two

other administrators were randomly selected for the interview sessions.

All sixteen interviews were conducted on each of the eight Baptist

university campuses at a time and date that was convenient for both

male and female interviewees.

Analysis of the Data

Data results gathered through the questionnaire were tabulated

with regard to the frequency of responses. Percentages were calculated

and applied to each question as a means of analyzing the data. The

frequency and percentage of the responses were then used in the

interpretation of the analysis of the data.

All interview data was recorded in each session and was

compiled in narrative form. Elicited from the fourteen open-ended
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interview questions, the responses from both male and female Baptist

administrators were summarized and grouped with regard to the

research questions in this study (see Appendix J & K). Observations

and conclusions of the data synthesized from the interview and the

survey were further expounded in the final chapter of this research.

Summary

This chapter explained the methods and procedures for the

collection and analysis of data relevant to the problem in this study.

The survey method of research incorporating the questionnaire and the

interview process was used in order to collect the necessary data

pertinent to the research questions of this study. Two hundred and

forty-six Baptist administrators including presidents, vice-presidents,

deans, division or department chair persons, and directors or

administrative assistants from each of the eight Texas Baptist

universities constituted the population. All administrators were

surveyed through a questionnaire that was tested for content validity by

a panel of judges and designed for the purpose of eliciting answers to

the proposed research questions. The initial mailing of the

questionnaire to Baptist administrators yielded a 69.1 percent usable

rate of return. The interview responses from the sixteen

administrators were also summarized and grouped with regard to the

five research questions pertaining to this study. Final conclusions,

implications, and recommendations based on the data obtained through

the survey research method were presented in Chapter Five.
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CHAPTER IV

PRESENTATION AND ANALYSIS OF DATA

This study addressed the role of women in higher education

administration in the eight Baptist universities in Texas. The data

presented in this chapter was used to examine the standards and practices

of general administration as viewed by administrators in Baptist higher

education and to analyze the internal and external elements that influence

the administrative role of women in the eight Baptist universities of

Texas. The presentation and analysis of data in this chapter represent the

findings from the survey instrument and from the interview schedule

that were used to collect information. As a result of distributing the

questionnaire to all Baptist administrators as well as conducting personal

interviews with the presidents and with one selected top female

administrator on the eight Baptist university campuses, the responses

were reported. The data was used to provide answers to the following

five research questions:

1. What Southern Baptist denominational policy or decision is

impacting the role of women in Baptist higher education administration?

2. What are the leadership and managerial role expectations for

administrators in the Texas Baptist higher education institutions?

3. What qualities and qualifications are considered by current

Baptist administrators in Texas to be essential for administrative

positions?

57
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4. What limitations and/or parameters are considered when hiring

women for administrative positions in Texas Baptist universities?

5. What factors are influencing administrative positions for women in

Baptist universities in Texas?

Demographic Findings

The demographic characteristics of the responses from each of the

eight Baptist universities in Texas are presented in Table 2.

Table 2

Survey Response Rate from Baptist Universities

School Total # Returned Rate of
Mailed Responses Return

1. Baylor 67 45 67.2%
2. Dallas Baptist 16 13 81.3%
3. East Texas 22 18 81.9%
4. Hardin-Simmons 43 26 60.5%
5. Houston Baptist 32 23 71.9%
6. Howard Payne 20 15 750%
7. U.M.H.B. 20 15 75.0%
8. Wayland Baptist 26 15 57.7%

TOTAL 246 170 69.1%

As shown in Table 2, all eight Baptist universities yielded a 57

percent or more return rate of the survey instrument. Out of the total

246 surveys that were mailed, 170 were returned which represents a

69.1 percent rate of return. It was predetermined that a 51 percent rate

of return would be necessary in order for the study to be viable;

therefore with a 69.1 percent return rate of the survey instrument
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represented by all eight Baptist universities, no second mailing was

necessary.

As previously shown in Table 1, it was revealed that there were

194 men and 52 women that comprised a total of 246 Baptist

administrators who received the survey instrument. Responding to the

survey were 133 men (69%) and 37 women (71%). The demographic

information presented in Table 3 is a profile of the 170 male and female

survey responses from the eight Baptist universities.

Table 3

Survey Response Rate from Baptist Administrators

Position Total # Responses Total #
Administrators Male & Female Returns

President 8 8 (6%) 0 (0%) 8
Vice-Pres. 53 38 (29%) 4 (11%) 42
Dean 57 35 (26%) 14 (38%) 49
Chairs 114 49 (37%) 13 (35%) 62
Directors 14 3 (2%) 6 (16%) 9

TOTAL 246 133 (78%) 37 (22%) 170

This table presents the total number of male and female

respondents in all levels of administration. The questionnaire rate of

return from the 133 male administrators was 78% and the rate of return

from the 37 female administrators was 22 %. In most cases in this

chapter, the N for each administrative position whether it be male or

female will be represented by these figures and will be used to further

explain the collected data. Further data gathered in the survey revealed
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that between the age range of 40 to 60 there were 93 males (70%) and

19 females (51%). Also, the data revealed that the highest degree earned

by the majority of the administrators was the doctoral degree. The 109

male administrators (86%) received their doctorate as compared to the

20 female administrators (56%) who had received their doctorate

degree.

Analysis of the Research Questions

Research Question 1: What Southern Baptist denominational policy or

decision has impacted the role of women for Baptist higher education

administration?

The existing impact of the role of the denomination within Baptist

higher education was a strategic factor in this study. Whether or not the

denomination takes a clear stance in relation to the advancement of

women to administrative positions was an invaluable factor that may or

may not effect the final conclusions of this research. Particularly for

those who aspire to higher levels of admininstration, an inquiry with all

administrators was conducted which focused on any written or oral

ruling that has been made or enforced which could have an impact on

the role of women in administration. With the exception of five

administrators, responses to the survey question which related to any

policy in the Southern Baptist Convention [SBC] or in the Texas Baptist

General Convention [TBGC] that might influence whether or not women

could be employed or occupy an administrative position in Baptist higher

education are revealed in Table 4.
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Table 4

Role of Women Administrators Not Influenced
by SBC Denominational Policy

[N=165]*
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The data in Table 4 revealed that a substantial majority of

administrators on all levels of administration responded that there is no

Baptist policy which would influence the occupation of administrative

positions in Baptist higher education from women. In the chair position,

1 male (2%) and 3 female (25%) administrators indicated that there was

such a policy that restricted women from occupying administrative

positions, but that they had never seen one in writing.

Top level administrators were asked to define the extent of

influence that the SBC and the TBGC has upon the role of ordained

women in the church and its relationship to the administrative role of

women in Baptist higher education. A substantial majority of male
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presidents believed that there is no tie between the ordination issue of

women to the clergy and the administration issue of women in higher

education. Seven of the eight presidents (87.5%) stated that there was no

tie between the issues in the church with the issues in higher education

concerning the role of women. Only one president (12.5%) stated that

the SBC and the TBGC reflected the belief by Baptist that women should

not maintain leadership roles of authority and that traditional roles in

Baptist higher education have been the domain of men.

However, interview responses by the female administrators

differed from the view point of the presidents. Six of the eight female

administrators (75%) stated that beliefs toward the perceived role of

women in the church transfer and influence the perceived role of women

in the university. The women administrators reported that the majority

of the board members were male, who hold the opinion that women are

not to be in leadership positions, and their influence is seen in top levels

of administration. Other female administrators stated that people's

religious beliefs, particularly concerning the role of women in the

church, do carry over into the university setting and thus the effect

speaks for itself when the number of women who hold top level

administrative positions in Baptist higher education is counted.

To further answer research question one, responses to the survey

question which related to a biblical basis of the SBC and the TBGC that

might influence whether or not women could occupy an administrative

position in Baptist higher education are shown in Table 5.
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Table 5
Role of Women Administrators Not Influenced

by Biblical Restraints
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Data in Table 5 depicted a substantial majority of administrators

on all levels of administration believe that there is no biblical basis to

which Baptist ascribe that would restrict the occupation of leadership

positions in Baptist administration from women. In contrast, three out

of fourteen women deans (21 %) and three out of twelve women chair

persons (25%) responded that there was a biblical basis concerning

women in leadership positions that influences the role of women for

administrative positions; however, one is not written.

In the interview, all eight of the presidents (100%) responded that

no Baptist belief or decision by the SBC or the TBGC with any biblical

basis related to the employment of women to administrative positions in
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Baptist higher education. This response was also agreed upon by 7 of

the 8 female interviewees (87.5%). However 6 of the 8 female

administrators (75%), who responded that no Baptist belief or decision

grounded in a biblical basis was a direct factor related to the

employment of women to top level administrative positions, did identify

elements such as autocratic leadership style, no presence of affirmative

action, and traditional conservatism as being factors in Baptist

administration practice that do affect the employment of women to

administrative positions.

Research Question 2: What are the leadership and managerial role

expectations for administrators in the Texas Baptist higher education

institutions?

Theories concerning styles of leadership as well as styles of

management are numerous and diverse. Within the scope of this study,

the focus of leadership and managerial responsibilities was confined to

particular role expectations in which Baptist administrators were

required to perform. The initial investigation addressed the issue of the

formulation of university policy. An inquiry with all administrators was

conducted which focused specifically on the degree of participation by

male and female administrators in the formulation of administrative

policies for the university. Responses to the survey question from the

male administrators are revealed in Table 6 and the responses from the

female administrators are revealed in Table 7.
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Table 6

Degree of Participation in Policy Formulation
by Male Administrators
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Table 7

Degree of Participation in Policy Formulation
by Female Administrators
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One trend concerning the administrative duty of policy

formulation that is revealed by the data in Tables 6 and 7 is that on every

level of administration higher percentages of male administrators

reported to have a greater amount of participation in policy formulation

than do the female administrators. Male administrators show an

increasingly greater degree of involvement as their level of leadership

rises from director to president. Data on the female administrators do

not show this to be the same. Instead, female administrators appear to

have a lesser degree of involvement in policy formulation at lower levels

of administration such as the director position. Furthermore, while 100

percent of the highest level of male administrators reported great
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involvement in the formulation of policy only 50 percent of the highest

level of women reported that they were involved. Female vice-

presidents reported that they do not seem to have as much authority in

policy formulation as compared with male vice-presidents. One of the

female vice-presidents (25%) reported to have no involvement in the

formulation of administrative policy. On three of the four levels of

administration, higher percentages of female administrators reported

that they have no involvement in formulating policies for the university

than did the male administrators. No clear trend was represented by the

survey data concerning whether or not male and female administrators

in different administrative positions had more power on the department

level verses the division level or versus the overall college level in the

formulation of policy.

In addition, a further inquiry was conducted with Texas Baptist

administrators in relation to the leadership and managerial role

expectations concerning the formulation of university policy. If

administrators are allowed to participate in the formulation of university

policy, another question concerning the overall level of influence by the

administrators was also an important factor. Responses to the survey

question which related to the level of influence by male and female

administrators in the role of formulating and/or influencing

administrative policies for the university as a whole are revealed in

Table 8. Due to the fact that administrators answered the question with

more than one response, only the frequency and percentage of their

responses are presented in the following table.
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Table 8

Level of Participation by Administrators
in Policy Formulation
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0 (00/)

31(82%)
3 (75%)

17 (49%)
7 (50%)

18 (37%)
1 (8%)

1 (33%)
3 (50%)

Senate Other

0 (0%) 0 (0%)

7 (18%)
0 (00/)

11 (31%)
3(21%)

34 (69%)
8 (62%)

1 (33%)/
2 (33%)

6 (16%)
1 (25%)

15 (43%)
8 (57%)

17 (35%)
6 (46%)

1 (33%)
4 (67%)

An examination of the data in Table 8 indicated patterns in which

administrators had access in the participation or influence of policy

formulation with the various levels of power sources. All eight

presidents have not only a high degree of participation in policy

formulation for the university but also a high degree (100%) of access to

the board of trustees which approves policies for implementation. The

male vice-presidents (82%) and female vice-presidents (75%) have direct

access to the president concerning policy formulation. The male deans

were split approximately in half with the majority having access to the

president and the other half going to "other" sources of power which

a I
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included the dean's council or the academic vice-president concerning

policy formulation: the female deans were also split in a similar pattern.

Thirty-four males (69%) who occupied the chair position indicated that
the main source of power to which they consulted concerning policy

formulation was the faculty senate. The female administrators who

occupied the chair position were split in their decision: 62 percent stated

that the main source of power to which they consulted concerning policy

formulation was the faculty senate and 46 percent stated "other" sources

of power such as the dean, the academic vice-president, or specific

committees. The male directors reported that the source of power to

which they consulted concerning policy formulation was dispersed;

however, three women directors (50%) reported that they consulted with

the president and four other female administrators (67%) reported that
they consulted with "other" sources of power such as the academic vice-

president or the overseeing vice-president of a specific program.

An investigation of the leadership and managerial role
expectations in which the Texas Baptist administrators were expected to

perform also addressed the areas of budget and personnel. These two

areas of administration are generally time consuming and require a

specific amount of decision making. An inquiry with all administrators

was conducted which focused on the extent of participation in which

male and female administrators were involved in the areas of budget

formulation and personnel staffing. Responses to the survey question

which related to the extent of their time spent on budget and personnel

issues are presented in Table 9 and in Table 10.
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Table 9

Role Expectation for Administrators
Includes Budget Decisions

[N=170]

84%

67%
71%

61%

Director Chair
+

rs M

O w

-
Dean V.P. President

Data in Table 9 revealed that as the administrative level for all

administrators increases so does the time required for budgetary

considerations. An exception to this pattern occurs in the female

director's position. Also, an examination of the data revealed that on

every level of administration, with the exception of the director's

position, women administrators spend less time on budgetary matters

than do the male administrators. From the female administrators, only

the directors reported that they spend a great or considerable time on

budgetary matters.

100%-
90%-
80% -
70% -
60% -

50% -
40%-
30%-
20% -

10%-
0 %.-
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Table 10

Role Expectation for Administrators
Includes Personnel Decisions

[N=170]

97%
100%
90% 3% 82% 79%87
8 0 % --
70%
60% EM
50 %
40%-- W
3 0 % E
2 0 %

0 %
Director Chair Dean V.P. President

In Table 10, it is shown that as the administrative level for women
increases so does the time spent on personnel matters. An exception to

this pattern is seen once again in the women director's position.

However, it is also observed that on every level of administration, except

for the vice-president position, women administrators spent less time on

personnel considerations than did the male administrators. The amount

of time spent on personnel matters for the male administrators seems to

fluctuate by position; however, the percentage of fluctuation varies little.

Another area of administration that relates to the leadership and

managerial role expectations for Texas Baptist administrators addressed

in the survey was the amount of time spent by administrators on clerical
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and decision-making duties. In Table 11 and 12, responses to the survey

questions that ascertained what percentage of time administrators spent

on duties that were classified as clerical in nature or as decision-making

in nature are reported. The findings in these two tables represent a

percentage of administrators who spent between 10 to 50 percent of their

time on either duty.

Table 11

Role Expectation for Administrators
Includes Clerical Duties

[N=170]

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

92%

67% 69%71%

47 %5 0%

+
Director Chair

+
Dean V.P.

LMW
03

0%

President

Survey responses related to this administrative role revealed that
110 administrators (65%) out of the total 170 spent 10 to 50 percent of
their time on clerical duties. With the exception of the director's
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position, it is seen in Table 11 that as male administrative levels increase,

a sharper decline occurred in the percentages of male administrators

who spent their time on clerical duties than it did for female

administrators. The data also revealed that higher percentages of women

administrators, except the directors, spent their time on clerical duties

than did the male administrators.

Table 12

Role Expectation for Administrators
Includes Decision-Making

[N=170]

70% -

60% -

50% -

40% -

30% -

20% -

10% -

0% -

67%

37%36%
-33% UM

lW24%25%

12%

+
D %

Director Chair

-

Dean V.P. President

Survey responses related to this administrative role revealed that

71 administrators (42%) out of the total 170 spent less than 50 percent of

their time on decision-making duties. Comparing the percentages of
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male administrators to female administrators, it is revealed in Table 12

that more men spent their time on decision-making duties than did the

women. An exception to this pattern occurred with the six female

directors (100%) who spent more than 50 percent of their time on

decision-making duties.

From the 170 total number of Baptist administrators responding to
the survey, it is seen in Tables 11 and 12 that 110 of the administrators

(65%) reported that they spent 10 to 50 percent of their time on clerical
duties and 71 of the administrators (42%) reported that they spent 50

percent or less of their time on decision-making duties. The percentages

of administrators in the chair position for both clerical and decision-

making duties are higher than in any of the other administrative

positions. Male chair persons (80%) and female chair persons (92%)
spent 10 to 50 percent of time on clerical duties: 67 percent of the men
and 62 percent of the women chair persons spent 50 percent or less of

their time on decision-making duties.

The job description of an administrative position frequently

delineates the leadership and managerial role expectations for the

prospective employee. An inquiry with all administrators was conducted
in order to determine whether male and female administrators were

actually fulfilling the demands outlined in the initial job description or
whether the job descriptions were written to the exclusion of one or the

other gender. The results of the respondents concerning the written job

descriptions are seen in Table 13.
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Table 13

Role Expectation for Administrators
Includes Job Description

[N=170]

80%

70%

60%

50%

40%

30%

20%

10%

0%

71%

63% 63%

53%

33%

M

W

-f-
Director Chair

--
Dean V.P.

0P %

President

Depicted in Table 13 is a strong percentage of male administrators

on every level of administration who believe that they have a clearly

written job description. It is also observed that a much smaller

percentage of women administrators believed that they have a clearly

written job description. Also, it was reported through the survey that on

the average the majority of both male and female administrators believed

that there exists no job description which is gender-specific. However, a

total of 6 administrators (3.5%) did respond in the affirmative that job
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descriptions may be gender-specific with the highest percentage of one

of these administrators (25%) coming from the female vice-president

position.

Investigating the leadership and managerial role expectations for

the Texas Baptist administrators which were not specifically delineated

by a particular administrative job description was an additional area of

interest in this study. In order to derive clearer and more concise

conclusions with regard to the leadership and managerial responsibilities

in which Baptist administrators are expected to perform, administrators

were asked to identify any job related duty that was not included in the

initial job description but was considered to be part of the responsibility

of that particular administrative position. The responses to the survey

question assisted in determining if administrators were allowed to use

their time to carry out duties and demands expected of their

administrative position or if their time was being divided by other duties

that were not delineated in the original job description. On the survey,

administrators had a choice of sixteen possible job related duties as well

as an opportunity to write in any job related duty in which time was

spent and in which they considered to be a definite responsibility and

demand of their particular administrative position. In Table 14, the

unwritten yet "expected" role responsibilities identified by

administrators on every level of administration are presented and

ranked in order by frequency and percentage of response.
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The data in Table 14 revealed that for every level of

administration, job related duties which were not written in the initial

job description for the respective position are identified. These expected

role responsibilities vary according to the different administrative

position. In the president position, two of the eight (25%) presidents

reported that they were expected to participate in the duty of promoting

faculty participation. In the vice-president position, the highest

frequency of male response was 14 vice-presidents (37%) who reported

that they were expected to participate in counseling and consultations. In

the dean position, the highest frequency of male response was 9 deans

(26%) who reported that they were expected to participate in counseling

and consultations as well as serve on committee assignments. Of the

female responses, the highest frequency recorded was 6 deans (43%)

who reported that they were expected to participate in committee

assignments. In the chair position, the highest frequency of male

response was 18 chairpersons (37%) who reported that they were

expected to participate in counseling and consultations as well as to

promote interpersonal communication relations. Of the female

responses, the highest frequency recorded was 8 chairpersons (62%)

who reported that they were expected to participate in office staff

management. In the director position, the highest frequency of male

response was 2 directors (67%) who reported that they were expected to

participate in administrative procedures, in office staff management, and

in budgetary decisions.
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Research Question 3: What qualities and qualifications are considered

by current Baptist administrators in Texas to be essential for

administrative positions?

In the administrator's survey (Appendix B), three qualifications

categorized as being (1) professional organization membership, (2)

formal administration training, and (3) college or university teaching

experience were presented to the Baptist administrators. They were

asked to respond to each of these categories as to whether or not they

believed each element was beneficial or essential to the employment

and/or to the effectiveness of an administrator. Responses to each

category are presented in Table 15.

Table 15
Administrative Qualifications Esteemed

by Baptist Administrators
[N=170]

Elements: Membe Tra
Ageement Yes / No Yes I No Yes I No

Presidents:

Males [8] 5 (62%) 3 (38%) 8 (100%) 0 (0%) 6 (75%) 2 (25%)

Vice-Pres.:
Males [381 27 (71%) 11 (29%) 24 (63%) 14 (37%) 16 (42%) 22 (58%)
Females [4] 2 (50%) 2 (50%) 4 (100%) 0 (0%) 2 (50%) 2 (50%)

Deans:
Males [351 22 (63%) 13 (37%) 20 (57%) 15 (43%) 31 (89%) 4 (11%)Females [14] 9 (64%) 5 (36%) 13 (93%) 1 (7%) 9 (64%) 5 (36%)

Chairs:
Males [49] 26 (53%) 23 (47%) 17 (35%) 32 (65%) 41 (84%) 8 (16%)Females [131 8 (62%) 5 (38%) 6 (46%) 7 (54%) 12 (92%) 1 (8%)

S- ------------------------------- 

Directors:

Males [3] 2 (67%) 1 (33%) 0 (00) 3 (100%) 2 (67%) 1 (33%)Females [6] 3 (50%) 3 (50%) 5 (83%) 1 (17%) 1 (17%) 5 (83%)
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Depicted in Table 15, each of the three qualifications were

considered to be essential by the majority of administrators on every

level of administration. However, a few exceptions were revealed.

From the male chairpersons, thirty-two out of forty-nine (65%) and

three male directors (100%) responded that they did not believe that

formal educational training in the field of administration prior to

becoming an administrator was essential. From the male vice-presidents,

twenty-two out of thirty-eight (58%) responded that they did not believe

that college/university teaching experience was an essential element for

effective administration; furthermore, five out of six female directors

(83%) had the same response.

However, the results based on Table 15 revealed the qualification

that seemed to be ranked first in importance to a strong majority of the

Baptist administrators was formal administrative training. Eight

presidents (100%) unanimously agreed that formal educational training

in the field of administration prior to becoming an administrator was

essential for effective administration. Other than the male presidents,

more female administrators esteemed formal educational training in

administration than did the male administrators. The qualification that

seemed to be ranked second in importance to a strong majority of the

Baptist administrators was college/ university teaching experience. The
presidents (75%), the male deans (89%), the female chairpersons (92%),

and the female directors (83%), all responded that college and university

teaching experience was an essential element for effective administration.
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The qualification that seemed to be ranked third in importance by the

Baptist administrators was membership in professional organizations.

This element was esteemed by both male and female administrators on

all levels of administration; however, the frequency of the

administrator's choices were diversified.

Eight presidents (100%) who were interviewed responded

affirmatively to formal training in administration as being an important

factor which contributes to the effectiveness of an administrator. Also

included in this response by the university presidents were other qualities

such as credentials, experience, and a team player viewpoint. Six of the

eight female interviewees (75%) responded affirmatively when asked if

formal higher education administration training was an important factor

in being an effective administrator. The remaining two respondents

(25%) stated that training in administration was good but not necessary.

They believed that experience in the field was a stronger factor than

formal training.

To further address research question number three concerning the

qualities and qualifications that are beneficial for any administrative

position, Baptist presidents and top female administrators were asked

what types of preparatory experiences in the field of higher education

administration would be beneficial for aspiring administrators.

Responses from both male and female administrators were diversified;

however, 7 out of 8 presidents (88%) and 6 out of 8 female

administrators (75%) cited experience to be an important factor:

previous experience, faculty experience, and in-house university
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experience. Other forms of preparatory experiences which were

mentioned by the Baptist administrators that would be beneficial for

aspiring administrators were as follows: interships in the field, training

in interpersonal skills, supervisory and time management skills, terminal

degree and proper credentials, and knowledge of the philosophy of the

school and leadership styles of the administrators.

Another question relating to the qualities and qualifications that

are considered to be essential for administrative positions in Baptist

higher education concerned leadership and management. Interviewees

were asked what leadership quality and managerial skill did they value in
administrators. No unanimous responses from the presidents occurred;

however, responses did included expertise of skilled and trained

administrators as well as caring and committed Christians who had a

sense of mission. Other qualities such as communication ability, team
player point of view, student-orientation, competency, vision, and well

rounded individuals were also mentioned by the presidents. From the
female administrators, 7 out of 8 women (88%) stated that interpersonal

skills was a leadership quality most valued in administrators.

Furthermore, credentials and competency in the field was a quality that
was agreed upon by 4 of the 8 female administrators (50%) as being

beneficial for administrators in administration. Other qualities
mentioned by the female administrators were enthusiasm, energy,

assertiveness, flexibility, creativity, humor, decisiveness and

perseverance, planning and organizational abilities, and a Christian

philosophy in dealing with people.
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To further explain the qualities and qualifications that are considered to

be essential for administrative positions in Texas Baptist higher

education, administrators were asked to suggest additional qualities that
might assist an administrator in being effective and successful. The

open-ended question response format ascertained twenty-two

characteristics suggested by 161 responding administrators. In Table 16,
the top ten most frequent responses suggested by male and female Baptist

administrators are presented.

Table 16

Suggested Characteristics Essential for
Success and Effectiveness in Administration

[N=161]

Rank Characteristic Female Male Freq. Agree-
Responses Responses Resp. ment

N=34 N=127 N=161

1 Interpersonal Skills 23 (68%) 45 (35%) 68 42%2 Communication Skills 11(32%) 32 (25%) 43 27%
3 Organizational Skills 14(41%) 26(20%) 40 25%4 Leadership & Vision 16 (47%) 16 (13%) 32 20%
5 Decision-making 11 (32%) 17(13%) 28 17%6 Professional Bkgr. 6(18%) 18 (14%) 24 15%
7 Honesty & Integrity 0(0%) 23 (18%) 23 14%
8 Sensitivity & Trust 1 (3%) 20(16%) 21 13%9 Perseverance & Brain 0(0%) 20(16%) 20 12%10 Goal-oriented 2(6%) 14 (11%) 16 10%

The data in Table 16 revealed that the top characteristic most

frequently suggested by 23 female administrators (68%) and by 45 male

administrators (35%) was interpersonal skills. Interpersonal skills
included such labels as people-oriented, ability to work with others, open
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to giving and receiving information, and a good listener. The next

group of qualities fell into the 20 percent range. The suggested

characteristics for administrators were communication skills (27%),

organizational skills (25%), and leadership/vision ability (20%). Sixteen

female respondents (47%) ranked leadership/vision ability second, and

thirty-two male respondents (25%) ranked communication skills, both

written and verbal, as second. Other characteristics suggested by Baptist

administrators as being an essential quality for an administrator's

effectiveness and success vary by gender and by frequency of response.

Research Question 4: What limitations and/or parameters are considered

when hiring women for administrative positions in Texas Baptist

universities?

A central question asked of each administrator was to identify any

credential that might be necessary for the hiring of a Baptist

administrator. In response to this question, three elements that were

considered by both male and female administrators to be essential for the

hiring of an administrator were (1) Baptist commitment and Christian

character, (2) experience and competency, and (3) academic degrees.

The percentages of male responses to each element were higher than the

percentages of female responses. First, eight presidents (100%)

expressed that an important credential they look for when hiring an

administrator is a commitment to the Baptist denomination and a

Christian character in interpersonal relations. Four of the female

administrators (50%) were in agreement with the men and expressed that
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the Baptist Statement of Faith and the individual's philosophy that

effected their teaching and their interpersonal relations was an important

factor and a necessary credential in hiring. Second, seven presidents

(88%) stated that the elements of competency and experience were

important credentials to the hiring of an administrator. Likewise, four

out of eight female administrators (50%) stated that experience was a

necessary element to consider when hiring but that experience alone did

not always indicate how well an individual performed. Therefore, five

out of eight female administrators (63%) emphasized that an

administrator needed to be able to perform the tasks of the job and they

needed to be competent in the skills necessary to carry out the demands

of the job. It was mentioned that performance references should be

checked just as any other type of reference. Third, six presidents (75%)
expressed that it was very important for an administrator to gain the

respect of their colleagues and one way to achieve this was to have the

necessary and proper academic degrees. Similarly, five of the eight

female administrators (63%) also stated that having the highest degree

applicable, the proper job credentials, or any speciality training or area

of expertise were all important elements that were considered when

hiring a Baptist administrator.

To further the investigation of limitations and/or parameters that

might effect the hiring of women for Baptist administration,

administrators were asked to respond to a question which dealt with

hiring procedures. All eight presidents (100%) and six female

administrators (75%) stated that the president was the authority within
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the university that made the final decision to hire or to not hire

applicants to administrative positions. Both male and female respondents

agreed that all decisions made by the president must ultimately be

approved by the board of trustees; however, the main decision-making

source to which prospective administrators must face was the president.

Also, six of the eight male and female respondents (75%) agreed that

most hiring decisions made by the president are contingent upon

recommendations. Recommendations from sources such as the search

committee, or a faculty committee, or a team administrative council are

generally considered by the president before the final hiring decision of

a prospective administrator is announced. If the administrator who is

being considered has all the necessary credentials and is competent for

the position, two of the presidents (25%) reported that in-house

promotions were frequently made and yet, "due process" of the law was

also maintained.

After consideration was given to necessary credentials and hiring

procedures, interviewees were asked to specifically address if there were

any parameters or limitations which they must consider before hiring

women for an administrative position. Five presidents and five female

administrators (63%) responded that there was no particular limitation

or parameter that they needed to consider before hiring a woman to any

Baptist administrative position. Conversely, three presidents and three

female administrators (37%) responded that there were limitations or

parameters that they needed to consider before hiring a woman. It is

required by the Texas Baptist General Convention that all top level
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administrators in Baptist institutions in Texas must belong to the Baptist

denomination. There is a statement of faith or a preamble of standards

that is sometimes presented to prospective administrators and their

agreement of adherence is a factor that is considered in the hiring of an

administrator. It was also mentioned that prospective administrators

needed to have a philosophy that was in accord with the mission and

purpose of the university and with the goals of the organization.

Although it was not considered a parameter, another factor mentioned

by the presidents was that within the local Baptist Associations, in which

there are no women in the clergy, pastors might be hesitant to work

with a female president. Presidents of Baptist universities are expected

to speak in associational meetings and behind church pulpits on behalf of

their respective university and to have a female address these

constituencies has not been the norm. In summarizing other factors that

might affect the presidents' hiring decisions, women administrators

mentioned that tradition, academic training and credentials, skilled

competencies, and a team player point of view may not be considered as

parameters but were definite elements that were considered when hiring

for an administrative position.

Research Question 5: What factors have influenced administrative

positions for women in Baptist universities in Texas?

To determine any influencing factors relevant to women which

pertain to administrative positions in Baptist higher education, three

specific factors in this study were addressed: mission and purpose of
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Christian higher education, styles of leadership, and styles of

management. Each factor was studied separately.

In analyzing the standards and practices of general

administration in Baptist higher education, one factor became prominent:

the influence of a denomination. Administrators were asked to define

from their point of reference the differences in terms of mission and

purpose that exist between private higher education, which is influenced

by the standards and positions of a denomination, and public higher

education which is free from a denomination's influence. Eight

presidents (100%) defined one element that makes private higher

education different from public higher education and termed it value-

oriented education. Value-oriented education has at its foundation a goal

to teach students three things: to love God and to have faith in Jesus

Christ, to render service to mankind, and to develop a sense of

responsibility and Christian commitment to fellow brothers and sisters in

Christ and to the denomination. Seven of the eight female administrators

(88%) also agreed that value-oriented education was the main difference

between the private and public higher education institutions. In addition,

five of the eight women respondents (63%) believed that a value-

oriented education also makes faculty and administrators more

responsive to students and to their needs. A Christian approach with

regard to standards and policies for students, an emphasis on student-

teacher relationships, and an emphasis on individualized personal

attention for students and for their personal and spiritual development
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were all cited as being by-products of the value-oriented emphasis in

education on the Christian campuses of Baptist higher education.

Another factor pertaining to the standards and practices of

general administration in Baptist higher education was the area of
leadership. Administrators were asked to identify the differences

between the leadership styles of male administrators as compared to the
leadership styles of female administrators. Five out of eight presidents

(63%) responded that there was no difference in leadership styles
between male and female administrators. Only three of the presidents
(37%) responded that differences in leadership style between male and
female administrators do occur but that the differences are not
pronounced. One president expressed that there may exist differences in
styles of leadership but that women administrators were equal in
competence to the male administrators. Another president reported that
although women seem to be more rigid when they were under scrutiny,
they still worked harder and were more conscientious in their duties than

were the male administrators. Another response from one of the
presidents revealed that one factor which causes a difference in the

leadership styles between male and female administrators was the
decision-making process. The respondent believed that women who
were forty-five years of age or older were more reluctant to make and
to stick with a decision; whereas, women who were forty-five years of
age or younger made the decision and stuck to it regardless of their
popularity. Three out of eight female administrators (37.5%)

responded that there did exist differences in leadership styles between
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male and female administrators. These women administrators expressed

that men seem to be more autocratic in their leadership style and women

seemed to be more democratic. Female administrators reported that the

male administrators tended to make decisions without consulting or

involving other administrators. The remaining 5 out of 8 female

administrators (62.5%) also responded that there were differences

between male and female administrators in their methods of governance,

problem-solving and decision-making, but that the differences seemed to

be related more to personality differences or socialization differences

rather than related to gender. These administrators explained that

women are socialized differently and they have more of a sensitive and

maternal concern for people; therefore, their manner of leadership and

administration was different from men.

The last factor to be addressed regarding the standards and

practices of general administration in Baptist higher education was the

area of management. Administrators were asked to identify the

differences between the male and female administrators in their style of

management. Two presidents (25) responded that there were no

apparent differences in the management styles between male and female

administrators. However, six of the eight presidents (75%) responded

that differences in management styles do exist and that the main

difference was that of planning. Presidents stated that they saw women

administrators as being highly detailed oriented, very good at organizing

and planning activities and programs, and capable of communicating

those plans so that the task was accomplished. Six out of eight female
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administrators (75%) agreed with males that there does exist a difference

in management styles between male and female administrators. All six

respondents reported that one main difference in management styles

between male and female administrators was the ability to organize.

Being detailed oriented, having good communication skills, and being

people oriented were all mentioned as factors that supported women's

organizational abilities which also aided in their accomplishing tasks.

Factors which have contributed to the number of male

administrators versus the number of female administrators in Baptist

higher education was an important concern in this study. Administrators

were asked to identify the factors surrounding the present numerical

status. Seven presidents (88%) believed that the pool of "best qualified"

women for administrative positions has been small. Women have not

had the academic training nor attained the degrees and credentials to

really compete with the pool of available male applicants. Six of the

eight presidents (75%) stated that the number of available men who had

received the proper degrees, who had the credentials and the training,

and who were available for the administrative positions has been much

greater in number than it has for the women. It was further mentioned

by four presidents (50%) that is has been a long established tradition in

Baptist higher education that men are perceived as leaders and they are

the ones to serve in the leadership roles. Also, four female

administrators (50%) agreed that tradition and conservatism were

factors which have contributed to the present numerical status of male

and female administrators. Baptist conservatism is defined more in
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terms of a belief or an attitude which contends that men are leaders and

should hold a leadership position and women are supporters and should

do the work and maintain a support role. The other four female

interviewees (50%) mentioned additional factors which may possibly

influence the number of male administrators versus the number of

female administrators in Baptist higher education. These factors

included the following: (1) formal training which is necessary in order

to execute the duties of the position, (2) academic credentials which are

necessary in order to compete with the same credentials of the men, and

(3) role models which need to be identified in order to increase the

networking system between women administrators in higher education.

In a further investigation to identify factors that may influence

the administrative role of women in Baptist higher education,

administrators were asked to identify any changes that needed to occur

before a woman could conceivably be considered for the administrative

position of president in a Baptist university. Five presidents (63%) and

three female administrators (38%) responded that in time change will

occur. The presidents elaborated that in time societal change will effect

the attitudes and traditions which concern the role of women. In

addition to these societal changes that will need to occur, four out of

eight female administrators (50%) believed that a major compositional

change needs to occur in the board of trustees as well. Female

administrators elaborated that better relations is in great need of

attention with those who serve on the TBGC Search CommitteeNwhich

appoints board members to Baptist universities. Board of trustees
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consist of male pastors and businessmen along with a few female

representatives who are usually pastor's wives. The women

administrators believed that until the local board composition is changed

to include female clergy and business women, then the status of male

presidents leading Baptist universities will probably remain.

In the final attempt to identify factors that may influence the

administrative role of women in Baptist higher education, the

administrators were asked to predict what the role might be for the

future. Eight of the presidents (100%) and six of the female

interviewees (75%) predicted that the role of women in administration

will change and an increase of the number of women in Baptist

administration will occur. The presidents elaborated that over time, as

societal and preceptual changes occur toward the role of women and as

women receive the training and the credentials for administrative

positions, an increase of women to the top levels of administration will

occur. Female administrators elaborated on the future role of women in

Baptist higher education and identified specific factors in which change

is needed before they could conceive of any significant modification in

the status of women to top level administrative positions. These factors

were as follows: (1) training and academic credentials for

administrative positions, (2) compositional change in the board of

trustees, (3) traditional conservatism in Baptist practices, (4) socialized

attitudes and role-stereotyping toward the perceived role of women in

administration, and (5) an increase of time. In conclusion, all of the

interviewees predicted that over a period of time, an increase in the
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number of women in Baptist higher education administration would

increase.

Summary

This study addressed the role of women in higher education

administration in the eight Baptist universities in Texas. The data

presented in this chapter was used to examine the standards and practices

of general administration in Baptist higher education as well as to

analyze the elements that influence the administrative role of women in

the eight Baptist universities of Texas. The administrator's survey was

sent to a total of 246 Baptist administrators in all eight universities in

Texas and 170 administrators (69.1 %) responded. The highest

percentage of the respondents were between the ages of 40 to 60 and 129

(76%) of the respondents reported to have earned the doctorate degree.

In order to obtain the research data, all Baptist administrators were

surveyed and then all eight presidents and eight female administrators,

one from each campus, were interviewed. The following is a summary

of the findings pertaining to each of the five research questions in this

study:

1. A substantial majority of Baptist administrators on all levels of

administration (98%) believed that there is no written Baptist policy or

decision that would restrict women from attaining top level positions in

Baptist higher education.

2. A substantial majority of Baptist administrators on all levels of

administration (93%) believed that there is no Biblical basis to which
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Baptist administrators ascribe that would restrict the employment of

women to any administrative position in.Baptist higher education.

3. Baptist presidents (87.5%) reported that there was no tie between the

issues in the church with the issues in higher education concerning the

role of women.

4. Female administrators (75%), however, reported that beliefs toward

the perceived role of women in the church do transfer and influence the

perceived role of women in the university.

5. Female administrators (75%) reported that Baptist administrative

practices such as autocratic leadership, affirmative action avoidance, and

traditional conservatism were factors seen in Baptist administration that

effect the employment of women to administrative positions in Baptist

higher education.

6. Presidents (63%) reported to have observed no difference between

the leadership styles of male and female administrators while three of the

female administrators (37.5%) reported that there was a difference in

leadership styles in which male administrators tended to be autocratic

and female administrators tended to be democratic.

7. Baptist presidents and female administrators (75%) reported that the

one factor related to the management style of female administrators was

that females were highly detailed oriented and very good at planning and

organizing activities and programs.

8. On every level of administration and especially as the administrative

levels rise, higher percentages of male administrators reported to have a
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have a greater degree of participation in university policy formulation

than do the female administrators.

9. Higher percentages of female administrators reported to have a

greater degree of limited.involvement in university policy formulation at

lower levels of administration such as the director position.

10. Female vice-presidents (50%) reported to have limited or no

involvement in the formulation of policy as compared to the male vice-

presidents (32%).

11. All Baptist presidents (100%) reported to have a great degree of

participation in policy formulation for the university and direct access to

the board of trustees for approval of policy implementation.

12. Male (82%) and female vice-presidents (75%) reported to have

direct access to the president concerning the formulation and influence

of university policy.

13. Female directors (88%) reported to have direct access either to the

president or the vice-president concerning the formulation and influence

of university policy.

14. Higher percentages of male administrators reported that they spent

more time on budgetary matters than do the female administrators with

the exception of the female directors.

15. On every level of administration, higher percentages of male

administrators reported that they spent more time on personnel staffing

considerations than do the female administrators with the exception of

the female vice-presidents.
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16. With the exception of the female directors, higher percentages of

female administrators versus male administrators reported that they

spent 10 to 50 percent of their time on clerical duties.

17. Six female directors (100%) reported that they spent more than 50

percent of their time on decision-making duties.

18. With the exception of the female directors, higher percentages of

male administrators versus female administrators reported that they

spent their time on decision-making duties rather than on clerical duties.

19. Higher percentages of male and female administrators in the chair

position reported to have spent 10 to 50 percent of their time on clerical

duties but less than 50 percent of their time on decision-making duties.

20. Higher percentages of male administrators versus female

adminstrators believed that they have a clearly written job description.

21. On every level of administration, male and female administrators

were expected to perform other job related duties that were not

explicitly stated in the initial job description.

22. Presidents (75%) and female administrators (63%) stressed the

importance for any prospective administrator to attain the highest degree

possible and to acquire the necessary job skills that would prepare them

to be able to perform the task demands of the related administrative

position.

23. With regard to Baptist higher education, presidents (100%) and

female administrators (50%) agreed that Baptist commitment and

Christian character were important elements that must be present for any

prospective administrator to be hired into Baptist higher education.
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24. Baptist presidents (100%) and female administrators (75%) agreed

that formal higher education administrative training was an important

and essential quality which contributed to the effectiveness of an

administrator.

25. The leadership quality cited by 88 percent of the female

administrators to be most valued in administrators was interpersonal

skills.

26. In addition to interpersonal skills, the top three characteristics that

were most frequently cited by Baptist administrators to be essential for

success and effectiveness in administration were communication skills,

organizational skills, and leadership (vision) ability.

27. Baptist presidents (100%) agreed that the mission of the university

and the statement of Christian ethics and purpose to which all

prospective administrators must agree could be considered a limitation

or parameter in the hiring of an administrator which impacts the role of

women.

28. Baptist presidents (100%) and female administrators (88%) agreed

that the one element that makes private Baptist higher education different

from public higher education was value-oriented education.

29. Three presidents and three female administrators (37.5%) revealed

that the TBGC specifies that all top level administrators in Baptist higher

education must belong to the Southern Baptist denomination which could

be considered a limitation or parameter in the hiring of an

administrator.



99

30. Six presidents and six female administrators (75%) agreed that

hiring procedures could be considered as a limitation or parameter

because they are dictated by the president and the final decisions

concerning administrative hiring, with the board of trustees' approval,

are made by the president of each respective Baptist university.

31. Seven presidents (88%) reported that the factor which contributed

to the number of male administrators versus the number of female

administrators was a lack of qualified women: four female

administrators (50%) reported that traditional Baptist conservatism was

the factor.

32. Four female administrators (50%) believed that major

compositional changes need to occur in the Baptist universities' board of

trustees before a woman could conceivably become a Baptist university

president.

33. The presidents (63%) and female administrators (38%) reported

that in time societal changes toward the perceived role of women will

also have an impact upon the role of women in Baptist higher education

administration.

34. Baptist presidents (100%) and female administrators (75%)

predicted that the role of women in administration will change in the

future and an increase of the number of women in Baptist administration

will occur.



CHAPTER V

SUMMARY, CONCLUSIONS, IMPLICATIONS AND

RECOMMENDATIONS

Summary of the Study

The problem addressed in this study concerned the role of

women administrators in higher education as well as the elements that

influenced the administrative role of women in Texas Baptist higher

education.

In order to conceptualize the role of women administrators in

Baptist higher education first, the standards and practices of general

administration as viewed by Baptist administrators in the eight Texas

universities had to be examined and second, the influences upon the role

of women in administration in Baptist higher education had to be

analyzed.

Elements considered as influences which might impact the

administrative role of women in Baptist higher education were as

follows:

A. The role of the Southern Baptist Convention [SBC] and the Texas

Baptist General Convention [TBGC] in relation to women obtaining

administrative positions.

B. The criteria needed for administrative leadership and management

styles.

100
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C. The administrator's perspective in relation to employment

procedures for women.

D. The quantity, status, and responsibility of women who currently

occupy administrative positions.

E. The administrators' predictions related to the changes in the role and

status of women in Baptist administration.

Participants in the study consisted of Baptist administrators

represented from all eight universities in Texas. Both male and female

administrators who were surveyed were also represented on all levels of

administration from president, to vice-president, to dean, to department

chair, and to director. The highest percentage of survey respondents

between the ages of 40 to 60 reported to have earned the doctorate

degree.

To collect the necessary data to answer the research questions, a

questionnaire and an interview schedule were devised and validated. The

survey questionnaire consisted of eighteen questions concerning the

Southern Baptist denomination role, the leadership and managerial role

expectations, and the essential administrative qualities and qualifications

(see Appendix B). Each question was intended to yield an opinion from

the respondents to any of these areas which might relate to the general

administrative practices that influence the role of women in Baptist

administration. In addition, interviews were conducted with top level

Baptist administrators. Each president and one female administrator

from each of the eight Baptist universities were asked to respond to

specific questions devised in the interview schedule (see Appendix C).
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The fourteen interview questions were related to the Southern Baptist

denomination role, the essential administrative qualities and

qualifications, the hiring limitations and/or parameters, and any

impacting influence or factor. Each of the questions were intended to

yield an opinion from these top level administrators concerning any area

which might relate to the role of women in administration in Baptist

higher education.

The survey questionnaires were mailed to 246 administrators on

all levels of Baptist administration. From the eight Texas universities,

170 administrators responded to the survey. The overall rate of return

was 69.1 percent. Sixteen interviews were also conducted which yielded

open-ended responses of data related to the research questions in this

study.

Summary of Data Findings

In relation to research question one which asked, "what Southern

Baptist denominational policy or decision has impacted the role of

women for Baptist higher education administration," the following is a

summary of the findings:

1.1 Baptist presidents (100%) and female administrators (88%)

agreed that the one element that makes private Baptist higher

education different from public higher education was value-

oriented education.

1.2 A substantial majority of Baptist administrators on all levels of

administration (98%) believed that there is no written Baptist
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policy or decision that would restrict women from attaining top

level positions in Baptist higher education.

1.3 A substantial majority of Baptist administrators on all levels of

administration (93%) believed that there is no Biblical basis to

which Baptist administrators ascribe that would restrict the

employment of women to any administrative position in Baptist

higher education.

1.4 Baptist presidents (87.5%) reported that there was no tie between

the issues in the church with the issues in higher education

concerning the role of women.

1.5 Female administrators (75%), however, reported that beliefs

toward the perceived role of women in the church do transfer and

influence the perceived role of women in the university.

In relation to research question two which asked, "what are the

leadership and managerial role expectations for administrators in the

Texas Baptist higher education institutions," the following is a summary

of the findings:

2.1 Higher percentages of male administrators versus female

administrators believed that they have a clearly written job

description.

2.2 On every level of administration, male and female administrators

were expected to perform other job related duties that were not

explicitly stated in the initial job description.
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2.3 Presidents (63%) reported to have observed no difference

between the leadership styles of male and female administrators

while three of the female administrators (37.5%) reported that

there was a difference in leadership styles in which male

administrators tended to be autocratic and female administrators

tended to be democratic.

2.4 Baptist presidents and female administrators (75%) reported that

the one factor related to the management style of female

administrators was that females were highly detailed oriented and

very good at planning and organizing activities and programs.

2.5 On every level of administration and especially as the

administrative levels rise, higher percentages of male

administrators reported to have a greater degree of participation

in university policy formulation than do the female

administrators.

2.6 Higher percentages of female administrators reported to have a

greater degree of limited involvement in university policy

formulation at lower levels of administration such as the director

position.

2.7 Female vice-presidents (50%) reported to have limited or no

involvement in the formulation of policy as compared to the male

vice-presidents (32%).

2.8 All Baptist presidents (100%) reported to have a great degree of

participation in policy formulation for the university and direct
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access to the board of trustees for approval of policy

implementation.

2.9 Male (82%) and female vice-presidents (75%) reported to have

direct access to the president concerning the formulation and

influence of university policy.

2.10 Female directors (88%) reported to have direct access either to

the president or the vice-president concerning the formulation and

influence of university policy.

2.11 Higher percentages of male administrators reported that they

spent more time on budgetary matters than do the female

administrators with the exception of the female directors.

2.12 On every level of administration, higher percentages of male

administrators reported that they spent more time on personnel

staffing considerations than do the female administrators with the

exception of the female vice-presidents.

2.13 With the exception of the female directors, higher percentages of

female administrators versus male administrators reported that

they spent 10 to 50 percent of their time on clerical duties.

2.14 Six female directors (100%) reported that they spent more than

50 percent of their time on decision-making duties.

2.15 With the exception of the female directors, higher percentages of

male administrators versus female administrators reported that

they spent their time on decision-making duties rather than on

clerical duties.
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2.16 Higher percentages of male and female administrators in the chair

position reported to have spent 10 to 50 percent of their time on

clerical duties but less than 50 percent of their time on decision-

making duties.

In relation to research question three which asked, "what

qualities and qualifications are considered by current Baptist

administrators in Texas to be essential for administrative positions," the

following is a summary of the findings:

3.1 With regard to Baptist higher education, presidents (100%) and

female administrators (50%) agreed that Baptist commitment and

Christian character were important elements that must be present

for any prospective administrator to be hired into Baptist higher

education.

3.2 Presidents (75%) and female administrators (63%) stressed the

importance for any prospective administrator to attain the highest

degree possible and to acquire the necessary job skills that would

prepare them to be able to perform the task demands of the

related administrative position.

3.3 Baptist presidents (100%) and female administrators (75%)

agreed that formal higher education administrative training was

an important and essential quality which contributed to the

effectiveness of an administrator.
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3.4 The leadership quality cited by 88 percent of the female

administrators to be most valued in administrators was

interpersonal skills.

3.5 In addition to interpersonal skills, the top three characteristics

that were most frequently cited by Baptist administrators to be

essential for success and effectiveness in administration were

communication skills, organizational skills, and leadership

(vision) ability.

In relation to research question four which asked, "what

limitations and/or parameters are considered when hiring women for

administrative positions in Texas Baptist universities," the following is a

summary of the findings:

4.1 Baptist presidents (100%) agreed that the mission of the

university and the statement of Christian ethics and purpose to

which all prospective administrators must agree could be

considered a limitation or parameter in the hiring of an

administrator.

4.:2 Three presidents and three female administrators (37.5%)

revealed that the TBGC specifies that all top level administrators

in Baptist higher education must belong to the Southern Baptist

denomination which could be considered a limitation or

parameter in the hiring of an administrator.

4.3 Six presidents and six female administrators (75%) agreed that

hiring procedures could be considered as a limitation or
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parameter because they are dictated by the president and the final

decisions concerning administrative hiring, with the board of

trustees' approval, are made by the president of each respective

Baptist university.

In relation to research question five which asked, "what factors

have influenced administrative positions for women in Baptist

universities in Texas," the following is a summary of the findings:

5.1 Seven presidents (88%) reported that the factor which contributed

to the number of male administrators versus the number of

female administrators was a lack of qualified women: four

female administrators (50%) reported that traditional Baptist

conservatism was the factor.

5.2 Female administrators (75%) reported that Baptist administrative

practices such as autocratic leadership, affirmative action

avoidance, and traditional conservatism were factors seen in

Baptist administration that effect the employment of women to

administrative positions in Baptist higher education.

5.:3 Four female administrators (50%) believed that major

compositional changes need to occur in the Baptist university

board of trustees before a woman could conceivably become a

Baptist university president.

5.4 The presidents (63%) and female administrators (38%) reported

that in time societal changes toward the perceived role of women
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will also have an impact upon the role of women in Baptist higher

education administration.

5.5 Baptist presidents (100%) and female administrators (75%)

predicted that the role of women in administration will change in

the future and an increase of the number of women in Baptist

administration will occur.

Conclusions

Research data for this study were obtained and the summary of

the findings were deduced primarily for the purpose of addressing the

problem which related to the role of women administrators in Texas

Baptist higher education. The conclusions which were derived from the

analysis of the data are now presented.

1. The Southern Baptist Convention has no direct influence upon

the role of women administrators in Texas Baptist universities; however

when the actual number of women who occupy top level administrative

positions is counted, the perception held by the SBC toward the role of

women in leadership positions in the church does seem to transfer and

influence the perceived role of women in administrative positions in

Baptist higher education.

2. There were no Biblical basis to which Baptist administrators

ascribed which restricted the employment of women to any

administrative position; however, Baptist administrative practices such

as traditional conservatism and autocratic decision-making do seem to

influence the administrative role of women in Baptist higher education.
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3. The administrative position which allowed women

administrators the greatest degree of freedom in decision-making with

direct access to the president and/or the vice-president was the Director

position.

4. In the execution of administrative role expectations, women

administrators spent time more on clerical duties than on decision-

making duties and participated to a limited degree in the formulation of

university policy.

5. Prospective female administrators who are seeking the top

level administrative positions in Baptist higher education must meet the

following criteria:

a. acquire membership in the Baptist denomination.

b. agree to the mission statement of the university and to the

purpose of value-oriented education.

c. demonstrate Baptist commitment and exemplify Christian

character and behavior.

d. attain the highest possible degree.

e. acquire the necessary experience and/or specialized training in

the area(s) of higher education administration.

f. possess the leadership quality of effective interpersonal

communication skills and demonstrate the managerial abilities

of communication, organization and planning, and leadership

and vision.

g. be hired by the president of the university and approved by

the respective board of trustees.
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6. Over a period of time and as societal changes occur toward the

sterotypical role of women, administrators predicted that the

administrative role of women in Baptist administration would change

and the number of women in top level administrative positions in Texas

Baptist higher education would increase.

Implications of the Study

The data collected in this study revealed that the role of the

Southern Baptist Convention had no direct influence upon the role of

women administrators within the Texas Southern Baptist higher

education institutions. Furthermore, it was revealed that the only clear

stipulation from the TBGC that was required of all Texas Baptist

administrators was that the president and the vice-presidents were

required to be a member of the Baptist denomination. Even though the

majority of the data reveals that the role of both the SBC and the TBGC

is minimal with regard to women administrators in Baptist higher

education, other collected opinions seem to imply that these two

governing organizations do have an impact, inadvertently, upon the role

of women in Baptist administration.

Although no written policy, decision, or Biblical basis ascribed by

Baptist administrators was found, other elements pervasive in the Baptist

tradition of administration do seem to influence the role of women in

Baptist higher education. One element is conservatism which is a

tradition in the church and in the higher education institution.

Traditional conservatism is a belief or an attitude which contends that
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men are the head of the household and should, therefore, be the leaders

in positions of responsibility both in the Baptist church and in Baptist

higher education. This tradition remains and is evidenced by the eight

male presidents and zero female presidents. Also, the board of trustees'

composition which is traditionally male as well as the leadership style of

the presidents which has been traditionally autocratic, particularly in the

area of decision-making, continue to have an impact upon the

employment of women to top level administrative positions of Baptist

administration. This is evidenced by the number of men administrators

in top level administrative positions as compared to the number of

women.

The data collected in this study also indicated that there was very

little difference between the leadership and managerial role expectations

for both male and female administrators in Texas Baptist higher

education institutions. Although female administrators indicated that

their job descriptions were not as clearly written as the male

administrators reported theirs to be, the majority of task responsibilities

were expected from both male and female administrators regardless if

they were implicitly or explicitly stated. The major discrepancy seen in

this area of the research dealt primarily with the time and participation

in decision-making matters that the female directors reported to have.

On every level of administration, female administrators reported

to have very little or no involvement when it concerned the formulation

of university policy. The female director position was an exception to

this report. This position was the level of administration for women that
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seemed to have a strong influence in the decision-making of university

policy mainly due to the direct access with the president and/or the

overseeing vice-president of a specific program. Out of every level of

administration, the female directors reported that they spent more than

fifty percent of their time on decision-making duties. The freedom to

make decisions was extended to areas concerning policy formulation,

budgetary matters, and personnel staffing.

The director position is appointed by the president. It is

considered to be a staff position with respect to status, title, and salary;

however, the occupants of this position frequently function in the same

capacity as a line administrator. Since this is a presidential appointed

position considered to be staff not administrative, no special approval by

the board is mandated. Therefore, directors are not required to have a

terminal degree nor are they required to have any particular expertise or

training. Generally, the strong assets seen in the directors are their

ability to plan, organize, and execute a specific task. Their tasks

basically fall into the category of special problems or programs that the

president deems important; yet, he nor the main line administrators have

the time to really give attention to these areas of need. Thus, the

directors are given the freedom to make decisions on the policies, the

budget, and the staffing needs of these programs and then offer their

final recommendation to the president or respective vice-president.

Generally the director position is not considered to be an administrative

position; however, it is seen in Baptist administration that those who

occupy this position may not be considered a main line administrator but
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for special problems and projects, they function as one. In many cases,
the directors are given more decision-making freedom and greater

access to the top level administrators than what some main line

administrators are allowed.

Inherent with any research pertaining to higher education

administration, administrative qualities and qualifications are addressed.

The data collected in this study indicated that more female administrators

than male administrators esteemed administrative training to be an
essential qualification for effective administration. Perhaps female

administrators esteemed formal administrative training more than male

administrators because they know that it is essential to their employment

and/or their effectiveness as an administrator. One of the major reasons

that top level administrators cite regarding the employment of women to

administrative positions is the element of training. If women do not
have in their background the highest academic training, or the

experiential knowledge in administration, or any formal administrative

training, then they are not considered for a top level administrative

position. Due to the fact that male administrators are frequently

promoted from within the system, women administrators find it difficult

to attain experiential knowledge in the field of administration; however,

they still esteem experience, credentials, and competency as being
important administrative qualities. Perhaps women find it difficult to
acquire experiential knowledge and as a result believe that experience

along with training are two essential qualifications in being an effective

administrator.
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Female administrators further deviated from the male

administrators in their opinion on the top characteristic essential for

administrative positions in Baptist higher education. Female

administrators ranked leadership/vision ability higher than the male

administrators' choice of communication skills. Women administrators

strongly emphasized the importance of checking performance references

of administrators, just as academic or character references would be

checked. This was stated in order to minimally assure that the

prospective administrator had the proper credentials and degrees and

was able to successfully and effectively perform the tasks required of the

administrative position. Due to the fact that the majority of women

administrators are in support level positions of administration, they can

evaluate the leadership styles of the male administrators and subjectively

estimate whether or not the goals and objectives of the president for the

university are being accomplished. Since women administrator function

under the authority of the leadership of male administrators, then

perhaps they see the administrative situation from a different point of

view and, thus, value leadership (vision) ability as being an essential

qualification for effective administration.

A discrepancy that was observed from the analysis of the data

concerned the opinions of administrators on leadership styles. Virtually

all Baptist presidents intimated that there was no difference in leadership

styles between male and female administrators; however, all eight female

interviewees responded that there was a difference in leadership styles.

Although both groups admitted that the differences between the



116

leadership styles of male and female administrators were minimal, it is

significant that the two groups of administrators expressed totally

opposite points of view. Perhaps these opposing points of view are

related to the administrative position itself. Due to the fact that women

occupy the support positions more than the decision-making positions of

leadership in Baptist administration, the viewpoint from that perspective

seems to be different from the viewpoint of the presidents who occupy

the top level decision-making position.

Finally, the factor which seemed less obvious but related to the

number of male administrators versus the number of female

administrators in Baptist administration was that of the board of trustees.

The trend in Baptist administration is that males occupy more of the

upper level administrative positions than do females. Presidents did not

mention that the board of trustees could be a factor which related to the

employment of women to these top level administrative positions in
Baptist administration. However, the board of trustees is responsible for

the search of a presidential or vice-presidential candidate and is also

responsible for the final approval and authorization of the candidate to

those positions. Female administrators know that the search and the

approval for top level administrative positions come from the board of

trustees, which is basically comprised of male pastors and businessmen;

therefore, it is reasonable that female administrators would suggest that a
compositional change in the board of trustees could effect the number of

women for top level positions in the future of Baptist higher education

administration.
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Recommendations

Final recommendations for future research and change are based

on the findings, the conclusions, and the implications of this study. The

following recommendations are three-fold:

Recommendations for Baptist Administrators

1. In order for women to be able to realistically achieve top level

administrative positions in Baptist higher education, it is recommended

that a change needs to occur in the existing attitude of Baptist

administrators toward the role of women.

2. It is recommended that the board of trustees and the president

of the Baptist universities attempt to exemplify the biblical basis of

equality between the sexes by making a stronger and more visible effort

to promote affirmative action for women in the top level positions of

Baptist administration.

3. If the position of the national and state Baptist organizations

inadvertently continue to affect the role of women in Baptist

administration, then it is recommended that a mandate be made by these

organizations which states that no woman will be allowed to attain the

position of the president in any Baptist university: statements of

forthrightness are far easier to accept than are statements of

encouragement to acquire the credentials, the training, and the

experience when realistically the top level administrative position is not

attainable.

4. In order for the number of women in Baptist administration to

increase over the next decade, it is recommended that the composition of
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the Baptist boards of trustees be more objective and amenable to include

ordained women and/or business women to the membership of the

boards; thus, the existing scope of perception from traditional

conservatism in Baptist higher education administration might broaden.

5. It is recommended that an organized and concerted effort by

all Baptist women administrators needs to be made in order to develop a

networking system between Baptist universities of female administrators:

the camaraderie would encourage these women to set realistic goals and

to become persistent and determined in achieving their goals in Baptist

higher education administration.

Recommendations for Future Research

1. A repetition of this study or a similar study should be made in

order to assess the opinions and predictions of Baptist administrators

concerning the increase of women administrators in Baptist higher

education over the next ten years.

2. Baptist higher education administration will experience change

over the next decade as newly elected presidents who are forty years of

age and under assume the primary position of leadership in Baptist

higher education. A similar study should be made focusing on the

leadership styles of the new presidents and their role in the

implementation of women to higher education administration in Texas

Baptist universities.
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3. A comparative study concerning the role of women

administrators in private denominational universities within Texas or

between states would be a contribution to the existing literature.

4. A comparative study in various areas of higher education

administration among the private denominational universities within

Texas or between states would also contribute to the existing literature.

Recommendations for Research Design

1. It is the recommended for any descriptive analysis that there
be major scrutiny and assessment of the data collection instruments.

The panel of judges provide invaluable feedback but perhaps other

means could be incorporated in pre-evaluating the instruments. The

exact wording on issues, the consistency of comparison items, and an
equal number of questions related to the overall research questions of the

study all need to be specific, precise, and exact in order to gain

uniformity of the research data.

2. It is recommended when interviews are used as a data

collection instrument that the interview questions be few in number and

strongly poignant in order to gain an opinion or a perception or an

attitude that is not easily accessible by means of other instruments.

3. If interviews are incorporated with a questionnaire as

exemplified in this study, it is recommended that the interview questions

be related to the survey questions but be stated in a manner that more

variety and broader scope of data is obtained from the respondents.
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1 1 7 Women College Presidents, by Type and Control of Institution,1975-1987

1975

1977
Two-Year Institutions

1984 Four-Year Institutions

1987

50 100 150 200
Number of Institutions with Women Presidents

All Public Independent Women'sInstitutions Institutions Institutions Colleges
Headed by Headed by Headed by Headed by

Year and Women Women Women Women
Type of Num- Per- Num- Per- Num- Per- Num- Per-Institution ber centageb ber centageb ber centage ber centageb
1975 Total 148 4.8 16 1.1 132 8.2 na naFour-Year 103 5.4 5 .9 98 7.2 na naTwo-Year 45 3.9 11 1.2 34 14.2 na na
1976 Total 154 5.0 16 1.1 138 8.6 71 56.8Four-Year 110 5.7 3 .5 107 7.8 57 58.8Two-Year 44 3.8 13 1.4 31 13.0 14 50.0
1977 Total 156 5.0 19 1.3 137 8.3 87 71.3Four-Year 112 5.7 5 .9 107 7.7 72 75.0Two-Year 44 3.7 14 1.5 30 12.0 15 57.7
1978 Total 177 5.6 31 2.1 146 8.7 75 64.1Four-Year 123 6.3 9 1.6 114 8.1 62 66.7Two-Year 54 4.5 22 2.4 32 11.3 13 54.2
1981 Total 231 7.0 72 4.8 159 8.9 80 naFour-Year 160 8.0 25 4.4 135 9.4 61 naTwo-Year 71 5.5 47 5.0 24 7.0 19 na
1984 Total 286 8.7 104 7.0 182 10.1 84 81.6Four-Year 166 8.8 32 5.8 134 9.9 60 75.0Two-Year 120 9.4 72 7.8 48 13.7 24 100.0
1987 Total 296 8.6 112 7.2 184 9.8 84 79.2Four-Year 195 9.3 39 6.6 156 10.4 71 82.6Two-Year 101 7.5 73 7.6 28 7.4 13 65.0
na Not available.
a Prior to 1987, institutions with enrollment of at least 90 percent women. Beginning in 1987, institutions with undergraduate enrollment ofat least 85 percent women.
6 Institutions headed by women as a percentage of all institutions of the type indicated. Based on the CES's "universe" of HEGIS institutionsby type and control.

Sources:
1 "Women Chief Executive Officers in Colleges and Universities," Comment, March 1978, p. S.
2 American Council on Education, Office on Women in Higher Education, March 1988, unpublished data.
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ADMINISTRATORS SURVEY

1. Title of Position:

2. Personal characteristics:
a. Age: below 40 _ 40-60 60+
b. Sex: male female

3. Academic Preparation:
a. Masters Masters + Doctorate

4. Is membership in professional organizations
important for employment in administrative
positions? Yes, No.

5. To what extent does the administration of your
institution look to you for the formulation of
administrative policies?

not at all ____ limited extent
great extent _ considerable extent

6. In what ways do you participate in formulating and/or
implementing administrative policies on your campus?

recommendations to governing Board
recommendations to the President
recommendations to the Faculty Senate
other

7-. What is the extent of your participation in budget
formulation for your area of domain in the university?

none routine office expenses
limited priviledges overall responsibility

8. On an annual basis, what percent of your time is spent inactivities which you would classify as institutional
decision making matters?

70% or more, 50% or more, less than 50%

9. On an annual basis, what percent of your time is spent inactivities which you would classify as clerical in nature?
less that 10% ____ 10 to 30% _ 31 to 50%
51 to 70% more than 70%

10. For administrators, is there a preferred area of
concentration in the highest degree?

Yes, ____ No. If so, what

11. Should one have prior educational training in the fieldof administration before becoming an administrator?
Yes, ____ No.

12. Is experience in college/university teaching an
essential element for effective administration?

Yes, __ No.
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13. Does your institution have a written job description 
for

every administrative position?

Yes, ____ No.

14. To your knowledge, are any job descriptions written to

the exclusion of one or the other genders?

Yes, ____ No, ____ Not sure.

15. With regard to the job related duties in higher education

listed below, indicate with a check mark any of the

following activities which you are Expected to perform

but which are not in your job description.

* Expected Role Responsibility*

Institutional planning Program development -

Instructional improvement Faculty grievances -

Counseling/Consultations Budgetary decisions

Promote faculty participation Scheduling courses

Administrative procedures Program evaluation _

Office Staff Management Committee assignments

Establishment of problem solvi-ng committees

Staff procurement, replacement, & evaluation

Promote interpersonal communication & relations

Coordination of Academic Functions

Other ------------

16. Is there a Southern Baptist Convention or a Texas Baptist

General Convention policy that might influence whether or

not women could occupy an administrative position on your

campus? ____ Yes, __ No.

17. Is there a biblical basis that the SBC or the TBGC would

ascribe that might influence whether or not a woman could

occupy an administrative decision making position?

Yes, ____ No. If yes, what?________

18. What three characteristics would you suggest as essential

for one to be an effective and successful administrator?

(prioritize)

a. --_ _

b.

C .
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Interview Schedule

1. From your conception, how does Christian Education differ in terms of mission
and purpose from Public Education?

2. What leadership qualities and managerial skills do you value in administrators?

3. What types of preparatory experiences in the field of higher education
administration would be beneficial for aspiring administrators?

4. Is formal higher education administration training an important factor in being an
effective administrator?

5. What credentials do you look for when hiring an administrator? (ex. Baptist,
Doctorate ... )

6. What differences can you identify between male administrators as compared to
female administrators concerning how they govern, make decisions, and handle
problems?

7. What differences can you identify between male administrators as compared to
female administrators concerning their managerial skills such as organizing,
planning, and negotiating?

8. What factors have contributed to the number of men versus the number of women
in Baptist higher education administration?

9. From your perspective, to what extent have decisions in the SBC and the TGBC
effected the role of women as being perceived as administrative decision makers?
(ex. women ordination)

10. In your opinion, what Baptist beliefs, practices, or decisions by state or national
groups seem to be related in the employment of women to administrative positions
in Baptist universities?

11. What are the hiring procedures that you use when considering a person for an
administrative position, particularly women?

12. Are there any parameters or limitations upon which you could elaborate that you
must consider before hiring women for administrative positions on your campus?

13. What changes would need to occur before a women could conceivably be
considered in Baptist universities for the administrative position of President?

14. With the environmental pressures surrounding higher education in Baptist
institutions at the present time, what do you predict to be the role of women in
administration for the future?
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ADMINISTRATORS SURVEY

OPINION Demographic Data

V I UN 1. Title of Position:

V I UN 2. Personal characteristics:
a. Age: below 40 40-60 60+
b. Sex: male _ _ female

V I UN 3. Academic Preparation:
a. Masters Masters + Doctorate
b. Major Field

V I UN 4. Number of total years in administration?

V I UN 5. Number of years in present position?

V I UN 6. Number of years at this university?

V I UN 7. Method of selection for your position:
a. Resume/Interview b. ColleagueReference
c. Personal Acquaintance d. Search Committee

V I UN 8. Location of institution:
Urban Suburban Rural

Administrative Data

V I UN 9. Is membership in professional organizations
important for employment in administrative
positions? Yes, No.

V I UN 10. Are you currently involved in any research
project? Yes, No.

Administrative Functions

V I UN 11. Do you reserve a certain portion of each day for
appointments ? Yes, No.

V I UN 12. Do you reserve certain days for interviews with
with students? Yes, No.

V I UN 13. Do you meet on a regular basis with other
administrators? Yes, No.
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V I UN 14. To what extent does the administration of your
institution look to you for the formulation of
administrative policies?

not at all limited extent
great extent considerable extent

V I UN 15. In what ways do you participate in formulating and/or
implementing administrative policies on your campus?

recommendations to governing Board
recommendations to the President
recommendations to the Faculty Senate

V I UN 16. What is the extent of your participation in budget
formulation for your area of domain in the university?

none routine office expenses
limited priviledges overall responsibility

V I UN 17. With regard to the job related duties in higher education
listed below, indicate with a check mark any of the
following activities which you are Expected to perform
but which are not in your job description.

* Expected Role Responsibility*

Institutional planning
Program development

Instructional improvement -
Faculty grievances

Counseling/Consultations

Budgetiary decisions
Promote faculty participation

Scheduling courses
Staff procurement, replacement, & evaluations

Faculty grievances
Established problem-solving committees

Program evaluation
Administrative procedures

Committee assignments
Promote interpersonal communication & relations

Office Staff Management
Coordination of Academic Functions

Goal setting/procurement

v I UN 18. On an annual basis, what percent of your time is spent
in activities which you would classify as management
related task?

70% or more, 50% or more, less than 50%

V I UN 19. On an annual basis, what percent of your time is spent
in activities which you would classify as institutional
decision making matters?

70% or more, 50% or more, less than 50%
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V I UN 20. On an annual basis, what percent of your time is spent

in activities which you would classify as clerical in

nature?
less than 10% 10 to 30% 31 to 50%
51 to 70% more than 70%

V I UN 21. What percent of your time do you feel should be

spent in performing administrative duties?

less than 10% 10 to 30% 31 to 50%

51 to 70% more than 70%

Position Qualifications

V I UN 22. What is the highest degree needed for an administrative

position on your campus?
Baccalaureate Masters
Post Masters Doctorate

V I UN 23. For administrators, is there a preferred area of
concentration in the highest degree?

, Yes, No. If so, what

V I UN 24. Should one have prior experience in the field of

administration before becoming an administrator?
Yes, No.

V I UN 25. Is experience in college/university -teaching an

essential element for effective administration?
Yes, No.

V I UN 26. Does your institution have a written job description
for every administrative position?

Yes, No.

V I UN 27. Are any of the job descriptions specifically written
to the exclusion of one or the other genders?

Yes, , No, Not sure.

V I UN 28. Are there any particular male/female problems that

are unique to your present role?
Yes, No.

V I UN 29. Are there any policies that influence hiring or not
hiring a woman for an administrative position?

Yes, No.

V I UN 30. Are there any specific considerations that are atypical

to your university that would need to be considered if
one were hiring a woman in an administrative position?

Yes, No.



131

V I UN 31. Is there a Southern Baptist Convention or a Texas Baptist
General Convention policy that might influence whether or
not women could occupy an administrative position on your
campus? Yes, No.

V I UN 32. Is there a biblical basis that the SBC or the TBGC would
ascribe that might influence whether or not a woman could
occupy an administrative decision making position?

Yes, No.

General Information

V i UN 33. Have you held a position which required you to report to
a female administrator?

Yes, No.

V I UN 34. What are the advantages/disadvantages that you have
encountered in working with women administrators?

Not applicable.

Advantages Disadvantages
Communication Skills
Organizational Skills
Goal Oriented
Family Involvements
More Emotional
Less Logical

V I UN 35. In hiring an administrative assistant, would you
prefer a male or female and why?

V I UN 36. What would you recommend to anyone who aspires to
obtain an administrative position in higher
education administration?

V I UN 37. What three characteristics would you suggest as
essential for one to be an effective and successful
administrator?

a.

c._____ -
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Administrators Interview Schedule

OPINION DEMOGRAPHIC DATA

v I UN 1. What was involved in the process by which you were
selected for your position?

ADMINISTRATIVE DATA

v I UN 2. What personal qualities do you think the interviewerssaw when you were hired to fill this administrative
position?

ADMINISTRATIVE FUNCTIONS

V I UN 3. What is your opinion concerning your role in the
formulation of new administrative policies of this
institution?

V I UN 4. If you were presented the opportunity to rearrangethe amount of time spent on managerial, clerical, oradministrative activities, how would you rearrange
it and why?

v I UN 5. What budgetary considerations are of most concern thatyou encounter in your present administrative position?

v I UN 6. What is your opinion on performing additional dutiesin areas other than what is required of your present
administrative position?

POSITION QUALIFICATIONS

V I UN 7. What distinct differences can you identify in theadministrative qualities of male administrators as
compared to female administrators?

V I UN 8. What particular male/female problems have you encountered
in your administrative role?

V I UN 9. What forces or events are you aware of that may affect
the employment of women in administrative positions?

V I UN 10. What Baptist beliefs, practices, or decisions by state ornational groups seem to be related to the employment ofwomen in administrative positions in Baptist universities?

GENERAL INFORMATION

V I UN 11. How do you define Leadership?

V I UN 12. What types of preparatory experiences in the field
of higher education administration would be beneficial
to aspiring administrators?
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Presidents Interview Schedule

OPINION ADMINISTRATIVE DATA

v I UN 1. What is involved in the process by which you selectindividuals for administrative positions?

GENERAL INFORMATION

v I UN 2. How do you define Leadership?

V I UN 3. From the following statements, (handout statements)

a. Which statement best describes your philosophy toward apreferred style of leadership?

b. Which statement best corresponds to your preference ofleadership to be seen demonstrated by a Vice-President,by a Dean, and by a Department Chairperson?

v I UN 4. What types of preparatory experiences in the field ofhigher education administration would be beneficial toaspiring administrators?

POSITION QUALIFICATIONS

V I UN 5. What distinct differences can you identify in theadministrative qualities of male administrators ascompared to female administrators?
V I UN 6. What particular male/female problems have you encountered

in your administrative role?

V I UN 7. Would you elaborate on any policy or decision that hasinfluenced your hiring or not hiring women foradministrative positions on your campus?

V I UN 8. What Baptist beliefs, practices, or decisions by state ornational groups seem to be related to the employment ofwomen in administrative positions in Baptist universities?

V I UN 9. In your opinion, do women need to secure different kinds ofpreparation in order toebe administrators?

V I UN 10. In you opinion, do women need to secure different kinds ofexperience in order to be administrators?

V I UN 11. What forces or events are you aware of that -- a affect theemployment of women in administrative positions?
V I UN 12. With the environmental pressures surrounding highereducation at the present time, what do you predict to bethe role of women in administration for the future?
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Leadership Style Statements

As President of this Baptist institution, it is important

that you exhibit a style of leadership toward your colleagues

and that you promote a style of leadership within your

administrative staff.

Please consider the following statements describing

alternative leadership styles and indicate verbally the

appropriate number as to which leadership style you prefer and

promote for each administrative level.

* Statements *

1. Thoughtful attention to needs of people for satisfying
relationships leads to a comfortable, friendly,

organizational atmosphere and work environment.

2. Adequate organizational performance is possible through

balancing the necessity to get out work with maintaining

morale of people at a satisfactory level.

3. Work accomplishment is from committed people; inter-

dependence through a "common stake" in organizational
purpose leads to relationships of trust and respect.

4. Efficiency in operations results from arranging conditions

of work in such a way that human elements interfer to a

minimum degree. A leader's responsibility is primarily to

plan, direct, and control the work.

5. Exertion of minimum effort to get required work done is
appropriate to sustain organizational membership.
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Letter to the Panel of Judges

April , 1986

Dear Panel Member:

Thank you very much for your support of research in
higher education administration and for your willingness
to serve on the panel of judges for this study. Your
prompt attention and response will be greatly appreciated.

The North Texas State University Division of Higher
Education is securing data for a study concerning the role
of women administrators in Texas Baptist higher education.
The study seeks to determine the past, present, and
changing trends regarding women in Baptist administration.

Enclosed is a copy of the Administrators Survey that
will be distributed to all Baptist administrators and the
Interview Schedules that will be used with-the presidents
and selected women administrators. Please read each
question and circle the response that indicates your
opinion of the question in relation to the overall.Research
Questions and Purposes. Circle (V) for valid, (I) for
invalid, or~(UN) for undecided. The final copy of the
questionnaire will be duplicated on both sides of the
paper. However, for your convenience, you may use the back
of each page to make your suggestions or responses for
improving the survey instruments.

Return the packet in the same envelope using the new
labels and stamp that are provided. Please indicate whether
or not you would like to receive a copy of the results from
this survey.

Thank you again and if you have any questions do not
hesitate to call me collect in Brownwood (915) 643-3314.

Sincerely,

Linda Ward
Department of Communication
Howard Payne University

Enclosures
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BAPTIST GENERAL CONVENTION OF TEXAS
CHRISTIAN EDUCATION COORDINATING BOARD

511 north Akard Street, Dallas, Texas 75201-3355 " Telephone (214) 720-0550

JERRY F. DAWSOI
Director

May 1, 1986

Dr. Herbert H. Reynolds
President
Baylor University
Waco, TX 76798

Dear Herb:

Upon the request of Linda Ward, I am writing this letter of introduction with

regard to the doctoral study that she will be conducting on each of the Baptist
universities in Texas.

Linda was a recipient in 1984 and 1985 of the Texas Baptist Improvement Fellow-
ship stipend for the pursuit of a doctoral degree. She presently is a faculty-
member and next year will be the acting department chair of the Department of
Communication on the Howard Payne campus. Her doctoral studies are centralized
in the area of Higher Education Administration from North Texas State University.
Her dissertation is a modified ethnographic study focusing on general administra-

tion within the eight Baptist universities and highlighting the role of women
administrators. Her desire is to send a General Administration "Survey to all
administrators on the eight campuses and to enlarge that survey data through an
interview conducted with each president.

Linda will be contacting you in May in.order to obtain the names of the current
administrators on your campus and to -establish a time for an interview. I real-

ize the tight schedules under which you operate, but it would be extremely helpful
if you could set aside a few minutes for a personal interview by Linda. She needs
your help to complete this project.

It is our pleasure from the Christian Education Coordinating Board to wish her
the best on her-dissertatiohiand to have a pa t in her pursuit for a doctoral
degree.

Sincerely,

Jerry F. Dawson

mg
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Letter to Baptist Presidents

April ,1986

Dear President__

The North Texas State University Division of

Higher Education is securing data for a study concerning
the role of women administrators in Texas Baptist higher
education. The study seeks to determine the past,
present, and changing trends regarding women in Baptist
administration.

Specific characteristics and responsibilities of
the role as you view it in your institution are most
important to the study. The enclosed questionnaire is
being sent to administrators who hold the titles of
President, Vice President, Dean, and Department

Chairperson in all eight Texas Baptist Universities.

Your response to the enclosed Administrators Survey
is needed. A self-addressed, stamped envelope has been
enclosed for your convenience. No institution or
administrator will be identified in the study. All
information obtained will be completely confidential.

Thank you for your assistance in this project.

Cordially,

Linda Ward
Department of Communication
Howard Payne University

Enclosures
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Letter to Administrators

May 15, 1986

Dear Administrator:

The North Texas State University Division of Higher

Education is securing data for a study concerning private

higher education general administration in Baptist
universities as well as highlighting the role of women
administrators in Texas Baptist institutions.

Specific characteristics and responsibilities of

general administration and the woman's role as you view
it in your institution and as viewed by your president
are most important to the study. The enclosed question-

naire is being sent to administrators who hold the titles
of President, Vice President, Dean, and Department

Chairperson in all eight Texas Baptist Universities.

Your response to the enclosed Administrators Survey
is needed and I ask for your assistance in this project.

A self-addressed, stamped envelope has been enclosed for
your return of the survey. No institution or
administrator will be identified in the study. All
information obtained will be completely confidential.

I appreciate your consideration and thank you for

the twenty minutes of your valuable time!

Cordially,

* Linda Ward
Department of Communication
Howard Payne University

Enclosures
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Follow-up Letter

July 10, 1986

Dear Dr.

My records indicate that you have not returned the
Administrators Survey which was recently sent to you.
Your views as to the role of women in administrative
positions on your campus is very important to this
study.

Please be kind enough to complete the attached
questionnaire and send it to me by return mail in the
stamped envelope provided.

Thank you for your consideration and assistance.

Sincerely,

Linda Ward
Department of Communication
Howard Payne University

Enclosures
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Interview Question and Responses from Males

Question I: From your conception, how does Christian Education differ in
terms of mission and purpose from Public Education?

Male Responses

l-M: Our institutions are chartered to be value-oriented institutions. Our task was to educate
the citizenry of this state and of this nation but in addition to that to try to convey to our
students that there is a divine spark in every individual and that if there is a divine spark in every
individual then we treat one another with a caring, compassionate, and understanding attitude
even as we maintain the academic standards that are exceedingly important. In addition to
what we do academically, we are chartered to teach our students to love God with all their
hearts, minds, and souls, and to love their neighbors as themselves. We make a specific effort
to do this in contrast to the public institutions which have no responsibility to do so.

Il-M: I concluded, along with our Board of Trustees, that we must be different. We began
searching for the document that would make us different. The Articles of Faith that the
Southern Baptist Convention adopted many years ago is that document. So out of the Articles
of Faith came our statement for this university as a recommendation to the Board of Trustees.
Anyone that is hired, they must agree to the Articles of Faith and to the two statements that we
have put into the Articles of Faith as well as our biblical stance on capitalism.

II-M: Harvard, Brown, Yale and Columbia were all started by church groups so I see we as
Baptist institutions must go back to the very foundation of Christianity. The Christian teachers
within the private institutions are able to teach the whole truth as opposed to the public school
teachers that now have their hands tied behind their back because of so many rulings within
our land.

IV-M: It is a value-oriented education. At the same time the concepts of quality are inescapable
in a Christian community.

V-M: The difference between public and private universities would be faith ... faith in yourself,
faith in the Lord, and faith in the people that surround you. The personalities between the
universities differ largely because of the fund raising and the relationship to the denomination.

VI-M: Each university has its role to play. Each has a different focus in its mission and purpose.
I think in the case of Christian education never has it been more important than we produce the
people who can effectively render service to mankind either through denominational work or
through education.

VII-M: We have a strong responsibility to maintain a strong academic integrity in our curriculum.
For a Christian institution to differ from a state institution I think we are required academic
integrity, and I think we also further require opportunities for spiritual growth to be given to
students.
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VIII-M: Christian education differs in mission and purpose from public eduction in the things
that we are trying to accomplish like a Christian commitment; a sense of responsibility to our
fellow man; a dedication to service; to serving our fellow man or to serving our environment in
our community. The major part of our mission and purpose is to produce competent people
but also to maintain that Christian commitment to our fellow brothers.

Question 2: What leadership qualities and managerial skills do you value in
administrators?

Male Responses

l-M: One who is able to share in the vision that we have for the institution in one quality.
People who are recognized by the university community as having the kind of academic
credentials and preparation that will allow them to be colleagues and not to be viewed as
managers. People who are skilled administrators which does involve a knowledge of
management techniques, that is to know how to facilitate the work of the people on campus,
how to write and speak effective kinds of ways where we communicate ideas in effective
fashion. People must also be able to organize their own units of work, to help others organize
their work, and to use their time effectively. They must be skilled from an administrative point of
view. They must be able to function as a chair of a staff meeting and to help to stimulate and
guide people toward effective sorts of decisions. They must be able to encourage those
whom they work with. The must be people of vision. A top administrator is to be an individual
who can evaluate what he or she is doing and whether or not they are on target concerning
goals that have been established for their division and work must be assessed. They must be
good stewards of resources. They need to be people who are accessible and once they are
accessible they need to be people who will listen. Finally, a sense of compassion, a sense of
understanding, a sense of forgiveness, an redemptive kind of quality and graciousness
because we are all very frail human beings.

Il-M: I think the ability to see beyond today in some context is equally important. Certainly, to
be able to communicate in an accepting way to those to whom you are dealing with is
important.

Ill-M: The art of administration is both an art and a science. If God calls aman to be an
administrator, then he needs to be trained in those skills such as finance, personnel, public
relations and curriculum. If the president, doesn't know or have these qualities then he needs
to have enough sense to hire people who have the science of administration in their
background.

IV-M: We start first with an individual's particular beliefs to see if they line up with the goal and
mission purpose of the institution. I tend to look for an ability to care for people, to be
comfortable in a shared governance type of operation, to be open kinds of individuals with
regard to growth. I am very much interested in as much experience as I can get. Experience is
both the basis for evaluating a person to see how they can handle responsibility, how they
work with people, how the decision making process is, and what their temperament is about in
a given field.

V-M: We expect of a person that the person be a Christian because this is a Christian
institution. We do not take a chance on something that is as important as values.
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VI-M: First of all, I think that administrators must have a sense of mission as to what the
institution wants to do that is compatible with your own. The person needs to have fortitude to
do what is right.

VII-M: It is their relationship to the Lord that is first and then their ability to do the job which
means strictly to administer or to use their expertise on the job and to take directions as well as
to give them.

VIII-M: I am looking first of all for a genuine Christian. Secondly, I am looking for a person who is
committed. We need people who have a deep commitment and belief in their faith, such as
having a sense of calling, and such a commitment that whatever it is that they lack they are
going to go out and get it on their own so that they will be competent. I want people who are
student oriented and who demonstrate real compassion, empathy and care. We want a
committed, competent person with a sense of responsibility and overall vision considering the
spiritual aspects as well as the emotional aspects. We are trying to produce a well-rounded
individual, therefore, I must have that type of model in my faculty and in my administrators.

Question 3: What types of preparatory experiences in the field of higher
education administration would be beneficial for aspiring administrators?

Male Responses

l-M: We need to have those kinds of qualifications that prepare the person for the position to
which they are hired. It is important that they work here as a team together. The faculty needs
to feel that they are colleagues and that we are not bosses but that we all have different kinds
of responsibility.

Il-M: Basically, I have looked for the experience that the person needs to do the job in the
university. They must have the skills that they need to do their job.

Ill-M: I think it helps a person to be definitely a faculty member before he becomes an
administrator. Certain staff positions before they become an administrator could help also.
Formal training in scientific areas of administration absolutely help a person to begin to have
the knowledge that they need to do this kind of job and to hold this kind of position.

IV-M: I think there is some conventional wisdom within the university enterprise that a person
needs. The more chairs that a person has been through in a university setting the more
valuable that person will be.

V-M: All of my administrators because I hire from within already have administrative training.
They come and work up the ranks and so they know what is going on and they know what to do
and they know the problems.

VI-M: It is important that an administrator has taught classes. Also, the individual needs to have
the respect of his colleagues. The best administrators are those who do not aspire to be.

VII-M: In an institution of higher education for their own credibility, administrators need a
terminal degree. It is also important that they have some training as well as some experience in
their jobs.

VIII-M: It would be good if they were also trained in areas of caring and sensitivity in empathy to
where they do not forget their purpose. Types of seminars, workshops, experiential
knowledge are all helpful in training administrators. Certainly, formal training is good as well as
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long as they do not get away from qualities of commitment and a sense of responsibility and
compassion.

Question 4: Is the formal higher education administration training an
important factor in being an effective administrator?

Male Responses

l-M: Administrators need to be the kind of people who are recognized by the university
community as having the kind of academic credentials in preparation that will allow them to be
colleagues and not be viewed just as managers. I like for my administrators to hold faculty
status if possible. They need to have those kinds of qualifications and that kind of view point
so as to work as a team. They must be skilled administrators which does involve knowledge
and speaking and writing abilities and organizational abilities and communication abilities.

Il-M: We have all of our faculty take courses, especially courses like positive mental attitude or
courses that might be related to their particular field of expertise.

Ill-M: Yes, very much, I do see formal higher education training as a big factor. We have some
excellent administrators who have not been formally trained but I do think that formal education
and experience would make them even better in their administrative positions.

IV-M: I certainly do see that higher education training is important and I have no negative
feelings toward that but in our case that has not been that major of a factor in the selection
process.

V-M: Well, of course, it is important that they do have higher education administration training
in order to gain respect within the community as a person. I think that both administrative
training and on the job experience make my administrators better administrators.

VI-M: 0 yes, I believe so ... I have my degree in administration. I also believe in promoting from
within the ranks if there is a person that has these characteristics as an administrator but does
not have formal administrative training.

VII-M: Yes, I do value training and I do value experience.

VIII-M: We recruit people who have this type of experience. All of our personnel have this kind
of training either with formal training in a university setting with a PH.D. to back it up or informally
with work experience that we have had them to do or to participate. It is not so important that
many of our people have a doctorate degree who are working with our staff except for the
courses in academia, but seminars and workshops have been strategic in teaching formal
higher education administration. The credentials, experience, and training that I look for in
hiring an administrator will vary depending on the job and the skills needed at the moment.

Question 5: What credentials do you look for when hiring and administrator?

Male Responses

l-M: We look for character and competence and a part of what we look for in character in a
Christian character because we are a Christian institution.
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ll-M: I have looked for the experience that the administrator needs to do the job in this
university and I look to see if they have the skills they need to do their job. When I come to
academics, I want a person that has a degree. They need to have the ability to communicate
the knowledge that they have in their particular discipline. On this campus, they have to be a
Christian.

lIl-M: The qualities that are taught in the courses for administrative training are important. Also,
the person needs to have common sense in the job that he or she does.

IV-M: We have a general rule that all people at the vice-president level and the dean level will
be Baptist. I try to secure the highest degree possible but I do not require a doctorate for some
of the positions like financial affairs. Experience in the area is important.

V-M: I expect a person to be a Christian because this is a Christian institution. I also expect the
person to be qualified with the credentials that they need to do the job.

VI-M: The Texas General Commission requires that our administrators be Baptist. It would be
probable that an administrator may have a degree in administration but not necessary. As far as
accreditation is concerned certainly degrees and doctorates are probably more desirable.
Skills to do the job well and commitment to do a job well are very important and make up many
times for the lack of a degree especially in the areas of student services, student development
and fund raising. It is important for a person to be able to make tough decisions.

VII-M: We do require that all academic and executive officers be Baptist. The terminal degree
for a specific job and experience into the area they want to go into is important. Prior
experience is important.

VIIl-M: I look for concepts like a team player, confidence, caring genuine Christian, and
certainly for the experience and skills needed for the job to be done. The person needs to be
a dedicated Christian. For all of the top administrators they must be Baptist. The doctorate will
vary according to the position and yet for academia, yes, we need people with doctorates.

Question 6: What differences can you identify between male administrators
as compared to female administrators concerning how they govern, make
decisions, and handle problems?

Male Responses

I-M: The biggest thing is that women have come into supervisory executive roles at a later time
than men. What I see is that your older women administrators are probably more reluctant to
make decisions and to stick with those decisions. The younger women administrators have
become accustomed to being more assertive and taking over leadership and accepting what
goes along with the territory and that is that they are not always going to be popular. So they
make decisions quicker. Today, I would say that the women administrators who are 40-45 or
under in contrast with those who are 40-45 or older are more apt to be willing to take the
responsibility and have an influence and act upon it in very much the same way as male
administrators.

Il-M: No, I have not really seen any differences. I don't see any differences in how they govern
just because one is a women and one is a man. Over the student life area, I have to make note
that the women did a far better job than the men in the area of communicating and just having a
major impact upon the students.
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lll-M: Women are usually looked at a littler more carefully before they are employed and work a
little harder than their male counterparts. Women are a little more conscientious and a little bit
more uptight at times than men. Women are like other minorities in that they have to prove that
they are a little bit better than a lot of men do. I think basically it is because there has been a
male dominated world here in Baptist higher education.

IV-M: The first thing that I would notice is that there are far more male administrators available
than female administrators. I do not see any differences between the male administrators and
female administrators as to how they govern or how they make decisions.

V-M: I would be the last to say that a woman is not as competent as a man. In fact, many times
they are more competent. It is the people that you put them with that makes the differences a
lot of times.

VI-M: I have not seen any female administrator govern or make decisions any different than a
man would. There are some situations where women administrators can be so adamant about
a position that if they don't "get their way" then they have a hard time going on to the next
issue. There are so few women administrators that it is hard at this point to judge what they do
or what they do not do. Many of these women are pioneers so they are having to find where
they stand, how far they can go, or how they can get things accomplished.

VII-M: I know women can handle any responsibility and very well. I know women who have the
intellect and they have everything except they would not have the temperament or the
emotional control to make the hard decisions. I am convinced that there is not that much
difference just in gender as to the ability to do the job.

VIII-M: I do not think that it should make a difference. If a woman comes to the top who is the
best person to do the job then that is it. I look for a person who can take care of details, who
could tend to deadlines, someone who could work with other people in the department where
it be male or female.

Question 7: What differences can you identify between male administrators
as compared to female administrators concerning their managerial skills such
as organizing, planning, and negotiating?

Male Responses

l-M: Not really any particular differences do I see.

Il-M: I definitely see a difference in that women are very good in organizing and planning
activities and programs around our focus at this university. They are also good at
communicating with our students and showing a caring, loving kind of concern to our students.

Il-M: The main difference that I see is that women probably pay closer attention to the small
details than do men. Not necessarily more competent, but maybe trying a litter harder because
they feel like they are on the spot. I think they may be a little bit more conscientious than the
males because they pay attention to details, they feel the pressure more so they organize a
little bit more than their male counterpart.

IV-M: Women administrators often have a propensity for detail and an ability to work with detail
that some of our male administrators do not have.

V-M: No. I try to put people in a position who are competent, have personal skills, have
degrees, and lend themselves to excellence. But no major differences.
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VI-M: Particularly in planning, women administrators that I have known have had the edge.
Women administrators are more detail oriented. I don't see any major differences in
communication skills or negotiating skills between male and females.

VII-M: Women are the best. Women are detailed oriented, their perceptions are good
because men are thinking about too many different ramifications.

Vll-M: The women seem to have an eye for detail and they are very organized in the sense of
turning in reports and planning. I see that women are very good as planners and
communicators.

Question 8: What factors have contributed to the number of men versus the
number of women in Baptist higher education administration?

Male Responses

l-M: I am looking for the best qualified person regardless or race or sex. There have not been
that many women in the pool to choose from in the past.

Il-M: Basically, that has just been the tradition and there has also been a larger pool of men who
have been in administration. I really don't see any factors that contribute to that. I just know we
try to find the best person and the most competent person for the job.

IIl-M: Of course in past practices, it has just been customary to think in these terms since there
are more men in administration. The trend is changing. I think we have had competent women
all along. It has just been a traditional practice that the men have been administrators and
maybe women have not been given a chance.

IV-M: Basically, the factors have been traditional in that there are certainly more men available
to administrative positions in our Baptist universities. I believe that there will certainly be more
of or a larger pool from which to draw female administrators as they are trained.

V-M: Availability would be the major factor in why women haven't been in administration.

VI-M: First of all, these schools are more traditional and that is a traditional approach. Secondly,
private schools are probably more prone to promote from within. Third and in most cases, the
boards are 40-50 members who consist of ministers and who are often very traditional. With
this orientation, the board becomes an obvious factor. With these traditional approaches, that
has been a major factor perhaps in the number of women to the number of men in
administration.

VII-M: I believe as we see a different change occurring in our society so will the changes in our
own perceptions as Baptist carry forth in the university. As women are trained and more of
them are In the field, I believe it will be inevitable that women will increase in administration.

Vill-M: Tradition has been the major factor in that we just have had a greater number of men
available as administrators. Also, there has not been as many women trained to be
administrators. Due to the amount of men as well as the amount of women that have been
available has been a major factor.
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Question 9: From your perspective, to what extent have decisions in the
SBC and the TGBC effected the role of women as being perceived as
administrative decision makers?

Male Responses

l-M: I don't think the two are really tied together in any conceptual thinking or in any practical
circumstance. I think the matter of ordination and the matter of being involved in some kind of
specific ministerial role has not been something that has been related to the roles of
administrators. I haven't seen any connection between the ordination issue and the way that
we view our female administrators.

ll-M: I personally, do not see that the decision in the Southern Baptist Convention effects
women in our universities. They certainly don't effect me as to how I treat them or as to who I
hire whether they be male or female.

Il-M: I think that the decisions in our convention reflect the belief by many Southern Baptists
that women should not have a major role in the church, on the college campus, or in society. I
think that is what it reflects. Traditional roles in higher education have been the domain
primarily of the men. But now we are getting more women in leadership positions and women
will emerge.

IV-M: I am sure that in certain settings the decisions of these organizations are certainly
effecting the role of women administrators. I do not feel constrained here by. any of those
decisions. Nor do we discourage women who come to prepare for the ministry. We have not
felt under any fire for the promotion of women or the training of women in any area.

V-M: Regardless of gender, I think there are many women who will move into Southern Baptist
administration than will ever be ordained in the Southern Baptist church.

VI-M: I cannot take a stand on this issue. I do believe that women's organizations have made
an impact in this area and will make a vital impact even greater than a decade ago.

VIl-M: I do not see the extent or an effect from what the Baptist General Convention holds on
the issue of ordination as having an influence on women in our university.

VIII-M: I don't think that there is a great extent that it does effect the role of women in
administration. I think the role of women will progress even further when they are perceived to
be divided from the church.

Question 10: In your opinion, what Baptist beliefs, practices, or decisions by
state or national groups seem to be related in the employment of women to
administrative positions in Baptist universities?

Male Responses

l-M: There is no belief or decision or policy whatsoever that has effected the employment of
women to administrative positions.

1-M: No one has ever said anything to me about there being a Southern Baptist policy that
would be related to the employment of women.
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lll-M: No, there are certain theological positions working in the Baptist churches. I have
received advice that probably a male person who has been pastor of a church could work with a
fellow pastor better than a female who has not been a pastor of a Baptist church ... so partially it
is a sexist thing and partially it is a matter or experience.

IV-M: No, I haven't seen any practice or belief or decision that would restrict the employment of
women to administration.

V-M: No, it is certainly not in our institution and I don't think that it exists in any other Baptist
institution in Texas. If a person is qualified and if a person is the kind of person we want here,
we don't ask anyone to sign any creed or practice any policy.

VI-M: No, I personally do not know of any such decision. The stance within the Convention are
certainly changing on issues concerning women and about the women's role and obviously
that will impact all the different roles of women.

VII-M: No Baptist belief or scriptural basis that I know of relates to the employment of women.
There only Baptist belief that are written statements which come from the Convention is that
my top administrators need to be Baptist in denomination.

Vll-M: No, none. Our position is that we are here to serve so the prejudice does not have to
carry over from the church into the university.

Question 11: What are the hiring procedures that you use when considering

a person for an administrative position, particularly women?

Male Responses

-M: If we promote from within, we do not advertise nation wide. If we want to consider people
outside of the university then we go through a national search. My top administrators will
narrow down the field and I will invite these individuals and will interview them when they are on
campus. The search committee gives me at least three names from which I will choose. They
come to the campus to visit with students and members of the faculty and staff. After they
have departed, I pull together the various groups that have visited with the prospective faculty
or administrator and discuss their overall qualifications and then make a decision. If we do not
feel we can make a decision, we go out and reopen the search.

II-M: All of our eight institutions in Texas are owned and controlled by the Baptist General
Convention of Texas. They control the school by the appointment of trustees. The Baptist
General Convention of Texas appoints the trustees on a three year term and they can be
reappointed two more times which means they can be appointed a total of nine years.
Whatever they say, that is our authority. That board is the authority of this institution and no
one else can tell me what to do, no one else can fire me, and no one else can hire me. They
virtually let me run this university and hire whom I desire to hire or whom I desire to fire.

Ill-M: First of all, the president or vice-president or even the dean need to decide if there is a
vacancy. Secondly, I think that you should determine what type of person that you want. Then
an advertisement for the position that considers anyone within the institution should be done.
Then if an applicant has the background and philosophy and experience and training which is
in keeping with the nature of this university, we bring them to the campus for an interview. In
the interview the president and the vice-president, deans and department chairs are in that
decision. We look for background, experience and training, credentials and philosophy in
practice.
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IV-M: We start as far away from the president as we can in terms of administrative process. The
department chair is to work in conjunction with the dean of that school or college. They
develop a search process and the academic affairs vice-president is consulted. We make sure
that we observe "do process" and that we follow all procedures to which we are committed. I
will usually see a person on the visit but my role is not so much in evaluating that person as it is
to communicate to them the nature of our institution. We try to involve all the people that are
related to the decision that needs to be made in this process. Most of the decisions are made
around a concensus of people who are most responsible for the issue.

V-M: No one is hired unless I eventually hire them. It starts with the chairman of the
department who recommends to the dean, who recommends to the vice-president of
academic affairs, and he makes recommendations to me. Once the person has been invited to
an interview both husband and wife go through the interview. I do talk to them about reading
our preamble, the statement that we have in our catalogue, and about what we expect of a
person, particularly a person to be a Christian.

VI-M: I depend on my academic vice-president in the hiring of faculty positions. I depend on
him to work with the deans and to take the prospects down to the top two. I will interview those
prospects with him and we will both come to a conclusion. The Southern Baptist College
Coordinating Board is the placement office that we advertise through. Sometimes we get our
leads through the grapevine or word-of-mouth.

VII-M: A person applies and they go through any "due process" that they need in order to get
their credentials known to the administrator who is overlooking that process. Both the dean
and the vice- president are involved in the process. If the person is acceptable, then they
recommend that person to me and I interview them and then I might hire them. Sometimes, I
will appoint a committee of faculty with our vice-president to work with the trustees as a search
committee. Especially when we are looking for a vice-president. They have to make three
recommendations to me in which I make the choice.

VIII-M: We appoint our search committee very carefully. The committee sends out
advertisements and then we send out a cover letter and an application that should make it very
clear who we are as a university. If people do apply, then they must fill out a form that I have that
helps to measure competency skills. After we have screened the applicants, then we begin
interviewing. The trustees hold my feet to the ground and so they ask questions as to who I
hire. No everyone here is Baptist but everyone must be a Christian. The Southern Baptist
Faith and Message is our position and I lay that out to the people in the interview. I interview
and hire everyone from the maids, housekeeping, to the top administrators.

Question 12: Are there any parameters or limitations upon which you could
elaborate that you must consider before hiring women for administrative
positions on your campus?

Male Responses

-M: The biggest thing is that if an individual is to serve as a president or vice-president then he
or she must be a Baptist. That is required and so we do have that matter of religious
preference. We also prefer that the deans of our school be Baptist.

I-M: I can't think of any parameters that effect my hiring procedures for women. No, I don't
have any limitations at all. I do not think that we could have a women president here yet
because of the reason that they would have to work with so many pastors and with the SBC
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Association. In the Baptist Association of fourteen churches, there is not a woman pastor in
them. I feel at this point in time pastors relate more comfortably to a man than to a woman.

Ill-M: No, there are no real limitations to my hiring. I have to take into consideration the
philosophy of the school and the interpretation of the scriptural stance of the role of women.
[No scriptural stance was identified in the interview].

IV-M: No, no parameters and no limitations.

V-M: Well of course her preparation, her experience, her willingness to adhere to our
standards in our preamble. I ask women if their husband is supportive of their working. I ask my
administrators before they are hired if they are married. I am not really confined with state policy
or regulations about hiring especially in this university.

VI-M: Yes, there are probably some that you probably could confess as parameters. If you had
a women administrator with five children between the ages of 3-10, you probably would nothire her. Her preoccupation with family would be a limiting factor. Also you think about how
people would fit into the community and lifestyle within the university. Another parameter may
be that if a women is single, what is the probability that she is going to stay very long. We just
don't think about women as being a little more mobile than men. To hire someone who has aphysical impairment that you feel would be difficult to overcome would have an impact upon
your decision. A divorce could be a factor even though more and more households are
effected by divorce. Age could be a factor because I certainly would not hire a 60 year old
administrator.

VII-M: Not really, I still deal with the individual as a professional.

Vill-M: I don't feel any limitation that I must consider before hiring a woman for an administrative
position that is any different than I would consider for a man.

Question 13: What changes would need to occur before a woman could
conceivably be considered in Baptist universities for the position of
president?

Male Responses

-M: Our society is changing and therefore the role of minorities and the roles of women are
changing.

Il-M: I think a lot of time is needed. I think when women become presidents of other
universities and when that takes place at other places it will occur. I think the interpretation of
scripture throughout the years that the man be the head of the house and be the leadercertainly has a bearing. I think tradition adds to that. Some scriptural basis deal with women inthe church but there is no scriptural basis that deal with women in the institutions. We have nosuch statement in the Baptist Convention whether it be state or local that prohibits in any way
or restricts women in any way as far as hiring.

Ill-M: Having to do with a great number of the Board of Trustees that are male might or mightnot be a disadvantage. They might feel a little reluctant to ask a woman to come in and justspeak in the church because there is a prejudice about women filling the positions in the
pulpit.
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IV-M: Oh yes, I believe the changes will occur. It is just a matter of time. There will be no
problems in the fundamental tasks. The only thing that a woman might run into is churches that
are not used to having women speak in their congregation but even that is getting more and
more rare.

V-M: I think it is possible for a woman to become a president of a Baptist university. Most of the
time we overcome those prejudice and give a person a chance based on their preparation and
what they think they can accomplish. Any problem a woman might have would be personal in
that people might take advantage of her,.or force their opinions upon her, or just resent the
fact that she is a woman.

VI-M: Attitudes obviously have to change. I think that this would have to be a super woman
almost in the view of service rendered, distinguished teaching, proven administrative ability,
high visibility, vast energy, in other words certain things that would make truly an outstanding
president man or woman.

VII-M: The changes that need to occur are not going to be done like preparing the
constituency out there. It is not going to be to prepare the Baptist group. If it is going to
happen, it will just happen. Once it happens, the Baptist will say 'now we have a lady president,
we might as well make it work'.

VIIl-M: The change that must occur is time. As the changes in our society take place, that will
be more and more occurring in our university.

Question 14: With the environmental pressures surrounding higher
education in Baptist institutions at the present time, what do you predict to
be the role of women in administration for the future?

l-M: I hope as time goes on that we might have a greater number of women and minorities in
positions of leadership and executive roles. I think it will be naturally occurring because just to
select some on the basis of sex or race has a condescending feature to it. I want to get the
person with the finest character and competence that we can get.

Il-M: I think they will increase. Women are very capable. It will take time and over a period of
time, I think situations and circumstances will certainly change our institutions.

Ill-M: I think as women become more educated and highly trained more of them will become
administrators. I think that they will have a bigger role in higher education and this is almost
inevitable.

IV-M: A Christian witness requires that you even be more accountable than the average
person to any of these types of issues. I believe the role of women will increase and we will be
very pressed to be diligent to such matters.

V-M: I think they will continue to surface to top administrative positions. I think we have
overcome the prejudice toward women. I think a person is going to judge on his/her
qualifications to get the job done.

VI-M: I think because of societal tendencies and because of women in the workplace being
more in vogue and where women's rights are in the public conscious as more than ever before,
there will be more women in administration. Let's say from thirty years ago in terms of women
and in terms of other minorities, I think we have come a long way in terms of racial equality and
racial justice.
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VII-M: I believe as we see different changes occurring in our society as well as different
changes in our own perceptions as Baptist, as women are trained and there are more of them
in the field, I believe that inevitably there will be a woman as a president of a Baptist institution.

VIII-M: It is hard to get a good administrator, a good woman administrator. If they are good, they
can command ungodly salaries.

-END-
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Interview Question and Responses from Females

Question 1: From your conception, how does Christian Education differ in
terms of mission and purpose from Public Education?

Female Responses

I-F: I really don't see the two being that much different in the sense of the university concept of
academic freedom and providing an excellent educational experience for the students. We
provide an atmosphere of Christian education for the students to get that academic excellence
here on this campus. The majority of the difference comes in terms of standards and policies
that are set. We try to hire excellent academicians who are also Christians so that emphasis is
different. All of the executive administrators are Baptist.

Il-F: Most of the Christian institutions are smaller and tend to focus on the student as an
individual, the development of the student, and certainly the development of ethics and
beliefs in a Christian context in terms of how they might practice their profession or work in the
world. Our emphasis is on teaching and student-teacher relationships and personal growth of
the students rather than on publishing or research.

Ill-F: I haven't thought to identify the major differences between public and Christian
education. I do know that we are protected from all kinds of harassments whether that be moral
or language.

IV-F: I feel the private school has a real commitment to a liberal education for students but at
the same time say to them that their values are important. I think the mission of the people who
are part of this university administration are committed in a way differently than those in public
education. These people have a sense of mission, they are people with a commitment that is
maybe different than those of public education. The commitment of people in private
education and Baptist education as I know it is much to the mission of redeeming young
people and in dealing with them in a redemptive manner.

V-F: There is light years in difference in the ability to get things done when operating in a
private school setting than a public school setting especially with projects. We are not a
research-oriented institution. It is much more student focused and smaller so people know
people. It is much more of a family operation as opposed to a very impersonal situation. There
seems to be a good history of private schools being able to do more atypical things initially than
public setting or public education.

VI-F: We are not that different in our primary mission which is to educate individuals. The
Christian school highlights individualized interests in students more than I have seen in the
public state schools. We want to prepare students to live a life and that life have value. If a
person is not interested in being that kind of person who has value and wants to share those
values then it would be good for them to not be at this kind of institution.

VII-F: In terms of the curriculum, I think that the focus within the course includes the total man
which is the spiritual dimension. Another difference resides in the kinds of activities on
campus that are more Christian focused. Another real important distinction is the way in which
students are treated. I think that our view in dealing with students is that here is another human
being that is loved by God in Christ that we have a different way that we handle our dealings
and communications with students.
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VIII-F: I have worked in public education for a number of years and one of the main differences I
see is the mission. Even though we proclaim academic excellence, we also want to add to that
a value-oriented emphasis. I see that the state universities are really not interested in that.
Another distinction is that private universities are not subject to governmental interferences
and the bureaucracy that state schools have to deal with. We still have the same problem yet I
find that private universities are far more accountable because we cannot waste money, we do
not have state funds, and there is more of a tighter control not only in funding but resources
and where those resources are used and where they go. I felt in the state schools that the
right hand did not know what the left was doing and that there was so much waste in
duplication of ideas. I don't see much of that in this private university.

Question 2: What leadership qualities and managerial skills do you value in
administrators?

Female Responses

I-F: I first look for competence in the field. People skills are very important especially in learning
how to work well with each other. I want someone who is innovative, who can take a look at the
problem and solve the problem. I like a balance between people being people oriented and
being task oriented. People with a good sense of humor who enjoy life and have enthusiasm
as well as have a good energy level is important.

-F: They would have to fit in with the view points philosophically in terms of Christian
education and Christian commitment and the Baptist Statement of Faith. I also look for
academic credentials and appropriate qualifications for the position. I look at the experiences
and how they relate to peers and co-workers and students and especially the ability to
communicate both orally and written.

Ill-F: We look to see if a person is a Christian. We check very carefully on the background of
that person before we think about the education of that person as an administrator.
Qualifications from certain schools are considered better than other schools. Administrators
need to be Baptist. Experience has a lot to do with qualifications. I do think a person with
aggression and communication skills is a better applicant.

IV-F: I look for a person who has an understanding of the redemptive purpose: one who has
lived enough to have a sense of understanding, of forgiveness, and of grace. I will look for
people with people skills such as being able to diffuse, confront, and counsel.

V-F: Flexibility, creativity, ability to think, good common sense, and good people skills. We
really look at everything that we are doing and make sure that we are pleasing our customer
which is basically our student and that is a little different from the public setting. In private
settings the idea behind the students is that they are really our customers.

VI-F: The main quality is listening. I want them to listen when I am explaining some problem
and not to make up their mind right at the beginning until they have heard all of the conditions.

VII-F: First of all, minimum educational kinds of requirements are looked for. Second, we look
for experience in the field. We look for people who have been active in the professional
organizations making some contributions in that realm. We look for someone who would fit into
the institution because we are a family oriented Christian institution. We look for specializations
when the area of the position demands it. We must have people who are willing to work with
other folks and that means giving and taking, working on committees, and relating to one
another.
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VIII-F: The ability to work with different people from different backgrounds particularly in
administration is important. Communication skills are important. Decisiveness in the ability to
make a decision whether it be right or wrong and stick to that decision and perseverance are
good qualities. From the standpoint of management skills, I think planning is a critical skill as
well as organizing.

Question 3: What types of preparatory experiences in the field of higher
education administration would be beneficial for aspiring administrators?

Female Responses

I-F: Any type of education that one chooses to develop their own self is important. Every type
of experiential knowledge acquired is important. Any type of experience or training that one
can get and doesn't always have to be in education is important.

Il-F: Obviously, if they have previous experience it would be desirable. On the other hand, if a
person is willing to learn, flexible, adjusts to the situation, they may be fare more desirable than
one who is older, more experienced and rather stayed in their own way of doing things.

Ill-F: Teaching background is important for an administrator especially in the academic area.
Should be able to handle people and get along with people is important. It is not always
necessary for officers to have their PH.D. especially in the areas of development but we have
found that having those credentials are more advantageous to getting the job done.

IV-F: One is the skill of organization: the breaking down of tasks into smaller tasks so that
people can do the next task at hand. People skills are critical. The ability to delegate is
something that is important. Supervisory and time management skills are important. Any
experiences or training that helps one to acquire these skills would be advantageous.

V-F: Internships are a practical way of gaining experience. The important thing is that it be
relevant and it be practical and that whatever one learns, one is able to demonstrate and put
into effect.

VI-F: Dealing with the psychology of people and how to get along with people would probably
be to our advantage as a good preparatory experience.

VII-F: It is important in any area that a person has experience in the field. Specialized
experience or particular experience whether that be in administration or the actual discipline in
important.

VIlI-F: I think taking a leadership role and committee work is very important. Any committee
assignment or special studies project that would help get recognition an experience in
assuming responsibility is important. Prior to a job interview, I think preparatory experiences
would be to look for the philosophy of the school and the institution. To learn about the
leadership style of the administrators on the campus, to look at the organizational structure and
the lines of authority, and to look at the policy manuals that tell a little bit about the organization
would all be good experiences before taking an administrative position.

Question 4: Is formal higher education administration training an important
factor in being an effective administrator?
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Female Responses

I-F: I look for both formal higher education training as well as where they have been and what
experiences they have gained. What they want to do in the future or where they are headed is
important. I look for credentials in advanced degrees because that is an indication that they
want to stay in the field.

Il-F: Yes, I think that it is very important.

Ill-F: Yes, I do think it would be helpful. They need to understand the overall picture of the
university.

IV-F: I would think it would help but I wouldn't say that it is essential. Some areas of growth
come from education and some come from experience.

V-F: I am sure that there is an advantage in having more than administrative background but I
am also sure that most administrative background is so organizational specific and really
requires a lot of on-the-job training no matter what formal training you have had before. I think
that higher education has a tendency to go maybe a little too long on the theoretical and little
too short on the practical.

VI-F: I don't know what they teach you in graduate school for administration but to have a
general understanding of the overall university I think is very important.

VII-F: I think they are probably looking for both formal administrative training and experience.

VIII-F: Formal administrative training is very important. If I had to choose between the
experience that I gained as an administrator and college work, I would go with experience.
However, I do think I could have been a better administrator if I had that formal training.

Question 5: What credentials do you look for when hiring an administrator?

Female Responses

I-F: The degree that a person has is very important. Their faith statement of Christianity for this
particular university is important. Experience, background, and training in the particular area or
position that they are seeking is important. We look for people who know the terminology and
who know what student development is all about.

Il-F: We look at the person's past experiences and we check references to see what their
performance has been in terms of previous employment.

Ill-F: People need the highest credentials and they need experience outside the educational
world. All the administrators must be Baptist. Not everyone is required to have a doctorate to
work in administration but most of the administrators do.

IV-F: Many administrators have their doctorate but some of the people do not. There are
people what can perform tasks very adequately without the formal degree.

V-F: The credentials depend upon the area and depend upon the person to meet the needs
of the job.
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VI-F: We especially look to see any speciality that could add to the background or expertise of
other people who are already in the offices. We look for people who could fit in as the team, we
look for a person who is a Christian, and we look for a person who has the same kind of values
that this school stands for. Administrators must be Baptist.

VII-F: There are certain minimum requirements that we have to maintain for accreditation
standards. Also we look for any special specializations in an area and how that person fits
those specializations. We look for those people who can work with others and who can
communicate and who can make decisions in terms of the whole group.

VIII-F: I look for academic credentials. Second, I look for the work experience that a person has
had and I do check references. I also put a lot of weight on the personal interview and how well
a person communicates. In that interview, I also talk to the person about their philosophy and
their teaching style and find out what is important to them.

Question 6: What differences can you identify between male administrators
as compared to female administrators concerning how they govern, make
decisions, and handle problems?

Female Responses

I-F: The networking system between men is very strong. Men know men and men suggest
men for positions. I think my frustrations are not male/female oriented frustrations, but I have
more of a frustration with leadership styles and not understanding management and other
styles of leadership. I think decision-making is tied in with leadership styles. I don't think men
are as organized, I don't think they listen as well, and I don't think that they think about
including other people in their decisions. Again, that may be a function of management style
rather than gender.

Il-F: It is more of an individual situation than it is a male/female situation because of the
background and the part of the country or perhaps even the previous experience that a
person may have. That's what the differences are.

Ill-F: A woman administrator is more on the defensive, quicker to be more sensitive to criticism,
and very aware that they are women administrators and, therefore, a little more defensive about
it. The sensitivity is not due necessarily to harassment but due to an attitude. As far as fair play
is concerned, the women are treated just like a male administrator.

IV-F: Seemingly men make good decisions with less agony than I do. I don't see the
differences really as being a matter of men and women so much as it is a matter of personality
differences.

V-F: I do think that there is no doubt that because of the way we have been socialized that we
are seeing women and men administer in different ways. Women have been socialized for very
positive administrative skill areas such as nursing and education. I do basically see that women
administrators have more of a maternal concern for their faculty and their people.

VI-F: I think that a woman in a boss position has to be careful about how she handles
particularly the men because teachers in colleges just do not like to be bossed.

VII-F: Yes, but I don't know if it was personality or gender related. I suspect that expertise and
experience play a role in how they see themselves as far as their own style of leadership.
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Females tend to be more democratic in their approach in terms of how they have made
decisions and how they include people than the male administrator.

VIII-F: I do not see any recognizable differences between the two. I think it depends upon the
individual. I do think women because of the socialization process are sensitive to certain things
and maybe more adept in personnel relations or human relations.

Question 7: What differences can you identify between male administrators
as compared to female administrators concerning their managerial skills such
as organizing, planning, and negotiating?

Female Responses

I-F: I feel that women are better at negotiating and organizing and including people in on
decision-making plans. I am not sure if that is gender related so much as it is managerial style
related.

II-F: It is my experience that women are better organizers, they are better at details, they are
better at paperwork, and just general organizational skills.

Ill-F: I think the female administrators are lacking somewhat in the skills. The older
administrators have not developed these kinds of skills because very few women
administrators were role models at that time and training in these skills was not available. That
may add to the defensiveness that I see in women administrators as they compete with male
administrators.

IV-F: I don't think women can compartmentalize as much as men do. I believe women are the
ones who look at people and recognize their feelings. They recognize what the real needs are
as opposed to the stated needs. I think that women are more detailed oriented.

V-F: I see very good administrative skills in the traditional sense such as planning and
organizing among the women just as good as the men. Female administrators may be more
compulsive in terms of detailing. I do sense that it is still required that women need to be at
least twice as good as their male counterparts in order for it to be counted as equitable.

VI-F: I think women are better organizers. Many times women help get things done and are
then perceived as being pushy whereas a man may be perceived as being forceful. It is exactly
the same trait but the two are perceived differently.

VII-F: The females are better planners and organizers there is no question about that.

VIII-F: I don't think that the difference is male or female. I think it is a perceptual societal
difference in the way they are perceived by a particular constituent that they are serving.

Question 8: What factors have contributed to the number of men versus the
number of women in Baptist higher education administration?

Female Responses

I-F: Certainly, the way they hire and the way they use the network system is a factor that
contributes to more men than women. Women cannot be faulted if they have not paid their
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dues in the sense of receiving their credentials, hanging in there on specific jobs and making
sacrifices, and doing the same things that men have done in that they give their life to their
jobs. I think support for particularly single women has got to be a factor. I do see women as
goal oriented but it is the place of a woman to pay the price for that. I believe that women
handle the decisions and are good problem solvers and they are good communicators and
negotiators with essentially the same necessary skills but there is a lot of sacrifice that is
involved also. The denomination traditionally has been white males in administration and I
think that tradition continues.

Il-F: With conservative Baptist attitudes, theological backgrounds, and what you see going on
in the churches, I still feel that a more conservative view point is that men are in the leadership
roles and women do basically more of the work.

Ill-F: In the past few years women have aspired to be administrators and more and more each
year we will see more women administrators. Almost anyone will admit that a woman is as able
an administrator as a man. It is just the training of those women administrators to be the quality
of a man administrator that is needed. Women now get their doctorate and they keep up with
the times.

IV-F: I think availability is one factor. My generation is probably the first generation that felt any
freedom to do anything than be a teacher, nurse, a mother, or a secretary. This has really
been the first group of women to have the age, the experience, and the education to be
administrators.

V-F: I think that probably state schools are ahead of private schools in some of the roles of
women in higher administration but I think it is only numerical. There are higher numbers of
women in administration in public universities but only because there are more public
universities to be counted. I think what we are seeing is societal. Even now in the corporate
world, it is not any different because usually we find women not in line areas but support
areas. There are very few moving up into administration because they are still in support roles
and I think this is just a reflection of where we are in our society.

VI-F: It might be the same type of conservatism that we want in our schools in that the
woman's place is some place else. Maybe women don't pursue the job as much as men do.

VII-F: No factors to mention. I think that the pattern is staying the same.

Vll-F: Traditionally, only men have been administrators. Only recently have women even
been placed in these positions. We don't have any role models really. I think we professional
women today can really be role models for the women in the future.

Question 9: From your perspective, to what extent have decisions in the
SBC and the TGBC effected the role of women as being perceived as
administrative decision makers? (ex. women ordination)

Female Responses

I-F: From the Board's perspective, I think the role that they have seen of women in the church
is not being in leadership positions definitely carries over in this university. We have over forty
board members and there are no women. That is not true here of administrators within the
university.
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Il-F: In most instances, if there are both males and females available with equal credentials for
a position, the male would be more frequently chosen in the Baptist institutions. If the woman
is there at the right time, has the right characteristics, has the right credentials, and is
performing on the job, it is possible that she has the option for the job.

Ill-F: Maybe, there is a difference between the role of women in the church and the role of
women in the school. People are narrow minded about their religion so that would influence
their thinking about the role of women in the church. But in education, I think that is different
because women are trained and they are in kind of a professional role as opposed to a role
that is so closely related to one's belief system or religious system.

IV-F: I would say that the effect of how the church views the role of women is transferred over
into administration. The schools in Texas are under the Texas General Convention and that
convention has not come down quite as conservative as the Southern Baptist Convention
has with the seminaries so we have not felt the pressure at this point.

V-F: I think there is a point in saying that if a woman is not fit to serve in the church that there is
some implication that if you have a Christian school that she may not be fit to serve there
either.

VI-F: The same type of conservatism as far as the role of where women belong certainly may
come on over and affect into the university. Through the Baptist church, the woman's role is
seen as raising the children; therefore, in the Baptist schools we may also have women who
are in traditional roles that they are taught to be in.

VII-F: I haven't seen anything that has changed in the church or in the universities.

Vill-F: I don't see a great effect of the ordination issue over into the university setting. The
issue on the ordination of women in the church has been a healthy thing and at least the
issues are being raised.

Question 10: In your opinion, what Baptist beliefs, practices, or decisions
by state or national groups seem to be related in the employment of women
to administrative positions in Baptist universities?

Female Responses

I-F: I am not aware of any Baptist statement that states that. I think especially the vice-
presidents at the top level have not really had a lot of experience with competent,
professional women. I do think administrators need to change their administrative styles
especially the autocrats. They do not want a woman coming in and challenging their opinions
or authority.

Il-F: I don't think of any reference that relates to employment as such. It depends on the role
in which they serve.

Ill-F: I have never seen such a policy. I don't know any reason that would hinder women to be
employed except that the older males would think that a woman might not be qualified.

IV-F: No, no such policy exists to my knowledge.
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V-F: I really have not seen anything that influences my role here. There is an understanding
that administrators need to be practicing Christians but beyond that, there hasn't been
anything else imposed.

VI-F: I have not seen any Baptist beliefs or practice that relates to the employment of women.
There is no Baptist doctrine. Neither do I believe that there is any affirmative action going on
within the Baptist institutions.

VII-F: I can't think of anything that I have seen that would effect the employment of women to
any position. I don't feel that there is anything that precludes women being able to function in
any of the positions that would be available.

VII-F: I still think that we are under the Baptist doctrine that the man is still head of the
household and traditionally, only men are deacons in the church, only men are ministers, and
that is very difficult to change. Slowly as women are becoming professional, I think that is
changing but it will be several years before we are considered equal.

Question 11: What are the hiring procedures that you use when considering
a person for an administrative position, particularly for women?

Female Responses

I-F: It really depends upon the position. The process starts out with a faculty committee who
makes recommendations to the provost and then the provost interviews for every single
position that is hired. And then last, that person is interviewed by the president. All executive
administrators are interviewed by the president and the final decision is from the president.
There is not a lot of advertisement for the positions.

II-F: There is a search committee that searches for the prospective faculty or administrator,
then the process goes to the dean, and then the dean makes recommendations to the vice-
president, and to the president. The trustees must approve all faculty and administrators so
they have a great deal of control as to who is chosen.

Ill-F: The president does the hiring of an administrator. If that administrators is on the vice-
president level, then he gathers the credentials and makes all the decisions. If a person
comes in on a director level or under the vice-president, then the vice-president does the
interview, gathers all the credentials, does all the background work, then makes
recommendations to the president who in turn makes the final decision. All employment is
finally decided on by the president.

IV-F: I do not make any decisions as to hiring administrators. Our school operates with an
administrative counsel which is made up of the vice-president, the president, and a committee
and they make team decisions most of the time.

V-F: Search committees are used to find the most talented people for the job. The ultimate
decision in hiring administrators lies with the president. The regular process of
recommendations and interviewing is employed.

VI-F: A lot of the hiring is not to hire a new administrator in that sense, but it is to hire a person
to fill a position that is vacant. We always look at the Southern Baptist Placement Office that is
in Nashville, Tennessee, first. We have had people who were hired totally by the central
administration and then put into the department. Sometimes that runs into problems,
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however, when one is trying to build upon the expertise in the department. The president
makes the final decision which approved by the board of trustees.

VII-F: I have not hired any administrators and I don't know. My responsibility is to make
recommendations related to this field. In this university, normally when there is a position that
is open there is usually a search committee that the president appoints for the administrator.
There may be faculty members from this area serve on the committee to make
recommendations or not.

VIII-F: We go through a search committee type of form that comes out of the department chair
area and they search with the head of the department through advertising to locate some
possibilities for the position. Then the committee generally with the consent of the dean
sends those recommendations on to the vice-president of academic affairs and he in turn
discusses that with the president. The president actually does the final hiring of all faculty and
administrators. In my opinion, there is really no one element that influences my hiring of not
hiring a woman. If a person can do the job, then that is what I am really looking for. I definitely
look for the qualifications and the credentials and how well they work with people.

Question 12: Are there any parameters or limitations upon which you could
elaborate that you must consider before hiring women for administrative
positions on your campus?

Female Responses

I-F: Competency! Competency means that a person needs to be an effective problem
solver, a good communicator, a creditable person, and a risk taker. The necessary skills and
training are a definite given. The right type of assertiveness is important that one may
perceive being competent and confident. One must project that they can do a good job, and
that they can be a team player, be easy to work with, be cooperative, and yet, one can hold
the line and do the job. I haven't seen evidences in the top administration for hiring women to
fill these positions. The only parameter that I can identify would be tradition, the men's own
personal preference as to who they know or mainly their perception of women.

Il-F: The parameters are really not divided. I think quite frankly that if you ask people they
would not admit to any parameters. I think if you are around and you observe a particular
situation, you would formulate your own opinion.

Ill-F: I think of no parameters or limitations. The qualifications and experience are the same for
both men and women. Some of the positions really fit a particular gender better than the
other. I don't see any limitations in hiring women for administrative positions. The only
prejudice that I really see here is salary. Our women administrators know that they are not
getting the same amount of money as another person who has come in the same year with
the same credentials. Salaries are not public but women have found out that they are not
being paid as much as other administrators.

IV-F: Age is a consideration but not in terms of too old or too young. It is whether or not a
philosophical base can be worked out. Also, someone needs to have the same mission kind
of characteristics and mission quality about them if they work at this university.

V-F: No, I really have not felt any constraint. The person must be philosophically in tune with
the goals of the organization and those are stated in such an open way that I really don't see
that to be a limitation.
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VI-F: I know that when the administration hire faculty there are not parameters and they
consider equally all things for both men and women. I personally believe that a woman would
have to be better than a man in order to get the job in administration. I believe that women
have to be better in training and credentials in every facet than a man to get the job. I think this
is the same throughout all the Baptist schools.

VII-F: I really don't see parameters. There is nothing written and yet the unwritten is probably
the thing that is the most pressured. We do have women on the Board of Trustees but it
doesn't seem to be trickling down. Schools have been on the scared side in the last few
years with all the turmoil and this has probably had a detrimental effect on some advancement
in some areas. It hasn't been really long enough to look at it in a historical perspective.

VIII-F: No, no parameter. I definitely want a person to have a doctorate, I want that person to
be competent, innovative and creative, and I want that person to be a team player. If they are
unable to do these things, then that certainly may be some parameters.

Question 13: What changes would need to occur before a woman could
conceivably be considered in Baptist universities for the administrative
position of president?

Female Responses

I-F: A major composition change is needed. I think there would have to be a whole lot of
women on the Board of Trustees. There needs to be a better relation with the Baptist General
Convention because they are the ones who appoint not only the search committee but then
also give recommendations as to who will be appointed to the Board. If there were more
successful and professional business women who were strong Baptist on the Board then I
think the composition of the Board would certainly help change and make a difference in the
university setting.

Il-F: Approximately half of our trustees are Baptist ministers and that would control a great deal
of who was chosen. A greater percentage of non-ministers on the Board of Directors and
them being businessmen would possibly make some changes for the future.

Ill-F: I do conceive that a woman could be the president of a Baptist university. I don't think
that is out of the question for any change in administration. There are qualified women out
there and it needs to be known and publicized. I can see the change coming very quickly.

IV-F: With the Convention it might be a long time coming but with the atmosphere of this
community, the changes are now. I would not fall on the floor. When you talk about the roles
of women, basically you are looking at a very highly ambitious group of women when we are
talking about administrative women. I see the possibility is definitely there.

V-F: I could see that a woman could be president in possibly the next ten or twenty years.
Honestly, I think that if a search committee could not find a really qualified man then they
would turn to a likely female candidate. My guess is for many years to come she has to be
more than competent. The women presidents that I know are outstanding people.
Outstanding in ability and involvement, ability to work day and night, ability to establish
priorities, ability to serve all the hundreds of population, ability to have enough energy to keep
going and optimistic, ability to know everybody and everything and keep it all up in the air at
the same time. Another major ability would be fund raising and keeping the relationships
going. I think that is a description of a president. To add to that the description of a president
and at this moment in history it is possibly a tall, nice looking, middle aged, white Anglo-Saxon
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male. When they start out with the physical picture of this package, then it is easy to overlay
the other qualities.

VI-F: It would take an act of God. She would have to be ominous in many ways. I really can't
imagine that happening yet. A female president would have to be known as a leader not only
in the community but also in Baptist denominations. The Board has the complete power and
they turn the running of the university over to the president. I don't see a president
recommending a woman to be another president.

VII-F: The change won't be revolutionary. We are dealing with people's attitudes and
especially with tradition.

VIII-F: I don't think it is impossible and I started to say some changes in the SBC needs to be
made but I am not sure that would make a large difference. I think it is at the local board level
where the changes need to be made. I have not seen a mandate from the SBC that
presidents must be men or a mandate that opposes women. I think this is usually decided on
by the local level of the Board of Trustees. As we look at the composition of the Board of
Trustees, mostly they are men and mostly they are pastors. If a Board appointed a woman as
president, I don't believe that there would be a problem with the SBC but instead we have a
very conservative Board of Trustees.

Question 14: With the environmental pressures surrounding higher
education in Baptist institution at the present time, what do you predict to
be the role of women in administration for the future?

Female Responses

I-F: I don't think it depends on the men changing their perceptions as much as it does women
changing their perceptions about women. I think there has been some socialization in our
culture that says that men are presidents and women are secretaries and we still have that
socialization to an extent and it influences our thinking. Women need to begin seeing women
as good problem solvers, good compromisers, and decision makers. There is definitely a role
stereotype that influences our thinking. Women will need to pay the price and overcome
these stereotypes.

Il-F: It would just take time for things to evolve and attitudes toward females and functions in
Baptist institutions to change. Women can function realistically in terms of any area even
finances ... look at who manages the household budget. The changes probably will not occur
within the next twenty years but I think in the future there will be some changes. There has
already been some stabilizing and evaluation of the situation and in order to equate people
according to their rank, their academic credentials, their teaching experience, and their years
of experience here. It matters to me that women are producing effectively. I look at their
student rankings, I look at their committee work, I look at the things they are doing to support
this institution, and they are doing more than certain male counterparts and if that is true, then
let's reward the people who are productive.

Ill-F: I see more democracy in the future for the women's role in education. I feel that an
educated woman in today's world can go farther and progress faster than she has ever been
able to previously. If a woman gets her eduction and is qualified, then by being recognized for
those qualifications that certainly can achieve the position that she is aspiring.

IV-F: Women in Baptist administration do not seem to be as ambitious as perhaps women who
are in worldly secular institutions. I think the influences of the traditional religious background
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that comes from the pulpit and the Sunday school teachers have made an impact. Baptist
administrative women are not clawing and kicking to get to the top and that has been an
impact. It may take longer for there to be a pool of women available but those coming out of
college will be there with experience and degrees in the next five and six years.

V-F: I think that it has certainly changed over the past twenty years and who knows what we
will see in the next twenty years. I really see women bringing a more humanistic concern and
feeling side to the university than men.

VI-F: I think time will tell in seeing how the role of women in administration will change. I think
this period of having pressure of having to put more minorities in the work force and women
are considered a minority may have lessened some opportunities for women to actually do
certain things. I think with government control encouraging people to hire women or
minorities has not really been that effective. Today, more and more women are in all kinds of
administrative spots and are increasing in all areas.

VII-F: I feel that it is an evolutionary process rather than a revolution. I see it as being very
slow. I don't think that anything measurable will happen in the next five years, but perhaps in
the next twenty we might see some measurable kinds of differences. We are probably
looking at least a decade before we begin to see more women into administrative positions.

VIII-F: I think there are more opportunities for women today. I think women have to prove
themselves by working harder than male administrators. I don't think the changes will occur in
the immediate future which is being less than ten years. I do think it is possible in the future if
we have a composition change in the Board. We are going to have to have more female
representation on the Boards and that is the key. That composition are women, but women
who are professional women not wives of ministers and they need to be women in leadership
roles and know what women in leadership roles are like and how they behave.

-END-
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