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Abstract of Dissertation

The American Council on Education’s Office of Women in Higher Education:
A Case Study of Evolution and Decline 1973-2011

This study of organizational evolution within the American Council of
Education’s (ACE) Office of Women in Higher Education (OWHE) was conducted
through the use of a single organizational case study. The study explored the history of
the OWHE over a 38-year period from its founding in 1973 through its reorganization
and closing in 2011. Very little research on organizational saga and identity has been
done on women’s associations, and no complete historical treatment of the OWHE
existed. The lack of such studies represented a void in the critical area of understanding
how and why women’s organizations with a mission to promote female professional
advancement emerge, prevail, maintain resiliency, and ultimately, decline. Furthermore,
this study expands the scope of research designs applicable to organizational saga and
organizational identity theories by identifying not just the process of evolution, growth,
and decline, but also, the core characteristics of evolution and decline created by the
OWHE during its 38-year history. The data analysis strategy and methods used to analyze
data emerged from archives, documents, and interviews.

Ultimately, five findings emerged. First, the founding of the office was politically
motivated rather than value driven. The lack of congruence with ACE values made for a
poor fit over time. Second, the long-serving director (Shavlik) created such a strong
organizational identity that constituents and successors could not easily replicate a strong
identity after her departure. Third, the office started in response to a set of cultural

demands of one time period, but did not evolve as the needs changed over time. Fourth,

X



the focus on national constituents who were not presidents (through the Network) was out
of alignment with the ACE central mission of working with presidents. And finally, the
evidence suggests that leadership style plays a much more significant role in
organizational identity than portrayed in the early framework of the theory.

Keywords: American Council on Education, case study, female college/university
presidents, higher education, history, Office of Women in Higher Education,
organizational lifecycle, women’s advancement, volunteer associations
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Note on Spelling, Capitalization, and Quotes

The spelling, capitalization, and punctuation used in direct quotations or
document titles are those found in the original sources. As the reader of this dissertation,
it is important to note that my approach to the writing was done with an eye toward
feminist standpoint theory. As a result, all of the quotes were left in the original words of
the participant. Clarification was added to assist the reader by inserting explanations in
brackets within the quote, itself. Please read the document in the spirit in which it was
intended, as feminist standpoint is an important aspect of the research regarding the

history of the OWHE.
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Data Collection Efforts

Throughout the course of writing this history on the ACE Office of Women in
Higher Education, it was impossible to gather every artifact or interview all the people
who were part of this intricate and compelling history. Additionally, as the document had
prescriptive formats to which I had to adhere, it was not possible to include all the known
nuances of the history in this dissertation. If any element is missing, it was not an
intentional oversight. Due to the original length of the document as a dissertation, over
100 pages of the history were cut, but the documentation still exists for those who have
interest or need for such data.

As the OWHE historian, I invite anyone who has stories to tell, or archives or

documents to contribute, to please feel free to contact me at owhehistorian@gmail.com.

My work with this project does not end simply because I have completed the final stages
of my doctoral work. This dissertation was not something simply to “check off my list of
things to do” for graduation. I decided to approach this project with a dedication to
become the historian regarding the OWHE. Although I am well on my way to meeting
this goal, I am sure there are gaps in my knowledge, compared to what still remains to be
uncovered. | invite you to share in this journey with me. I look forward to the continuing
work on collecting any artifact you may have regarding the American Council on

Education’s former Office of Women in Higher Education.
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Chapter 1

THE PROBLEM AND ITS SETTING

One day, a young girl was out playing in the woods near her home when she was
stung by a nettle. She ran home and told her mother, "Although it hurts me very much, I
only touched it gently." "That is exactly why it stung you," said her mother. "The next
time you touch a nettle, grasp it boldly, and it will be soft as silk to your hand, and not in
the least hurt you" (Z£sop, 1892/2006). Historically speaking, much like the moral of this
story, women in higher education have had to grasp boldly for professional advancement
in order to not be stung. The literature surrounding the promotion of women through time
is wrought with stinging nettles...most of which women have grasped intentionally, and
with purpose, in order to advance. From 1973 to 2011, the American Council on
Education’s (ACE) Office of Women in Higher Education (OWHE) has grasped nettles
with intention, thus avoiding the usual sting. As a result, the office has served to advance
the professional livelihood of women in the area of higher education.

The purpose of this research was to document the evolution and lifespan of the
American Council on Education’s Office of Women in Higher Education. Currently, a
complete history of the OWHE does not exist; only scant overviews regarding the office
are in circulation, and none employ the use of primary documents or interviews. Without
understanding the progression of an organization focused on the advancement of women
in the field of higher education, other organizations wishing to promote, or serve a
specific population, may not recognize and understand the contributing factors of success
and failure. This dissertation is a single organization, holistic and intrinsic case study that
employs the use of interviews and document/archival analysis. The project uses a

constructivist approach to create meaning from the participant’s point of view, as well as
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an interpretivist approach regarding the intent of the documents and archives. The study
considers the evolution and decline of the office through the lenses of organizational
saga, organizational identity, and feminist standpoint theory.

This chapter presents an overview of the study and includes the following
sections: the context, the problem of research, the problem of practice, theoretical
framework, statement of research questions, significance of study, delimitations,
limitations, assumptions of study, definition of terms, and the organization of the study.

Context of the Problem

This project investigates the history of a national office devoted to advancing
women'’s careers in higher education. Therefore, three areas of focus will be examined to
create a foundation of understanding. First, a general review of women in the academy
during the 1960s and 1970s will be provided followed by a statistical overview of women
in higher education at the time of the founding of the OWHE, compared to now. Finally,
a review of ACE will be given. All three areas will create a framework surrounding the
case study of the OWHE.

Women in Higher Education: 1960s and 1970s

To understand the context from which the OWHE emerged, it is important to
recognize (a) the roots of organization by academic women, (b) initial understanding of
the barriers and obstacles faced by women in the academy, (¢) institutional context, and
(d) impact of Title IX.

The roots of organization by academic women. In June and July 1970, the
House Special Subcommittee on Education held hearings on sex discrimination in

education; the 1,250 pages of testimony resulting from the seven days of hearings



constituted, at that time, the most comprehensive collection of materials regarding
women and the education system ever produced (Committee on Education and Labor,
1970). This testimony became a national catalyst for women in higher education across
the country (Murray, 1971). Female students were already involved in forming alliances
on campuses (Flacks, 1971; Gitlin, 1987; Kelman, 1970), but women employees in the
academy were slower to band together (Astin & Bayer, 1973; Harris, 1973). It was not
until the end of the 1960s that collegiate women became actively involved with the
women’s rights movement (Klotzburger, 1973), and because of the House hearings, the
early 1970s saw a much greater influx. According to the American Association of
University Women (AAUW)), at least 50 groups of academic women were created
between 1968 and 1971 with about 82% of these forming between 1970 and 1971,
following the aforementioned testimony of the House Special Subcommittee (Oltman,
1973).

When academic women joined the movement on behalf of women’s rights, the
focus was primarily on the enhancement of their professional status (Solomon, 1985).
Many participants in local chapters of the National Organization for Women (NOW) and
the Women’s Equity Action League (WEAL) joined causes related to their professional
associations or supported the advancement of women in the academy, in general (Davis,
1991). Examples included the Project on the Status and Education of Women (PSEW)
and three discipline-based feminist groups (which formed in September of 1969) in the
areas of sociology, psychology, and political science (Hole & Levine, 1971). No matter
the role of academic women in the movement, it was concluded by most that “institutions

of higher learning supported discriminatory practices” (Klotzburger, 1973, p. 360). This



premise was supported in the ACE 1969 study, which produced quantitative evidence
that women teaching at the collegiate level were in lower professional ranks and were not
promoted as quickly as their male counterparts (as cited in Hole & Levine, 1971). The
study further indicated that nationally only 9.4% of full professors were women, and that
the median annual income of female faculty members was 16.6% lower than that of
males (Hole & Levine, 1971). Given the disparate treatment of women in the academy,
national organizations continued to play a valuable role in overcoming the barriers and
obstacles women of the period faced.

Barriers and obstacles to academic women. Barriers to academic women still
prevailed, despite the wide sweeping activism at national, personal, and university levels.
The ACE illuminated the barriers to women within the academy in its /969 ACE
[Research] Report (Bayer, Astin, Boruch & Creager, 1969). Since research is a core
mission of higher education, it made logical sense that academic women in the movement
would focus on (and lead) research-based studies to produce empirical evidence of
discriminatory practices impeding women’s rights within the workplace. The research
produced clear evidence that women had fewer opportunities for pursuing and advancing
their professional careers in both the classroom and administrative roles (Simon, 1967;
Parish, 1961; Thomas, 1965).

One of the most influential studies produced in the era was Academic Women
(1964) by Jessie Bernard (Moore, 1966). In her book, she assembled and skillfully
blended a vast amount of data from official statistics, published and unpublished
research, personal documents, and case histories in an attempt to provide a

comprehensive understanding of women in higher education. This was one of the first



books to examine career patterns of academic women in terms of evaluating the
contributions, productivity, and creativity of teachers, professors, scholars, and scientists.
In addition, Morlock (1973) stated that more than 30 studies were conducted from 1969-
1973 with a focus on hiring, promotion, and salaries of women in the academy. The
conclusions of those studies were that women were uniformly disadvantaged (Astin &
Bayer, 1973; Bayer & Astin, 1968; Bernard, 1964; Rossi, 1970; Simon, Clark & Tifft,
1966). These reports provided evidence that, in fact, women within the academy were not
treated equally, thus creating barriers to advancement. A synthesis of these reports
produced discriminatory findings, indicating that women in the academy were (a) not
paid at the same rate as their male counterparts, (b) promoted more slowly based on age
and credentials, (c) less involved in positions to affect change, (d) not easily accepted at
selective and prestigious institutions, and (e) placed in first-time appointments at lower
ranks. The causes for the above findings hinged on five main barriers

= professional diminution;

= intellectual intimidation;

= institutional gatekeeping (at both admission and hiring points);

= lack of role models and mentoring; and

= gendered curricula and pedagogy.
Research of the time period provided valuable empirical evidence to support the need for
society at large (but women especially) to continue to work toward solutions of greater
equality across all areas of higher education, and women’s organizations played a major

role.



Institutional context of women in higher education

Prior to women’s organizations on campus, there were very few outlets for
professionals in the academy to coalesce. Many of the first feminist academic
organizations were spurred where political activism and student unrest were the greatest
(Conzett, 1994). Examples include Columbia, UC-Berkeley, Harvard, the University of
Chicago, and Grinnell College, Iowa (Scranton, 1970). The examples set by these
institutions spread across the nation, and soon other colleges and universities were
witnessing a growth in feminist organizations on campus (Rossi & Calderwood, 1973;
Theodore, 1986).

Based on grounds of discrimination, Rossi (1973) further indicated that the
collegiate movement created the impetus for many of the class action lawsuits filed
against colleges. As women in colleges and universities formed intercollegiate alliances
and political caucuses, a collective identity was formed, carrying far more clout than any
single voice (Meyer & Whittier, 1994). These organizations helped both individuals and
groups file suits with the Office of Civil Rights (Aleman & Renn, 2002). Therefore, it
was the collegiate setting that created the impetus for the majority of legal changes within
the emerging Women’s Movement, including one of the most significant and far-
reaching, Title IX.

Title IX. The literature supports the conclusion that women had not been treated
equally in education, either as students, or as professionals (Glazer-Raymo, 1999;
Rudolph, 1962; Solomon, 1985). Title IX was an effort to offset pervasive, rampant
discrimination against females, and it created a historical mile marker for women in

higher education. Ultimately, Title IX of the Education Amendments of 1972 was the



first law to counter sex discrimination in federally-funded colleges and universities
(Somers, 2002).

Two women were highly instrumental in the creation and oversight of Title IX—
Congresswoman Edith Green and Dr. Bernice Sandler of the University of Maryland.
Although throughout most of the literature Dr. Sandler is largely credited as the main
contributor, it was Edith Green who first introduced the bill for gender equity in
education to Congress. On January 31, 1970, Dr. Sandler filed a class action complaint on
behalf of WEAL against every college and university in the United States charging an
“industry-wide pattern of gender discrimination against women in the academic
community” (Sandler, 1973, p. 440). The WEAL complaint charged “an ‘industry-wide
pattern’ of discrimination against women in the academic community and asked for an
investigation of admission quotas, financial assistance, hiring practices, promotions, and
salary differentials. This action was to lead to bigger outcomes that would ultimately
shape the future of Title IX” (Sandler, 1997, p. 3).

Title IX was slow to be implemented as The Department of Health, Education,
and Welfare (HEW) delayed issuing the guidelines (US Commission on Civil Rights,
1980). However, since its inception, there has been considerable improvement for women
in higher education regarding employment, admission practices, general programmatic
access, housing, financial aid, counseling services, and athletics (Hanson, Guilfoy, &
Pillai, 2009). Although there was an initial court case, Grove City College v. Bell, which
reversed the original intent of Congress when it passed the amendments in 1972, the

legislation prohibiting sex discrimination in any education program or activity receiving



federal financial assistance is currently intact following the Civil Rights Restoration Act
of 1988 (Eskridge, 1991).

Due to the fact the majority of institutions in higher education received federal
funding, there was no escaping the proclamations set forth by this law. For instance,
following the passage of Title IX, women gained far more access to doctoral programs in
fields such as medicine and law (Women’s College Coalition, 2003). In 1971, women
were less likely to pursue such advanced degrees, revealed by the fact that only 14.4% of
women received doctoral degrees in 1971 (NOW, 2008). With the advent of the
Women’s Movement, and the work of key individuals committed to advancing women’s
opportunities, the number of female doctoral recipients jumped in 1991 to 36.8%—a
period of just 20 years (NOW, 2008). Collegiate women felt instinctively that they had
been treated unfairly, and the empirical data of the era supported their beliefs. It was time
to take a stand, and the legislative action that ensued was the answer.

In summary, a review of Title IX history and impact has been provided in terms
of founding, key characters, impact on women in higher education, and the continued
push for women’s equality within the academy. Although Title IX made initial impact on
the numbers of women admitted to various programs across the nation, barriers for
women were not entirely erased as a result of this legislation. The continued eye toward
equality is an important nuance since barriers for academic women still exist. A
discussion of these barriers will provide an appreciation of the situation.
1970s Statistical Overview of Women in Higher Education

Empirical evidence continued to grow during the period of the late 1960s and the

decade of the 1970s regarding the numbers of women in higher education; research was



rampant on the topic. To illustrate this research, this section will depict the numbers of
women in higher education three years prior to, following, and at the time of the founding
of the OWHE in 1973. Then, the numbers of current women compared to men in higher
education will be given. This comparison is intended to provide a context of the
progression of women within higher education over time. Areas of focus will be on both
students and faculty. Chapter 2 will detail a more robust discussion surrounding the
cultural and historical events that impacted the women of this time period leading up to
the founding of the OWHE.

Between 1970 and 1973, the percentage of females entering college as
undergraduates and obtaining a first bachelor’s degree remained steady, with no increase.
However, there was an increase realized in the number of women obtaining a doctoral
degree. Following 1973, the number of women entering as undergraduates rose by two
percent and leveled off, while the number of women garnering doctoral degrees
continued to rise. The percentage of female faculty members remained fairly steady over

this time as depicted in Table 1 below.



Table 1

Percentage of Females Three Years Before and After Founding of OWHE Depicted by
Undergraduate, with First Bachelors, as Doctorates, and as Faculty

All Women
Undergraduate Women as with Women Women as

Year Students Undergraduates Bachelors or with Earned  Faculty

18-21 (%) First Doctorate (%)"

(%) Professional (%)

Degree
(%)

1970 43.73 41 41 13 25
1971 45.19 42 42 14 22
1972 45.89 42 42 16 22
1973 45.41 43 42 18 23
1974 41.35 45 42 19 24
1975 42.34 45 43 21 24
1976 43.55 45 44 23 24

Note. Adapted from “Expansion and Exclusion: A History of Women in American Higher Education,” by
P.A. Graham, 1978, Signs, 3(4), pp. 759-773.

*Figures for undergraduate students are degree credit and prior to 1974 include students enrolled for first
professional degrees.

°Data represent full-time faculty only.

In 1976, some 1.6 million students were enrolled in post-baccalaureate programs,
which included first professional programs (National Center for Education Statistics
[NCES], 2010). Post-baccalaureate enrollment fluctuated during the period from the mid-
1970s to the early 1980s, but between 1983 and 2008, it increased from 1.6 million to 2.7

million students (NCES, 2010).
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More females than males have been enrolled in post-baccalaureate programs
every year since 1988 (NCES, 2010). In 1976, some 673,000 females were enrolled in a
post-baccalaureate program, compared with 905,000 males. In 1988, female enrollment
exceeded male enrollment, and by 2008 post-baccalaureate enrollment was comprised of
1.6 million females (59 percent) and 1.1 million males (41 percent) (Snyder, Dillow, &
Hoffman, 2009). Projections indicate that females will continue to enroll in post-
baccalaureate programs at a higher rate than males, and in 2019 post-baccalaureate
enrollment is expected to increase to 2.1 million females (61 percent) and 1.3 million
males (39 percent) (Hussar & Bailey, 2009). However, the one area where these
percentages do not hold is in STEM (science, technology, engineering, and mathematics)
(US Department of Commerce, 2011).

In 2009-2010, female faculty members continued to lag behind their male
counterparts in terms of tenure and compensation. According to The Annual Report on
the Economic Status of the Profession (American Association of University Professors
[AAUP], 2010), 61.4% of men held tenured positions compared to 43.0% of women, and
the average salary of a tenured male faculty member was $87,206 compared to $70,600
for a female.

In conclusion, it is evident that the enrollment of women into the system of higher
education has grown since the period of the founding of the OWHE. However, based on
qualifications and credentials, the number of women obtaining tenure and equal salary in
faculty positions has not met with the same growth pattern. The empirical data continues
to support the need for women’s organizations, such as the former OWHE, to push

forward for equity within the field of higher education.
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The American Council on Education

ACE, the organization in which the OWHE was housed, has a long history, and
most college and university presidents consider ACE to be the unifying voice for
American higher education (Cook, 1992). ACE describes its principle public policy role
as that of an “umbrella association” (Cook, 1992, p. 66) and is the only higher education
organization that represents presidents and chancellors of all types of US accredited
degree-granting institutions (American Council on Education [ACE], 2009). Today, the
ACE enterprise has grown as it employs over 180 people (C. Van Ummersen, October
25, 2012) and has an operating budget of nearly 60 million dollars (C. Van Ummersen,
personal communication, January 14, 2013).

Lifespan of the American Council on Education. The American Council on
Education was founded in 1918 during a time that is commonly referred to by Kenneth
Boulding (1953) as the “organizational revolution.” Following World War I, there was a
proliferation of national associations—an offshoot of increased government activity
related to the war. Associations were formed in almost every sector to advocate for the
special interests and rights of those sensing a need for protection, and higher education
was no exception (Hawkins, 1992). It was during this time that many colleges and
universities feared they would lose financial security, autonomy, and access to their own
facilities because of the war. It was these very issues that led to the founding of ACE.

In 1915, the president of the Association of American Universities wrote on
behalf of his membership to the President of the Association of American Colleges
suggesting “...joint steps that might be taken to aid the government in the emergency be

considered at AAC’s annual meeting scheduled to be held in Washington, DC in January
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of 1918” (Stewart, 1975, p.16). The request was approved, and from this initial meeting,
a recommendation emerged to establish an Emergency Council on Education. The
Council was formally launched at the Willard Hotel in Washington, DC, a few months
before the war ended (Zook, 1939). Following the end of the war, the word emergency
was dropped from the title, and in July 1918, the American Council on Education
materialized (Zook, 1950).

In 1919, ACE included colleges, universities, and associations as part of its
membership (Stewart, 1975). Then, in the 1930s, ACE brought in representatives from
state departments and city school systems (Bloland, 1985). However, the issue of
membership was not the only burgeoning venture on the forefront of ACE goals. In the
1950s, the Council purchased a building that initially housed 15 other major higher
education associations (Bloland, 1985), overseen by ACE leadership. Then, in 1969, with
a $4 million Kellogg Foundation grant, ACE moved into its new building, The National
Center for Higher Education, whereby the Council managed more than forty associations
(Stewart, 1975). Through this management of the major associations of higher education,
ACE was better able to meet its overarching mission of representing higher education
institutions to the federal government.

A decade before the OWHE. As the nucleus of national higher education
culture, ACE could not escape the American political influences of the 1960s and early
1970s. The impact of civil rights, the Women’s Movement, and the Vietnam War
influenced to the topics of future annual ACE meetings for the next decade. But, perhaps
even more important to this decade of ACE’s development was the role of the July 1,

1961 newly-elected president, Logan Wilson. Wilson was in a very different position
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than previous leaders in that he did not have to concentrate on membership, as it was at
an all-time high. Rather, Wilson’s eye was on sharpening the focus of the Council
(Stewart, 1975) as it related to the national pulse of higher education and politics.

An early indicator of how annual meetings would change based on politics came
in 1961 for Wilson’s first annual meeting as ACE president. The topic was The Future
Pattern of Higher Education and the Council’s Role (Stewart, 1975). With Wilson’s
vision on creating a more focused Council, two major themes emerged. The first was that
of streamlining the Council’s operations, and given the heightened role of the
government in various causes of the people of the United States, the second was the role
of the Council in representing higher education to the federal government. These two
areas will now be explored in more detail.

Streamlining the Council’s operations. To begin, the streamlining process was
legitimized through a report written by John Corson, a management consultant appointed
by President Wilson. According to Stewart (1975), the report centered on the financial
and structural consolidation of ACE to make member services more efficient. The
resulting action on the part of Wilson was a reduction in standing committees, and the
establishment of a commission structure for Council operations. In 1962, the ACE
Committee on the Education of Women, which had been operating since 1953, was
eliminated. At the same time, the Commission on Academic Affairs was created, with its
inaugural membership including only one woman (Eisenmann, 2006). This would
become an area to be reconsidered by ACE in the late 1960s, as the Council grappled

with the political climate of larger society.
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Additionally, included in the restructuring of the 1960s was that of the Council’s
board to virtually eliminate associate representatives (those affiliated with DC
associations) and replace them with institutional representatives (from member colleges
and universities) (Bloland, n.d.). In 1962, the Secretariat was created as a separate entity
in order to keep the DC association representation engaged, independent from the board
activities. The concept behind the forming of the Secretariat was steeped in a strong
desire of the associations to work cooperatively with ACE in handling policy and
administrative issues of common concern (Honey & Crowley, 1972). From this moment
emerged the second focus of Dr. Wilson, that of the role of the Council in representing
higher education to the federal government.

ACE and the federal government. Once again, the annual meeting topic
portrayed a snapshot in time for ACE. In the year 1962, the annual meeting agenda was
Higher Education and the federal government. It was during the decade of the 1960s that
ACE and other major associations partnered with tenacity to gain relations with the
federal government (Bloland, n.d.). Prior to this time, ACE’s constituents did not find
lobbying an important partnership for the industry (Stewart, 1975). Again, couched in the
political and cultural events of the decade, ACE found itself lobbying for aid to
institutions of higher education, rather than students during the Higher Education Act of
1965—the Act created the first ever need-based assistance for students, creating a
paradigm of access for persons of color and women. The amendments of 1972
emphasized direct aid. At this point, ACE moved on behalf of its member institutions to
strengthen governmental relations (Bloland, n.d.), as fear mounted that intuitional money

was being funneled directly to students.
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Shortly after the ACE 1965 Higher Education Act lobbying, the Council wrestled
with how colleges and universities were to operate under new paradigms of racial and
gender equity. In 1969, the annual meeting topic was The Campus and the Racial Climate
(Stewart, 1975). Not far behind the heels of the racial issues were those of women’s
rights, and in 1972, with the women’s liberation movement and affirmative action
spreading across college campuses, ACE adopted the annual meeting topic of Women in
Higher Education (Furniss, 1972). This timeline of ACE sets the stage for the founding
of the OWHE in 1973.

Founding of the OWHE

The founding of the OWHE is rooted in its own history, stemming from the
political fallout of ACE’s then president, Dr. Logan Wilson. In 1968, Dr. Wilson started
to receive complaints that he was somewhat out of touch with the reality of the
environment around him—*“there was no longer any question of supporting an executive
who had lost the confidence of his organization’s key constituent groups and publics”
(Stewart, 1975, p. 54). Pressure began to mount that the very constituencies the Council
should be serving was not being met—and the solutions to the disruptions of the current
environment were not being considered. It was during this period, for the first time
since WWII, executive leadership began to seriously worry about the Council’s role,
functions, and continued existence (Stewart, 1975).

In 1970, Dr. Kenneth Roose resigned his position as Council Vice President, due
in large part to his growing frustration with President Wilson’s lack of engagement to
consider the recommendations proposed by ACE’s Policy and Planning Committee

regarding more socially-related concerns of higher education (Stewart, 1975). By 1971,
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the key constituent groups of ACE were no longer supporting Dr. Wilson, and it was
clear that something had to be done. With emphasis coming from new constituent groups
— black representatives on the Board, as well as a new chairman, who happened to be a
woman (Dr. Martha Peterson of Barnard College), President Wilson was offered early
retirement, which he accepted (Stewart, 1975).

Replacing Dr. Wilson as President of ACE was Dr. Roger Heyns, who assumed
office in January, 1972. President Heyns was quite different in his tactics as ACE
president. Unlike Dr. Wilson, he did not run the office like a chancellor, and his style was
more communicative and transparent (Stewart, 1975). For example, Heyns set about
rebuilding the personal relationships with the other association heads in an effort to mend
membership and confidence in ACE. In particular, he moved quickly to increase the
number of blacks and women in the organization (Stewart, 1975.)

With limited resources, (Dr. Wilson had left over a half million dollar deficit upon
his exit), Dr. Heyns was faced with an almost insurmountable task of reviving ACE.
Fortunately, the Ford Foundation presented the Council with a $1.2 million three-year
grant with the caveat that Heyns turn it around in that period (Stewart, 1975). Heyns
knew there was a cry to form innovative programs and offices to better serve the needs of
the new constituents. In an effort to smooth the somewhat ruffled feathers left by Wilson,
President Heyns took command of the burgeoning environmental pressures, and by 1974,
ACE produced a 336 page book entitled Women in Higher Education (Furniss &
Graham). The book highlighted the 1972 papers that had been presented at the 55™ ACE

annual meeting at the Fontainebleau Hotel in Miami.
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With the Ford Foundation money in hand, Heyns felt empowered to move, and
further procured a Sloan Foundation grant so that he could commission a study on ACE’s
government relations activities. Heyns secured two people from Syracuse University to
complete the study: John Honey, Professor of Public Policy, and John Crowley, a
graduate student. The project became known as the Honey-Crowley Report. Although the
report uncovered testimony from over 100 people in various sectors in government,
higher education, special interest groups, and foundations, Heyns felt the findings did not
take into account many of the historical organizational underpinnings of successful
operation. The report recommended that “sweeping changes be made in the Council’s
structure, philosophy, and programs” (Stewart, 1975, p. 391). So, for the second time in
ACE history, Heyns stood his own ground by implementing only those sections of the
report that made the most operational sense. In a way, Heyns did not accept nor reject the
report, but rather selected sections for implementation that would advance the Council
without creating total organizational disarray (Cook, 1998).

Honey and Crowley had suggested that a newly created office of Human
Resource Development be formed, with particular emphasis on the needs of minorities
and women (Stewart, 1975). An initial draft proposal for the Establishment of an Olffice
of Academic Women (OAW) was written on March 16, 1972 (Heyns, 1971-1976, Box
677, Folder 1), and another version for circulation was written on May 31, 1972. These
documents provided evidence that Heyns had been considering the needs of women, in
particular. In addition, the report recommended that the Academic Affairs Commission
be abolished (Cook, 1985). Ultimately, Heyns did not create an Office of Human

Resource Development, nor did he totally abolish the Academic Affairs Commission.
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Rather, he considered one aspect of the report, which read: “The notation that the public
interest would be served by the collective judgments from higher education’s leadership
was challenged by the evident neglect in academia of adequate opportunities for the poor,
for minorities and for women” (Stewart, 1975, p. 392), and continued his due diligence
on the topic for the best approach.
Problem of Research

The problem of research aims to advance a topic or explain a situation that is not
addressed in existing literature (Yang, & Miller, 2008). Currently, a complete history of
the OWHE does not exist. Only scant overviews regarding the office are in circulation,
and none employ the use of primary documents or interviews. These short documents
regarding the evolution and subsequent development of the OWHE focus on narrow
topics, rather than far reaching or holistic approaches spanning the 38-year organizational
life of the office, to include its closing through reorganization.

A review of the archives and documents produced three areas of historical
overview, and each is limited. The three subject areas are (a) histories of the OWHE, (b)
organizational structures and leaders of the OWHE, and (c) the development of the
National Identification Program (NIP), the perennial effort by the OWHE to scout
women of exceptional potential for administrative advancement with an eye toward the
presidency.

Histories of the OWHE

Currently, only brief historical overviews of the OWHE exist. These documents

chronicle for the reader a certain period of time beginning with the founding of the office

in 1973 to exact points in time when documents were authored. For example, 4 Legacy of
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Leadership: Advancing Women in Higher Education (OWHE, 2002) covers the period
from 1973-2002. This document was commissioned by the OWHE on the occasion of the
25t anniversary of The ACE Network; it reviewed the first director, Nancy Schlossberg,
the ACE Symposium for Women Considering Careers in Higher Education, and
discussed the work the OWHE did with ACE on Title IX. In addition, the text covered
The ACE Network from 1977-2002 and provided one of the most comprehensive
chronological timelines of the OWHE’s significant events up to that point in time.

Another example is entitled History of the Office of Women in Higher Education
(Holmgren, n.d.). In this four-page document, the author provided a very brief
introduction about the founding of the OWHE, the time frame of ACE during the
founding, and a more thorough narrative of the directors/associates from 1973-2005. In
addition, a brief overview of the NIP and national forums was provided.

The final document that provides a historical context of the OWHE was found in
a Rhode Island Network PowerPoint presentation called, The ACE Network: Ideals
(2003). Again, in this document, a portion was dedicated to a timeline of national dates
related to the context of the founding of the office as well as key dates within the OWHE
history. Examples included dates for the founding of NIP, national forums, and women’s
president’s summits. A chronological timeline depicting each director was incorporated,
beginning with Nancy Schlossberg in 1973 through Claire Van Ummersen in 2002. The
final section, which was somewhat different than the others, was an overview of the
mission and priorities of the office. These included the advancement of women leaders in

higher education and the role of the office in providing counsel on topics such as policy
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development, education and research, and factors that influenced women’s equity,
diversity, and advancement.

While these documents do provide some evidence of the evolution of the OWHE,
they are limited and do not provide the depth and scope needed to complete a thorough
history of the OWHE.

Organizational Structures and Leaders

Under the topic of organizational structures and leaders, most of the documents
reviewed mentioned some form of structure, or the leaders, themselves, as evidenced
above. Although there were no specific documents dedicated to this subject matter only, 1
thought it was important to note that this common theme emerged throughout the various
documents as a topic unto itself. An example of this occurs in Twenty Years of
Accomplishments: ACE/NIP National Network for Women in Leadership in Higher
Education (1997). In this booklet, organization structure and leaders are combined as a
central theme. However, it is imperative to note that while this document highlights
structure and leaders in a foundational way, no complete or expansive document exists.
Development of the National Identification Program (NIP)

The NIP is the most saturated of all the overviews, but even still, a significant
body of knowledge is lacking. This is in large part due to the documentation of the
program through scholarly articles written by past directors. Examples include 7o
Advance Women: A National Identification Program (Taylor & Shavlik, 1977), which
focused on the then status of women administrators and the intent of the NIP to identify
and promote competent women within higher education. Shavlik’s and Touchton’s

(1984) article, Toward a New Era of Leadership.: The National Identification Program,
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actually portrayed the blueprint for the forming of the NIP and the people who were
involved in its inception and implementation.

Scholarly articles were not the only form of published material that cemented the
NIP in time—newsletters and brochures also appeared throughout the decades following
its launch. For example, in the Winter 1997 National Association of Women in Education
Newsletter, an article appeared reviewing the life of NIP from infancy to its then current
role in advancing women in higher education (Moore, 1997). And, finally, the brochure
entitled Twenty Years of Accomplishment, mentioned above, provided the most robust
depiction of the NIP through 1997.

Although these documents provide some initial background, it is clear that a
complete and robust history of the NIP does not exist. Furthermore, what has been
produced is limited to a restricted publishing sector of particular journals aimed toward a
very narrow audience.

Summary

In summary, while each of these accounts provides a valid starting place in
advancing the knowledge of the history of the OWHE, it is evident that a full historical
treatment of the OWHE does not exist. Furthermore, due to the limited scope of the
documents, particularly since most have been produced by direct affiliates, or the OWHE
itself, it is clear that a more complete and expansive research undertaking is needed to
document the OWHE in a place and time within history. Given the fact that only limited
topical organizational overviews exist, there is a research need, and it is anticipated that
this project will produce a comprehensive study of the formation, expansion, and decline

of the OWHE using primary documents and the citation of interviews.
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Problem of Practice

The problem of practice generates an examination of how a professional
community could be impacted in the absence of the research findings of a study (Ball &
Cohen, 1999). The problem of practice for this study centers on the understanding and
evolution of an office focused on the advancement of women leaders in the field of
higher education. Without understanding such evolution, other organizations or programs
wishing to advance or serve a specific population may fail to recognize the factors that
contribute to success and failure. This study answers a practical challenge in the field of
higher education regarding the inception and formation of an office from its beginning. In
particular, the research creates an understanding of how decisions were made regarding
the founding, human resource assignment, population to be served, and strategic
orientation during the creation of a new office. Understanding these elements advances a
knowledge base regarding new office formation within the higher education association
sector, in particular.

Theoretical Framework

For purposes of this dissertation, I employed three frames: organization saga,
organizational identity, and feminist standpoint theory. Although a more extensive
application of these frames is provided in Chapter 3, a brief overview will now be
provided for purposes of context.

To begin, organizational saga is a “collective understanding of unique
accomplishments in a formally established group” (Clark, 1972, p. 178). In Clark’s
research (1971), he indicates that the “group’s definition of the situation, intrinsically

historical, links stages of organization development” (p. 500). For example, in an office
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of personnel who have worked together for many years, the individuals’ description of
the organization over a given period of time will create a pattern of organizational
development. Organizational saga stems from Turner’s 1957 research on social dramas,
whereby the social process is defined more on “aharmonic or conflict situations” (Turner,
1974, p. 37). The value of the social drama is that when intertwined with organizational
saga, it allows the researcher to study a sequence of events that provide a transparent look
at the growth, evolution, transformation and, conceivably, decay of an organization, over
time (Pettigrew, 1979).

Furthermore, two research benefits exist from the dramas of organizational saga.
First, each drama provides a clear point of data collection, an important practical decision
in such an extended stream of time, people, and processes (Pettigrew, 1973). Second,
each drama can spur an in-depth review within the overall case study (Pettigrew, 1979),
thereby providing a meaningful glimpse into the workings of the social system of the
office. By examining the social dramas within the organizational saga, an emergence and
development of organizational cultures appeared, and these cultures served as a reference
for the study on the OWHE. Silverman (1970) indicates that when such references exist,
the concepts reveal people as the creators of the symbols, languages, beliefs, and visions
of the organization, and that in effect, humans are the creators and managers of the
meaning of the organization.

While organizational saga focuses on the accomplishments or dramas of the
group, organizational identity classifies the defining attributes regarding how the
organization demarcates itself. The most accepted and widely used definition of

organizational identity comes from Albert and Whetten’s (1985) explanation of identity
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as the organization’s self-description of what is central and distinctive about itself.
Underpinning organizational identity is social identity theory, which describes
individuals as defining and motivating themselves based on an individual’s perception
that they are distinct and distinguished from others in a group (Erickson, 1964; Steele,
1988).

Arguing that organizational identity is defined by the way internal participants
interpret the organization, Dutton and Dukerich (1991) created the explicit connection
between individual identity and organizational identity. Group members identify
institutional themes and align themselves within those constructs. As a result,
organizational identity is created over time through articulation of member’s needs and
experiences (Albert & Whetten, 1985), which is eventually imbedded into the
organizational identity and culture. While this may be positive in many cases, it can also
be negative in that it can spark resistance to change (Ashforth & Mael, 1996).

Finally, based on Silverman’s (1970) concept that people are the creators of the
meaning within an organization, | used feminist standpoint theory to construct a portrayal
of the world of the OWHE in terms of the feminist viewpoint. Feminist standpoint theory
is a type of critical theory, which aims to empower the oppressed to improve their
situation (Alcoff & Potter, 1993). The term feminist standpoint as an epistemology “does
not have a single referent” (Ardovini- Brooker, 2000, para. 3). Rather, feminist theorists
have used the term variously to refer to women's "ways of knowing, experiences, or
simply, ‘knowledge’" (Alcoff & Potter, 1993, p. 1). Also inherent in feminist standpoint
is the "multiplicity of women's voices" (Duran, 1991, p. xiii). Therefore, the term

feminist standpoint is a means of summarizing, to some extent, and integrating women's
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knowledge and experiences. It is both a “theory of knowledge building and [emphasis
added] a method of doing research—an approach to knowledge construction and a call to
political action” (Brooks, 2007, p. 55). In summary, the framework enabled me to
represent the social world in relation to the subjects, as well as provide an account of the
research that is usable by the participants to improve their condition.

In conclusion, these three theories provided the frameworks under which I
operated. Organizational saga created a lens of the various dramas that emerged to create
the organization over time, while organizational identity helped formulate a construct for
the view of the role of the members in relation to their role within the office. Finally
feminist standpoint theory worked to create meaning of the stories of the dramas and
roles of individuals related to the identity of the office. I believe these three theories
complement the overarching historical case study nature of the research.

Statement of the Research Question

The research question for this study was: What influenced the establishment,
development, and closure of the Office of Women in Higher Education?
The Research Sub-Questions

The research sub-questions are:

1. What historical developments of the 1960s and early 1970s shaped the founding
of the OWHE?

2. In what ways did the individual actors surrounding the formation of the OWHE
impact its founding?

3. What factors shaped the structure and decline of the OWHE?
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4. How did the self-defined institutional position of ACE impact the operational role

of the OWHE?
Inclusive of the document and archive analysis, it is relevant to note that organizational
saga, organizational identity, and feminist standpoint theory all intertwine with the
research questions in that the developments over time are a central focus, and the
participants of the study are the experts and authorities of their own experiences. In
addition, the participants have an insider’s knowledge of a lived experience that is
personal. Furthermore, Ralph (1988) indicates it is important that feminist researchers
recognize and identify that women engaged as participants are "often actively working to
change the conditions of their oppression" (p. 139). Maintaining the originality and
authenticity of how the participants give meaning to their experiences is also significant.

Significance of the Study

Over the years, there has been a call for several researchers to document the
history of women’s organizations and associations. Since the history of a specific
organization is of interest to those persons involved, awareness of its past is essential to
unifying the members and their ideals; “it must connect persons with events and ideas”
(Heller & Wilson, 1982, p. 17). Therefore, this dissertation produces new knowledge in
three areas. The first is the identification of what was both successful and unsuccessful
(as defined by the participants) during the lifespan of the office. Second, the results of
persistence in the face of change will be discovered. Finally, a narrative of outcomes
worthy of replication for other organizations will be generated.

To begin, significant value exists in investigating the history of the OWHE, since

the participants, themselves, will be able to identify with the possibility for success.
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“Belief in the future does not require knowledge to an absolute certainty; it only requires
the demonstration of potential, of possibility for success” (Heller, 1985, p. 6). This new
knowledge base is a critical application of this dissertation, as it provides an invigorated
historical understanding of the OWHE for ACE leadership to use in the future. (With the
elimination of the OWHE in 2011, the programmatic offerings of the OWHE were
absorbed into the Inclusive Excellence Group. The history of the success of the OWHE is
important for ACE leadership to understand and weave into the cultural array of the role
of ACE at national levels.)

Furthermore, the value of studying the history of an organization demonstrates
“the results of persistence through time” (Heller, 1985, p.6). Over its 38-year history, the
OWHE has experienced organizational and cultural changes, new administration, and
new standards for achievement. Understanding how the office reacted to these shifts
provides evidence of how it persisted over time and eventually came to be eliminated.

Finally, creating a narrative of what has proven successful over time is most
beneficial to the larger aspect of the study. The collective office knows of many women
who have advanced to higher positions as a result of involvement with the OWHE (C.
Van Ummersen, personal communication, August, 2004). What is lacking, however, is a
description of how lives have been impacted, and in what ways the women who advanced
have impacted others. The OWHE has many accomplishments to tout, and by sharing
these successes in a written history, perhaps other associations and women will benefit
from the knowledge of these successes.

The merits of this historical case study far outweigh the limitations, as it provides

new scholarly discourse in the areas of case study research, organizational histories, and
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women’s administrative advancement in higher education. Additionally, a need remains
for the OWHE to be documented to capture a particular place in history. Over time,
primary documents begin to disappear, as individuals do not realize the value of certain
papers relating to organizational history. Currently, the office has relatively solid
documentation to produce a history, but in time, these documents may not be available. It
is imperative that these resources be synthesized into a formal history of the OWHE.
Delimitations of Study

Creswell (2003) indicates that delimitations narrow the scope of a study.
Therefore, this dissertation has three delimitations related to site, time frame, and
generalization. First, the study is an examination of a single case, that of ACE’s Office of
Women in Higher Education, a higher education entity located in Washington, DC.
Additionally, the study focuses on a limited time period within history: that of the early
1960s to present day. Finally, transferability refers to the extent the readers are able to
apply the findings of the research to their own situations and contexts. The goal of this
research is to produce conclusions that allow others to “view life through the eyes of the
respondent” (Erlandson, 1993, p. 25). In doing so, new knowledge will be created by the
readers themselves...independent of what the researcher produces. Transferability allows
for intrinsic evaluation of the research, while generalization produces extrinsic
evaluation. The likelihood that the results of this study could be applied to other case
studies, and with the same conclusions, does not exist.

Limitations of Study
Limitations are possible weaknesses inherent in the design of any study (Creswell,

2003). All research has weaknesses (Marshall & Rossman, 1999) and is affected by bias

29



and subjectivity in some way by the researcher, as well as the subjects. (Denzin &
Lincoln, 1994; Yin, 2003). This is true of quantitative as well as qualitative approaches
(Berg, 2004, Denzin & Lincoln, 1994). There were three areas of limitation for this study:
(a) the production and storage of the OWHE documents, (b) access to sources, and (c) the
researcher.

As for the documents of the office, the majority of the sources used in the
research were created and produced by the staff of ACE, and as a result, were limited in
scope and content. Second, the documents found in the archives were limited to what the
staff of the OWHE and ACE documented and kept; many documents never made it to the
files or archives because they were deemed as routine. And finally, because the
documents were produced by the ACE staff, they may be jaundiced to a particular
viewpoint or agenda not realized by the author.

Concerning access to the sources, major limitations existed in that an early
director of the office, Dr. Emily Taylor, is deceased. In addition, the then sitting ACE
President, Dr. Roger Heyns, and his Vice President, Dr. Todd Furniss, are also deceased.
Other limitations existed in gaining access to full interviews with Dr. Jack Peltason
(former ACE President) and Sister Ann Ida Gannon (one of two ACE Board Members at
time of OWHE founding), due to health concerns. I was able to garner information from
them via email communication to fill in missing pieces of information. Additionally, in a
few interviews, answers to some of the questions were not provided at the level of detail
expected. In these instances, I did follow-up via email or phone to get a better
understanding of missing content. It was in this way participants provided information

“off the record” that allowed me to complete a more accurate portrayal of the history.
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And finally, Ms. Molly Corbett-Broad (current sitting President of ACE) did not respond
to the invitation for an interview. During the course of the interviews, the investigator
found that access to certain political subjects was difficult or avoided during the
interview process. And after the interviews, due to time limitations, I had to outsource
some of the transcribing of the interviews, creating a situation whereby I was not as
immersed in the data as was intended.

Finally, as to the researcher, it is impossible to rule out all forms of bias in human
research. This particular aspect is reviewed more completely in Chapter 3 in the section
on researcher role and prevention of researcher influence.

It would be impossible for the researcher to not expect there to be limitations of
the research. However, the merits of this historical case study far outweigh the limitations
as it provides new scholarly discourse in the areas of case study research, organizational
histories, and women’s administrative advancement in higher education.

Assumptions of the Study

Every study is predicated on assumptions about how the world relating to the
research project works. This study is based on three assumptions: (a) a single construct
assumption regarding why this project should be undertaken, (b) the assumptions
concerning the actual research stage, and (c) assumptions regarding the post-dissertation
phase.

General Construct
The OWHE existed for over 38 years and was a strong advocate for women

throughout higher education. As a result, based on organizational influence, I hold an
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assumption that ACE will continue with a mission of advancing women in the field of
higher education, independent of the former OWHE.
Research Stage

During the actual research process, I anticipated that continuous access to the
ACE archives and OWHE documents would be granted and that archival entries and
OWHE documents would be accurate and truthful. Furthermore, it was expected that
access to the participants and sites would be approved. Finally, I trusted that the
participant responses to interview questions would be as honest, accurate, and precise
(without intention to mislead) as possible.
Post Dissertation Period

I held certain notions about the research upon completion of the project. These
notions included that the outcome of the dissertation would fill a gap in the literature and
that a renewed sense of energy would be created for ACE on ways to continue to advance
women in higher education. Finally, I anticipated that the overall merits and
contributions of the OWHE would be reinforced to ACE, giving way to a sense of pride
regarding the work of the office during its existence.

In conclusion, I held certain assumptions about the work of this dissertation, at all
phases. These included construct assumptions, research, and post-dissertation beliefs.

Definitions of Terms

For the purposes of this study, the following terms are defined:

Administrator is a person employed by a college or university not serving in a

faculty role. Generally, the administrator is thought to be in a position of having director

32



level responsibility for a division or department, and has autonomous decision-making
power.

Career advancement is the ability for a person (in this case a woman) to ascend
the occupational ladder into a position of higher authority than that which is currently
held.

The contemporary feminist movement is used to describe the movement of the
1960s and 1970s, subsequent to the movement related to suffrage.

The Council is used to identify The American Council on Education (ACE).

Document is primarily used throughout the dissertation to mean any printed
source that is not archived. Documents are generally in current use by an organization
and have not been archived.

The finding aid, for purposes of this study, was prepared by The Hoover Library
and Archives. Designation as an inventory is identified, since proper connotation of units
accompanies the document.

Higher education is considered the level of education beyond high school, and in
this case, provided by a college or university.

Personal document is any document that was collected from a private
collection/individual associated in an official capacity with ACE or the OWHE and is not
archived.

Published sources are those documents reproduced for dissemination for public
consumption.

The office is used to identify the OWHE.

The organization is used interchangeably for the OWHE.
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OWHE leadership is defined as the combination of volunteer leadership (elected
or appointed officers) and the office directors.

President is defined as the chief operating or executive officer of a college,

university, or
ACE.

Primary sources are those documents that have been preserved intentionally by an
organization as evidence of its own activity for its future use or to tell a story for
posterity.

Professional development is the ability for a person (in this case a woman) to
enhance one’s occupational knowledge base and skill sets, with an end goal of using
these newly acquired aptitudes to advance professionally.

Spurious documents are fraudulent or erroneously identified papers within an
archive.

Source is the most general term and may apply to anything from which the
researcher derives information.

Unpublished sources may have been printed, but for purposes of this dissertation,
have not gone into circulation.

Variant sources surface when multiple copies of an original document emerge,
with differing marks or notes

Voluntary higher education association is defined as a higher educational
professional association, which has individual or organizational members and a board of

directors elected from said membership.
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Women’s Movement is an organized attempt to improve women’s status in the
areas of education, social, or political reform. For purposes of this dissertation, the
movement references the liberation movement rather than the suffrage movement.

Organization of Study

For purposes of this study, the dissertation is written in three parts. Part one, the
research design, is a traditional dissertation format comprised of the first three chapters.
These chapters follow a layout stipulated by The George Washington University
Graduate School of Education and Human Development Doctoral Handbook (2010).
Chapter 1 summarized for the reader the problem and its setting. In particular the context,
the problem of research, the problem of practice, theoretical framework, statement of
research questions, significance of study, delimitations, limitations, assumptions of study,
definition of terms, and the organization of the study were presented. Chapter 2 presents
the literature review, while Chapter 3 depicts the methods.

Part 2, the historical case on the OWHE, is structured to advance an
understanding of the research sub-questions, as well as prepare a narrative. This narrative
includes five chapters starting with the foundational years and concluding with the final
years. In this way, the analysis and findings of the data were interwoven throughout the
chapters without recounting the history as a simple chronology. Part 3, case analysis and
discussion, presents for the reader a final chapter presenting the findings, critique of the
study, and considerations for future research.

Summary
While the OWHE focused on nearly all aspects of women in higher education, the

office was a higher education leadership development program for women primarily
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wishing to advance to the presidency. The program celebrated 38 years before being
eliminated in 2011. Many of the programs offered by the former OWHE have been
absorbed through ACE reorganization into the current Inclusive Excellence Group. The
office appeared to be a highly respected and pivotal program through which women were
recognized, groomed, and mentored for higher education administrative positions
previously reserved for men. Examining the OWHE may contribute to identifying aspects
of success and failure in start-up organizations, the results of persistence in the face of

change, and a narrative of outcomes worthy of replication for other organizations.
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Chapter 2
REVIEW OF THE LITERATURE

This historical dissertation is a single, holistic case study of the American Council
on Education’s (ACE) Office of Women in Higher Education (OWHE) and is grounded
in a thorough review of the literature. This chapter highlights for the reader material
related to the evolution and lifespan of the office, which for 38 years, served to advance
the professional livelihood of women (particularly at executive-level positions) within
higher education.

To support this project, literature was examined from two angles—the context of
the study and the methodological lenses. Related to the context of the case, the following
topics were examined: (a) a review of postwar higher education in America; (b) a brief
overview of national historical events of the 1960s and early 1970s, prior to the founding
of the OWHE; (c) an examination of education, grassroots, and women’s associations;
and (d) an investigation of administrative professionalization of women within the
academy. Regarding the applied lenses for this case, the chapter presents an overview of
feminist standpoint theory, organizational saga, and organizational identity.

American Postwar Higher Education

The period of the late 1960s and early 1970s experienced rampant change within
higher education, and the collegiate setting would forever be altered as a result of this
time period. In this section, three areas will be discussed: (a) a general post-secondary
landscape of the period, (b) trends in higher education federal regulations, and (c) the
impact of these changes on race and gender. As with any research undertaking, limiting

the scope of the project is a critical component to concise analysis and synthesis. In this
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instance, it is believed that an understanding of what was happening in the field of higher
education will lead the reader to a better comprehension of the American cultural and
historical events leading up to the founding of the OWHE, particularly since so much of
the time period centered on legislative changes that impacted social movements related to
race and gender.

Landscape

Higher education in the 1960s and early 1970s was a dramatic period. Following
World War II (WWII--from here forward referred to as the war), American higher
education enjoyed “prosperity, prestige, and popularity” (Thelin, 2004, p. 260), but
campuses were not without problems, many of which were associated with significant
growth during this period (Lucas, 1996; Rudolph & Thelin, 1990). A brief examination of
higher educations’ prosperity, prestige, and popularity during the postwar era will be
provided.

To begin, during the postwar era, higher education witnessed one of the most
prosperous times of its existence (Jackson & Weathersby, 1975; Lazerson, 1998). This
was due in large part to the newly forged relationship between the federal government
and the higher education industry, as a whole. This new relationship emerged in the early
1960s when federal interest in strengthening scientific research at universities heightened
(Kerr, 1991). With this coupling came government dollars injected into higher education,
and scholars have earmarked this period as one of increased wealth and support for
institutions (Geiger, 1990; Geiger, 1997; Lazerson, 1987; Rivlin, 1961.). As postwar
birthrates were creating enrollment spurts throughout colleges and universities (Moore &

Field, 1965), additional prosperity came in the form of government appeal to financially
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supporting academic facilities. The swelling of postwar enrollment signaled the need for
massive construction of laboratories, classroom buildings, and residence halls (Thelin,
2004), another sign of collegiate affluence of the era. With the huge public demand for
education, prosperity continued in the postsecondary realm in the form of financial aid
and research contracts (Wicker, 1971). Supplying the burning desire for education after
the war, higher education continued to seek, and receive, vast municipal and federal
support for growth. Johnson’s administration ultimately promised a college education to
every child capable of it (Wicker, 1971), and by the fall of 1969, as a result of the higher
education boom, there were 2,525 various forms of institutions enrolling 7.9 million
students (Thelin, 2004), of which 2,876,000 were women (Mortenson, 2003).

Due to increased student enrollment (and the need for the federal government to
invest in scientific research) colleges and universities experienced unprecedented growth,
to include women, as never before experienced in higher education. This growth in both
construction and enrollment created a time of prosperity within the industry that would
create international prestige for the American higher education system.

In addition to the prosperity of the time, institutional prestige also surfaced as a
topic. Due to the aforementioned pressure for the US to gain a competitive research
advantage, the research university emerged as a powerful new entity that earned
international respect for American scholarship (Perkin & Lucas, 1996). Furthermore,
during the same time period, the public junior college (eventually called the community
college) flourished as a new, distinctly American institution (Vaughn, 2006). Adding to
the prestige in the eyes of international counterparts was budding, transformed, or

heightened forms of American higher education, which painted the United States as
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progressive. For example, the for-profit sector, including vocational and trade schools,
appeared alongside research and junior colleges (Thelin, 2004), and support for programs
such as medicine and law, spiked (Jacobson, 2002). Also materializing, and adding to the
prestige of US higher education, was the first-time concept of an accrediting body. The
accrediting agency had as its primary focus a process of ensuring and legitimizing the
value and quality of the education produced by an institution. This essential outside audit,
of sorts, ultimately set the academic gold standard for institutions wishing to obtain
federal financial aid for students. (Altbach, 2005; Finkin, 1994).

Finally, the landscape of higher education during this period was dominated by
popularity—higher education was the ticket to success, as already mentioned by the huge
boom in enrollment. All different types of students descended upon college campuses—
students who were older, students who were married, students with children, students of
color, more women, and disabled veterans. These times created tensions across campuses
as cultures clashed (Lucas, 1996). For the first time in higher education, colleges were
educating a majority of first generation college students (Smith & Bender, 2008), many
of whom were women. These enrollment changes created some difficulty for university
professionals, who in the past, had only worked with traditional populations. For
example, admission representatives were not prepared to review admission decisions on
students with nontraditional transcripts, including military credits. Furthermore,
transcripts without college preparatory courses created new and unexplored territory
(Thelin, 2004). Another new challenge emerged because of limited physical space. For

the first time, in order to move students through the system as quickly as possible,

40



advanced placement and standardized testing opportunities were utilized (Sacks, 1997),
thus freeing space for new entering students.
Trends of federal regulations in higher education

The relationship of prosperity, prestige, and popularity, coupled with the budding
federal regulations of the mid-1960s, produced a very different typography to the
landscape of American higher education. The Civil Rights Movement, and the growing
recognition that many of our nation’s citizens were excluded from opportunities of
advanced study, raised questions at the federal level about access to higher education for
all (Graham, 1992; McAndrews, 1991). Coupled with these questions, the national
economy was experiencing tensions created by increasing military demands and public
outcry for the government to meet the needs of the poor and underrepresented (Behr &
Conte, 2009). In an effort to meet a new national agenda, the federal government, for the
first time in history, turned to the US higher education system for solutions. As a result,
higher education was ultimately caught in the middle of these social and economic
pressures. The changes that would emerge as a result of this newly formed federal and
higher education alliance would change the face of higher education for decades to come.
This section reviews prominent American higher education/federally-linked themes of
the time period. Highlighted topics include (a) the National Defense Education Act
(NDEA) and subsequent regulations, (b) the Higher Education Facilities Act of 1963
(HEFA)/Vocational Education Act of 1963, and (c) the Higher Education Act (HEA) of
1965.

NDEA and subsequent regulations. During the early 1960s, the social and

economic pressures of the nation were felt top down from the federal government.
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Providing the impetus for the US to invest in human and fiscal resources to open higher
education to a broader audience, including women (Solomon, 1985), were the tensions
felt after the launching of Sputnik in 1958 by the Soviets. This is just one prominent
example of the increasing global competition in the sciences and technologies that pushed
the government to invest in higher education. Although Sputnik did not occur in the
1960s, it played a significant role in the governmental processes that did emerge
(Kennedy, J. F., Kennedy to Vice President, April 20, 1961).

Probably the most acclaimed Act to focus on both human and fiscal resources was
that of the NDEA, which was passed by Congress in 1958 (The American Physiological
Society [APS], 1959; Congressional Record, 1958). After general education, the primary
focus was on student assistance related to science and foreign language programs, and for
the first time, opened an avenue for women in these fields of study (Flattau, 2006).
However, the underlying impetus was to better educate all of American society, which in
the eyes of the federal government had fallen behind in the areas of science and
technology (Warren, 1998). The passing of the NDEA was a critical turning point leading
to the future involvement of the federal government within higher education (Rivlin,
1961; Schwegler, 1982.) With an eye toward a specific national education outcome, the
government yielded an unwavering commitment to inject money into higher education.
This new influx of federal money into postsecondary education created just cause for the
government to be inextricably linked to higher education.

Building on the momentum of the NDEA was a wave of activity surrounding
federal financial aid. First was the National Defense Student Loan Program, a direct

offshoot of the NDEA. While the first focus of the NDEA was the funding of defense-
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oriented personnel, this portion of the Act was designed to aid the large numbers of men
and women enrolling across America (Warren, 1998). For the first time in history, the
federal government made a national stand on the funding of students in higher education,
and from 1962-1963, 45,757 students were awarded $22.7 million (Flattau, 2006). This
unusual source of support paved the way for other new and innovative financial aid
programs to emerge, as never before experienced.

An example of one such new notion appeared in a 1962 statement from President
Kennedy. In this statement, the President advocated that the federal government provide
scholarships to needy families of up to $1,000 per year in an effort to reduce the rising
costs of an education (Graham, 1984). Coupled with Kennedy’s statement was a
recommendation from the Bureau of Budgets advancing a bill that would embrace a
broad social welfare approach to education—the National Education Improvement Act of
1963 was to aid people (rather than institutions or other levels of government) and dealt
with the expansion of student assistance and the improvement of higher education
facilities through loans and grants (Henry, 1975). Although these bills, neither Kennedy’s
nor the Bureau of Budgets’, passed Congress, they did present a different way of thinking
about the legitimacy of the federal government providing financial support to students
pursuing post-secondary work—and ultimately led to future prominent and enacted
legislation of the 1960s.

The increasing global competition in the sciences and technologies pushed the US
to invest in human and fiscal resources that would forever change the relationship

between the higher education industry and the federal government. Both the enacted and
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failed forms of legislation impacted the delivery of federal financial aid to increase access
for all who wanted a post-secondary degree, including women.

HEFA and the Vocational Education Act of 1963. Right on the heels of the
failed National Education Improvement Act came two successful Acts that impacted
higher education during the 1960s: The Higher Education Facilities Act of 1963 (HEFA)
and the Vocational Education Act of 1963. Together, the two Acts provided monetary
disbursements for post-secondary construction projects and stemmed the expansive
growth of the junior college movement of this time period (Thornton, 1972).
Individually, however, HEFA and the Vocational Education Act had distinct and separate
impact. For example, HEFA authorized assistance to public and nonprofit institutions of
higher education in the funding of construction and rehabilitation of academically-related
space for both graduate and undergraduate space (Lee & Kaplin, 2006). By the spring of
1968, all states had applied, and most states had received grant funds for the construction
planning on campuses (Cox & Harrell, 1969). The HEFA ultimately assisted in the
construction of $9 billion worth of college and university buildings, and with the advent
of new academic graduate space, the nation’s output of PhDs tripled during the 1960s
(Geiger, 1997), many of whom, for the first time, were women (Groen & Rizzo, 2004).

The Vocational Education Act had independent influence, as well. The Act was
signed into law by President Johnson, and once again, the economic conditions of the
country had impact on classroom practice and influence (Gordon, 1999). The Act
introduced a much broader definition of education in the state school setting and provided
federal financial aid to promote a greater number of training programs (Tanner & Tanner,

1980). Tanner and Tanner (1980) further purport that the legislation encompassed
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virtually any occupation and removed an earlier restriction that had allowed barriers to
those with socio-economic handicaps, including women.

Training areas that were once limited to women in the pre-Sputnik era were
science, mathematics, foreign language, and engineering. The Sputnik saga dramatized
the importance of scientific woman power and reinforced the concept of wasting female
intellect (Puaca, 2007). The Act further advanced women to study in the hard sciences,
with an eye to compete with Russian female scientists. As young females were
encouraged to participate in the scientific field, new women’s advocate groups formed;
the mission was simply to help young high school and college-aged women pursue future
studies in the sciences (Puaca, 2007). One such example was that of Sigma Delta Epsilon;
said their President, Delaphine Wyckoft, “We need to do work on the grassroots level
with high schools, and even college undergraduates, to show them what scientific work is
like” (Sigma Delta Epsilon, 1960, p.6).

The HEFA and the Vocational Education Act of 1963 each played a significant
role in advancing funding and opportunity for women wishing to pursue higher
education, particularly in curricular areas once considered off limits to females.

HEA of 1965. The highlight of the higher education legislation period of the
1960s may have been the passing of the Higher Education Act of 1965, the culminating
piece of Johnson’s Great Society legislation (Divine, 1987; Schwarz, Kaplan & Cuciti,
1987). The newly passed Act absorbed the existing higher education programs and added
a host of new ones (Loss, 2007). The Act was administered by the Office of Education
and included provisions for nearly every sector of the higher education system. Of

particular note, regarding the area of financial aid and equality, was the establishment of
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Title IV, which provided student financial assistance for those with exceptional need
(Brock, 1968). The HEA was a strategic culmination of the progression of new thinking
by the federal government regarding the role and relationship with higher education.
Prior to this progression of new legislative acts, educational access and attainment was
limited to those of wealth and connections. The HEA opened the door for financial
support for anyone wanting to pursue an education, and the number of women enrolling
from 1965 to 1980 increased from 38.6% to 54.1% (Eisenmann, 2001). For the first time
in history, women were considered typical college students.

In conclusion, the Great Society legislation of the 1960s had significant impact in
the field of higher education, as well as society at-large. The legislation had far reaching
implications, particularly in the arena of access to post-secondary education, educational
attainment, and ultimately, the advancement of minorities, including women.

Impact on Race and Gender

The advancement of minorities was the heart and soul of Great Society
legislation. The facts of Johnson’s era were staggering, as 40.3 million Americans, and
half the black population, lived in poverty (Loss, 2007). The Great Society period was
promulgated off the back of the welfare agenda of the late 1950s, which mainly focused
on the issue of race (Katz, 1990). Women’s issues during the late 1950s were treated very
differently by policy makers in that they did not suffer from the same stigmatization as
racial issues (Mittelstadt, 2000). However, without the issue of race, it is thought that the
resurgence of the Women’s Movement, through the Civil Rights Movement, would not

have occurred (Evans, 1979; Freeman, 1973; Hole & Levin, 1971). This section will
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provide an examination of the political system and subsequent legislation that impacted
race and gender: (a) 1963 Equal Pay Act, (b) Civil Rights Act of 1964,

(c) The National Organization for Women, (d) Executive Order 11375, (e) The Women’s
Equity Action League, and (f) The Education Amendments of 1972.

1963 Equal Pay Act. The 1963 Equal Pay Act was a forerunner to future federal
legislation acts that helped change the status of women. This Act was signed into
existence as the first piece of federal legislation prohibiting discrimination on the basis of
sex (Murphy, 1970). Authored by Congresswoman Edith Green, it amended the 1938
Fair Labor Standards Act. Although it still excluded administrative, executive,
professional, domestic, and agricultural employees, it was nonetheless a stepping-stone
for women of the era (Treiman & Hartmann, 1981; Herman & Castro, 1998).

However, the Act remained a mere stepping-stone as it was riddled with many
shortcomings (Houghton, 1999; Lester, 1975). Jobs held by poorer women in agricultural
and domestic settings continued to be overlooked, as the Act did not incorporate these
commonplace areas for women of that time period. Additionally, the Act did not compel
equality in hiring practices, nor did it establish an enforcement mechanism (Linden-Ward
& Green, 1993). Furthermore, many thought the Act was a political ploy to avoid the
Equal Rights Amendment (ERA), altogether (Diehl, 1979). (ERA was intended to
guarantee that equal rights under any federal, state, or local law could not be denied on
the basis of sex.) However, the Equal Pay Act was clearly a thread that wove through all
other legislation to come, including that of Title VII of the 1964 Civil Rights Act. For the
first time, a federal law addressed sex discrimination, requiring that women doing the

same work as men be paid the same wages, at least in certain clearly demarcated areas.
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Civil Rights Act of 1964. Although the Civil Rights Act did not relate to higher
education, specifically, there was significant impact in this arena for both race and gender
(Freeman, 1991; Whalen & Whalen, 1985). In particular, the Civil Rights Act of 1964
helped both people of color and women gain access to higher education (Loevy, 1997).
As for race, the Act provided the impetus for the desegregation of schools, particularly if
universities wanted Title IV (federal financial aid) money for students (Graham, 1992).
Although the effect of the Civil Rights Act is usually viewed in terms of race, minority
women were half of the beneficiaries.

Title VII of the 1964 Civil Rights Act. The most significant influence the Act had
on gender was the inclusion of Title VII. This impact was twofold in that it prohibited
female workplace discrimination on the basis of pregnancy or childbirth and included a
non-sexual harassment clause (Powell & Graves, 2003). In the wake of the 1963 Equal
Pay Act, when the Civil Rights Act was originally being formulated, sex discrimination
was ignored as part of the legislation (Bird, 1997). However, after two weeks of floor
debate in the House, Representative Howard Smith, from Virginia, offered an amendment
to add sex as a prohibited basis for discrimination in employment (Bird, 1968). There was
much controversy over the amendment because most thought it would kill the bill (Bird,
1997). The bill was passed, however, on the same afternoon by a vote of 168 to 133
(Hole & Levine, 1971), and the next day, the entire Civil Rights bill passed the House. In
July, President Johnson signed the Act, and it went into effect a year later (National
Archives, 2010). Responsibility for the enforcement of its provisions was to belong to the

Equal Employment Opportunity Commission (EEOC) (Ross & McDermott, 1974).
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Within the first two years, the EEOC received over 4,000 complaints, but the
Commission was reluctant to enforce regulations against sex discrimination (Hodnette,
1999). In fact, Edelsberg (1965), the first Director of the EEOC, told those who had
gathered for a labor conference in New York City that the sex discrimination requirement
was a “fluke...conceived out of wedlock...that men were entitled to female secretaries”
(p. 254). Workplace discrimination was rampant for women in the late 1960s as
described in Epstein’s (1970) article, Encountering the Male Establishment. She noted
that “because their sex status is defined within the culture of professions as inappropriate,
women find that the institutionalized channels of recruitment and advancement, such as
the protégé system, are not available to them” (p. 965). Epstein (1970) further noted that
even if a female served a company as an apprentice during college years, the likelihood
of the female gaining entry into the inner circles of the profession would be limited
because she would be seen as a financial risk (because of potential pregnancy) by her
male superiors.

As in the professional office environment, women also encountered barriers
within their career progression within higher education. For example, The US Bureau of
the Census (1963) depicted that the percentage of women college teachers had steadily
gone down since the 1930s from 32% to 19% in 1963. Two distinct, but linked barriers
existed for women in the academy. First, in order for a woman to advance, she had to be
placed in a prominent position to be recognized. And second, in order to be in a
prominent position, she more than likely had to be affiliated with a larger and more
prestigious institution, since holding a leading position in an unranked institution would

have little to no impact (Dunham, Wright, & Chandler, 1966). And finally, it was
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apparent that in the 1960s, women were less active in professional organizations,
particularly at decision-making levels (Bernard, 1964). It is thought that women did not
participate in such activities because they were not made welcome by their male
counterparts (Epstein, 1970).

In summary, persons of color and women were subject to significant barriers
within the fields of work and education. The passing of the Civil Rights Act played a role
in the breaking of these barriers in terms of access to funds for higher education and the
ceasing of discriminatory hiring and harassment practices for women, as outlined above.
While sexual harassment language only appeared in higher education in a general sense,
it heightened awareness as it alluded to the many kinds of barriers women outside the
academy encountered in the workplace.

The National Organization for Women (NOW). As described in the previous
section, the persistent stereotyping of women within the workplace was a main impetus
for organizations such as NOW to form. As national women’s organizations emerged,
NOW stood at the forefront of promoting the equalization of women within what was
then considered a male society (Cohen, 1988). NOW was founded in 1966 when a group
of women who regularly met at the Presidential Commission on the Status of Women
gathered in the hotel room of Betty Friedan (National Organization for Women [NOW],
2010). The focus of conversation was discrimination in classified employment ads, but as
conversation progressed, the group’s intention soon expanded to “take action to bring
women into full participation in the mainstream of American society, exercising all the
privileges and responsibilities thereof in truly equal partnership with men” (Cohen, 1988,

pp. 132-137).
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At an early meeting of the group, the planners framed NOW’s statement of

purpose—the most comprehensive call for women’s rights since the 1848 Seneca Falls

Declaration! (Hole & Levine, 1971). NOW’s tactics were reformist, not revolutionary—
it aimed to achieve change by working within the political system and the established
institutions (Glazer-Raymo, 1999). Furthermore, it petitioned EEOC to end gender-
segregated help wanted ads, and through legislation, it successfully ended airline policies
that forced retirement of stewardesses who married, or reached their early thirties (Hole
& Levine, 1971). One of the major accomplishments of NOW was persuading President
Johnson to amend Executive Order 11246, which prohibited discrimination on the basis
of race, color, religion, or national origin to include sex (Evans, 1998; Davis, 1991).

The National Organization for Women had significant impact on the advocacy of
women’s rights in personal, professional, and political arenas. Without the formation of
NOW, and the focus of its membership on women’s discrimination, it is possible that the
amendment of Executive Order 11246 would not have occurred when it did, slowing the
process of women’s advancement during this time period.

Executive Order 11375 (11246 amended). Although it only applied to
government business, Executive Order 11375 was a major step in the elimination of
discrimination in hiring practices, to include women (Brown, 1984). Prior to the lobbying
of women’s groups such as NOW, females were typically excluded in government hiring
practices. In the section that follows, an examination of the practices prior to Executive
Order 11375 will be given, as well as a review of how the amendment came to fruition,

and its subsequent impact.

1 Seneca Falls was an early and influential women’s rights convention organized by Lucretia Mott and
Elizabeth Cady Stanton.
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Prior to Executive Order 11375, many federal agencies had full discretion to limit
any job on the basis of sex. Half of all government notices for administrative and
professional positions had stipulated men only because of “arduous or dangerous duties,
travel, rotating assignments, exposure to hazardous weather, unfavorable geographic
locations, bad neighborhoods or contact with the public” (Linden-Ward & Green, 1993,
p- 12). Although sex discrimination was already prohibited by Title VII, it was not until
two years later that “sex was added to the discriminatory bans in the Executive Order”
(Hole & Levine, 1971, p. 44). During those two years, women’s groups lobbied
extensively for the addition.

In 1967, pressured by NOW, President Lyndon Johnson signed Executive Order
11375 prohibiting discrimination by the federal government and its contractors on the
basis of sex (Equal Rights Advocates, 2010). In June 1970, nearly 17 months after the
proposed guidelines were first issued, the Department of Labor finally made public an
official set of sex discrimination guidelines (Peterson & Conkling, 1997). However, the
guidelines did not meet the expectations of female lobbyists because they had been
substantially diluted. These diluted guidelines left loopholes in the policy that allowed
agencies to continue practices that had been previously witnessed. For example, although
lobbying groups had advocated that recruiting trips to women’s colleges be required, they
were only suggested when the legislation passed (Hole & Levine, 1971). Perhaps even
more disappointing was the escape allowing employers to avoid hiring women if they did
not have space to build women’s restrooms (Davis, 1991). Women’s rights groups called

the guidelines “useless” (Hole & Levine, 1971. p. 46).
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As aresult of this watered down legislation, women’s groups were filing sex
discrimination charges against agencies linked to the federal government. Not
surprisingly, the greatest activity was seen in the area of higher education; since in 1970,
colleges and universities were receiving over $3 billion in federal funds (Hole & Levine,
1971). The first formal sex discrimination complaint against an educational institution
was filed against the University of Maryland by the Women’s Equity Action League
(WEAL), spearheaded by Dr. Bernice Sandler (Sandler, 2012; Valentin, 1997).

Executive Order 11375 brought forward for the first time in US legislative history
the issue of women’s discriminatory hiring practices within the federal sector. The work
of women’s advocacy groups, such as NOW, impacted the amendment moving forward
legislatively; however, the resulting outcome was far less than expected. The amendment,
as codified, lacked “teeth,” as there was no substantial accountability regarding the
advancement of women in hiring practices. This weakened policy became an open door
for lawsuits, particularly for women in the higher education sector, and these lawsuits
created yet another arena for women’s advocacy groups to rally.

The Women’s Equity Action League (WEAL). Rallying was a specialty of
WEAL, since the organization focused on equal opportunities for women in education,
economics, and employment (Davis, 1991). WEAL started in 1968 as an alternative to
NOW (Linden-Ward & Green, 1993). Many women who wanted to get involved in
making a social stand thought NOW too radical and were afraid to join because of their
husband’s careers (Freeman, 1971). By 1970, Arvonne Fraser, Dr. Bernice Sandler, and

Elizabeth Boyer chartered WEAL as a moderate national collective, and by 1971, the
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organization had representation in over 40 states and was active in advancing women’s
rights (Hole & Levine, 1971).

WEAL was able to attract large numbers of active members because the projects
were mostly behind the scenes, which enticed women who otherwise might not have
gotten involved. WEAL also made a concerted effort to attract members with an already
established degree of power and respect who could use that leverage to lobby in high
places for legislative and judicial change (Slavin, 1995).

In the first 18 months of WEAL’s existence, nearly half of its correspondence and
inquiries dealt with sex discrimination in higher education—and how to best combat it—
a difficult undertaking, since there was no federal legislation prohibiting such
discrimination (Hole & Levine, 1971). Dr. Bernice Sandler, chair of WEAL’s Action
Committee for Federal Control Compliance in Education, commented: “If nothing else,
we have been enormously successful in legitimizing the issue of sex discrimination in the
academic world” (Hole & Levine, 1971, p. 97). Sandler believed (as did others in
WEAL) that if they were successful, colleges and universities would have to end
discriminatory practices used in admission and employment practices—thus emerged a
new piece of legislation, Title IX (Babcock, 1975).

In conclusion, the creation of WEAL provided an opportunity for women who
wanted to be involved in advancing women’s rights to finally engage. The organization
was also savvy in aligning women in positions of power to help advance lobbying causes.
The ultimate outcome of WEAL was raising awareness of sex discrimination in the

academic world, and the work of the organization paved the way to the Title IX outcome.
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The Education Amendments of 1972. Following the HEA of 1965, Congress
made two sets of amendments in 1968 and 1972, thus reauthorizing the Act. These
changes by Congress created additional programs, changed the language and policies of
existing programs, or implemented altogether new policy initiatives. The passing of The
Education Amendments of 1972 shaped important new regulations that had influence in
the area of gender. The centerpiece of the legislation that affected gender was Title IX (to
be discussed later in chapter). This prohibited sex discrimination to all persons in
federally funded programs, opened the doors to more women enrolling in higher
education, and provided equal access to women in academic programs, including
athletics (Powell & Graves, 2003). Due to the fact the majority of higher education
institutions were federally funded, there was no escaping the proclamations set forth by
this law for those wishing to garner federal assistance. As a result, higher education was
not able to discriminate in any way on the basis of gender, if institutions wanted to secure
their federally funded allocations.

In summary, the Education Amendments of 1972, especially through Title IX,
impacted women across the nation. For the first time in history, due to its existence,
women had equal access to higher education and more traditionally dominated male
programs, thus enrolling in colleges at a faster pace. A more thorough examination of
Title IX regarding academic and professional barriers will be discussed later in this
chapter.

Conclusion
Between WWII and the early 1970s, a massive federal commitment to upgrade

the nation’s research capacity, and provide for a Great Society, changed the landscape of
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higher education, forever. The activities of the United States Congress and federal
committees/commissions changed and influenced nearly every aspect of former
collegiate tradition. These changes included admission policies for the underrepresented,
newly formed curricula, an explosion of academic facilities across the nation, the
emergence of special interest groups, and a significantly increased spending of federal
dollars to assist the underrepresented in terms of both race and gender. These changes
would have a long-term impact on higher education, as associations, foundations,
colleges, and universities attempted to keep pace with implementation strategies. The
social and political milieu surrounding higher education of the 1960s laid the foundation
for emerging activism on the part of higher education associations, as well as the
continued push of women’s advancement into the 1970s.

In summary, the 1963 Equal Pay Act, Title VII of the 1964 Civil Rights Act,
NOW, Executive Order 11375, WEAL and The Education Amendments of 1972 were all
major contributors that impacted race and gender, and ultimately, contributed to the rise
of a new Women’s Movement.

American Cultural and Historical Events

To begin, an overview of American cultural and historical events prior to the
founding of the OWHE will be given. This section of the literature review traces the
evolution of American cultural and historical events with focus on the decade prior to the
formation of the OWHE. Social movements are a central theme in the literature, and two
of the most prominent movements of the 1960s were the Civil Rights Movement and the
Antiwar Movement. As an introduction, the Civil Rights and Antiwar Movements

portrayed a time of protest when people questioned the traditional roles of society, and
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for the first time in 40 years, social values and roles were cross-examined by much of the
American public (Friedan, 1963; Breines, 1985; May, 1988). Out of this was forged a
clear resurgence of interest in women’s rights and feminism (Freeman, 1975; Evans,
1979; Ryan, 1992). In order to show the progression of the movements leading up to the
Women’s Movement, the Civil Rights Movement will be reviewed first, followed by the
Antiwar Movement. Then, a review of the Women’s Movement (and its various
components) will be provided.
Civil Rights Movement

To start, the literature clearly points to the fact that the Civil Rights Movement
gave birth to not just the black power and black revolutionary movements, but every
progressive struggle in this country since that time (Eisenberg & Ruthsdotter, 1998;
Evans, 1979; Freeman, 1975; Giddings, 1984; Reagon, 1975). The long and tedious battle
for civil rights of black Americans led to the 1954 Supreme Court decision, Brown v.
Board of Education of Topeka, Kansas, outlawing racial segregation in public schools. It
was this victory that gave way to a societal mindset of hope for other successes
(Patterson, 2001). One such example occurred in December 1955. After months of
planning, the NAACP positioned Rosa Parks to become one of the first females to make
history in the advancement of social movements (Eyerman, 1989; Freeman & Johnson,
1999). Her calculated actions of not relinquishing her bus seat to a white man expedited
the Civil Rights Movement, as the year-long Montgomery, Alabama bus boycott emerged
(Gitlin, 1987; McAdam, 1982). This was a significant turning point for civil rights

activists (Barkan, 1984; Morris, 1984).Ten years later, the most comprehensive civil
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rights act in history was signed into law, and Congress passed the Voting Rights Act
(Garrow, 1978).

In the decade that followed Rosa Parks’ historical stand, a very powerful
movement arose across the country (Chong, 1991; Evans, 1979). Feminist scholarship,
until recently, has focused almost exclusively on the activism of white women in the
Civil Rights Movement (Blumberg, 1980; Evans 1979; Rothschild, 1979), but black
women played an equally important role (Clark, 1986; Raines, 1977; Zinn, 1964).
Although seldom recognized as leaders, these black women were often the ones who
initiated protest, formulated strategies and tactics, and mobilized other resources
(especially money, personnel, and communication networks) necessary for successful
collective action (Barnett, 1993). At every stage, from Montgomery on, women provided
the critical mass necessary for the social movements of the 1960s to succeed (Linden-
Ward & Green, 1993).

The Civil Rights Movement had a profound influence on the other social
movements that followed it (Crawford, Rouse & Woods, 1990; Cummings & Schuck,
1979; Evans, 1979). Cluster (1979), for example, indicates that it created new room for
politics in the United States, inspired other movements by example, and served as a
training ground for many of the future activists in the movements that were to follow.
The Civil Rights Movement afforded broad scope for female participation and leadership,
and it engaged women at rates nearly equal to those of men (Hartmann, 1989). One such
example is evidenced by the growth in the Student Non-Violent Coordinating Committee
(SNCC). Between 1960 and 1964, SNCC grew from a committee of 16 to an organization

of 350, with many women comprising this number (Linden-Ward & Green, 1993).
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Through their involvement with the SNCC, women and young girls shared the work and
danger with men. A seminal paper written by SNCC activists King and Hayden (1964)
explicitly highlights the emerging role of blacks and women in the movement. Further
evidence is provided in King’s (1987) work in which she indicates that men held high-
level leadership and professional positions, while women held authority in the family and
community. This authority within the community allowed black women, in particular, the
opportunity to organize and mobilize during the Civil Rights Movement. Young (1996)
asserts that women were the spine of the movement. Hundreds of women spoke up and
took leadership, and from the Civil Rights Movement learned the lessons that inspired the
Women’s Movement.

Black women struck the first blow for female equality in SNCC as they rebelled
for black rights (Evans, 1979). These rebellions signaled women’s rising power within
the predominately male-led organization, since on the front lines, black women received
a share of beatings and imprisonment. Again, pivotal historical works of literature
surrounding the Civil Rights Movement (Carson, 1991; Meier & Rudwick, 1973; Sitkoff,
1981) tend to omit the role of black women. In fact, black women exerted an enormous
influence, both formally as members of the upper echelon of movement organizations
such as SNCC (Chisholm, 1973), and informally, as spontaneous leaders and dedicated
participants. As black women became more involved in the movement, their self-esteem
increased. It was this increased awareness that led women to observe that while they were
doing most of the work, very few held positions of authority (Crawford, Rouse, &
Woods, 1990). This led active women in the movement to question issues of gender

discrimination.
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White women, too, were active in the Civil Rights Movement by participating in
voter registration drives, setting up libraries and classes, and working in movement
offices such as the SNCC (Cantarow, 1980.) Most white women who participated in the
early years of the movement tended to be southerners, and many came to know the
movement through the church (Evans, 1979). Southern white women became involved as
students, active in southern campus ministries and the Young Women’s Christian
Association (YWCA), which tended to focus on social action. Due to the fact white
women were less involved on the front lines, in many ways, they were losing ground for
equality. White women, sensing their own precariousness within the movement, held
back from direct engagement on the issue of sex roles and instead, raised it anonymously,
thereby inadvertently drawing on the growing strength of black women (Evans, 1979).

In conclusion, the Civil Rights Movement played an important role in history for
not only advancing the civil liberties of black Americans, but also, the liberties of
women. As the literature presents, the Civil Rights Movement helped spur the social
involvement of black and white women in America in ways they had not experienced in
over 40 years. This invigorating process helped bring to conscientiousness the need for
women to examine their contemporary roles, and question them in new ways—ways that
would carry over into future social movements, to include the Antiwar Movement.
Antiwar Movement

The Civil Rights Movement was not the only social movement that had an impact
on the Women’s Movement. In fact, the Antiwar Movement was an outgrowth of the
Civil Rights Movement (Evans, 1979; Hall, 2005), and as such, created an equally

important thrust toward the contemporary Women’s Movement because more women
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became involved in the political process. As civil rights organizations focused on Black
Nationalism, and called for the expulsion of Whites, Caucasian activists looked for other
movements to carry on their work for social justice, and the Antiwar Movement provided
such an outlet (Conzett, 1994). Since many of the leaders of the movement had been
active in civil rights, it was only logical that similar campaign tactics were used in the
Antiwar Movement. These mechanisms were based on the successful approaches used by
those who gained during the civil rights process.

Just as the Civil Rights Movement politicized various groups, so did the Vietnam
War. The War politicized many men and women, compelling them to opposition as a
result of their participation in the Antiwar Movement (Atkin, 1999). Many women,
because of their involvement, gained first-time political experience—an exposure they
had previously not had (Flacks, 1971). These experiences forever changed the way in
which women viewed their traditional roles. As a result, women later embraced the
Women’s Movement because of their antiwar politicization experiences (Atkin, 1999).

Several feminist historians have examined the link between the Women’s and
Antiwar Movements (Ferree & Roth, 1998; Meyer & Whittier, 1995; Staggenborg,
1998). DuPlessis & Snitow’s (1998) The Feminist Memoir Project: Voices from
Women’s Liberation covers the activities of dozens of feminist activists, many of whom
received their political start in the Antiwar Movement. In addition, three thoughtful
articles in the journal Vietnam Generation examine women as a distinct group in the
Antiwar Movement, highlighting the older women of Women Strike for Peace, young
radical women and the conflicts between the two (cited in Atkin, 1999). Finally,

Chatfield and DeBenedetti (1990) acknowledge in their work that “feminism became
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associated with the Antiwar Movement” (p. 146). Many women, as well as men, felt
women’s issues were secondary to, and interfered with, the Antiwar Movement (Evans,
1979). However, the antiwar protests helped radicalize women, and thus, provided a mass
constituency for the Women’s Movement (Brownmiller, 1999; Echols, 1989; Evans,
1979). The review of the literature clearly produces evidence that the Antiwar Movement,
like that of the Civil Rights Movement, contributed to the rise of the contemporary
Women’s Movement.

The Women’s Movement

The final social movement of the 1960s leading up to the founding of the OWHE
was the Women’s Movement. In order to better understand the very underpinning of why
the OWHE was formed in the first place, there must be a thorough examination of the
resurgence of interest in women’s rights, and feminism. The major themes as portrayed in
the literature can be basically grouped in two categories. The first category, political and
legislative impact, has already been examined. Therefore, this section will review the one
remaining: societal rules and standards. A look into the resurgence of women’s rights,
liberation, and feminism will be provided. This will include (a) an overview of the
President’s Commission on the Status of Women, (b) The Feminine Mystique, and (c)
The Commission on the Education of Women.

Societal rules and standards: women’s rights, liberation, and feminism.
During the 1960s, women were unsung heroines, as they were the very heart of the social
movements that forever changed the face of America (Cagan, 1979; Cantarow, 1980;
Freeman, 1975; Gitlin, 1987; Hartmann, 1989; King, 1987). Women organized and

mobilized at grassroots levels and were hubs in building the social networks which were
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instrumental to the Civil Rights Movement, the Antiwar Movement, and finally, the

resurgence of the Women’s Movement2 (Davis, 1991; Echols, 1989; Enke, 2007; Evans,
1979; Harrison, 1988; Hartmann; 1998).

During the 1950s, leading up to the contemporary Women’s Movement, the
general public was often called the “silent generation” because they seemed
“disinterested in social and political affairs” (Barletta, 2007; Breines, 1985; Cohen, 1988,
p. 202). After WWII, American culture relegated women to their more traditional
domestic roles, creating an image that feminism was a thing of the past (Anderson, 2001;
Eisenmann, 2006; Gluck, 1987; Yellin, 2004). However, the events of the early 1960s
indicated that feminism had not vanished. In fact, women were more active than in the
previous decades—they were increasingly entering the workforce, participating more
heavily in community activities and social movements, and continuing with higher
education by leaps and bounds (Eisenmann, 2006; Gregory, 1974). It was these very
women who began to question and challenge their many traditionally clad values and
principles, often with a focus on advocacy, rather than activism.

The events that turned women’s rights into the large, complex, feminist
movement hinged on the election of President Kennedy. The Equal Rights Amendment
(ERA) had been in Congress since 1923 and was passed by the Senate in 1950 and 1953,
even though it never became law (Mansbridge, 1986; Berry, 1986). Those in favor of

ERA pushed Kennedy to act, but the President owed his election partly to organized

2 Resurgence is used here to describe the then contemporary Women’s Movement of the late 1960s and
early 1970s. The first Women’s Movement occurred in the mid-1800s. Although both movements had as
their focus women’s equality, the goals were different. The Women’s Movement of the mid 1800s revolved
around suffrage, while the contemporary movement centered on gender inequality within laws,
employment, and culture. A third movement of modern day America is usually called “third wave” and
began in the 1990s with a focus on the perceived failures of the “second wave” (Krolokke & Sorentson,
2006).
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labor, which opposed the amendment (Hodnette, 1999). As a compromise, Esther
Peterson, Assistant Secretary of Labor and Director of the Women’s Bureau, suggested
that President Kennedy appoint a commission to study the status of women, and
unexpectedly, the commission served as a catalyst for a renewed interest in women’s
rights (Peterson & Conkling, 1997).

These early displays of activism and legislation played a major role in what would
continue to simmer during the next decade. It was this renewed interest in women’s rights
that spurred on activity at all levels of our nation from the federal government to private
living rooms and hotel rooms of women advocating for equality.

The President’s Commission on the Status of Women. Due to the reenergized
focus on women’s rights and equality, the federal government of the late 1960s and
1970s could not escape its role in shaping future policy and law that would impact
women of the nation. One of the first agendas of the federal government in relation to
women’s equality fell to John F. Kennedy, and on December 14, 1961, President
Kennedy signed an Executive Order establishing the President’s Commission on the
Status of Women (PCSW) (Executive Order No. 10980, 1961). The main goal of the
group was to explore employment policies in place for women of that time (Brauer,
1983). The Commission was composed of 26 members appointed by the President from a
pool of individuals active in women's rights issues, and Eleanor Roosevelt chaired until
her death in 1962 (Freeman, 1973). (PCSW was officially dissolved in 1963.) Among the
practices addressed by the group were labor laws pertaining to hours and wages, the
quality of legal representation for women, and the lack of education and counseling for

working women (Harrison, 1980). According to Hole and Levine (1971, p.19) the

64



“Commission created an atmosphere, fashioned many of the tools, and engendered the
momentum that enabled women of the time to challenge the basic assumptions that
characterized their roles.”

Before disbanding in 1963, the Commission produced an October report entitled
American Women, which was presented to President Kennedy (Harrison, 1988). The
PCSW issued 24 recommendations, one of which urged the passage of an Executive
Order embodying the principle of equal employment opportunity (Peterson & Conkling,
1997). Although moderate in some of its recommendations on employment issues, in two
areas of equal opportunity, the Commission’s recommendations were enacted even
before the Commission itself was released from duty: in 1962, a Presidential directive
was issued reversing the long-held interpretation of an 1870 law used to bar women from
high-level federal employment; and in 1963, the Equal Pay Act was passed (Harrison,
1988). The Commission’s work prompted legislative and executive action on many fronts
in the short time it was in existence to include women’s equality in employment, wages,
and access to education. It was the work of this early Commission that opened the doors
for future commissions and committees to advance women’s causes.

In summary, although many recommendations were produced by the PCSW, the
passing of two critical pieces of legislation formed the very foundation that would
emerge as the house of activity surrounding women’s advocacy, activism, and the search
for equality throughout the 1960s.

The Feminine Mystique (1963). The year 1963 was a busy one for the feminist
movement, as the federal government was not the only sector newly energized. Shortly

before the passing of the Equal Pay Act, Betty Friedan published The Feminine Mystique
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(1963), which became an instant best seller—selling nearly 64,000 copies in the first year
(Huber, 1986; Meyerowitz, 1993). Following the success of Friedan’s book, this time
period produced a wave of other books, articles, and mass media surrounding the topics
of feminism and equality. Examples include The Second National Conference of State
Commission on the Status of Women (1965), The National Observer front page article
“Women are the Next Great Issue for Civil Rights”’(1966), The Radical Women
Manifesto (1967), The Female Eunuch (1970), Sisterhood is Powerful (1970) and a surge
in sales for Harper’s magazine, Ms., and Good Housekeeping.

In her book, Friedan asserted that American women, especially suburban women,
suffered from deep discontent. Friedan posited that this dissatisfaction stemmed from
women’s restrictive gender roles and exclusion from mainstream society, which in turn,
relegated them to a life of servitude in the home, thus denying them the opportunity to
pursue their own interests and personal fulfillment. Friedan (1963) further pointed out
that in the nineteenth century (and in the first decades of the twentieth) progressive
middle-class women led an inspiring feminist struggle for women’s rights. Out of their
rebellion, women won rights to higher education, professional careers, and the right to
vote (Reed, 1964). These were major advances for women because it placed them on the
same platform as many of their male counterparts. Friedan concentrated on the history of
women throughout her book, with focused and extensive discussions of the social
movements of Blacks, radicals, and union women (Horowitz, 1998). Although her
research delved into historical aspects of discrimination and exploitation, 7The Feminine
Mystique (1963) also described women’s search for identity and personal growth.

Perhaps the most valuable contribution of Friedan’s was translating concerns of popular
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societal critics such as David Riesman (1950, 1954) and articulating them in feminist
terms (Horowitz, 1998). This translation of sorts had an indisputable impact, as hundreds
of women testified that the book changed their lives (they adopted Friedan’s version of
postwar ideology), and historical accounts often credit it with the resurgence of the
Women’s Movement (Meyerowitz, 1993). As a result, Friedan is considered a pioneer in
bringing the question of women, education, opportunity, and choice into the mainstream
of American consciousness (Eisenmann, 2006; Evans, 1998; Patterson, 1973).

In summary, it is evident that The Feminine Mystique (1963) had significant
impact on women of the early 1960s. This impact is often credited to advancing what
would ultimately become the second wave feminist movement—a movement that would
propel women forward in society in all sectors from labor to higher education.

The Commission on the Education of Women (CEW). While mainstream society
was just awakening to women’s issues, with the help of publications such as Friedan’s,
higher education was on the forefront, as researchers within the academy examined many
of the very issues that led to the contemporary Women’s Movement. In 1951, with a keen
sense of awareness and a desire to understand women’s issues, ACE formed a Committee
on Women in the Defense Decade (Eisenmann, 2006), which served as a precursor to the
1953 CEW. The Commission, which closed in 1962, was formed under the auspices of
ACE President Arthur Adams, and chaired by Esther Lloyd-Jones, a professor at
Columbia University Teachers College (“Keeping Abreast,” 1953). Serving as the new
director of CEW was Althea Hottel, a sociologist and dean of women at the University of

Pennsylvania (“VG Update,” 2000).
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Another key player in the formation of the CEW was Kathryn Phillips, who had
previously been dean of women at Nebraska State Normal School (Eisenmann, 2006).
Phillips was the founder and first president of the National Association of Deans of
Women (NADW) (Martinez & Renn, 2002). In 1952, Phillips was disillusioned by the
fact that so many women deans in postwar education were being replaced by men
(Eisenmann, 2006), and she set out to do something about it. Phillips tapped her family
foundation for a gift of $50,000 with a purpose to study and publicize the educational
work of women (Eisenmann, 2006). Once the NADW was in receipt of the donation, the
group questioned whether to use the money to conduct research independently, or find a
national organization better equipped for the project (Brown, 1963). Ultimately, the
Advisory Committee of the NADW decided that to keep the money was “too selfish and
too limited”—more of a “propaganda campaign in the interests of deans of women,” so
ACE was selected as the recipient of the donation because of its influence across the field
of higher education (Brown, 1963, p. 92).

Created at a time when women were receiving mixed messages about their
responsibilities to family and nation, the CEW accepted the task of translating these
expectations into educational programming for women (Eisenmann, 2006). By 1955, the
Commission was investigating women’s rights, educational opportunities,
professionalism, and equality. This is evidenced in the Commission’s report (Hottel,
1955), How Fare the American Women?, in which various questions were posed such as
(a) are women encouraged to achieve their full potential?; (b) why do so few women
reach high managerial or administration positions in education, government, and

business?; and (c) are American women “viewed with prejudiced eyes and just passed
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over?” (p. 10). The academy, as seen by the Commission, was already addressing the
concerns that many women had been grappling with for the last 40 years (Eisenmann,
2006). As a result, the Commission recommended a study of women in higher education
and how American culture impacted their lives (Hottel & Lloyd-Jones, 1953).

While many research projects regarding the advancement of women in education
were spawning across the country, it was determined by the CEW that “there remain vast
areas about which we have very little information” (Hottel, 1955, p. 29). As a result, in
1954, the CEW developed coalitions in the field of education to develop research projects
and studies to advance the lack of knowledge regarding the impact of education in
advancing women. These projects were in large part focused on partnerships with other
already existing organizations. One example was a partnership with the National Catholic
Education Association, whereby a study of colleges for Catholic women was conducted
to examine all aspects of their programs (Hottel, 1955). Another example included a
robust project whereby 423 educational institutions responded to the request of the CEW
for assistance in identifying important studies and the newer developments in education
planning regarding women in higher education. These institutions responsible for
educating women were invited to indicate what changes or additions they either
contemplated or had made in curricula, personnel services, student life, work
expectations, or other services to improve the education programs for their women
students (Hottel, 1955). Following the work of the Commission on this survey, the
conclusion of the CEW was that there was “tremendous interest not only in the status and

the conflicts confronting American women, but also in finding means by which women
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can achieve greater competence, more satisfaction, and increased happiness in their
various roles” (Hottel, 1955, p. 30).

In conclusion, the work of the CEW identified, at a critical time in history, the
impact of American culture on women of the time period. Furthermore, valuable
information from the survey results of the 423 institutions garnered what was being
implemented (or was being planned) to better incorporate women into the overall higher
education system. Finally, and perhaps most important of all, the efforts of the CEW
created a foundation for future studies regarding the role of higher education in women’s
lives. The concluding statement of the CEW was “wide gaps still exist in our knowledge
about women which need imaginative study in relation to the needs and pressures of our
time (Hottel, 1955, p. 42). This single statement of the CEW called for future plans of
cooperative study and action.

In summary, this section on societal rules and standards provided an overview of
general background information regarding women’s rights, liberation, and feminism as
well as two commissions that had significant impact to the advancement of women
leading up to the 1970s. These components of American history provide a solid context
of the time period leading up to the formation of the OWHE. Without this context, it
would be difficult to understand the various positions of the participants who were
involved in the creation, and subsequent development of, the OHWE.

Examination of Associations

Like any new endeavor, the creation of the OWHE did not just simply happen.

The creation of anything new takes into account multiple layers, and in the case of the

OWHE, it is necessary to understand another foundational layer—that of the world of

70



associations. Now that the cultural and historical events preceding the founding of the
OWHE have been illustrated, a review of associations will be given. The ACE is itself an
association within the field of higher education and the OWHE is an office within that
association. In this section, four areas will be examined. They are (a) formation of
associations, (b) the voluntary association, (c¢) higher education associations, and (d)
women and voluntary associations.

As an introduction to the topic of associations, America has been known as a
nation of joiners since de Tocqueville’s observation in the 1830s (Crowley & Skocpol,
2001), whereby he noted that private associations allow “Americans of all ages, all
conditions and all dispositions to form” (de Tocqueville, 1837/2003, p. 95). Basically,
associations in America have created forums to garner social capital. “The genius of the
nineteenth—century voluntary associations lay in both their cultivation of transposable
routines for acting collectively and their elaboration of national federations grounded in
the sociability of communities and friendship networks” (Clemens, 1999, p.615).
Formation of Associations

The earliest recognition of associations is identified in the literature of grassroots
organizations. Primitive grassroots horticultural societies all over the world were the first
regular organizations of the nonprofit, voluntary sector in human history, developing
about 8,000 BC, and thereafter (Anderson, 1973; Ross, 1976).

In modern time, however, considerable interest has been expressed in the
significance of organizational environments for the creation, growth, maintenance, and
general survival of an organization (Aldrich & Pfeffer, 1976). Thus, the creation of

associations does not occur in regular, predictable patterns. Rather, “the formation of
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associations tends to occur in waves” (Truman, 1955, p. 59). Again, formation of
associations creates social capital in that the relations among people facilitate action.
Formal associations transform a network of interpersonal ties into a system of roles and
routines (Clemens, 1999).

In conclusion, the formation of associations ebb and flow through time and varies
depending on the need for action regarding a topic of citizen concern. This pattern aligns
with that of the ACE’s need to garner social capital surrounding the advancement of
women in higher education during the period leading up to the launch of the OWHE.
The Voluntary Association

Sills (1968) describes the voluntary association as “groups of people organized to
pursue interests common to their members” (p. 363). Membership is neither mandatory
nor assumed by birth, and the groups are organized separately from the state, although in
many instances, government bureaus and departments organize associations to fulfill an
agency’s goals (Sills, 1968).

Historically, the voluntary association has witnessed quite a growth and decline
over the decades, with very little stability at any given time. If one were to chart the
progress, peaks and valleys would be evident. However, Blumin (1989) regards the 1840s
and 1850s as one of the most significant time periods for the voluntary association.

Voluntary organizations had existed before, but it was in the three decades

preceding the Civil War that formal associations became so numerous, so

elaborately organized, so appealing to many people, so various in purpose, and in
many instances so powerful, that this may fairly be called an ear of voluntary

institutional innovations without parallel in American history. (p. 192)

For example, the American YMCA movement began in the 1850s; between 1851 and

1854, residents in 25 cities organized local YMCAs (Best, 1951).
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Although many associations emerged in the first half of the 19" century, scholars
generally assert that the late 19" and early 20™ centuries comprised an age of great
associational activity (Gamm & Putman, 1999). Religion and politics appeared to have
been the most important organizing forces of the time (Finke & Starke, 1992; Mathews,
1969). Most fundamentally, “voluntary associations take political stands, and their
attempts at influencing policy outcomes constitute a crucial source of input about citizen
views and preferences (Verba, Scholzman, & Brady, 1995, p. 59).

Over time, the voluntary association has been viewed as a tangential
organization—as a group in continuing patterns of interactions that function as a bridge
between persons in two or more institutionalized groups or subdivisions thereof (Truman,
1955). The “word ‘tangent’ is appropriate because it suggests a set of relationships,
which are in a sense, peripheral to that defining the central functions of the
institutionalized groups” (Truman, 1955, pp. 40-41).

Most general studies of voluntary associations have focused on determining how
the associations relate to the social and political order (Anderson, 1971). They have been
viewed, for example, as a basic means for integrating the society (Rose, 1955). Etzioni
(1975) indicates that members’ shared values and commitments form the cornerstone of
any voluntary association.

The creation and success of the voluntary association are sustained by the
relationship with interested parties surrounding a specific topic. By self-selecting to join,
individuals create an opportunity to be heard and to help shape future outcomes as a
result of collective action. The OWHE could be considered an example of a voluntary

association (although it has not identified itself in such a way), in that both individuals
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and formal organizations can elect to join to help advance the success of women in higher
education.
Higher Education Associations

Higher education associations are generally categorized as voluntary. Although
associations have been prevalent throughout the history of the United States, voluntary
membership organizations have not fared equally over the course of American history
(Putnam, 2000), for reasons such as recruitment and loss (McPherson & Rotolo, 1996),
socioeconomic factors (Bekkers, 2005), and fluctuation in social, political, and personal
issues (Knoke, 1990). In Putnam’s (2000) theory of civic disengagement, he notes how
fraternal organizations that once held a prominent place in American society have
experienced recent decline. In their place has been a rise in the number and significance
of special interest groups (Achenbaum, 2000) and occupational organizations (Skocpol,
2003) like those surrounding the higher education sector.

A number of professional and occupational organizations exist for the
development of those employed in colleges and universities, yet not much is known about
these associations as a collective group (Metcalfe, 2004). Examples include the National
Association of Personnel Administrators (NASPA), American Counseling Association
(ACA), the National Association of Collegiate Admission Counselors (NACAC), and the
Association of American University Professors (AAUP). More is known about the select
group of higher education associations based in Washington, DC, and in fact, entire
books have been devoted to this topic to include Hawkins (1992) and Cook (1998). In his
book, Hawkins describes members of higher education associations as individuals,

institutions, or other associations. He further describes higher education associations as
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being classified by membership, or by affinity to special topics. ACE and the OWHE
would be examples, respectively. The Council functions as a result of its institutional
memberships. Without its members, ACE would lose its lobbying power base on behalf
of the institutional collective. Furthermore, ACE would not have the monetary means to
survive and support its various reporting divisions, such as the OWHE, which is
dedicated to the advancement of an affinity group—women. While ACE has its own
membership base, the OWHE had a unique and distinct separate following related to the
specific purpose of advancing women into positions of influence within higher education.
Higher education associations, unlike other professionalized areas, are growing in
numbers by leaps and bounds. Cook (1998) states that in 1956, there were 44 higher
education associations, while in 1996, there were 221. Unfortunately, a more current
figure on such associations has not been accurately collected, but upon examination of
multiple websites, the number is now beyond 300. Based on a belief that academic
institutions must be apart from the political arena to retain their autonomy, higher
education stayed away from politics and public policy until the 1960s (Bloland, 1985). At
that time, a proliferation of higher education associations started in order to help with
government activity (Clark, 1986). Examples included the National Association of
College and University Attorneys (NACUA), The Council for Advancement and Support
of Education (CASE), and the National Center for the Study of Collective Bargaining in
Higher Education (NCSCBHE), to name a few. Others, like the National Education
Association (NEA), which had been in existence since 1857, started lobbying functions

during this time period (NEA, 2010). And, one of the first centers established in the
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nation to specifically focus on postsecondary policy issues was the Center for the Study
of Higher Education (CSHE), founded in 1969 (PSU, 2010).

As a result of needed political action, the formation of higher education
associations proliferated the field beginning in the late 1950s. The early association
frontrunners, such as ACE, helped play a role in the successful launching of these new
associations, as they provided support and roadmaps for newcomer success. Additionally,
these nascent associations were welcomed by ACE as potential revenue generating
members or affiliates.

Women and Voluntary Associations

“Voluntary associations are beginning to receive long overdue scholarly attention.
Here, as in so many other places, we find that by asking ‘What were women doing’ we
uncover important social forces which have hitherto been overlooked” (Scott, 1984, p.
280). Historically speaking, evidence exists that among the first real women’s voluntary
associations were those started in the mid-to-late 1700s in Germany (Huber-Sperl, 2002).
By the early 1800s, an estimated 250-300 women’s associations existed in Germany, and
most were active in the area of social welfare and were generally of secular or civil
character (Huber-Sperl, 2002).

A review of the literature highlights American women’s voluntary associations
since the time of the American Revolution. During the War for Independence, the
Daughters of Liberty raised funds for George Washington’s army, setting a precedent that
would be followed by future wartime generations (Blair, 1989). Typically, women’s
associations fall into four categories: church-related groups, women’s clubs of several

different kinds depending on location and leadership, national suffrage associations, and
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finally the Temperance Union (Scott, 1984). The Crusade of 1873-74, led by women,
reinvigorated the temperance movement and resulted in the formation of the Women’s
Christian Temperance Union, which quickly expanded to include a variety of social
issues on its agenda (Gamm & Putnam, 1990).

A major development in the organizational history of American women was the
Woman’s Club Movement (Baker, 1984). The women who attended these early
gatherings were seeking social and intellectual exchange, compared to the women in
other groups who were targeting a specific cause (Davis & Lemke, 1996). Black women,
who were rarely welcomed in White women’s clubs, started the National Association of
Colored Women in 1896 (Baker, 1984). Members took on many educational and social
reform projects, in addition to the issue of racial discrimination.

In the first two decades of the twentieth century almost every woman who had

attained a degree of visibility in local, state, or national affairs had either gotten

her start in a voluntary association, been supported by one, or belonged to several
for prudential reasons. This was just as true of women professionals and scholars

as it was of reformers. (Scott, 1984, p. 282)

By the 1920s, concerns of the modern woman were the driving forces behind
women’s associations (Blair, 2006). Factory women created labor organizations to seek
improved working conditions; businesswomen allied in the National Federation of
Business and Professional Women’s Organization; and composers, writers, and painters
founded the National League of American Penwomen (Blair, 1989). The literature
portrays this early American Women’s Movement as one of the best cases to illustrate the
process of an associational effort to shape political and civic life (Clemens, 1999).

The size and influence of women’s associations peaked in the 1920s and did not

see a return until the 1960s with the reawakening of the contemporary feminist
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movement (Acker, 1995; Adams, 2003; Freeman, 1973). The contemporary feminist
movement saw a change in the way women worked in traditional volunteer associations.
With more women in the workforce, and with major political issues brewing across the
country, contemporary women sparked the creation of new women’s groups such as
NOW to address the modern issues facing them (Hole & Levine, 1971).

Much like associations in general, women’s associations experienced the same
ebb and flow of joiners, as agendas and political issues emerged. With the second
awakening of women’s associations in the 1960s, women’s voices were heard and new
research was advanced regarding the status of women. With a surge of national activity
encasing women and their issues, to include the formation of new women’s associations,
the OWHE emerged as ACE’s response.

In summary, this section on associations provided an overview of the literature in
four key areas related to the research on the OWHE. Without an understanding of the
history of associations, particularly women’s, a solid context for the OWHE would not be
in place for this study. Women’s associations have provided a platform for women in
higher education to participate in voluntary associations in an effort to learn self-respect,
group identity, and increase public awareness of the continued fight for women’s equality
within the field of higher education.

Administrative Advancement of Women in Higher Education

With the advancement of women in higher education being a key component to
the insight on the role of the OWHE, an overview of the scholarly literature in this regard
will be provided. This section is critical to understanding the situational lens under which

the mission of the OWHE operated. In particular, the concepts of (a) glass ceiling
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research, (b) career advancement for women in higher education, and (C) women in
leadership positions will be examined.
Glass Ceiling Research

To begin, an investigation of the glass ceiling literature will be given. Although
glass ceiling can generally be thought of as part of career advancement literature (in
terms of barriers), for purposes of this study, I separated the concept to provide a more
thorough and distinct investigation. This section will illustrate the research on (a) gender
discrimination, (b) Federal Glass Ceiling Commission Research, and (c) the glass ceiling
in corporate America.

Gender discrimination. Gender discrimination was first defined by Kanter
(1977) from Harvard University. She defined it as a workplace situation where men only
hire men since a tendency exists to hire and promote people who are like themselves.
Often, women reach executive ranks under the tokenism theory, in which one woman is
selected to represent all women (Zimmer, 1988). Generally speaking, this female is not
fully accepted, nor is she considered to have obtained the position based on her
credentials. Other researchers, such as Morrison and Von Glinow (1990), state that White
men discriminate since they are biased in their thinking—they generally perceive women
to be not as capable as men for management positions.

Ten years after Kanter’s 1977 concept of social certainty3 was disseminated,
Schneider (1987) proposed the Attraction-Selection-Attrition Model (ASA Model). The
social certainty model defines the process under which individuals are hired and

promoted based on the sole fact that they are similar to those who make such a decision.

3 Social certainty is the concept that by hiring a person of similarity, other sources of uncertainty will be
minimized in the daily tasks of management. It is “easier to talk to those of one’s kind with shared
experiences—more certain, more accurate, more predictable” (Kanter, 2008, p. 58).
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This notion provided a solid theoretical underpinning for the ASA Model research, which
indicated that organizations evolve toward a state of homogeneity. For example, in a
screening committee of an organization, members will be more likely to admit new
members who are like themselves (Schneider, 1987). Clearly, these models indicate the
difficulty for women to be hired and promoted, since the majority of decision makers are
men—particularly at executive levels.

Gender discrimination for women has been expanded to include other workplace
inequities such as less money for the same work, weakened developmental experiences,
and lack of mentoring opportunities. These concepts are illustrated in Harriman’s (1996)
research in which she states,

Women...are restricted to a limited number of menial jobs in menial

occupations...Employers will hire women and [B]lacks in prestigious occupations

only on the condition that they will work for less money than the employer would

have to pay [White males. (p. 36)

As for developmental and mentoring prospects, the research shows that difficulties exist
for women to obtain such opportunities. Dreher and Cox (1996) demonstrate that women
do not have the same types of and access to mentors that White men do to facilitate
career advancement. Other research by Ragins, Townsend, and Mattis (1998) indicates
that the mentoring problem is particularly unique for executive women because females
are not found in top positions. Although executive women can go to other females in the
firm to overcome feelings of isolation, difficulties arise when time comes to find a
mentor.

Women experience gender discrimination in multiple forms to include limited

hiring opportunities, being hired as the token female, and limited access to professional

mentors. These limitations lead women searching for solutions and prospects of a better
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future. Women’s support organizations (like the former OWHE) strive to provide
research and awareness at a national level to counter these experiences.

Federal Glass Ceiling Commission research. The term “glass ceiling” was
popularized in a 1986 Wall Street Journal article describing the invisible barriers that
women confront as they approach the top of the corporate hierarchy. Some short time
later, the Federal Glass Ceiling Commission came into existence as a result of the Civil
Rights Act of 1991 (Federal Glass Ceiling, 1995). The Commission, a bipartisan group
appointed by Congress and President Bush, was tasked with looking at organizational
barriers for women. In its report, the Commission commented, “The glass ceiling is a
reality in corporate America. Glass ceiling barriers continue to deny untold numbers of
qualified people the opportunity to hold executive-level positions in the private sector”
(Federal Glass Ceiling, 1995, p. 1).

Additionally, the commission exposed three major barriers (Federal Glass
Ceiling, 1995). The first hinged on the government’s ability to monitor aggressively and
enforce the laws that are supposed to help dissuade glass ceiling effects. They concluded
that such action was lacking. Furthermore, the report identified a major governmental
flaw in the collection and distribution of glass ceiling data in both public and private
sectors. The second barrier the commission recognized was that of societal dimensions—
educational opportunities denied those not reaching executive positions. The final
blockade was identified as the internal organization. The Commission found in their
review that women continue to have limited exposure to management training,
mentoring, recruitment, access to key positions, and biased testing and rating systems

within most organizations (Federal Glass Ceiling, 1995).
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In conclusion, ten years ago, women comprised 49% of the population in the
United States and 46% of the workforce; women’s mobility remained limited (Mani,
1997). Today, the current figures show that women comprise 51% of the population (US
Census, 2010) and makeup 47% of the workforce (Department of Labor, 2011).
Unfortunately, public policy, cultural influences, and organizational culture continue to
block the advancement of women.

Glass ceiling in corporate America. The landmark research about the glass
ceiling in Corporate America was done by Morrison, White, and Van Velsor (1987), in
which Fortune 1000 companies were examined. An updated version of their research
emerged in 1992, and at that point, the team discussed how women had made impressive
gains in terms of management positions. However, they further pointed out that women
were seldom found in top leadership positions of the largest companies. Stroh, Brett, and
Reilly’s (1992) research also revealed that women were behind men in terms of mobility,
salary, and career advancement. The Federal Glass Ceiling Commission (1995)
highlighted some of the most telling data; simply phrased, surveys of the top Fortune
1000 industrial and 500 service companies showed that 95% of senior level managers
were men, and of the 5% of managers who were women, only 5% were minorities.

These staggering figures indicate that women in the corporate setting are not
advancing at a level equal to their male counterparts. These figures are alarming since
research dating as far back to the Commission on the Education of Women (CEW)
indicates that American cultural influences negatively impact women within the sphere of

higher education.
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Women’s Career Advancement in Higher Education

Women have made significant strides over the past three decades in obtaining
high-level administrative positions in higher education (Rios & Longnion, 2000).
However, the number of challenges facing women indicates that equal opportunity does
not exist, and that women must actively seek out strategies and take necessary risks in
order to obtain positions of leadership (Warner & DeFleur, 1993). Several factors are
required for women to advance—but for purposes of this chapter, only academic
background and academic experience will be outlined.

Academic background. To begin, an exploration of academic background will
be made. In the field of higher education, one of the most important influential factors for
an individual to obtain an executive-level position is the academic degree. Hill and
Ragland (1995) indicate that regardless of the type of degree (for women) the importance
of obtaining a solid education base cannot be stressed enough. Much seems to depend on
whether one’s career path is in academic or non-academic administration. McDade
(1991) indicates in her work that a doctorate in education is increasingly being
substituted for the Ph.D., since it provides a more adequate foundation for the
responsibilities associated with a leadership position. Townsend and Wiese (1991),
however, reveal that women interested in securing an academic leadership role may be
more likely to enhance their career possibilities by pursuing a degree in an academic
discipline.

In conclusion, it is evident that in order for a female to advance to the highest
position, the degree is an important factor. In the 2008-2009 academic year, for the first

time in history, women edged ahead of men in obtaining the doctoral degree, but only
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slightly at 50.4% (Jaschik, 2010). With the advent of the 1960s Women’s Movement, the
increase of women enrolling at undergraduate levels has created a healthy pipeline for
this occurrence.

Academic experience. Not only is one’s academic background important for
administrative advancement, but also, one’s academic experience in terms of collegiate
teaching and research (Townsend & Wiese, 1991). Warner (1988) maintains that the most
direct path to entry-level academic administration is teaching in an academic department.
Along with teaching, Anderson (1993) argues that the “importance of scholarship should
not be underestimated” (p.37) since it reinforces one’s credibility in an academic
environment. And finally, Flynn (1993) concurs that in order to advance to a top
leadership position in higher education, one must have academic experience. She states
that “to reach the top position in the academic world, one has to have been a faculty
member” (p.118).

Based on the research, it is evident that the coupling of the degree with experience
helps advance women into higher level administrative positions. This research, and
continuing research on ways to advance women in higher education, is critical to the
success of programs serving to advance women, as it informs mission and
implementation strategies.

Women in Leadership

As early as 1988, Cheng noted that little was known about women’s leadership
styles and development, especially in the field of higher education. The primary reason
for this is that most leadership positions are held by males, and as a result, leadership has

typically been defined in terms of masculine roles (Kanter, 1977). Another reason for the
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lack of knowledge and research is that the advancement of women in leadership
positions, particularly in higher education, is a new phenomenon. Astin & Leland (1993)
indicate:

The early cohort of women placed in positions of leadership were the “solo”

women in their organizations. They had no role models other than powerful men.

Very often, they had to adopt the male model of leadership. They also had to

excel; they had to excel even more exceptional than the men among their peers so

they would be listened to. (p. 502)

Birnbaum (1992) attests that the issue of gender in academic leadership remains a matter
for further research. He indicates that clear discrimination for women exists—particularly
for those women seeking a presidency. Birnbaum (1992) also questions if flaws exist in
the selection process of presidents, a practice which excludes those who show “feminine”
leadership styles (p. 6).

In order to understand comparison data of women in leadership within higher
education, I will provide a brief national overview of female leaders in the political and
corporate sectors, followed by a review of higher education statistics.

In the political arena, women in Congress continue to strive for gender equity, as
men hold far more seats than women. This is supported by the fact that of the 435 seats in
the House of Representatives, 73 are occupied by women, and of the 100 senators, only
17 are women (Women in Congress, 2012). Comparing the United States internationally,
the nation ranked number 60 in women’s political leadership, behind Sierra Leone and
tied with Andorra (Wilson, 2004).

Meanwhile, in the corporate sector, 15 Fortune 500 companies are run by women

(3.8%), and a total of 21 Fortune 1000 (4.0%) companies have women in the top job

(Catalyst, 2012). This is down from 2007, when 25 FORTUNE 1000 companies were run

85



by women (Fortune, 2011). According to the US Department of Labor Statistics (2011),
in 2010, women who were full-time wage and salary workers had median weekly
earnings of 81% as a percent to their male counterparts.

In the higher education arena, DiGeorgio-Lutz (2002) states “despite our gains in
advancing gender equality, our efforts at true empowerment are still met with significant
resistance by the walls that house an academic culture that often remains resistant to
gendered voices for change” (p. 1). DiGeogrio-Lutz (2002) further states that, although
women comprise the majority in a numerical sense, “women in higher education still
remain a relatively unheard minority population when it comes to defining the values,
goals and ever-evolving mission statements of colleges and universities...” (p.1).

In 1984, Shavlik and Touchton claimed that even though national figures showed
an increase in senior level administrators, their numbers were declining in some states.
They also indicated that women were still “absent from many influential programs and
decision-making groups,” (p.58) and that their contributions were minimized. The
authors conclude by arguing the point that higher education could not afford to lose the
talents women had to offer. A decade later, Harrow (1993) concurred with Shavlik and
Touchton and questioned why this “rich, progressive nation” allows the valuable
resources of women to be “barred from higher education leadership ranks” (p. 145).

Although the proportion of women in presidencies has increased over the past 20
years, the rate of change has slowed considerably since the mid-1990s (ACE website,
2010). Women lead 33% of community colleges (Cook & Kim, 2012) compared to only
22% of major research universities (Cook & Kim, 2012). One strong path for women to

reach the presidency is through the position of Provost. In 2012, 52% of females
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advancing to a college presidency came directly from the position of chief academic
officer (Cook & Kim, 2012). However, nationally, only about 38% of chief academic
officers are female (Hartley & Godin, 2010). Currently, women lead 26% of the nation’s
colleges and universities, compared to 10% 20 years ago (Cook & Kim, 2012). Regarding
salaries, the average salary for full-time male professors in 2009-2010 was $113,556,
compared to $99,780 for women with the same rank (Chronicle of Higher Education,
2010).

Although claims prevail that women have made significant strides toward
equality, females still remain a marginalized group when it comes to professional
advancement in all sectors, including higher education. While data indicate that women
with the same degrees as men are advancing, they are still not equal to the number of men
in top leadership positions or in terms of wage parity.

In conclusion, the differences between the women of today and those of a century
ago are not so wildly divergent. All have worked for the advancement of women through
time. The historical and cultural events of the 1960s created a synergy that could not go
unrecognized by those in a position to affect change, and as a result of the external
pressures, the OWHE was created to address social and political needs. This section
provided evidence that women are not advancing to leadership positions within the field
of higher education at a rate equal to men. This clearly gave a distinct mission to the
OWHE, and as the data indicates, ACE still has a necessary role in assisting the
advancement of women in higher education. Today, women’s associations continue to

serve a wide membership, uniting women to address the continuing social questions that
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touch their lives. Without such associations, the administrative professionalization of
women within the academy will be stunted, as evidenced by the literature.
Theoretical Frameworks

Regarding the applied lenses for this case study, I will provide an overview of
three frameworks: (a) organizational saga, (b) organizational identity theory, and (c)
feminist standpoint theory. Since this study will consider the development and lifespan of
the OWHE, organizational saga (development) and organizational identity (persistence)
will also be examined. The feminist standpoint theory will be reviewed because of its
importance in understanding the role of the participants in the case study. These
theoretical frameworks are further operationalized in Chapter 3. However, for purposes
of this section, an overview of each lens will be provided, and a summary of how they are
relevant to this research will be presented.
Organizational Theories

A theory is a statement of relations among concepts within a set of boundary
assumptions and constraints (Bacharach, 1989). As Hall and Lindzey (1957) pointed out,
the function of a theory “is that of preventing the observer from being dazzled by the full-
blown complexity of natural or concrete events” (p. 9). Following Hempel’s (1965) work,
the use of organizational theories has two functions, which will guide this research: (a) to
adequately describe the objects and events being investigated and (b) to establish patterns
by which the objects and events can be explained. Therefore, in this study, the use of
organizational theories is threefold: to communicate, to organize, and to weave the three

independent theories to create a theoretical framework.
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Organizational saga. An organizational saga is a “collective understanding of
unique accomplishments in a formally established group” (Clark, 1972, p.178). Often, the
group’s definition of the situation, intrinsically historical, links the stages of
organizational development (Clark, 1972). Clark (1971) believes that organizational
character develops over a period of time and requires historical exploration. While
Clark’s research around organizational character stems from Tuner (1957), it is often
linked to the work of Selznick (1957), who looks at organizational birth and evolution
through the process of character development. Selznick discusses in his research the
embodiment of values in an organizational structure through statements of mission,
program activity, and socialization (Selznick, 1957). The organization’s mission
statement is inseparable from its identity, but the socialization permeates the practices of
its members. Even when different members hold divergent interpretations of the
organization’s practices, it is the saga that forces socialization: “By creating bonds of
affiliation and commitment, the organization becomes a place where members reap
internal rewards and the organization achieves a distinctive identity” (Tierney, 1991, p.
37). While the main focus of this research will be grounded in organizational saga, it is
important to note the earlier research of Selznick’s organizational practices influenced
Clark’s research on saga. Without understanding the organizational practices, a true
comprehension of organizational saga cannot be obtained, as the two are generally
intertwined in the minds of the stakeholders.

About the theory. An organizational saga presents the way an organization
collectively agrees to explain its history and the value structure within that history. Clark

(1971) formally defines saga as a combination of administrative logic, some rational
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explanation of how certain means lead to certain ends, and a sense of mystery that turns a
formal place into a deeply-loved entity.

When applying organizational saga, it is important to work back through the
organizational history to find the critical years when the basic orientation of the
establishment was initiated. Clark (1972) indicates in his work that:

Saga is not simply a story, but a story that at some time has had a particular base

of believers. The term often refers also to the actual history itself, thereby

including a stream of events, the participants, and the written or spoken
interpretation. The element of belief is crucial, for without the credible story, the
events and person become history; with the development of belief, a particular bit

of history becomes a definition full of pride and identity for the group. (p.178)
The organizational saga is a collective narrative about the organization’s past and its
identity. Organizational saga may be difficult for the researcher in terms of identifying
that which is rational versus emotional. This is because the stakeholders embrace certain
levels of sentiment that create the symbols, cultures, and beliefs about the organization
(Riessman, 1993). With this understanding, I took into account these distinctive elements
of saga and realized that some viewpoints of participants may be utopian, or overly
favored regarding the evolution and 38-year persistence of the OWHE.

Development of saga. According to Clark, (1972), there are two stages of saga.
They are initiation and fulfillment. Each of these will be reviewed in brief.

To begin, the initiation phase of saga is simply when the organizational culture
begins to take shape and breathes a life of its own. Initiation is the beginning stage of

saga development and can stem in one of three ways. The first, as described by Selznick
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(1957) is when a single person (or small group of people) finds a setting that is open to a
special effort needing some sort of attention. The second way a saga can start as
described by Lindblom (1959) is when an existing organization is in decay or crisis, and
must either give up the established ways or have the organization fail. And finally, the
third context for initiation occurs when an established organization is neither in crisis, nor
pending failure, but is ready for transformational change (Clark, 1956).

The second stage of saga theory is called fulfillment. Fulfillment is the stage when
the saga comes into its own and the members embrace the collective narrative. Clark
(1972) indicates that although the initiation stage of saga can vary, the means of
fulfillment are more predictable. Fulfillment may be through personnel, a program, social
base, or imagery of the saga, itself.

Fulfillment of the saga by personnel is obtained when the employees follow the
notion of a leader, even after that leader is gone. The people believe so much in the
success of the organization that their buy-in perpetuates the saga without the leader.
Program fulfillment is obtained when the organization embraces visible practices. These
practices are distinctive, serve a unique purpose, or create special methods by which the
organization functions (Townsend, Newell, & Wiese, 1992). Program fulfillment is
reached when a set of communal symbols and rituals are invested in with some sense of
meaning (Clark, 1972). A saga can also reach fulfillment through a social base. In this
instance, the saga also becomes fixed in the minds of those not directly within the
organization. And, finally, fulfillment of saga can be reached through imagery. These
images are well known traditions, or symbols, within the organization that are

generalized and celebrated by those associated with the organization. Clark (1983)
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defined the fulfillment stage of saga as “a collective understanding of current institutional
character that refers to a historical struggle and is embellished emotionally and loaded
with meaning to the point where the organization becomes very much an end-in-itself”
(p. 82).

In summary, the development of organizational saga occurs in two phases, that of
initiation and fulfillment. Initiation can occur when a new organization forms to fill a
void, reclaims its mission because of crisis, or simply reshapes the organizational path
through transformation. Once the saga is developed through one of the above three
methods, the fulfillment stage must take place in order for a complete saga to emerge.
Fulfillment can transpire through personnel, a specific program, an outside stakeholder
belief system, or through celebrated symbols and traditions of the organization.

Why it is applicable. Remembering that Clark (1971) indicates that saga is
intrinsically historical, and since this is a historical case study, this lens was an
appropriate theory for application, as it combined history and the organizational evolution
of the OWHE. While Clark applies his organization saga lens to institutions of higher
education, he describes saga in broad terms in his early research in ways that can be
applied to any organization. In fact, Clark (1972) makes reference to the application of
his lens to the professional sports arena to include professional baseball and football.
Although the OWHE was not an institution of higher education, it was a professional
organization (like that of professional sports) with a 38-year history that included a
unique story of both initiation and fulfillment, within a system of collective

understanding of unique accomplishments in a formally established group.
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Conclusion. Organization saga is a valuable resource, created over a number of
years out of the social components of the formal enterprise (Clark, 1972). By studying the
narratives of the participant interviews of this research, I acquired a better understanding
of the development of the OWHE, and the application of the lens informed and grounded
the research surrounding the founding and persistence of the OWHE.

Organizational Identity Theory

Organizational identity is defined as that which the members of an organization
hold to be central, enduring, and distinctive about their organization (Albert & Whetten,
1985). Cheney & Christenson (2001) indicate in their research that many organizations
find creating and maintaining their identities problematic. This case study aimed to trace
the origins, persistence, and lifespan of the OWHE in such a way that the story of the
identity was uncovered through a series of interviews with those most closely associated
with the founding, growth and closing of the office.

About the theory. The research on organizational identity is replete with the
notion that identity is a relations construct formed in interaction with others (Albert &
Whetten, 1985; Ashforth & Mael, 1989; Hatch & Schultz, 2000). Albert and Whetten
(1985) further indicate in their research that to define organizational identity, three basic
concepts of the theory must be examined in order to get at “who we are as an
organization” (p.90). These are (a) claimed central character, (b) claimed distinctiveness,
and (c) temporal continuity (Albert & Whetten, 1985). Providing an alternate viewpoint
to Albert and Whetten’s temporal continuity is Gioia, Schultz, and Corley’s (2000) notion

that organization identity is actually dynamic. Each of these aspects will be reviewed.
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To begin, claimed central character basically translates to “features that are
somehow seen as the essence of the organization” (Albert & Whetten, 1985, p. 90). (As it
turned out, one of the major features that emerged as the essence of the OWHE and ACE
was that of leadership.) If one can get to adjectives used to describe the organization at its
core, then the central character is more likely to be defined. The essence of the character
may be seen in policies, ways of operating, and/or values that are seen as non-negotiable
by the agency (Whetten, 2006).

Claimed distinctiveness is defined by Albert and Whetten (1985) as “features that
distinguish the organization from others with which it may be compared” (p.90).
Distinctiveness is generally thought of in the positive, and engenders a sense of pride,
passion, and loyalty in the stakeholders of the organization. Distinctiveness could,
however, be equally negative, creating the exact opposite impact on the identity of the
organization. Another way in which distinctiveness may emerge is through a singular
program that is viewed by the stakeholders as so unique, that without it, the organization
would not be seen as special. Thus, the program is viewed as imperative by the
stakeholders.

Finally, claimed temporal continuity exhibits “some degree of sameness or
continuity over time” (Albert & Whetten, 1985, p. 90). In essence, this means that over
time, the organization sustained certain principles or ideologies in the face of potential
destruction. Areas where this can sometimes be evidenced are in policy statements,
trustee relations, public relations, and operational priorities (Whetten, 2006).

Opposite temporal continuity is the concept of organization identity as dynamic

(Gioia, et al., 2000). Provided in this lens is the viewpoint that organizations are not
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bound to a stagnant identity, but that the acknowledgement of the relationship between
the identity and the image of the members demonstrates flexibility of identity to foster
change. Understanding that organizational identity is a phenomenon that operates among
internal stakeholders, a cognitive outline takes shape among the stakeholders that
constructs frames, schemas, and understanding that helps members interpret the
organization’s structures, goals, and endeavors (Bridwell-Mithcell & Mezias, n.d.).

Figure one provides a visual example.
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Figure 1. Organizational Identity and Image Cycle (Bridwell-Mithcell & Mezia, n.d.).

This viewpoint provides a departure from the traditional literature, but Dutton &

Dukerich (1991) also claim in their research that identity and image function together to
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influence an organization’s actions. While this may be seen as a departure, I believe both
studies bear relevance to understanding how the OWHE evolved and persisted for 38
years.

In summary, organizational identity theory is defined in terms of relations among
and between people, priorities, programs, and sustainability. The three traditional
constructs that define the theory are central character, distinctiveness, and continuity. An
alternate lens of the organizational identity as dynamic also exists. Each of these
constructs had direct implications for the historical case on the OWHE, as the narrative of
the interviews presented the organizational identity.

Development of organization identity theory. Albert & Whetten (1985) are
commonly given credit for organizational identity theory, but in fact, the genesis of their
work stems from earlier identity researchers. Gioia (1998) and Gioia, et al. (2000) traced
the work of Albert & Whetten to Hooley (1902), Mead (1934), and Goffman (1959) (as
cited in Hatch & Schultz, 2004). The theory was born out of a need to understand and
explain what the two organizational behaviorists saw happening as their university
experienced severe financial crisis (Whetten, 2006). Even though the theory was first
observed and applied to a university setting (Whetten, 2006), it was not published in
higher education journals.

Organizational identity is rooted in individual identity, social interaction, and
other related psychological theories (Gioia, 1998; Gabriel, 2000). This is important
because there are two competing approaches to identity theory in the scholarly evolution
of the topic. Already discussed was Albert and Whetten’s (1985) social actor perspective;

this perspective was built on stakeholder organizational understanding. The approach
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involves organizational claims about enduring and distinctive elements that have been
memorialized, and as such, persist regardless of member affirmation. The second, and
more recent theory, is Dutton and Dukerich’s (1991) research, which uses the social
constructionist perspective of sensemaking and shared understanding. The contrast of this
model is the central and shared collective understanding among members (Ashforth &
Mael, 1996). Identity from an interpretivist perspective represents a continuously
renegotiated set of socially constructed meanings about “who we are” that provides
members with a continuity of meaning and shared interpretive schemes (Whetten &
Godfrey, 1998, p. 35).

Why it is applicable. Remembering that Albert and Whetten (1985) identify
organizational identity theory as the central, enduring, and distinctive characteristics of
an organization, this theory was a strong match for historical case study research. Yin
(2003) indicates that in case study research, the simple goal is to have a blueprint of the
case, and that “theory development prior to the collection of data is an essential step”
(p.29). Furthermore, this theory was applicable because exploring concepts and their
interrelation was important and valuable when trying to understand organizational
meaning (Puusa & Tolvanen, 2006). In the instance of the OWHE, the interviews helped
bring to light the organizational identity as defined by the stakeholders and members,
while the archival research threaded the programmatic identity of the office. Finally,
Albert and Whetten’s (1985) identity theory was developed and applied mostly to the
study of the private sector and nonprofit organizations. Therefore, applying this lens to

the OWHE was clearly an appropriate match.
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Conclusion. Generally, individual identity and organizational identity, as
described above, are mutually and reciprocally linked (Brown, 1997; Elsbach & Kramer,
1996), and cultural self-expression includes any and all reference to collective identity
(Brewer & Gardner, 1996). Therefore, when examining the OWHE, I took into account
that the individual identity constructs of the stakeholders and members had an impact on
the organizational identity of the OWHE, itself. One way an organization makes itself
known is by incorporating its perceived image in any outgoing communication. This
process allows members of the organization to speak about themselves as if they are the
organization (Hatch & Schultz, 2004) because they see themselves as a direct reflection
of the company. (This is one aspect that separates organizational identity from saga—
identity is about both the internal and external view of the organization by stakeholders,
while saga elicits the ebb and flow of the organizational change over time.) These unique
views were uncovered through the interviews and archive/document analysis on the
OWHE. Furthermore, the “concept of identity has the advantage of being a concept,
construct, or question that can be studied or posed at any level of analysis” (Albert, 1998,
p. 10). For these reasons, there are multiple viewpoints and ways of looking at
organization identity. Therefore, various levels of questions and archival and document
review were required throughout the research on the OWHE to get to the root of the
organizational identity.

Feminist Standpoint Theory (FST)

There are many varying ideas and notions within the topic of feminism and

research; however, for this study, the use of feminist standpoint theory (Collins, 1997;

Harding, 1991; Hartsock, 1983 & 1998; Jaggar, 1983), also referred to as standpoint of
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women (Smith, 1987 & 1990), is proposed. Dorothy Smith (1974) is often credited as the
founding contributor to FST (Longino,1993), but Harding, Hartsock, and Collins
continue the legacy and advocate for the legitimacy of FST as a valid research medium
within the field of feminist research (Wylie, 2003). The theory emerged out of the social
science field when Smith identified that most research is steeped in the male perspective,
and as a result, cannot garner a truth in findings as it pertains to women, a marginalized
and often suppressed group. Smith further grounded her proposal in Marxism, a social
theory that asserts privilege over fundamental questions of economics and history on
behalf of the lower class (Lukacs, 1971).

At the heart of Smith’s (1974) women’s standpoint was the notion that within the
field of sociology, the world of direct experience was often separated from the place in
which that experience occurred. Smith (1974) advocated that such separation must be
undone, and that the field of sociology should address what had been left out and
overlooked in the case of women and their point of view. Harding, following in Smith’s
footsteps, would take the original theory of women’s standpoint, and over time, rename it
feminist standpoint theory (Smith, 1992). Harding took this general approach within
feminism to refer to the many different theorists who argued for the importance of
situational knowledge in women’s experiences (Naples, 2006). These researchers
continued to advance FST in terms of other lenses across disciplines to include women’s
labor (Rose, 1986), women'’s history (Young, 1980), and women’s reproduction
(O’Brien, 1981). Harding, Hartsock, and Jaggar continued to champion the theory in the
grounding of Smith’s Marxist understanding of the oppressed view of reality, based on

the existing knowledge base of men (Hekman, 1997).
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The power of FST, according to Hartsock (1998), is that the theory grows out of
the fact that it “enables us to connect everyday life with the analysis of the social
institutions that shape life” (p. 36). Understanding this context, Naples (2003) identifies
three approaches to FST: (a) as constructed in/by community, (b) as a place to begin
inquiry, and (c) as situated within women’s social location and experience. Harding
(2007) later summarizes feminist standpoint research, listing four common goals:

= To explain in a more accurate way relations between androcentric institutional
power and the production of sexist and androcentric knowledge claims;
= account for the surprising successes of research in the social sciences and biology
that were overtly guided by feminist politics;
= provide guidelines for future politics; and,
= provide a resource for the empowerment of oppressed groups (p. 45).
These goals are central themes to many other FST scholars, as FST seeks to explore the
impact that unique perspectives can offer women in resisting political and cultural
oppression (Hartsock, 1998; O’Brien-Hallstein, 2000).

While FST has merit within the field of feminist research, it is not without
criticism. Three main reasons exist. First, current scholars may discredit the value of FST
in today’s age because of its roots in Marxism, which has been discredited in both theory
and practice (Hekman, 1997). Critics of Marxism indicate that both the researcher and the
participant’s roles in the research may come into question, mostly because of the
collaborative process, whereby the research agenda may be set by the study population
(Reason, 1994; Whyte, 1991). Secondly, the theory may be questioned because it appears

to be opposed to two of the most significant influences in recent feminist theory:
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postmodernism and poststructuralism (Longino, 1993). Standpoint theory remains
steadfast in the concept of the woman within the situation and knowledge of experience.
Postmodernism/poststructuralism, however, questions the possibility of such knowledge,
as well as the category “women” (Longino, 1993). And finally, the theory is often
questioned as to whether the research aims to the justification of knowledge claims rather
than an account of their production (Wylie, 2003).

Despite these criticisms, I found that abandoning FST limited the outcome of the
research, given the fact that the very underpinning of FST is positioned in the situated
knowledge of women and their experiences—the basis of this case study on the OWHE.
From the outset, feminist standpoint theorists have recognized that feminist politics need
to be steeped in claims of truth from the sources directly (Hekman, 1997), which is
nothing more than one should expect from this research. Understanding that two very
significant tenets of feminist standpoint have emerged over the duration of the theory is
important: first, that knowledge is perspective and situational; and second, there are
multiple standpoints from which knowledge is produced (Clough, 1994). These two
concepts had significant impact on the interviewing phase of the case on the OWHE
because no two women had the same experience, and interpretations of the situation
varied from subject-to-subject.

Perhaps the most important point I can make to validate use of the theory is that
FST is about where a woman is positioned personally and professionally in a system and
what her perceptions are of the feminine terrain from that vantage point. The impact of
FST can be further illustrated in Lenz’s (2004) statement that “feminist theorists working

from standpoint epistemologies can, by considering the complex circumstances in which
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marginalized peoples experience oppression, produce analyses that are both sensitive to
individual perceptions and cognizant of the wider social forecast that organize
experience” (p. 99). This statement points out that FST has a place in research
methodologies as theorists using FST can cast wider nets of participant experiences than
what is generally perceived by critics, thus overcoming the question of objectivity.
Therefore, believing the participants are the experts of their own experiences, I sent
finalized versions of the information to the participants to gain verification.

In conclusion, through a review of the literature, it is clear to see that FST works
to comprehend how the lives and vocations of women have traditionally been devalued.
While this theory had merit to the researcher’s case, many scholars would not see value
in the application of the lens. However, it was believed that FST was a valid lens because
of the nature of the research regarding an examination of the OWHE’s impact on a
marginalized group of women situated within both a political and organizational
structure, that of higher education.

Chapter Summary

The historical and cultural events of the 1960s created a synergy that could not go
unrecognized by those in a position to affect change. This chapter presented a critical
review of the literature surrounding (a) postwar higher education in America; (b) the
national historical events prior to the founding of the OWHE; (c) an examination of
associations; and, (d) an investigation of administrative professionalization of women
within the academy.

To investigate program lifespan of a higher education women’s association, this

dissertation relied on three theoretical lenses: (a) organizational saga, (b) organizational
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identity theory, and (c) feminist standpoint theory. These three constructs provided
frameworks for interpreting, examining, and uncovering the meaning in the account and

narrative of the evolution and 38-year persistence of the OWHE.

103



Chapter 3
METHODS

This chapter presents the methods for this dissertation on the OWHE. The
purpose of this study was to determine what influenced the 1973 origins, and subsequent
development of the OWHE, and to document its history through its elimination in 2011.
This study is a single organization, holistic and intrinsic case study that employed archive
and document analysis coupled with interviews. Within the scope of this case, I used
some historical research foundations to underpin the rigor of the case study. Carr (1967)
points out that to learn about the present, in the light of the past, means also to learn about
the past, in the light of the present. The function of history is to promote a more profound
understanding of both past and present through the interrelation between the two (Carr,
1967). When considering history, learning from the past is never simply a one way
process.

Agreeing with Carr’s concept of history as promoting a profound understanding
of both the past and the present through the interrelation between the two, the purpose of
this study was, therefore, two-fold. The first purpose was to explore and trace the
historical developments leading to the founding of the OWHE, and the second was to
examine the role of the OWHE in the progression of women in administrative leadership
positions within higher education. Since its founding, only limited documentation has
been produced by the office regarding its history.

Three essential steps exist in the production of any written work of academic
value: the gathering of the data, the criticism of the data, and the presentation of the facts,

interpretations, and conclusions (Arnold, 2000; Hockett, 1955; Stringer, 1996). Each of
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these are reviewed and woven under the formal headings of the chapter, which include:
philosophical paradigm, subjectivity statement, research design, research questions, case
study and participant selection, instrumentation and data collection, data preparation, data

analysis, and design issues. Figure two shows the progression of my methodology.

A.  Positivism

Paradigm B. Interpretivism
»  Constructivism

A. Quantitative

Research B. Qualitative
Design »  Single Case Study
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B. Organizational Identi
Frameworks g ty

C. Feminist Standpoint

A. Archive Analysis
B. Document Analysis

Method C. Interviews
> Semi-Structured
-Oral History and In-Depth

A.  Content Analysis
B. Narrative Analysis
C. Ethnographic Analysis

Analysis

Figure 2. Progression of researcher methodology. Selected methods denoted by bold
font. (Created by Elliott, 2013).
Philosophical Paradigm
The literature surrounding the design of research traditionally produces two main
philosophical paradigms, commonly referred to as positivism and interpretivism. Guba &
Lincoln (1985) add another paradigm in their work simply called methodological. Crotty
(1998) indicates that a paradigm is a reflection of how the researcher views the world

(ontology) and believes that knowledge is created (epistemology). In this section, |
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examine the ontological and epistemological viewpoints, which create the paradigm of
inquiry.
Paradigm of Inquiry

A researcher’s paradigm of inquiry denotes the philosophical underpinnings upon
which research is based (Bentz & Shapiro, 1998). For this study, I elected to pursue an
interpretivist approach over positivism because interpretivists describe human beings as
having intent and power to interpret their actions and surroundings, whereas positivists
are of the view that one can only analyze and draw conclusions from what is observed
(Halfpenny, 1984). Due to the nature of my research, observation of history was
impossible; therefore, it had to be interpreted.

Within the sphere of interpretivism is a technique called constructivism, whereby
knowledge is constructed between inquirer and participant through the inquiry process
itself (Given, 2008). This project used both the constructivist and interpretivist
approaches to create meaning from the participants. The study used a combination of
these two perspectives, since both carried an equal importance to the research.
Knowledge about the OWHE had to be gleaned before it could be interpreted; therefore,
the two procedures worked in a hierarchical fashion, with social constructivism being
first (to create knowledge), and interpretivism (to create an understanding) being second.

The paradigm related to the study. Interpretivism and constructivism are
related approaches to research, and Schwandt (1994) describes these terms as concepts
that steer researchers toward a particular outlook:

Proponents of these persuasions share the goal of understanding the complex

world of lived experience from the point of view of those who live it. This goal is

variously spoken of as an abiding concern for the life world, for the emic point of
view, for understanding meaning, for grasping the actor’s definition of a situation.
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The world of lived reality and situation-specific meanings that constitute the

general object of investigation is thought to be constructed by social actors. (p.

118)
Social constructivism is often combined with interpretivism (Mertens, 1998); thus,
creating a constructivist-interpretivism style. Social constructionist research stems from
the works of Berger and Luckmann’s The Social Construction of Reality (1967) and
Lincoln and Guba’s Naturalistic Inquiry (1985). Constructivism allows the researcher to
better understand the world in which one lives and works (Denzin & Lincoln, 2000),
while interpretive practice is a coagulation of procedures, conditions, and resources
through which reality is apprehended, understood, organized, and conveyed in everyday
life (Holstein & Gubrium, 2000). These were goals in studying the case on the OWHE.
Furthermore, interpretive practice engages both the Zows and the whats of social reality;
individuals develop subjective meanings of their experiences—meanings directed toward
certain objects or things. These meanings are varied and multiple, leading the researcher
to look for the complexity of views, rather than narrowing meaning into a few categories
or ideas (Creswell, 2003). In addition, Merriam (1998) indicates that constructivist-
interpretivism relies on the participants’ viewpoints of the situation under study.

Table 2

Knowledge Claims of Constructivist-Interpretivism

Position of claim:
Understanding
Multiple participant
meaning
Social and historical
construction
Theory generation
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For these reasons, constructivist-interpretivism was a strong application for this
case study, since the purpose was to first construct the data on the OWHE and then
interpret the meaning of the data. The interpretative stance allowed for verbal and textual
nuances of documents and interviews to emerge bringing meaning to the evolution and
lifespan of the OWHE.

Paradigm and data. The goal of this research was to rely as much as possible on
the participants’ views of the situation being studied. The questions were broad and
general so that the participants could construct meaning of the situation. These subjective
meanings were then negotiated socially and historically. In other words, they were not
simply imprinted on individuals, but were formed through interaction with the
participants, and through historical and cultural norms that operated in the individuals’
lives, hence—social constructivism (Creswell, 2003). My intent was to make sense of (or
interpret) the meanings others shared in written documents and archives, as well as in
interviews, rather than starting with a theory, as in the positivism paradigm.

In conclusion, meanings are constructed by human beings as they engage with the
world they are interpreting (Crotty, 1998). As a result, [ used open-ended questions so
participants could express their views. Additionally, humans engage with their world and
make sense of it based on their historical and social perspective (Crotty, 1998). Thus, I
sought to understand the context, or setting, of the participants through interviews,
document analysis, and archival research. Finally, the basic generation of meaning is
always social, arising in and out of interaction with a human community. As a result, [
generated meaning from the data collected in the field. Because I used interviews as part

of the data-collection process, this paradigm of inquiry brought relevance to the study.
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Subjectivity Statement

Gary Shank (2006) points out in his historical review of subjectivity that it has
often been viewed in contrast to objectivity, and is therefore, something to be avoided in
research. Peshkin (1988), however, gives a different point of view that subjectivity is not
something to be eradicated, but rather, that which should be acknowledged openly
throughout the duration of the project. In more contemporary research, the subjectivity
statement is almost always a requirement in order for the study to be considered
authentic, and looked upon without suspicion (Preissle, 2008). Therefore, a statement
regarding the investigation and acknowledgement of my subjective positions in relation
to the research topic and participants will now be provided. There were three areas I
recognized, which could have caused potential for bias: the paradigm of inquiry, a
personal interest in the advancement of women in society, and me as a female within the
field of higher education. (The techniques I used to help avoid bias are discussed in the
data collection and analysis sections of this chapter.)

First, there could be bias regarding the paradigm of inquiry because of the
constructivist and interpretivist approaches to the study. [ was aware that a certain
predisposition could be introduced because of the subjectivity of interpretation (Yin,
2003). Human beings relate their experiences based on their socially-constructed
knowledge (Mertens, 1998), and this knowledge was present for both the researcher and
the participants of the study.

Second, Rampolla (2001) states, “we naturally choose to write about subjects that
interest us” (p.46). I have a personal interest in the advancement of women in society,

stemming from my studies and exposure to this topic as an undergraduate of a woman’s
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college. Although this is not a direct research question of this study, the activities of
women in society, leading up to the founding of the OWHE, is of relevance as it helped
construct the historical context of the case. I underwent a thorough literature review, and
some initial investigation of documents and archives surrounding the OWHE had already
occurred prior to the interview stage. As there is agreement that prior knowledge
influences what we know, and that humans construct concepts from prior knowledge
(Glaserfeld, 1984), my prior knowledge of the historical milieu could have allowed for
researcher bias.

Finally, my role and interest in women within higher education could have
injected bias. I have held many administrative positions at different levels in the
university setting, to include working for a woman’s college. Additionally, my work with
professional women'’s affiliations such as the American Association of University
Women, the National Women’s Studies Association, and a speaking engagement
(although not affiliated) with the Tennessee Network of the OWHE could have had an
impact.

Furthermore, through my initial work on the dissertation, I visited the former site
of the OWHE in Washington, DC, located in the National Center for Higher Education
(NCHE) at Dupont Circle. There, I attended OWHE conferences and participated in
events in order to make field observations about organizational culture, management, and
leadership styles. As a result of these site visits and direct observation, I was able to form
an emic perspective, that is, the participants’ viewpoint (Gall, Borg, & Gall, 1996) of
various activities and events because they were experienced first-hand. However, I used

the etic perspective of an outsider (Gall, Borg, & Gall, 1996) when reporting findings and
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conclusions because the exposure to the archives, documents, and interviews were all re-
told accounts of the past, not experienced in the present.

In conclusion, due to the constructivist-interpretivism approach of this
dissertation, along with my personal research interests and past professional roles and
affiliations, it was possible for research bias to be injected into this research. Realizing
this, an entire section entitled Researcher Role & Prevention of Researcher Influence will
appear later in this chapter to discuss the techniques used to mitigate potential bias.

Research Design

There are two key elements of the research design for this dissertation; qualitative
research and case study. This section will serve as an overview to both. Qualitative
research methods will be examined first, followed by that of case study.

Qualitative Research

To begin, the primary methodology for this study was qualitative. Qualitative
research, broadly defined, means “any kind of research that produces findings not arrived
at by means of statistical procedures or other means of quantification" (Strauss & Corbin,
1990, p. 17). Willis (2007) identifies two characteristics that distinguish qualitative
research: “the search for contextual understanding instead of universal law and a design-
as-you-go, or emergent approach” (p. 181). Merriam (2002) describes qualitative
research as that which seeks to reveal “meaning that is socially constructed by individuals
in interaction with their world” (p. 3). Additionally, the project can be defined as
qualitative since the objective was to collect open-ended data that emerged in thematic

ways (Creswell, 2003), generating thick description.
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Qualitative research is also a term that “encompasses several philosophical or
theoretical orientations” (Merriam, 2002, p. 15). In simple terms, there are several
different aspects or styles of qualitative research, but among the most prevalent across the
literature are ethnography, grounded theory, phenomenology, and case study. For
purposes of this study, I selected case study. An examination of case study as a
qualitative design will now be given.

Case Study

This dissertation was a case study because I looked at a single organization, the
OWHE, bound by time (Yin, 2003). Case studies are the preferred strategy when how or
why questions are being posed, when the investigator has little control over the events,
and when the focus is on some real life context (Soy, 1997; Yin, 2003). This was
certainly the situation in studying the OWHE. Case studies come in many different
shapes and sizes. As for this case, certain aspects are relevant to mention. Below, a
review of the case as historical, holistic, intrinsic, single, and organizational will be
given.

The case as historical. To begin, a brief philosophy of history will be reviewed,
as it relates to the historical aspect of this case study. The philosophy of history is a
thorough investigation of the past and of its problems (Reiner, 1961), and as such, the
philosophic investigation of history falls into two parts. Reiner (1961) describes these
two parts as a formal Geschichtsphilosophie, which investigates the logic and
epistemology of history. This is the systematic study of history as a story. The second is
the philosophy of history in a more narrowly-defined manner—an actual understanding

of the historical events based on our human past. Creswell (1998) insists that the research
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must situate the context of the case within “its setting, which may be physical, social, or
historical” (p.61). Realizing these points, I was able to defend the formal philosophy of
history for this case study, since it was situated in the context of the history of the office
and relied on both an investigation of the past of the OWHE and the story of the history
leading up to its founding.

Furthermore, this study was a historical case study, since historical methodology
aims to assess meanings and read messages of happenings in which individuals and
events relate meaningfully to one another (Marius, 1999). Furthermore, historical studies
test the truthfulness of the reports of observation made by others. Authorities such as
Leedy (1974) and Marius (1999) indicate that the object of historical studies is to
interpret signs of the past in order to develop rationale and design in what might
otherwise be considered mere happenstance. This was the very heart of this study—to
assess meanings, read messages of how events and people related to one another, test for
truthfulness, and interpret the signs to develop a rationale.

It is important to recognize that history itself begs to be reviewed and to have
answers (Merriam, 1998). Historical studies have many goals, but the most important of
these, says Berg, (2004) is to answer questions, uncover the past, produce a better
understanding of human behavior, and to draw interpretations about our future from what
is found through uncovering the past. History is an intertwining of the present and the
past. In fact, present and past do not stand alone. In order to understand one or the other,
one must understand both (Carr, 1967). Additionally, history looks at the nuances of
people and places to better understand human culture (Creswell, 2003). In order to

understand this culture, Leedy (1993) indicates that the researcher must understand

113



historical time and space. Space is also called historical geography (Leedy, 1993); this
means where something happened is just as important as when it occurred.

In summary, this dissertation aimed to do exactly the points previously
articulated—create a better understanding of past human behavior to help interpret the
future and produce a better understanding of human culture by looking at where and
when points in history occurred. In conclusion, based on the foundation of what
comprises a sound historical study, evidence has been provided that this case was
historical in nature.

The case as holistic, intrinsic, and single organization. Additionally, this case
was holistic because it attempted to examine the OWHE from a global perspective
(Stake, 1995). It was global because it took into account as many aspects as possible of
the organization in broad terms, rather than very narrowly-defined parameters hindering
the uncovering of the past. The past has significance to the study because historical
research was needed to examine the history leading up to the founding of the office.
Bailyn & Lathem (1994) indicate that history is not an inert reconstruction of the past that
gets set once and for all; rather, history is a form of inquiry that will shift, renew, and
grow in time. This was a broad-scoped historical case study, and therefore, holistic in
nature.

In addition, the case was intrinsic. An intrinsic case study, as defined by Stake
(1995), 1s appropriate when the researcher has a genuine interest in the case. It should be
used when the intent is to better understand the situation being studied, since the purpose
is not to build a theory. For these reasons, this study was intrinsic because I had a genuine

interest in the project (because of my desire to pursue a historical study about women in
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positions of leadership within higher education), and because the OWHE was being
investigated for no other reason than to have a better understanding of its lifespan.

Clearly, the case on the OWHE was an organizational case study since it aimed to
study the development of an office within an association (Bogdan & Bilken, 1992). The
OWHE was both an organization and an association, as defined by Bloland (1985)—
“associations are organizations in which membership is voluntary” (p. 5). Participation
with the OWHE, through ACE, was voluntary (ACE website, 2011). A historical
organizational case study, as described by Bogdan & Bilken (1992), traces how an
organization came into being, what changes occurred over time, and the current status of
the organization. These outcomes were the pivotal focal points on the case of the OHWE.

And finally, the case was a single case study. Yin (2003) describes single case
studies very elaborately in his research. He indicates that a case is single when not
embedded and is revelatory or unique in its attributes. I believed this case was both
revelatory and unique. As the rich description of the history produced new and dynamic
information about the office, the case was revelatory, and because there was not a written
history of the office, uniqueness was present.

In summary, this dissertation was a qualitative historical case study. The case
itself was holistic because it was broad-scoped. It was intrinsic because it was conducted
for no other reason than to produce a study on the OWHE and was a single organizational
study because only one entity was being studied—that of the OWHE—and because it

was bound by scope and time.
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Operationalization of Theoretical Framework

The theoretical knowledge and frameworks which guided this study were
organizational saga (Selznick, 1957; Clark, 1971), organizational identity theory (Albert
& Whetten, 1985; Whetten, 1996), and feminist standpoint theory (Collins, 1997;
Harding, 1991/1993; Hartsock, 1983 & 1998; Jaggar, 1983; Smith, 1987). Each of these
theories were described and critiqued in Chapter Two. For purposes of this study, office
evolution constitutes initiation and fulfillment through organizational saga (Clark, 1971),
and persistence is realized through the stages of organizational identity, ultimately
defined as continuance or endurance, despite crisis (Albert & Whetten, 1985, Whetten,
1996). Feminist standpoint theory is defined as the way in which the participants view
their world and informs the interpretivism paradigm (Harding, 1991; Hartsock, 1983).
The interrelation of the three theories creates a single framework, which is displayed in
Table 3. The elements of each theory are operationalized in Tables 4, 5, and 6.

Table 3

Role of Identity, Saga, and Standpoint within Scope of Research

Name of Frame Function of Frame within
Research Project

Organizational Saga Examines how the organization
evolved over time

Organizational Identity Examines how the organization
is defined
Feminist Standpoint Interprets meaning from the participants
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Table 4

Clark’s (1971) Organizational Saga Theory

Stages of Saga  Conditions or Contexts Length
Initiation Conditions vary: Occurs over a shorter
1. Usually a strong period of time

purpose exists for
organization to start

2. Established
organization is in
crisis or decay

3. If organization is
not in crisis or
decays, it is ready for

change
Fulfillment Related to features of the Occurs over a longer
organization that are period of time

enduring or more
predictable.
Examples are:

1. Personnel

2. Programs

3. Subculture

4. Imagery of saga

Table 5

Albert & Whetten’s (1985) & Whetten’s (2006) Organizational Identity Theory

Stages of Organizational Defining Questions Elements of Identity
Identity Recognition
Ideational Who are we as an Self-Identity:

organization? Mission and Vision

Definitional What is central, distinctive, Operational Identity:

and enduring?

Phenomenological What defines us at a stage
of crisis?
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Image Identity:
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Table 6

Feminist Standpoint Theory (Collins, 1997; Harding, 1991, Hartsock, 1983 &1998;
Jaggar, 1983; and Smith, 1987)

General Epistemology  Grounds of Standpoint Goals Criticisms

Specific social Centrality-how are Represent the social Postmodernists

location worker’s needs met? world in relation to claim that the
the subjects of the very possibility

study

of a unified
standpoint of
women does
not exist
because of
race, religion,
class and
nationality
differences.
Not all women
are the same.

Scope of claim

Collective self-
consciousness

Supply an account of
the world which is
accessible to the
participants to better
understand their world

Aspect of social
location that generates
knowledge

Cognitive style

Supply an account of
the world which is
usable by the
participants to help
improve their
condition

Grounds for privilege

Oppression

To understand and
overcome

Why Feminist Standpoint Theory?

Remembering that there needs to be an understanding of historical events based

on our human past, this epistemological lens was appropriate, since it posits feminism as

a way of conceptualizing from the vantage point of women's lives. Feminist standpoint

theory derives from the Marxist position that the socially oppressed class can access



knowledge unavailable to the socially privileged, particularly knowledge of social
relations (Jaggar, 1983). As feminist standpoint theory has developed, it has focused
more on the political nature of the standpoint (for example, a feminist standpoint rather
than a women’s standpoint) (Hartsock, 1998).

Qualitative researchers tend to agree with this approach, since standpoint theorists
insist that the feminist standpoint is a socially constructed way of making sense of the
world (Jaggar, 1983; Smith, 1987). However, quantitative researchers would not agree.
Glazer-Raymo (1999) states that many critics of feminism find the feminist viewpoint of
inquiry self-centered. She also states that critics believe the feminist stance distorts ideas
and is subjective and irrational. In fact, quantitative researchers may find the feminist
empiricist epistemology more valuable, since it espouses more holistically the scientific
method of study. However, standpoint theory encompasses more fully the concept of
history (Harding, 1991)—the very essence of this study.

Two relevant grounds of feminist standpoint theory, which serve as a foundational
base for this research will be examined. The first is collective self-consciousness, and the
second is oppression. First, the collective self-consciousness, according to MacKinnon
(1999), explains the concept of male dominance as being based on sexual objectification.
In objectification, the dominant group projects their will onto the subordinate group, and
by virtue of their power, makes the subordinate group conform to the way the dominant
group wants them to be (MacKinnon, 1999). In order for women to overcome this, they
must act on a shared understanding of themselves as women—that is, as a social group

unjustly constituted by sexual objectification. Women act collectively on this shared
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understanding and resist the representations made of them. This frame fits nicely with the
two other theories being used to frame this research—organizational saga and identity.

The second ground of feminist standpoint theory identifiable in this study is that
of oppression. Perhaps this is the most vital aspect of the theory as related to the
historical nature of this dissertation. The concept is that as oppressed individuals, women
have an interest in representing social phenomena in ways that reveal, rather than mask,
the truth (Harding, 1991; Smith, 1974). Such women also have direct experience of their
oppression, providing perspective that would otherwise not be known to research.

Feminist standpoint theory also needs to be addressed on the grounds of critical
theory (Fay, 1987). Critical theories aim to empower the oppressed to improve their
situation, and they serve to fulfill three roles. First, they must represent the social world
in relation to the interests of the oppressed; second, they must supply an account of the
work which is accessible to the subjects of the study which enables them to understand
their problems; and finally, they must supply an account of the world which is usable by
the subjects to study and improve their conditions (Lincoln & Guba, 1985).

The use of feminist standpoint in the dissertation. For purposes of this
dissertation, I used feminist standpoint theory as the overarching approach to the study.
While two other theories were used to ground and frame the organizational life of the
OWHE, feminist standpoint was used to create meaning from the participants, without
whom, there would not have been an organization to study. I believe my research was
situated within women’s social location and experience. The setting was predominately
placed in a male-dominated backdrop of institutional power within higher education, the

federal government, and Washington DC-based associations, to include ACE itself. This
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quote from Janet Holmgren, former ACE Board Chair, highlights the importance of using
women’s standpoint to those being interviewed:

You know, one of the things that I always regretted, and I still regret? I think we

[society] still haven’t gotten there. We still don’t understand in everything that we

do that women’s perspectives are not separate and that the ways in which we

shape our arguments, our presentations, especially with regard now to the last
decade particularly—higher educational funding and higher educational support
for students as well as leadership, we have — it’s been slow in our national
organizations to think about the [pause]—importance of representing women’s
perspectives and not to overlook women as though they were simply part of the

conversation from the get-go. (2012, p. 12)

The project was steeped in claims of truth from the sources directly, as this example
illustrates. Ultimately, the creation of the OWHE NIP (eventually the ACE Network) was
the key to resisting both cultural and political oppression within higher education.
Feminist standpoint was central to both the data collection, and the analysis stages of the
dissertation. [ used DeVault’s (1990) framework for analysis of interviews to guide my
study, but I will first provide a review of the data collection.

Data collection. As a female trying to professionally advance in higher education
myself, I approached the project with the knowledge of experience, a practice credited to
Hooks (2010). Therefore, I chose the feminist standpoint framework so that I could (a)
reveal the situations of the women being interviewed and (b) present their meanings in an
effort to fill in the gaps of knowledge between the insider who actually experienced the
situation as a woman, and the outsider, largely experiencing the situation from a
patriarchal viewpoint. This was done by writing a descriptively rich narrative about the
history of the OWHE. To set this history apart from other historical overviews previously

written, I incorporated the lived experiences of those working for and with the office—

creating a uniquely different story compared to the previous works, which only presented
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historical elements of the OWHE. This research provides the only complete historical
treatment of the OWHE.

Through my research, it was my intention to give voice to a group of women, who
in the early years of their work, while not overlooked, were often undervalued or
appreciated for the work they were doing to advance higher education. While ACE had
their own need to fill a national void, or be politically ostracized by potential and current
members, the desire to create the OWHE was not purely motivated by intrinsic value sets.
By using feminist standpoint, [ was able to present specific accounts of women to help
position a broader view for future discussion, policy, and operationalization for
organizations working to advance women. In essence, [ was able to recount an experience
that was often felt by women and finally articulate it in a way that one could see the
situation from a clearer or more direct viewpoint.

As I approached and later engaged in the data collection stage of the research, two
distinct processes took place. First was a process I term as composing topics, which
happened prior to the interview stage. The second was simply listening during the data
collection, itself.

During my composing topics stage, I used feminist standpoint to frame the interview
questions, specifically designing 10 of the 24 questions to elicit responses that could be
identified as positioning the women in place and time, thus creating vibrant responses to
their lived experiences within the scope of the OWHE history. These questions were
particularly easy for the women to discuss because they were natural to them. Positioning
these questions at the front of the interview also helped build the required rapport needed

to ensure that some of the more difficult questions, where women would typically shy
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away from a direct response (Oakley, 2003), felt more at ease to tackle the questions
without fear of damaging their reputation. In fact, quite often, the women would say in
the course of the interview “it is important for you to know this for the history, but it
needs to remain anonymous.” As a result of this, the richness of the history was
enhanced, as many of the anonymous bits of information were critical to weaving an
accurate account of the situation. Additionally, I took into consideration how ACE, as a
male establishment at the time of the founding, (and largely so today as defined by
membership), could have impacted or distorted some participant accounts.

Crafting the questions in ways that opened boundaries, and created space for
participants to provide an account rooted in the realities of their own lives, was also a
critical piece in composing the topics. As I worked to prepare the questions, I also wrote
a personal guide of checkpoints specific to feminist standpoint theory. One of the most
challenging aspects was sticking to a semi-structured interview process; it was much
easier to approach the interview in a structured manner. As I composed the topics, |
logically understood that it was important to allow the participants to recount personal
“lived experiences” (Dilthey as cited in Lewis-Beck, Bryman & Liao, 2004) as part of
feminist standpoint, even if not directly related to the question; but in practice, it was
difficult to adhere to that frame. In most cases, | was able to create this opportunity, but
in the first of the 20 interviews, I failed miserably. After that, I counted only seven
unique instances, out of 456, where I failed to allow the participant the ability to create
their own experience in the interview.

Paget (1983) is a huge proponent of the conversational character of the interview

as a contributing factor of success in accurately approaching feminist standpoint in data
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collection. As a result, as I composed topics, I constantly prepared both the questions and
myself as the researcher for a search procedure in collecting the data. My approach as a
female was one of a shared collaboration between myself and the participant in my quest
for answers. Together, we constructed richer data, which is truly the essence of feminist
standpoint.

The other area in which I used the tenets of feminist standpoint was in the actual
data collection, itself—each individual interview. The process I used I call dedicated
listening. There is nothing fancy about the approach, but it requires focus and skill. (As
an enrollment professional who interviews people frequently as part of my job, and
trained in group counseling techniques, my skill level was adequate in terms of meeting
the project demands). There are four points I want to make regarding the listening stage
as it relates to feminist standpoint theory. First, three-fourths of these interviews were
woman-to-woman, whereby feminist standpoint was employed as a two-way process. For
the remaining one-fourth, where a male was interviewed, feminist standpoint was used,
but only on the part of the researcher, trying to interpret the meaning within the frame as
it applied to the women in the historical account. Basically, an interpretation of the
meaning was derived from a woman’s viewpoint.

Second, in the course of the interviews, I made every attempt to incorporate
personal involvements in a way that I could relate my own experience, thus cooperating
by creating a meaning together. However, I was careful to not create researcher bias by
clouding the question with an answer for which I was looking. I only followed the lead of
the response given. The following is an example taken from the interview with Donna

Shavlik:
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Donna Shavlik: So there were two ways in which Title IX lost
administrative positions for women. One was in the
administration of women of sports, and the student affairs
because they would still be there in the offices, but as
associate deans of students, not the dean of students.

Jacqui Elliott: And typically, as I understand from my research, the dean
of women’s position in that timeframe was largely the only
position that would sometimes have the ear of the
president.

Donna Shavlik: That’s right. (2012, p. 54)

I strongly believe this helped create rapport with the participants—an important factor in
interview data collection techniques.

Next, I believe I was able to recover some unarticulated experiences because of
the fact [ am a woman who was truly listening to, and processing, what the participants
had to say. Listening as a woman working in the field of higher education helped me fill
in, from personal experience, what sometimes was not said. For example, when the
participants said “you know,” in many instances, it was not just a filler or pause, it was
actually an invitation asking me if [ knew; and frequently, I did. This dialogue created a
request on the part of the participant for understanding. What is important to note here
was that when I actually did understand, and said that I did, I made a note during the
interview on the interview question guide to go back and pay particular attention to the
transcript regarding the meaning of what was being said. This one very important process
helped me incorporate passages into the history that otherwise may not have been used
because the true intent of the context would not have been known, or otherwise
remembered.

The final aspect I wish to discuss regarding the use of feminist standpoint in the

data collection process is the fact that I listened three times to each interview while
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reading and comparing the transcript for accuracy. I did this to ensure I knew the
interview inside and out. This intense and dedicated listening really helped the
interpretation of the lived experience of the women who were interviewed. It additionally
prepared me for the analysis stage of the project.

Data analysis. Like the data collection phase, the data analysis stage also had two
processes whereby I incorporated feminist standpoint in my approach. The two processes
involved the preserving of the speech and the writing of this document. Since the
majority of the interviews for the dissertation were those of women, I found it necessary
to preserve the women’s speech exactly as it was stated. Women’s speech provides clues
to analysis, and I did not want to weaken the data analysis process by not transcribing
every word, pause, and rephrasing made. For this reason, it was paramount that the
interviews be recorded in order to preserve the speech for both purposes of the data
analysis of this project and for decades to come. (The interview transcripts will be
submitted to the official ACE archives following the completion of the dissertation.) One
process that was critical in keeping with feminist standpoint was the mining of the data,
whereby I had to make decisions about excerpting from the conversations for purposes of
data presentation. The only edits made to the quotes were those added for clarity, which
appear in brackets.

My transcript guide ensured that all the transcripts were completed in the same
format so analysis of each one was treated the same, even if done by someone else. To
ensure the intention of the responses were both transcribed and interpreted correctly, |
used a member checking process whereby I sent transcripts and actual dissertation

excerpts in question to the participant for their approval and consent that both were
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accurate. [ analyzed even the minutest features of the transcripts to include pauses,
drawn-in breath, hands hitting the table, laughter, interjections, and elongated vowel
sounds to help guide the true meaning of what was being said, as well as the feelings of
the participant who was relieving their former experience as a woman in a male-
dominated environment. It was my hope that the quoting of exact words used throughout
the dissertation provided evidence (to you as the reader) regarding the details of how
women spoke about the issues—again re-creating a lived experience in both the way the
history of the office took shape, and the experience of the interview, itself. Both instances
became participant experiences to share. During the course of the interviews, I also tried
to avoid any interruptions (although some did occur) to allow the creation of long enough
passages of text for data analysis. These longer passages, while not always succinct,
elicited data that was much richer, and often divulged information that I was surprised to
gain.

Regarding the writing of the dissertation itself, within the context of feminist
standpoint theory, I realized there was a risk of mislabeling an experience in a way that
did not fit, or was not accurate. Avoiding this situation was also important to the
provenance of the history. In an effort to prevent this, and with help from my second
dissertation chair, who happened to be a rhetoric specialist, an attempt to select
experiential words more carefully became part of the final data presentation.
Additionally, there was risk in writing about a previously neglected experience in a way
that defined the situation in a single expression, rather than the experience, which would
then be accepted by the reader. I tried to avoid this by using multiple quotes. This

layering effect was intended to provide texture and different viewpoints, so that again, the
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true experience emerged in a way that was organic to the place and time in history.
Additionally, after I completed each section related to a director, I sent it to them to read
for content and flow. In a few instances, clarifications were sent back which strengthened
the final presentation of the data and its analysis. These clarifications helped ensure that
the experience of the participant was presented correctly to the reader, and that the
historical facts were as accurate as possible.

Finally, an important note is that a much longer text is often created when using
feminist standpoint theory (Devault, 1990). I found this to be true. Experiential
vocabulary was used to express the women’s sentiments, which created a shifting
vocabulary from one that was more colloquial, rather than academic. I realized that this
tone is sometimes not accepted in conventional academic writing, but felt the longer
written passages really shaped the true meaning of the experience, whereas a concise
brief statement, although preferred academically, stunted that process—one that is
paramount in the presentation of data through feminist standpoint. My final point
regarding the writing process is that the words of the men’s interviews were treated
exactly the same as those of the women. I presented the quotes word-for-word. As a
woman, | could not interpret the meaning from a knowledge claim of a shared
experience, but what was clearly evident to me was the tone of certain words, which
when placed in context, clearly created a male-dominated mindset regarding ACE and the
OWHE. As an example, I share this passage:

[You are talking about] Forums. Okay — where they bring in a lot of those people.

I'sat in a lot of those, and that was a wonderful opportunity for some of those

women to talk about their frustrations, to know each other, to network with each
other. (Undisclosed by author, 2012)
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In this passage, the expression that really stuck out to me as a woman was those people,
as if women are not people because they are not male, or are in some way beneath a
certain standard.

Observations of data through feminist standpoint. There are three main themes
that emerged from the data related to feminist standpoint. Each will be briefly discussed.
First, the interviews largely pointed to the work of the Network Executive Board
members as an extension of their career-related work. The women on the board did not
see this as side work, but tackled the tasks the same as their daily jobs. This theme
supports what has been documented about both the management of feminist
organizations in general, as well as women volunteers and activists. (Iannello, 1992;
Jenner, 1982). In women’s organizations, managers are expected to form a non-
hierarchical, community-like environment in which volunteers, activists, and paid staff
are equal (Ashcraft, 2001). The interviews offered information, that in fact, this was
exactly how the Shavlik years structured the Network, allowing women the flexibility to
interact with the Network in ways that were appropriate to their lifestyle and professional
needs:

But although there were formal programs, ACE fellow programs—they did a

good job. But then there were programs—it was the Office of Women that really

mattered for developing the leadership of women and for developing both the
informal and the formal networks that gave women both the community and the

skills to be leaders. (Holmgren, 2012, p. 5)

However, I also made note that in the later years, particularly after the impact of the
women’s movement had passed, there was an increasing professionalization of the

Network to match a more male-dominated hierarchy. It was interesting that an

organization dedicated to women would shift away from the less structured and more
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empowering Network, to one that operated in a more restricted and controlling nature.
This was a prime example of a time when women did not share the same feminist agenda,
thus negating the collective action of feminist standpoint.

Additionally, the literature suggests that relationships among members of feminist
organizations should be personal, friendly, and provide intrinsic value to the person doing
the work (Gilligan & Attanucci, 1988). My findings were consistent with this,
particularly in the early years of the office. The women involved directly with the office
at all levels worked with open-door policies in an effort to advance other women.
Furthermore, within the ACE structure itself (until the arrival of Broad), the women, no
matter their position or role, often met to collaborate and share information. The
relationships formed among the women were one of the most highlighted features of the
interviews. Finally, feminist organizations recruit staff and volunteers on the basis of
personal contact and commitment to the organization’s mission (Milofsky & Elion,
1988). This was definitely the case for the OWHE, and the interviews provided
substantial evidence to this exact frame of reference. The interviews produced five
known instances of the hiring of women through personal contacts. The women I
interviewed (and with whom I shared personal communication) emphasized the role of
the professional network as a valuable source for growth and professional advancement.
Many of the women knew one another even before their connection to the OWHE.

The second theme that emerged through the Shavlik years was a sense of joy and
accomplishment being associated with the office. The interviews produced evidence that
for those working and volunteering for the office, there was total sense of dedication and

devotion to the cause of advancing women in higher education. This finding is congruent
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with the literature, which states that because social change is often one of the primary
goals of women’s organizations, those involved with the organization experience feelings
that they are at the forefront of a social movement and are engaged in essential altruistic
activities (Hyde, 1994). This experience sustains staff and volunteers for long periods of
time. Again, this was certainly the case through the Shavlik years. I believe that this may
be one of the primary reasons that the office experienced such turnover after the Shavlik
years—as the women’s movement passed, and more women were considered
mainstreamed within higher education, this dedication to mission and altruism waned. In
many ways, the former sense of collective action had dissipated and the office was more
about fitting the ACE mission than the true advocacy of women for the sake of women.
Additionally, with the implementation of an OWHE imposed structure on the Network,
many of the workers lost their one-time passion for the office, as the newly compelled
structure created a less egalitarian system replaced by one based more on male-oriented
norms.

The third concept that emerged from the interviews was the notion that the
closing of the office, while at one time possibly considered by a male president at ACE,
was actually executed by a woman. It was noted throughout the interviews that the office
survived, even after the passing of the women’s movement and all its associated
legislative acts, through three male presidents of ACE, but did not survive under the
leadership of the first-ever female president. While it was not clear in the interviews the
reasoning as to why the office was closed under female leadership, one reason posited
was that it was closed because a woman could get away with it and not be considered

discriminatory or insensitive. Politically, a male would have had a much more difficult
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time executing the permanent closing of the office. As it relates to feminist standpoint,
the literature cites that women who have not shared a similar experience with their
counterparts tend to adopt male-centric organizational structures and leadership styles
(O’Connor, 2006), simply because they do not frame their experience from that of most
women, but rather, the structure in which they accumulate their power base.

Conclusion. The decision to use feminist standpoint was a contributing factor to
the successful outcome of the data collection and analysis. Because of this approach, I
was able to construct a portrayal of the world of the OWHE in terms of the women’s
views, experiences, and emotions. Additionally, I was able to construct the situations and
problems experienced by women in higher education, as well as the OWHE, from a
female perspective in order to be better understood. And finally, it is my hope that the
results and conclusions allowed the participants of the study to glean a better
understanding of the OWHE and their respective roles in its formation and lifespan from
a perspective they grasp—that of feminism. The testimonials of the women interviewed
revealed how they broke the boundaries between personal, social, political, cultural, and
organizational realities affecting their professional advancement, which coincides with
the methodological components that guide feminist standpoint research and analysis.
Methodology

Methodology is merely an operational framework within which the facts are
placed so that their meaning may be seen more clearly (Leedy, 1974). A review of the
theoretical frameworks has just been given, and as one would suspect, certain methods of
research are drawn from the frameworks. Methods are the ways in which the researcher

conducts his or her research; from the methodology, the researcher derives his or her
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method. Furthermore, the historical method comprises the techniques and guidelines by
which historians use primary sources and other evidence to research and write history. In
this project, the method I used was that of historiography. Denzin (1978) defines
historiography as the reconstruction of the past from information and data gathered by the
researcher. Others (Carr, 1967; Furay & Salevouris, 1988, p. 223) define historiography
as "the study of the way history has been and is written—the history of historical
writing.” They further indicate that when one studies historiography, one does not study
the events of the past directly, but the changing interpretations of those events in the
works of individual historians. The latter definition seems to be more respected among
academics in the field.

Under either definition, historiography is a method whereby the research itself
uncovers information or artifacts and accounts to better understand the past. Usually,
primary data sources are used in historiography (Leedy, 1974, Merriam, 1998, Berg,
2004), but important to note is the fact that they are valid only if their intent is to create or
shape historical thought. Types of primary documents used in this research included oral
and written testimonies of eyewitnesses and documents and items related to the direct
outcome of the founding of the OWHE. Examples of these documents and archives
included photographs, recordings, journals, memoranda, formal studies and evaluations,
and other archival documents, such as meeting minutes. Some secondary sources were
required as well. These included items such as newspaper articles, obituary notices, and
aggregated information about various constituents of the OWHE.

Leedy and Ormond (2001) describe in their research that both external and

internal criticism are important parts of historiography. This is the case because in
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historical research, these forms of criticism provide what would normally exist as
reliability and validity. Internal criticism examines the authenticity of the document. It
asks is the document genuine and authentic? External criticism, on the other hand, asks:

=  What is being said?

*  Why did the author write this in the first place?

= What is the intention of the document?
These questions delineate a clear necessity for the researcher using historiography in that
these very interrelations between people, things, and the past produce exactly what the
researcher is trying to uncover.

In conclusion, I used the historiographical method for this project. This was the
best method since the research necessitated an uncovering of both primary and secondary
sources to write the history, with particular interest in the primary sources found in the
archives.

Recapitulation of the Research Questions

This section reintroduces the research question and sub-questions of the study.
Every case study must begin research with a question. Questions are the engines of
intellect and are the very essence of what drives curiosity and controlled inquiry. The
Baconian fallacy (Fischer, 1970) consists of the idea that historical research can operate
without the aid of preconceived questions, hypotheses, ideas, assumptions, paradigms,
and general presumptions of any kind. Under this fallacy, the researcher wanders around,
gathering facts until enough information is formed to make a general truth, with the
general truth leading to whole truths (Fischer, 1970). This idea is deficient, for it commits

to the pursuit of an impossible study by an impractical method.
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Based on this concept, this study must put forth the research questions and sub-
questions to help guide me as researcher. I anticipated the research questions would
follow the prescription of how to write sound historical questions, as produced by Fischer
(1970). The questions were operational, open-ended, flexible, analytical, and precise.

The research question for this study was: What influenced the establishment,
development, and closure of the Office of Women in Higher Education?

This question was explored through four additional sub-questions, which created the
structure of chapters four through eight of the dissertation.

The research sub-questions were:

1. What historical developments of the 1960s and early 1970s shaped the founding of the
OWHE?
2. In what ways did the individual actors surrounding the formation of the OWHE
impact its founding?
3. What factors shaped the structure and decline of the OWHE?
4. How did the self-defined institutional position of ACE impact the operational role of
the
OWHE?
Case Study and Participant Selection

Since this was a historical case study, it was not feasible to collect data from
every individual in the setting of the population. Therefore, my decisions regarding from
whom the data was collected constitutes the subject of this section. The population and

sample will be discussed below.
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The Case as the Population

As stated previously, this project was an organizational case study. The
organization to be examined was the OWHE, and as such, provided the population for
this research (Stake, 2000). To determine the history of the OWHE, key individuals who
helped found, and who had significant influence on the shaping of the office, were
interviewed. These individuals comprised the sample, and since the accessible sample
interviewed represented the target population, population validity was intact (Mertens,
1998).

Selection and rationale. The selection of a case study can take shape in many
ways, but Stake (2000) states that “by whatever method, we choose to study the case” (p.
435). The selection of the case on the OWHE was purposeful (Yin, 2003) and was based
on five criteria. First, I chose the case because of a personal interest in the advancement
of women in the field of higher education. This interest stemmed from my professional
work within a woman’s college setting, and because of my curiosity regarding the
progression of women within co-educational environments. Second, the study was
selected because of a personal interest in historical studies, and with over 38 years in
operation, the OWHE had enough supporting documentation available for data collection
and analysis. Third, the OWHE was chosen because it was a standalone office, which
created a manageable single case study, bound by time (Yin, 2003). Fourth, the office
was selected because [ was able to obtain permission to study the program because of the
expressed desire of those in leadership positions to have a documented history of the

OWHE. And finally, proximity and convenience played a role in the selection of the
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OWHE because of its location in Washington, DC, where I was enrolled as a full-time
doctoral student.
Sample

The theoretical perspective of this study was interpretive-constructivism, and as
such, lent to an appropriate sampling strategy—mixed purposeful sampling (Patton,
1990). Patton (1990) states, “The logic and power of purposeful sampling lies in selecting
information-rich cases for study in depth” (p. 169). Mixed purposeful sampling was
critical to the success of this research, as it provided a form of triangulation to meet
multiple interests and needs of the research. Three forms of purposeful sampling were
used in this case. They included (a) stratified, (b) snowball, and (c) opportunistic. Each
will be reviewed for its significance below.

Choosing interview participants. To begin, stratified purposeful sampling was
critical because as an organizational case study, I had to be intentional about the sample
in order to garner the information as related to the organization, itself (Yin, 2003). The
sample also had to be stratified because the study was historical; there were sub-groups of
people who needed to be interviewed based on their expert experiences and associations
(Merriam, 1998) related to the OWHE. Experts are not only one distinct group, such as
directors and those with administrative capacity within the OWHE; there were sub-
categories such as foundation contacts, board members, and OWHE staff members,
among others. This layering of individuals who were interviewed was the cause for
stratified purposeful sampling. (See Appendix A for a list of participants who were

interviewed.)
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Next, snowball sampling was important to the research. It might seem easy to
know who is a member of the research sample, and who is not; however, through the
actual process of interviewing, new intentional samples surfaced. This outcome is
commonly called snowball effect (Berg, 2004). Due to the snowball effect, the size of the
sample was difficult to pinpoint in the early stages of the research, but Yow (1994) notes
that for a sufficient sample in historical studies, when one hears the same story for the
twentieth time without new information, one has heard enough. Based on my decision as
to the adequacy of the observations in the field, 20 interviews were conducted.

Opportunistic sampling is often confused with snowball sampling, but in fact, a
difference exists that is important to this research. Opportunistic sampling lacks the
intentionality of snowball sampling, which is driven by the researcher (Berg, 2004). By
using opportunistic sampling, the researcher does not ask for leads regarding information,
but rather, relies upon new leads discovered unintentionally during the interview process.

In conclusion, the primary form of sampling used in this research was that of
mixed purposeful sampling. The mixed forms of sampling included (a) stratified, (b)
snowball, and (c¢) opportunistic. The mixed purposeful sampling was justified for this
study because the case on the OWHE was itself purposeful. Mixed sampling was
appropriate to ensure key interview participants were identified as the research unfolded;
those interviews were critical to the production of thick description required for analysis
of the data.

Instrumentation and Data Collection
In qualitative research, the researcher is the instrument for data collection

(Mertens, 1998). In many forms of research, there may be a survey or test instrument, but
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in the instance of this study, I was the instrument for collecting the data. Primarily, data
information was gathered through interviews, archival research, and document analysis.

The process of determining what to collect data about, and how to do it, is often
referred to as operationalizing (Mertens, 1998). This concept basically defines the steps
the researcher takes to identify the strategies that will underpin findings to the answers of
the research questions, and what to do with the data once gathered. The actual collection
of the data may change as the research unfolds, which is standard in both qualitative and
historical research (Leedy, 1974). In the sections that follow, I address the
operationalization of the data.

Data Collection

The first step to producing any historical case is the generation or gathering of the
data pertinent to the topic. Data generation refers to the theory and methods used by
researchers to create data from sampled sources in a qualitative study (Garnham, 2008). I
agreed with Garnham’s (2008) view that “data are not considered ‘out there’ just waiting
to be collected; rather, data are produced from their sources using qualitative research
methods” (p. 192). Therefore, a discussion of the sources of evidence will be reviewed
below. An overview of archives, documents, and interviews will be given in relation to
data generation.

Archives. Archives, as defined by Poulton (1972) and Tosh (1991), are an
organized body of records made in connection with the transaction of its affairs by an
organization and preserved for that of its successor. The official archives for ACE, and
thus, the OWHE are housed at The Hoover Institution Library and Archives at Stanford

University, California. Although the finding aid for these archives may be accessed by
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internet, electronic copies of the documents have not been made public. Listed below is a
list of primary and secondary data sources used in this dissertation. (See Appendix B for
Archive Analysis Document).

Table 7

Archived Primary and Secondary Data Sources

Sources Types

Federal Records Presidential commission reports, Department
of Labor Statistics, Federal Glass Ceiling

Community Records Newspapers, press releases, programs,
brochures, pamphlets

Organizational Records ACE special meeting reports, Board
meeting reports, budgets, Commission
reports, membership directories, minutes of
meetings, personal communication of ACE
presidents and OWHE directors, special
committee reports, foundation records and
reports, tape recordings, videos

Books and Journals Biographies, books and journal articles on
the history of ACE and the OWHE,
publications by OWHE directors and
affiliates

Personal Records Personal papers, manuscripts, journals,
diaries, notes, and letters

Documents. Lincoln and Guba (1985) argued that there is hardly an activity in
modern life that does not leave a trail of documents. The physical location for the
documents used in this research was One DuPont Circle, Washington DC: The American

Council on Education and the Office of Women in Higher Education. Documents vary

from archives in that they are not generally organized in any sort of repository for the

future of successors (Brooks, 1969). Documents are a staple of qualitative research
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because they are a “way of institutional life” (Love, 2003, p. 83). Qualitative research is
often a process of sorting, categorizing, and synthesizing multiple and conflicting voices
(Hodder, 1998). Understanding the nature of qualitative inquiry, documents played a
primary role in this research, as they provided an important avenue to voice,
interpretation, and meaning (Love, 2003). This section reviews why documents were
used in this project, the types of documents collected for the study, the organizational
plan for the documents, and the document registration and summary forms.

Why use documents? Documents play a vital role in qualitative research because
they can “contain clues, even startling insight, into the phenomenon under study”
(Merriam, 1998, p. 119). However, as there are strengths to using documents, there are
also weaknesses. Both will be examined in relation to this study.

Documents strengthened the research for multiple reasons. First, unlike interviews
or observation, the documents were stable in that they were reviewed repeatedly, without
the content changing. Furthermore, the documents were typically available at low cost
and provided a rich source of information. Because the documents appeared in their
natural state and voice, they were contextually relevant and grounded in the contexts they
represented (Lincoln & Guba, 1985). This helped me understand the culture and language
of the organization that produced the documents. Documents also provided information
that I might not have known about otherwise had the document not been reviewed in the
first place. This is particularly relevant in case study research where private exchanges
between people and organizations exist (Patton, 2002). The documents were also
unobtrusive (Merriam, 1998; Yin, 2003), meaning they were not created as a result of the

case study like an interview or observation, and as such, they tended to be precise and
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contain valuable information like names and details of events and policy. The details the
documents provided created a broad coverage of the phenomenon under investigation
because they generally covered a long span of time, different events, and multiple
settings (Yin, 2003). Finally, the documents suggested a particular focus for me when
planning the interview questions. They helped stimulate interview questions and
strengthened triangulation within the research project itself (Love, 2003).

Although documents certainly provide strengths to qualitative research, there
were also some weaknesses and limitations. To begin, the documents were non-
interactive and non-reactive (Love, 2003), so when I had a question about the intent or
meaning, an answer could not be ascertained. Even if the originator of the document
could have been asked about the intent in an interview, I would have been producing
another meaning constructed at a different time and from a different perspective (Hodder,
1998). Furthermore, although it appeared that all requested documents were provided to
me, it is not clear if any documents were unintentionally withheld by the organization at
any time, creating a lack of access (Yin, 2003).

In working with documents, three different forms of bias can occur: selectivity,
reporting, and researcher (Yin, 2003). Selectivity bias simply means the document itself,
or the collection, is incomplete. Reporting bias reflects the unknown bias of the author,
which could overshadow the researcher’s interpretation, and researcher bias could
emerge if only selected documents are reviewed (Yin, 2003). To overcome these
limitations, I authenticated the documents as best as possible by using documents
originated by the OWHE and by working with originators, when possible, to help clarify

(Appendix C: Document Analysis Worksheet).
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Types of documents to be used. Documents to be examined in this research were
categorized into three types of sources, as outlined by Gall, Borg, and Gall (1996). They
included (a) oral records, such as video and audio cassettes containing interviews with
former OWHE directors and constituents, (b) quantitative records, including numerical
information regarding the OWHE, (c) and written records to include annual reports,
minutes of meetings, program brochures, mission statements, program actions, and all
publications produced by the office and its directors. The final category of written records
was broken into sub-groups for the purpose of the dissertation to include (a) reports, (b)
official documents of the office, and (c) ACE/OWHE public relations. Data collection, be
it by interview, observation, or document analysis, is guided by questions, hunches, and
emerging findings (Merriam, 1998). Therefore, a list of documents was compiled to assist
in the search for material related to the research questions of the study. Table 8 lists the

sources for document retrieval regarding this case.
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Table 8
Types of Documents Collected

Data Source Examples
Written Records A. Reports:
Annual ACE and OWHE

Reports, status reports,
grant proposals, reports to
the Board

B. Official ACE/OWHE
Documents : Letters,
memoranda, general
correspondence, emails,
minutes of meetings,
mission statements, office
goals and objectives

C. Publications:
Brochures, pamphlets,
invitations, programs,
press releases, articles by

directors
Quantitative Records Numerical data sources
Oral Records Audio and video tapes

Document cataloging and analysis. As documents were collected, I catalogued
them so they could be easily retrieved during the course of the dissertation. Miles and
Huberman (1994) suggest that part of the process should include creating a form that
indicates the source of the document, the date acquired, from whom and where the
document was ascertained, the name of the document, any event or contact associated
with it, a ranking of importance, and a summary of content. In order to achieve this goal,

I created two tools to assist in appropriate cataloging of the documents. First, a document
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registration form (Appendix D) was used to index pivotal documents as I collected them.
Second, a document analysis guide (Appendix E) was used to focus the analysis; and
finally, a document database was used to keep an account summary of certain documents
needing to be referenced quickly and frequently. A template of the database can be found
in Appendix F.

Summary of documents and document analysis. Since interviews alone could
not substantiate the history of the OWHE, each step of document collection, organization,
cataloging, and subsequent analysis led to a stronger research project. The document
registration form and database were critical to accessing the documents quickly, relating
them to the research questions of the study, and expediting the coding process, discussed
later in this chapter.

Interviews. One would think interviews are a straightforward process of an
individual acting as the interviewee and the other person acting as a respondent. Like
anything else in a methodology, interviews take on different shapes and forms, depending
on the overall scope of the research. This section will review the various components that
comprised the interview stage of this research project. An examination of the semi-
structured technique and in-depth oral history interview styles will be provided.
Additionally, interview instrument design, the interview checklist, and the procedures for
conducting interviews will be shared.

To begin, I used a blended form of interview styles. While all interview sessions
were semi-structured, two forms that emerged over the course of the research were (a) the
in-depth interview and (b) a subset of a life story interview—the oral history. Since this

research was historical, and moved in circles to uncover a meaning of the past, it was
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dangerous for me to assume that one form of interview would suffice, as only linear
patterns would surface. That would have defeated the intent of the study. An examination
of the identified interview styles will now be discussed.

First, a semi-structured interview technique was employed for all interviews. The
rationale for using the semi-structured technique included five reasons. First, semi-
structured interviews follow a guide (Bernard, 1988). This guide provided clear
instructions for me so that reliable, comparable, qualitative data could be garnered. As a
nascent research interviewer, this form of interview seemed most appropriate. Second,
semi-structured interviews are often preceded by observation to develop an understanding
of the topic of interest. This was also the case in this research, as I had already spent time
on-site at the OWHE reviewing organizational documents. Third, with semi-structured
interviews, I had the opportunity to ask open-ended questions, if needed, to further
explore an unexpected path that may emerge from a pre-determined question on the
interview guide. This was most important to the integrity of the historical aspect of the
research. Fourth, the semi-structured interview allowed me to be more prepared for the
interview, since the questions were prepared ahead of time. And, finally, a benefit of
semi-structured interviews was the flexibility for the participants to express freely their
views on their own terms (Gubrium & Holstein, 2001), an appropriate stance within the
feminist standpoint frame. While the semi-structured interview technique was employed,
the technique was applied to two types of interview, to be examined below.

Two interviews styles were used in this project, and both employed the semi-
structured technique. In the first, the in-depth interview, the atmosphere is more relaxed,

more exploratory, theory-driven, and collaborative than in other interview styles. The in-
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depth form of interview seemed to best match the constructivist-interpretivism theoretical
stance of the research. As Gubrium and Holstein (2001) indicate, the interviewer working
in this style has greater freedom to raise topics, formulate questions, and move in new
directions. Johnson (2002) further explains that during in-depth interviews, the researcher
seeks deep information and knowledge—usually deeper than that found in surveys,
standardized interviewing, and focus groups. The information gathered by in-depth
interviews concerns personal matters, lived experiences, values, occupational ideology,
and perspectives. In historiography, this is paramount. This interview style was used for
the first set of interviews with key participants. These interviews were aimed at
answering the research questions surrounding the OWHE.

In summary, history is an organized memory, and the organization of this memory
is all-important (Commager, 1965). As such, history takes almost innumerable forms and
serves nearly as many purposes. History is a story that is not made-up, but rather, draws
on and excites the imagination. In short, history is a record (Commager, 1965). As a
record, three states (or processes), if done correctly, should seem blended—the collection
of relevant facts, the organization of the facts into some coherent pattern, and the
interpretation of the facts. In order to achieve this outcome, the in-depth interview was
mandatory.

Now that the in-depth interview has been discussed, an examination of the oral
history interview will be given. The in-depth interview focused on the quality of the
respondents’ experiences. In-depth interviews focus more in the social real, and as such,
move the respondent into an emotional realm where deep disclosure may occur (Johnson,

2002). In order to fully achieve, and maximize this process, I had to move to an element
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of the life story to be true to the intent of in-depth interviews, that of the oral history
interview. This was particularly important given the feminist-standpoint framework,
which underpinned this research. The oral history most often focuses on a specific aspect
of a person’s life, such as work life or a specific role a person played in the community
(Atkinson, 2002). In particular, the oral history focuses on what someone remembers
about a specific historic event, issue, time, or place. Furthermore, oral histories tap into a
continuous outpouring of words that provide matrices defining both community and
individual identity (Smith, 2002). Again, this aspect of oral history was important given
the epistemology and methodology of this study, and was aimed solely at a baseline
history of the OWHE.

In conclusion, the interview was an important and appropriate research method
for this study. Reinharz (1992) purports that interviewing is particularly important for the
study of women “because in this way, learning from women is an antidote to centuries of
ignoring women'’s ideas altogether or having men speak for women™ (p. 19).
Furthermore, Anderson, Armitage, Jack, and Wittner (1990) suggest that “interviewing is
a method used to incorporate the previously overlooked life, activities, and feelings of
women into our understanding of the past and present” (p. 95); and that “oral interviews
not only allow women to articulate their own experiences, but also allow reflection upon
the meaning of those experiences” (p.102). For these reasons, the interview played a vital
role in the data generation and collection of this dissertation.

Interview instrument design. Patton (1990) outlined three basic approaches to
interviewing: the informal interview, the standardized open-ended interview, and the

interview guide approach. For purposes of this study, the interview guide was used. The
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guide was used for both the oral history interview and the in-depth interview. Using the
interview guide approach demanded preparation. For the oral history interview, a list of
questions and areas of inquiry related to each participant were arranged prior to the actual
interviews, while for the in-depth interview, a list of questions related to the research
questions was prepared.

The study’s research questions guided both instrument designs, as I chose specific
interview questions related to the research questions to ensure there were an appropriate
number of interview questions to properly inform the research questions of the study. The
use of an interview guide was a way to provide more control over the data. The interview
guide also allowed me to structure each interview so that the same topics were covered
and the same type of information was gathered from each participant (Patton, 1990). This
guide further informed the interview checklist so that I could keep the interview from
wandering, becoming too lengthy, or asking irrelevant questions, while still allowing me
the flexibility to change the wording, but not the intent of the question. The guide was an
essential tool, but it is important to note that it did not preclude me from asking other
probing and spontaneous questions, as needed (Patton, 1990). An interview checklist
(Appendix G) was developed in order to keep track of the questions asked and of the
areas covered during the theoretical and oral history interviews (Appendix H). The
intended use was to place a checkmark next to each area as the question was asked, and
to also use the note section to help prepare probing, verifying, or clarifying questions.

Pre-testing the interview instrument and process. In order to ensure the strength
of both the interview questions and the associated coding scheme, I did a pre-test trial run

of the instrument and process. I asked a colleague associated with ACE to be the test case
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because of her familiarity with the OWHE and because she had not been identified as a
potential participant in the interview pool. Once the test case was complete, a review of
the interview questions and the related coding scheme was reviewed by the dissertation
committee to make suggested changes for the interview questions. Upon completion of
these changes, and with GWU Institutional Review Board approval, I started the official
interview process with identified participants.

Preparation for conducting interviews. 1 anticipated some interviews would be
done by phone, but aspired to the complete the majority in person. An initial email was
sent (Appendix I) to each potential participant to ascertain if they were interested in
participating in the project, and if so, if the interview should be done in person, or by
phone. A script for the phone contact is found in Appendix J. If the participant was
interested in the project, I sent an introductory letter (Appendix K) overviewing the
study, its purpose, and my background as researcher. The consent form (Appendix L),
which explained confidentiality, the interview process, how the information was to be
used, and how to withdraw from the study was included with the initial mailing, along
with a self-addressed envelope for participants to respond. Electronic correspondence
was not an option, since a signature was required on the consent form. The consent form
requested permission to attach the interviews to the participants. While plans were
originally made regarding the potential for the request of confidentiality, not one
participant made such a request. Rather, when a participant asked that something on the
digital recording not be tied to their interview, the transcript indicated this request, and
the information was not transcribed. Upon receipt of the consent form, I scheduled the

interviews with the participants. If after two weeks the consent form was not returned, I
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took an extra copy of the form and collected it on-site prior to the interview. If a
participant did not even respond to the initial email asking for an interview, a second
follow-up email was sent using the script identified as Appendix M to encourage
participation.

I conducted the interviews with identified participants in a location, and at a time,
convenient for each participant. An interview confirmation follow-up letter (or email)
was sent to each person agreeing to contribute to the research (Appendix N).
Additionally, the interview questions were included with the interview confirmation
letter, if requested by the participant. They were mailed two weeks prior to the interview.
Two days before the session, I contacted the participant to confirm the meeting and
answer any questions (the tracking table identified as Appendix O was used). I prepared
for the interviews by reviewing the interview questions and checklist and knowing about
each participant’s role in the evolution and lifespan of the OWHE. Each interview was
digitally recorded and transcribed, and the equipment was checked prior to
commencement of the interview (Kvale, 1996). Tools prepared for the interview included
the interview checklist, crosswalk table, paper, pens, and two digital recorders. For those
new potential participants identified through snowball and opportunistic sampling,
candidates were afforded the same process as outlined above.

Conducting the interview. Preparation for the interview was the key to success.
A crosswalk table (Appendix P) was developed to help guide my interview questions in
tandem with the research questions and the theoretical frames. Additionally, Kvale
(1996) identifies quality criteria for the interview, which I followed. Examples of Kvale’s

(1996) criteria included keeping the interview questions short, the degree to which the
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interviewer followed-up and clarified questions, the process of interpreting the
participant’s meanings at the time of the interview, and creating a “self-communicating
interview that told the story” (p. 145). I used these techniques to put the participant at
ease, as well as create some conversation a few minutes prior to the interview. The
participants were reminded that the interview was to be recorded (Yin, 2003), and were
asked if they consented to the recording. There were no objections. I used good listening
skills, appropriate pauses, and non-verbal cues to augment the success of the interview
(Berg, 2004). Within 24 hours of the interview, I sent a formal letter of appreciation to
the participant (Appendix Q).

Summary. Semi-structured interviews were used for this research to help keep the
interviews concise and on point. Two interview styles were used, that of in-depth and oral
history. The in-depth interview helped create rich description about the knowledge of the
OWHE, while the oral history examined the participant’s role in the OWHE, personally.
The in-depth interview helped inform the research questions about the evolution and
lifespan of the OWHE, while the oral history interview examined more closely the role of
the person in the history of the office. The interview instrument and checklist enabled me
to focus the interview with structure and professionalism and helped me prepare for the
interview. The pre-test of the questions and the instrument ensured the legitimacy of the
questions and the intended coding scheme. This process of preparation for the interview
process prepared me to conduct a professional and well-structured interview aimed at

answering the research questions of this study.
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Conclusion

Data collection included archival research, document analysis, and interviews.
Each technique brought strengths and weaknesses, but together, the three techniques
formed a stronger research project. I identified concise and systematic ways to collect the

data in order to create focus, access data, and reduce bias, as depicted in Figure Three

below.
8. Report l L
- Rep Thematize
7. Verify 2. Design
3.
6. Analyze Interview
5. Verif 4
: y _Transcribe

Figure 3. The stages of the researcher’s data collection process (created by Elliott, 2013).

Data Preparation and Handling
Data preparation and handling are important to any research, but particularly to
that of a historical case study (Tosh, 1991). In this section, four areas of data preparation
and handling will be examined; they include (a) management, (b) security, (c)

confidentiality, and (d) storage of documents.
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Management

Creating a systemized approach to data retrieval helped me stay focused
(Huberman & Miles, 2002). In this case, management implied more than just the
management of data, but also, that of the contextual information supporting the
methodology of the study. In this section, I will examine four areas of data management,
which included transfer of data, risk of loss, accuracy, and verifiability.

Transfer of data and accountability. To begin, data transfer and accountability
will be discussed in relation to archives, documents, and interviews. Archival and
document data collected from the ACE archives and the OWHE were allowed to be
replicated in the form of photocopy (J. Bogard, personal communication, September,
2004), as well as digital photo. Therefore, I used a copy control slip to accompany the
early duplicated items from the official ACE archives that informed the interview
questions and preparation (Appendix R), as well as digital controls for the documents
collected in the official data collection stage. Both the control slip and digital images
contained the collection title, box number, and folder identification. Once the copies and
photographs were secured, they were transferred from the on-site repository to my
personal work location. Archive material was clearly labeled as described.

Pertaining to documents, each document was assigned a number when logged into
the document registration form. Interview notes were labeled with the participant’s name,
the date of the interview, where the interview occurred, and the time of the interview
(Appendix S). Due to the fact the consent form allowed for names to be used in
conjunction with the interviews, each interview was labeled digitally at the beginning,

and a digital file for each participant was stored electronically. Interviews were
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transcribed into Microsoft Word on a home computer so that I could have direct access to
the data for development of themes and coding (Strauss & Corbin, 2007). Member
checking was also performed to validate the legitimacy of the data (Merriam, 1998).

Risk of loss. All electronic data were saved in multiple forms. I copied, on a daily
basis, any new work on both an external USB drive and an off-site protected network.
Additionally, data synchronization checking was in place to allow for data preservation,
by comparing the size, date, and integrity of the files. Antivirus software was applied to
protect digital data and research results.

As for transferred paper copies of archives and documents, items were stored in a
fireproof safe during the course of the research. However, the location had to be easily
accessible to the researcher (Patton, 2002), so they were not kept at an off-site location.
All interview transcripts, recordings, and forms were also kept in the fireproof cabinet.
Digital recordings of interviews were stored in duplicate locations, as described above, in
case of technological disaster or failure.

Accuracy. To ensure accuracy of the data management system, I created a
qualitative data preparation and transcription protocol to be used for transcription of
interviews (Appendix T). And, although observations and site visits were not formal
processes of this research, since documentation not completed as close to the time of the
visit loses value (Holstein & Gubrium, 2003, any such occasions were noted at the time
of the visit to capture the phenomenon as quickly as possible. I used a participant
observation form (Appendix U) to create field notes for these visits. Once the field notes
were written, they were word processed and stored electronically, while the originals

were kept in the fireproof file organized by date of visit.
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Verification. Verification of data in qualitative studies is often viewed as
impossible by many researchers. Walcott (1990), for example, states “our efforts at
understanding are neither underwritten with, nor guaranteed by the accumulation of some
predetermined level of verified facts” (p.147). The question that emerges is does research
wish to verify the actual data (facts) or the interpretations? The verification of facts and
interpretations takes two separate formats. While interpretations can never be verified,
they can be falsified by studying standards of practice and intentions in context (Talburt,
2002).

I attempted and identified three forms of verification throughout this study. First, |
attempted to confirm the true authenticity, or substantiate the items from the archives.
This was done by simply cross referencing the data elements of the archives (and
documents) with the information collected in the interviews. Second, I verified the
accuracy of data by examining and comparing the authenticity of the original
documentation to ensure spurious documents did not emerge. (In the absence of spurious
documents, verification can be assumed.) And finally, verification of data was executed
through member checks, whereby I asked the originator to validate the meaning or intent
of the document.

Security

When working with qualitative research, valuable data must be maintained in a
safe manner, particularly if the data is to be archived for future use (Patton, 2002). Both
digital and non-digital data were kept secure at all times. The work site for this study was
a private home with limited access. Only two people had admittance to the space, which

was kept locked at all times. Paper files, as mentioned earlier, were preserved in a
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fireproof safe, protected by combination lock. All computer systems holding any data
were also secure. The off-site network had intruder detection, whereby a software system
reported if, when, and how files were changed. The system was further encrypted by a
firewall and protected by an uninterruptible power supply (UPS) system. Finally, the off-
site server housing backup information was accessible by password verification known
only to me and the administrator.

Confidentiality

When qualitative data are stored, issues of confidentiality should be considered
(Corti, 2008). While I garnered full consent from the participants, there were certain
sections of the interview where anonymity was requested; in such a situation, participants
were informed that when data are shared or made available, data identified as confidential
would not be shared.

Storage of Documents

Storage of data should be taken seriously from the outset to ensure that valuable
qualitative data resources are kept safe during the research process, and beyond, if data
are to be formally archived (Corti, 2008). In this section, storage of the documents, both
during and post research will be discussed.

Document storage during research. All copies of documents collected were
traced and validated through the document registration form, which was attached to the
document. In addition to the already mentioned security measures, the work site where
the documents were stored during the lifespan of the research was conducive for meeting

standards of best practice: (a) direct sunlight was avoided by storing documents in a
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fireproof safe, and (b) the likelihood of any sort of water damage was mitigated by the
fact the room was above ground-level.

Storage upon completing the project. Archives that preserve and disseminate
social and behavioral data perform a critical service to the scholarly community, ensuring
that culturally significant materials are accessible in perpetuity (Campbell, 2005).
Because this was a historical case study, at the conclusion of the research, I destructed the
data. The final documents were submitted for accession in the ACE official archives.

According to Jacobs and Humphrey (2002), “data archiving is a process, not an
end state where data is simply turned over to a repository at the conclusion of a study”
(p.27). The authors further suggest that data archiving should begin early in the process,
and that a plan for depositing the documents upon completion of the project should be
considered. Therefore, archiving was an ongoing part of the research process. At the
conclusion of the dissertation, preparation of documents for the ACE archives included
the use of acid-free paper, folders, and boxes, as well as rust-free staples and paper clips.
The file boxes were sorted and labeled according to decade. An index of document titles
was included in the box, as well as attached to the lid. Again, all interviews were stored
electronically, and copies of external USB drives were provided. Digital files had limited
write access to avoid deletion or alteration. I found value in archiving the collected
documents based on Fienberg, Martin, & Straf’s (1985) argument that archiving through
data sharing reinforces open inquiry, encourages diversity of analysis and opinions, and

promotes new research.
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Conclusion

In summary, data preparation and handling were critical aspects for the success of
this research study. Overall, the project's infrastructure, policies, and procedures provided
secure management, transmission, and storage of all data and records.

Data Analysis and Interpretation

Data analysis should occur at different stages throughout the research, according
to Stainback and Stainback (1988). As Yin (2003) indicates in his research, analyzing the
evidence of a case study may be difficult because strategies and techniques have not
always been well defined. Therefore, to overcome these obstacles and strengthen the
study, three forms of interpretation were used in relation to data analysis—ethnographic,
narrative, and content. This section will review each form of interpretation and analysis
followed by an examination of how the data analysis techniques were applied to each
source of evidence. These included memoing, coding, and pattern theme development.
Forms of Data Interpretation and Analysis

Historically speaking, data analysis in qualitative research has been something
like a mysterious metamorphosis (Merriam, 1998). This particular undertaking was no
different. As a result, I used three overarching forms of data interpretation throughout this
project—ethnographic, narrative, and content. A brief overview of each will be given.

I used ethnographic analysis due to the rich, thick description produced by the
various forms of evidence. Therefore, the analysis task, as described by Miles and
Huberman (1994) was to “reach across multiple data sources (recordings, artifacts,
documents) and condense them with somewhat less concern for the conceptual or

theoretical meaning of observations” (p.8). As for narrative analysis, I looked at the
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way(s) humans experienced the world (Merriam, 1998). As a research technique, the
study of experience was through stories, resulting from the interviews. I used the sources
of evidence to weave the story into complete form. Finally, content analysis was used. In
qualitative research, content analysis occurs when the researcher examines the content of
interviews, field notes, and documents to look for themes and recurring patterns of
meaning (Merriam, 1998.) The units of measurement for this type of analysis relied on
communication, particularly the frequency and variety of the message (Manning &
Cullum-Swan, 1994).

In summary, I used three analytic techniques—ethnographic, narrative, and
content analysis. Each form strengthened the interpretation and analysis process because
content analysis alone was not sufficient due to the historic case study nature of the
project. Next, a review of the data analysis for each form of evidence will be shared.
Applying Data Analysis to Sources of Evidence

Data analysis consists of examining, categorizing, tabulating, testing, or otherwise
recombining both quantitative and qualitative evidence to address the initial propositions
of the study (Yin, 2003). Since this project was a qualitative study, collecting the data
was an inseparable process from some degree of analysis (Rivers & Harrington, 1988).
Therefore, as data were generated, I simultaneously started to interpret the data in
preparation for analysis. Different techniques were applied to the three sources of
evidence for this study. In the area of archives, the techniques included (a)
comprehension, (b) location in time and place, and (c¢) authenticity. Regarding

documents, the two techniques used were (a) categorization and (b) content analysis. This
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section will conclude with an overview of analysis of interviews to include (a) coding, (b)
memoing, and (c) pattern theme development.

Archives. Data analysis of a source requires that certain matters about its form
and content be settled in order to be used as evidence in history (Howell & Prevenier,
2001). Three areas will be addressed within the scope of archives, which include
comprehension, location in time and place, and authenticity. These three subjects, in
combination, are most often referred to as external criticism (Brooks, 1969).

When I analyzed the archives, it was important to determine the language of each
document. For example, was the vocabulary highly technical? Was it handwritten or
typeset? The comprehension of the document was important in order to later help create
what is known as internal criticism—a concept which works with the analysis and
credibility of what the researcher does with the facts (Howell, & Prevenier, 2001).
Second, the source was carefully located in place and time. This is commonly called
source criticism (Howell & Prevenier, 2001). I examined such items as when the
document was composed, where, by whom, and in what setting. It was not enough for me
to use cursory acceptance of what appeared on the document, but rather, I had to feel
confident that a proper examination of the source indicated what it purported was actually
valid.

Finally, I had to ensure a level of confidence that the document was authentic.
This concept is often called textual criticism (Hockett, 1955). Examples of what I looked
for were matching signatures and handwriting from other documents, consistency in
logos or watermarks on the papers, or similar typesetting on interrelated documents.

Duplicated copies of documents existed, but [ worked to identify the original source and

161



place other copies in sequence. Lastly, I was not immune to unintentional plagiarism
(Howell & Prevenier, 2001). This was most difficult to assess when the source was
anonymous. To overcome these obstacles, and add rigor to the study, I used an archive
source analysis form (Appendix V).

In summary, a review of the various components of external criticism has been
portrayed. It was paramount at this stage that I use heuristic techniques, as my goal was
to find truth in the documents (Patton, 2002). I identified the comprehension, location in
time and place, and authenticity of each source in order to develop the trace—the relics
of the past related to the events of history (Reiner, 1961).

Now that an overview of external criticism has been provided, I will offer an
outline of internal criticism. Perhaps it has best been said by Hockett (1955):

When it has been decided that a document is genuine, when all that is possible

has been done to make sure that its reading is true to the original, and when

everything that can be learned about the time, place and other circumstances
connected with its origin is at the disposal of the researcher, it is time to work

on internal criticism (p. 41).

Internal criticism tries to detect inconsistencies, errors, or falsehoods as the inquiry
moves away from the document itself to the statements of the document. At this point, it
became my duty to make sure an understanding of each document, or statement, to be
used in the history was garnered. I addressed two aspects of internal criticism—positive
and negative criticism.

Positive criticism occurs when the researcher reads into a statement a meaning
which the author did not intend (Hockett, 1955). This can be a very dangerous outcome

for the researcher. Clearly, the quest was for the facts, even if they went against an

emerging theme. I asked two questions. First, what was the literal meaning of the
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statement; and second, what was the real meaning? Once I determined what the author
was literally meaning, another step was taken to identify if the literal meaning was the
real meaning. The question was not so much if the statement was truthful, but if an
underlying purpose to the statement existed. For example, the intent of just one statement
may change the entire outcome of the intent of a document (Hockett, 1955).

Negative criticism provides the platform from which the researcher approaches
doubting the dependability of a statement (Hocket, 1955). For example, it may be likely
that the author of a source was not competent to render an opinion or decision that would
be valid or trustworthy. Furthermore, what if a document produced a slight evidence of a
story, but did not portray the entire truth, even though the author had such knowledge?
Clearly, these are all examples of questions in technique I used to ensure the highest
degree of analysis of the data.

In summary, I used the techniques described in this section to strengthen my
knowledge of the archives by sheer interaction and exposure. Through the process of
working with the archives, and applying these techniques, I expected to be better
prepared for the coding and memoing process to be discussed in the upcoming sections.

Documents. [ used two forms of analysis when reviewing documents:
categorization and content analysis. In addition, I used a document analysis worksheet, a
best practice defined by the National Archives and Records Administration of
Washington, DC (NARA website, 2008).

Categorization. Categorization is a very basic form of initial analysis whereby the
researcher sorts documents during the data collection process into categories, which may

be useful later in the examination stage. The categorization table is displayed above as
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Table 8. Categorization was important so that I could move into a deeper form of
analysis before the coding took place. Microanalysis, a technique whereby I moved line
by line at the beginning of the study to formulate categories, was considered to be a good
technique for me as a junior researcher (Strauss & Corbin, 1998). Initial microanalysis
started prior to the data collection, but I undertook a more rigorous analysis in
preparation for the interviews and the subsequent coding process.

Content analysis. In content analysis, researchers examine artifacts of social
communication (Berg, 2004). Content analysis presented an even more powerful way of
analyzing texts, beyond that of categorization (Love, 2003). Content analysis helped me
objectively identify special characteristics of messages, as suggested in Holsti’s (1968)
work. Photographs, videotapes, and archives all underwent content analysis.

Throughout the process, I used an inductive approach as described by
Abrahamson (1983). An inductive approach allowed me to immerse myself into the
documents and the various messages in order to identify the dimensions, or themes,
which seemed meaningful. This sort of content analysis involved interrogating the text
(Hammersley & Atkinson, 1983). Again, this was important as I prepared for the
interviews and coding, as this form of analysis provided a method for obtaining exposure
to the documents allowing me to learn about how the subjects of the textual material
viewed their social world.

One area that seemed to be a dilemma was the concept of manifest and latent
content (Neuendorf, 2002). In order to best solve this dilemma, I blended these two
approaches so that the surface content (manifest) and the deeper meaning (latent) were

both analyzed. Another area to be addressed was what to count. I first decided what level
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and what units of analysis would be counted (Berg, 2004). Once the interviews and
document/archive analysis were completed, the themes, characters, items, and concepts
were identified for analysis. (See Appendix W for Content Analysis Worksheet).

As for themes, only the primary theme of each paragraph was counted. In addition
to themes, characters (the actual people identified) were counted to ensure all the
appropriate individuals had been identified for the interview process. This allowed me to
identify the major players involved and the level of their importance to the research.
Through this process, I uncovered an overarching pattern that led to the creation of the
story to be told on behalf of the OWHE.

In conclusion, I used two processes, which included categorization and content
analysis. These two techniques provided me with an initial set of document categories
and a familiarity with the content of the documents to help inform the interview and
coding processes.

Interviews. As mentioned previously, there was a blended form of interview
style. The two forms used were the in-depth interview and the oral history. In this section,
three additional aspects, which bear significance to the research, will be presented. An
overview of analytic strategies for oral histories, interviewing women, and organizational
(case study) interviews will be discussed. The final section will address coding and
memoing of interviews.

Approaches to interview style. To begin, oral histories present a different set of
analytic demands (Baum, 1991). For example, interviews of a collective group, such as
those connected to the OWHE, provide evidence of how communities discuss the past

and arrive at collective conclusions as to what happened to them during a particular time
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(Smith, 2002). In these types of interviews, metaphors occur across multiple interviews,
which emphasize conclusions about meanings of the past. Therefore, study of such
metaphors took place. This is commonly called reading for symbolic order (Smith, 2002).
Two elements make up reading for the symbolic order; they are syntagmatic and
paradigmatic analysis.

Syntagmatic analysis focused on strategies of emplotment (Reissman, 2002).
Emplotment basically allowed me to identify certain elements of the story as more
important to the research focus. I reviewed the transcripts and identified stages of the
story such as origins, complication, resolution, turning point, preparation, and conclusion.
This process helped recreate the story to be told in the history of the OWHE.
Paradigmatic analysis, on the other hand, complements the study of emplotment by
examining recurrent symbols and other expressive motifs that are the basic constructive
units of narrative flows (Reissman, 2002). By examining the transcripts for potential
recurring symbols or patterns, [ was able to better identify different voices, thoughts, and
feelings of the interviewee. Narrative accounts portrayed a series of events that |
ultimately translated into emerging themes or stories.

In summary, it was paramount that I took into account differing analysis
procedures for consideration when working with oral histories. Following the interview
and transcription process, the key strategies employed in this project included
syntagmatic and paradigmatic analysis in order to benefit the coding process.

Not only did oral histories require some special attention, but also, women in the
interview process. The literature was adamant that the concept of women interviewing

women be examined (Oakley, 2003; Ralph, 1988; Reinharz & Chase, 2002). To have
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ignored this poignant urging would have been a fault of me as the researcher. In this
section, I will provide a few areas where caution was employed during the stage of
analysis regarding the interviews of women.

I was careful to understand that the women being interviewed would have
different backgrounds and experiences (Reinharz & Chase, 2002). Due to lack of position
or power, some were not able to freely express their opinion without fear of retribution.
What was important in the analysis of the data was interpreting pauses, silence, and very
lengthy responses to questions that should have produced short answers. For some
interviewees, the exact opposite was the case. Many of the women were in positions of
power in the past; therefore, it was easier for them to express their viewpoint. A different
set of circumstances existed with each participant. Some did not find the interview to be
exhilarating, while others were time constrained to complete the interview. This
presented a separate set of challenges, but I was willing to accept the test of interpreting
the words, the images, and the silences of those who were interviewed. In conclusion, |
understood and respected the participants’ interpretations, particularly if different from
those of my own.

The final piece to be examined in this section is that of interviewing about an
organization. I maintained a focus on the organizational relations not just during the
interview process, but in analysis and writing, as well (DeVault & McCoy, 2002). I used
two basic strategies. First, in analysis and writing, I used the interview data to produce a
description of the organization under examination. Second, I determined when it was
appropriate to identify the respondent directly in a life story quote versus interpreting the

data for the purity of the organizational data. The two were sometimes so inextricably
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close, I had to remain alert in the analysis stage to best determine which chunks of data
were best used in what way to weave the story (DeVault & McCoy, 2002). One such
example of this was the multifocal story, in which two differing notions emerged. I did
not feel compelled to take a stand, but analyzed the data for exactly what was provided—
two sides of a story that created a complete picture of history at that time.

In conclusion, following the interview stage of the research, it was critical that I
utilized the analytic strategies presented above. These included tactics for oral histories,
interviewing women, and organizational (case study) interviews, all of which were
significant to the success of the final written history of the OWHE. By employing these
strategies, | was able to connect the talk (the interview) to the topic (the history of the
OWHE) to better position the story to be told regarding the OWHE.

Coding. Coding was an important process because it broke down, classified,
compared, and conceptualized data (Strauss & Corbin, 1998). There were three steps in
the coding process, which included categorization, development of conceptual schemas,
and creation of coding labels.

The first step I underwent was to become familiar with the interview transcripts in
relation to the documents. Without this initial process, it was almost impossible to
identify the descriptive nature of the data for the purpose of categorization (Boyatzis,
1998). (Categorization is different from coding because the categories are formed before
the frue process of analysis begins.) The process of categorization was essential as a
foundation for understanding the contextual nature of the data so that themes could be

later articulated.
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The second phase was to develop conceptual schemas (Strauss & Corbin, 1998;
Boyatzis, 1998). I used the initial findings from the categorization process, coupled with
the interview data, to augment a process called open coding. In open coding, each phrase
of the transcript interview was coded line by line (Glaser, 1992). Doing line by line
coding took the research beyond description and put it into a conceptual mode of analysis
(Straus & Corbin, 1998). This form of open coding was critical to the research, as [ am a
novice. Once the open coding process was completed, I began the axial coding process.
This was important because axial coding completed the process of reassembling data that
were fractured during open coding (Strauss & Corbin, 1998). Through axial coding, I was
able to link various phenomena to one another to gain more insight into the research.
Open coding was necessary to give foundation, while axial coding generated scope. The
axial coding process was more conceptual than descriptive (Strauss & Corbin, 1998); the
actual words produced by the respondents created one level of analysis, while the
conceptualization of the words created another.

In order for me to gain the highest level of analysis in the coding process, it was
imperative that the conceptual differences between structure and process were fully
understood (Boyatzis, 1998). Although these concepts were inextricably linked, they had
to be understood as separate entities to gain maximum outcome. If one only studies the
structure, then one only learns why, but not how, certain events occurred. However, if [
had only studied the process, the zow would have been understood, but not why.

The final process coupled the emerging themes from the interviews with the
theoretical frameworks and research questions. Morse, Swanson, and Kuzel (2001)

indicate that data analysis relies on the theoretical framework of the study, while Yin
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(2003) espouses theories help organize the study and produce alternative explanations
reducing bias and strengthening credibility. Using Mensel’s (2010) method, the
conceptualizing of the timeline and sequencing of the OWHE were driven by the raw
data, while the conceptual schema for identifying evolution and persistence was based on
organizational saga (Clark, 1971) and organizational identity theory (Albert & Whetten,
1985). The actual coding labels were based on the resulting conceptual themes (Boyatzis,
1998), thus linking the interview and document data. An example of the coding units is
illustrated below.

Table 9

Examples of Units of Analysis, Coding, and the Related Phenomenon of Interest (Adapted
from Boyatzis, 1998)

Phenomenon of Interest Unit of Analysis Unit of Coding
Development Group Early, middle, and late
(Organizational Saga) samples of the group’s
functioning
Persistence Group Stories each member of
(Organizational Identity) group tells about the

organization in regard
to success or crisis

Organizational culture Organization References to meetings,
forums, NIP, mission

General history of OWHE Organization Stories about life cycle
of OWHE; founding

Advancement of women Person Each person’s
interactions with the
OWHE and its
programs

Once the actual codes were formed, I applied the concepts to the raw data.
Extrapolated data from the interviews supported the conceptual frames. Tables were

developed in support of each theoretical construct to manage, access, and interpret the
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data (Strauss & Corbin, 1988). (Appendix X). In order to protect the data from a priori
bias, I did not attempt to inductively formulate potential codes prior to the data
collection; a coding frame emerges inductively from the data (Benaquisto, 2008).
Following the development of the coding schema, I looked for patterns in the data.
Boyatzis (1998) describes patterns as logical groupings of seemingly random data that
provide insight and meaning. Upon completion of coding the first interview transcript, |
started to look for materializing patterns in subsequent transcripts, which helped create
themes. During this process, not all the data coalesced, and differing perspectives
transpired. When conflicting information arose, or datum did not fit into a pattern or
theme, I followed best practice to address the information in the narrative of the study
(Richards, 2009), thus adding to the credibility of the researcher’s findings (Bloomberg &
Volpe, 2008). ). I concluded the process by applying themes from final pattern analysis to
help create the story of the OWHE, which added depth and meaning to the data
interpretation (Strauss & Corbin, 1998

Memoing. In conjunction with coding, researchers should simultaneously engage
in the process of memoing—essentially writing personal memos regarding insights
derived from coding and reflecting on the data (Bailey, 2007). I employed two tactics;
they were memos and mini-frameworks. Memos were simply written notes about the
procedure used during coding to fortify the analysis of the data. The memos took many
forms to include code notes, theoretical notes, and operational notes. These helped me
move away from the data and begin to conceptualize. Mini-frameworks were small

pictorial diagrams that recorded theoretical structures that arose as a result of the coding
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process. Both memos and mini-frameworks were organized into a single booklet for ease
of collection and access (Appendix Y).

In closing, three categories of analysis were used in this study—ethnographic,
narrative, and content. Each played a different role to augment the theoretical lenses of
the study, as well as add rigor to the project. In addition, the data analysis techniques
used for each of the sources of evidence (a) archives, (b) documents, and (c¢) interviews
were examined. Best practice in case study research requires a “convergence of
evidence” (archives, document, and interviews) to get to the facts of the study (Yin, 2003,
p- 100). Furthermore, without two or more sources of analysis, it was difficult to create a
chain of evidence to substantiate the findings. Therefore, this blended use of techniques

formed a solid qualitative data analysis process as depicted in Figure Four below.

Observe

{Categorize and code)

Think Collect

(Archives. documents,

mterview transcrpts,

observationnotes, and
memos)

(Make sense lookfor
pattemns, process, make
discoveries, and evaluate)

Figure 4. Data analysis process of the OWHE (created by Elliott, 2013)
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Researcher Role & Prevention of Researcher Influence

The qualitative researcher must systematically reflect on the personal role in the
inquiry and be sensitive to how he or she might shape the study; the “personal-self
becomes inseparable from the researcher-self” (Creswell, 2003, p. 182). Therefore, to
strengthen the trustworthiness of a study, researcher role and influence must be
considered and addressed (Koch & Harrington, 1998; Merriam, 1998). As is the nature of
qualitative inquiries, I was the instrument through which the data was collected.
Previously in this chapter, I addressed my subjectivity statement-- a first step in the
process of mitigating bias. Following Patton’s (1990) guidelines, three other actions took
place and were refined and articulated throughout the analysis process. These were (a)
researcher presence, (b) instrument change, (c) and value imposition. Each will be
defined briefly, followed by the action steps I employed.

Researcher presence occurs when participants in the project react in some positive
or negative way to the researcher, which may alter the results (Patton, 1990). In order to
counter this, I had phone and email access to participants to start building some level of
trust prior to the interviews. This was done through answering questions about the
informed consent, setting up the interviews, and calling to confirm interviews. At the
time of the interviews, when I identified overly positive or negative attitudes, a first step
was taken to address this with the participant so the behavior could be modified for the
good of the research. There were only two instances of negativity in the course of the
interviews, and I noted the behavior in both the interview notes and during memoing.

Regarding instrument change, there existed possibilities that I may change over

the course of the project. In long-term projects, such as this, a concern that prolonged
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access to the participants may bias the researcher exists (Patton, 1990). In order to avoid
this, the interview protocol was adhered to strictly, and a professional demeanor remained
intact at all times so as to not get too close in the relationship building. Limited time in
the actual interview phase was also executed. Additionally, member checks, whereby
preliminary findings are confirmed by participants of the study (Lincoln & Guba, 1985),
were conducted to help eliminate bias. Member checks shift authority to the participants,
thereby properly challenging the status of researcher as “infallible observer” (Padgett,
2008, p. 190). Peer review was also included. In peer review, I employed a colleague to
scan the raw data and assess whether the findings were plausible based on the data
(Merriam, 2009).

Finally, value imposition injects undue influence of the values or biases of the
researcher into the study (Patton, 1990). Despite growing agreement that “value-free
interpretive research is impossible” (Denzin, 1989, p.23), the criticism that a qualitative
researcher will impose unknowingly his or her biases, values or beliefs, still warranted
attention. I contended that influence was a reality, but to balance that, the following were
included in the final project:

= astatement of personal values and beliefs that are relevant to the project;

= evidence of committee checking (the committee is closest to the researcher
and can help identify value imposition); and

= adiscussion of the audit trail—the collection of documentation regarding
all aspects of the research. An audit trail can retroactively help the

researcher justify why certain decisions were made, address issues related
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to the rigor of the study, and assess the trustworthiness of the results
(Rodgers, 2008).

In summary, in order for me to not have some personal impact on the research
was nearly impossible. This was a fact; however, I took intentional and well-planned
steps to counter the three areas of concern, which included researcher presence,
instrument change, and value imposition.

Design Issues and Validating Findings

Over the years, qualitative research has been met with resistance, seen more as
“soft scholarship” than “hard science” (as cited in Denzin & Lincoln, 2000, p. 2). As a
result, qualitative researchers face the challenge of defending their research as legitimate,
particularly in the areas of trustworthiness and the design methodology, itself. The
purpose of this section is to further address the rigor of this study. Areas to be examined
include trustworthiness and limitations.

All research is concerned with producing valid and reliable knowledge in an
ethical manner (Bentz & Shapiro, 1998). To validate findings, qualitative research needs
to “present insights and conclusions that ring true to readers, educators, and other
researchers” (Merriam, 1998, p. 199). To achieve this goal, I adopted Lincoln and Guba’s
(1985) qualitative model of trustworthiness, which describes four key elements.
Elements and Methods of Affirming Trustworthiness

The aim of trustworthiness in any qualitative research project is to support the
argument that the inquiry’s findings are “worth paying attention to” (Lincoln & Guba,
1985, p. 290). This is much different from the traditional form of methodology, which is

to show validity, reliability, and evidence. In any qualitative research project, four issues
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of trustworthiness must be addressed. These include credibility, transferability,
dependability, and confirmability, as depicted in Lincoln & Guba’s (1985) model.
Table 10

Lincoln and Guba’s (1985) Evaluative Criteria for Trustworthiness

Element of Trustworthiness Definition Technique Used to Affirm
Trust
Credibility Confidence in the truth of Prolonged engagement;
findings Persistent observation; Peer
debriefing; Triangulation
Transferability The findings have Thick description
applicability in other
contexts
Dependability Findings are consistent and Audit trail
could be repeated
Confirmability A degree of neutrality to Member checks; audit trail

which the findings are
shaped by the respondents
and not the researcher bias,

motivation, or interest

Credibility. Guba and Lincoln (1989) identify credibility as the constructivist-
interpretivism parallel to validity. In qualitative research, the credibility test asks if there
is a correspondence between the way the respondents actually perceive social constructs
and the way the researcher portrays their viewpoints. (Guba & Lincoln, 1989). A number
of research strategies enhanced credibility. For the purposes of this study, I used four
elements. They included: (a) prolonged, substantial engagement; (b) persistent
observation; (c) peer debriefing; and (d) triangulation. Each of these elements will now
be discussed.

To begin, prolonged, substantial engagement was important because no rule exists
about how long a researcher should stay involved (Mertens, 1998). Prolonged, substantial

engagement allowed me the opportunity to discover meaningful themes, as time had to be
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given in order for them to emerge. However, once themes and patterns began to repeat
themselves, I developed confidence that the topics had been discovered and then
advanced to another area of research.

Next, [ used persistent observation. The goal of persistent observation was to
identify characteristics, traits, and attributes that were most relevant to the phenomenon
under examination and focus on them extensively (Lincoln & Guba, 1985). Lincoln and
Guba (1985) state that persistent observation “adds the dimension of salience to what
might otherwise appear to be little more than a mindless immersion” (p. 304). I had to be
able to distinguish and separate relevant from irrelevant observations. While prolonged
engagement was important because it provided scope, persistent observation was
important because it provided depth.

Peer debriefing was important, as well. [ used peer debriefing in order to engage
in extended discussion with another colleague regarding findings and conclusions. The
ultimate purpose of peer debriefing, contend Lincoln and Guba (1985), is to enhance the
credibility, or truth value, of the study by providing “an external check on the inquiry
process” (p. 301). Spall (1998) further indicates that peer debriefing is particularly
advisable because of a distinctive characteristic of qualitative research—the researcher as
instrument. Since I was in the initial stages of developing self as a credible researcher,
debriefers were especially helpful to uncover potential pitfalls in the research design.

Finally, Yin (2003) describes triangulation as the rationale for using multiple
sources of evidence. Triangulation involves checking information that has been collected

from different sources or methods and looking for consistency of evidence across the
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sources of data. In this study, I used data triangulation, as outlined above. Triangulation
was used primarily to check the convergence of factual data throughout the study.
Transferability. In qualitative studies, transferability is the term used in place of
generalization, but contrary to most researchers’ viewpoints, they are not one in the same,
nor mutually exclusive (Lincoln & Guba, 1985).  Generalizability can be defined as
the extension of research findings and conclusions from a study conducted on a sample
population to the population at-large (Barnes, Conrad, Demont-Heinrich, et al, 2005).
Since this was a single case study, generalizing was difficult, if not impossible because
the small group being studied could not be representative of all groups or situations to be
studied in the future. Take Cziko, for example:
Because of the many and varied ways in which individuals differ from each other
and because these differences change over time, comprehensive and definitive
experiments in the social sciences are not possible...the most we can ever
realistically hope to achieve in educational research is not prediction and control
but rather only temporary understanding. (1992, p. 10)
Additionally, generalization was not appropriate to this project because (a) case study
research should not create cause and effect relationships (Yin, 2003); (b) findings should
suggest additional questions, hypotheses, and future implications (Merriam, 1998); and
(c) the study should present the results as directions and questions (Lauer & Asher,
1988.) For these reasons, the term generalization does not apply to case studies (Merriam,
1998; Stake, 1990), and instead, the term transferability was adopted.
In qualitative research, transferability refers to the “fit or match between the
research context and other contexts as judged by the reader” (Bloomberg & Volpe, 2008,

p. 78). In Lincoln and Guba’s (1985) elements of trustworthiness, rich, thick description

regarding the study provides transferability. Therefore, in order to generate trust in the

178



study, I included rich descriptions that gave discussion an element of a shared or
vicarious experience. Thus, thick description communicated for the reader a realistic
picture of the case, while the detailed information about the context and background of
the project expressed a potentially shared experience for other women’s organizations.

Dependability. Guba and Lincoln (1989) identified dependability as the
qualitative parallel to reliability. Dependability refers to whether one can track the
processes and procedures used to collect and interpret the data (Bloomberg & Volpe,
2008). I used three techniques to ensure dependability. First, a well-written research
design helped provide others with a road map to duplicate a similar study (Cresswell,
2003; Merriam, 1998). Second, since I was using multiple sources of evidence, it was
imperative to create a chain of evidence regarding the project. I did this by creating an
audit trail (discussed previously), including as many supporting administrative documents
as possible in the appendices, and creating an archive of documents at the conclusion of
the study. Finally, a case study database was created. The database served to archive the
collected data and supporting documents in an organized logical order, thus heightening
the dependability of the study. The database helped me keep a clear focus on maintaining
a chain of evidence, which was also important to the dependability of the study (Guba &
Lincoln, 1989).

Confirmability. Confirmability is the qualitative parallel to objectivity (Lincoln
& Guba, 1989) and relates to the findings of the study. Objectivity means that the
influence of the researcher’s judgment is minimized (Mertens, 1998) while confirmability
means that the interpretations of the data are not figments of the researcher’s imagination

(Lincoln & Guba, 1989). The essence of confirmability asks, “How do we know that the
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study is believable, accurate, and plausible?” (Bloomberg & Volpe, 2008, p. 78). To
ensure confirmability, I formulated and made available to the reader the methods for
tracking the datum to its source. Additionally, the logic used to interpret the data has been
made explicit. Again, this created a chain of evidence, which is a critical component of
case study data collection (Yin, 2003). By maintaining a chain of evidence, the reader of
the case study should be able to follow the derivation of any evidence, ranging from the
initial research question to the case study conclusions (Merriam, 1998).

According to Mertens (1998), member checks may be the most important aspect
in establishing credibility. Although a treatment of this has already been addressed, it is
important to note in this section that I verified with the respondents the outcome of what
was developing as a result of the data collection and analysis process. Mertens (1998)
suggests that this process may be informal or formal. For purposes of this study, a more
informal process was employed, whereby I asked the participant if the notes and
summarization accurately reflected the participant’s point of view. Although
confirmability of this case could not be proven through exact replication, confirmability
could be garnered by showing consistency in the methods, theoretical lenses, and
examination of the chain of evidence.

In conclusion, elements of rigor for the study have been discussed and are

depicted in the table below.
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Table 11

Components of Rigor (adapted from Morse, Swanson, & Kuzel, 2001)

Terms Verification Validation Validity
Process = Archive authentication * During and Outcome
=  Document analysis within project
= Internal and external evaluation
criticism process
Means = Design * Member Trustworthiness
= Saturation checks
= Methodological * Audit trails
cohesion
Source = Researcher = Participants External judges
= Researcher and standards

The basic issue in relation to trustworthiness is simple: How can an inquirer persuade his
or her audience (including self) that the findings of an inquiry are worth paying attention
to?”” (Lincoln & Guba, 1985, p. 290). The answer is to review for the reader credibility,
dependability, transferability, and confirmability, as related to the importance of
validating the findings. Therefore, a thorough discussion and application of each element
of trustworthiness has been provided in order to persuade the reader the findings of the
study are dependable.
Limitations of the Design Methodology

As already mentioned, qualitative research sometimes carries a stigma about
research design limitations. In this section, I wish to address the limitations of (a)
historical research, (b) case studies, (c) feminist standpoint theory, and (d) limitations

related to interviewing.
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To begin, historical research is attacked by opponents regarding three specific
areas. Challengers argue that the method (a) lacks objectivity, (b) lacks direction, and (3)
the conclusions are usually tentative and not easily generalized.

In regard to the method lacking objectivity, I believe the exact opposite. In fact,
for the research to be valid, objectivity was one of my primary goals, as the outcome was
not to establish only facts, but to understand them (Dray, 1964). 1 further admit that there
were disputes, which created objectivity. In fact, I was aware to be skeptical of each
source and its contents, to discredit evidence, and to challenge theories. This made for the
best conclusions and findings. In order for the findings to be accepted, disputes of outside
reviewers were addressed and explained. Those who use historiography may appear to
subjectively select evidence supporting theories and hypotheses, but their method
requires a rigorous examination of all possible evidence before conclusions are reached
(Goodman & Kruger, 1988), which again, lends to objectivity.

As for direction, the research questions were carefully structured before sources
were investigated, so that they could be researched in an efficient manner. Furthermore, I
believed that by creating a strong methodology for the study, as evidenced in this
document, direction was the sole outcome. Direction, if nothing else, was considered and
countered.

Regarding generalizability, it may be said it has been the preferred method of
research for quite some time, compared to that of transferability, which is a fairly new
concept in terms of research paradigms. This study used transferability, which to some,
may be considered as a research weakness. In this case, another limitation rests in the fact

that the conclusions were only valid in relation to this particular study. The final
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weakness is the fact that readers of the research will need to know as much detail as
possible in order to accurately transfer the results to their own situation. It was impossible
for me to provide the level of description and detail about every possible scenario for any
given reader.

In conclusion, I believe the research was objective by the sheer nature of the
process to question everything. The project had direction, as outlined in this very
document, and although generalizability was not garnered from this project, since the
population was too small to apply to larger samples, transferability was acquired.

Already examined was the fact that the case study lacks generalizability, due to
the small sample size. Another limitation to the case study was the completely open and
uncontrolled environment in which it took place. Due to this fact, the case study
eliminated any cause and effect relationship, since the variables were uncontrolled. The
case study was, however, a valuable research method for this particular study because it
expanded the understanding of the OWHE and led to new avenues for future research.
Case studies, therefore, prove to be extremely useful methods for qualitative research,
and for this project.

Feminist standpoint theory also faces limitations. A major source of feminist
challenge to traditional epistemologies arises from the problem that feminism is a
political movement for social change (Harding, 1987). This goes against the norm
because scientific knowledge-seeking research is supposed to be “value neutral,
objective, and dispassionate” (Witt, 2004, p. 118). To offset this, feminist standpoint
espouses that knowledge is supposed to be based on experience, and the reason the

feminist claims can turn out to be scientifically preferable is they originate in, and are
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tested against, a more complete and less distorting kind of social experience (Harding,
1987). In fact, standpoint theory attempts to maximize objectivity by producing stronger
standards for “good methods” (Harding, 1993, p. 52).

Finally, certain limitations existed that were faced during the interview process.
These included reluctant respondents, transcription quality, and interaction during the
interview. Reluctant respondents were bound to surface during the interview process. As
Becker and Geer (1969) describe, frequently, people do not tell an interviewer all the
things one needs to know. Related to this study, the reasons may have included the
participant simply did not want to disclose certain information, may have been
embarrassed, lacked knowledge, did not want to be impolite, or because it was not in his
or her best interest to do so.

Another limitation was that of the transcription quality, particularly for an
interview that was done by phone, rather than in person. Other factors that created
limitations included discrepancies between what was recorded in documents and what
was said in interviews. Additionally, the failure of transcripts to indicate when people
were paraphrasing or adopting others’ viewpoints, or quoting what was told to them by
someone else, often existed (Gubrium & Holstein, 2001). While I was careful in the
transcription process, undoubtedly, transcripts had some human error due to forwarding
or rewinding the recording. Mistakes emerge in the transcription when similar words are
replaced, or do not make sense in the context of the dialogue. If this happened, I was
unaware of the mistake; but it was possible it occurred and may have hindered the

accuracy of the coding process.
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The final limitation to be addressed is that of interaction during the interview. I
wish to point out that she I was a female interviewing mostly women in this project.
Therefore, as Oakley (2003) states, [ was cautious to not objectify the respondents. The
person being interviewed had every opportunity to sabotage the research, and research
cannot proceed without some relationship of mutual trust being established between the
interviewer and the interviewee. Additionally, I was aware that the possibility existed for
women to answer questions based on social norms of acceptance, and that a deeper
meaning may have existed, which needed to be extracted over the course of the interview.
Jack (1999) calls this attending to the inner dialogue, whereby the researcher details the
different voices that argue for authority within the self-versus social hierarchies.

In conclusion, I was aware that limitations existed, and steps to mitigate those
were explored throughout this chapter. I took every precaution to adhere to the plan set
forth in this chapter to ensure the best possible outcome for data collection and analysis.

Ethical Considerations and Human Subjects

Codes of ethics for professional and academic associations are the conventional
format for moral principles (Christians, 2003). As such, I attended to issues in regard to
the study of human subjects; these included informed consent, privacy and
confidentiality, accuracy, and political astuteness.

As Bogdan and Biklen (1982) state, subjects must agree voluntarily to participate
without physical or psychological coercion. In addition, their agreement must be based on
full and open information. As a result, I provided an informed consent outlining the study
to each potential subject. Kirby and McKenna (1989) suggest:

As a researcher you may gain access to information that could be potentially
damaging to specific individuals, to groups, or to political movements. In any
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exchange of information, researchers must guarantee that, to the best of their
ability, they will adhere to the research plan and, if there is any deviation,
particularly regarding the use of information or actions undertaken that the
participants be informed and have the option to withdraw their participation.

(p.101)

It was important that I adhered to this directive in order to not harm any of the subjects
during the research stage.

In regard to privacy and confidentiality, codes of ethics insist on the preservation
of individual identities (Christians, 2003). Therefore, I took every provision to safeguard
against unwanted participant exposure. All personal data was secured and concealed, and
those wishing to have elements of their interview kept anonymous were safeguarded.
Confidentiality was paramount. Accuracy was an additional ethical consideration, as
anything other than accurate reporting of the data would be fraudulent. Therefore, I
expected that the internal and external criticism process throughout hindered such an
outcome. Finally, a possibility existed that emerging from the research would be
criticisms of the OWHE or ACE. It was imperative that I adhere to the research design
and report all results, with every attempt to keep confidentiality. If I believed that a
participant needed to be identified in the research to create reliability, the participant was
notified beforehand. I had to remember to be sensitive to the participants, many of whom
experienced forms of career oppression prior to their work or association with the
OWHE. Gubrium and Holstein (2001) also indicate that when interviewing women, it is
important to not overexpose “sisterly bonds” (p. 229). I paid close attention to this aspect.

In summary, I needed to gather informed consent forms, maintain privacy and

confidentiality, uphold accuracy, and be cognizant of the political aura surrounding the
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research. Each of these steps was followed, and ethical and human considerations were
taken into account during the research producing research void of damaging outcomes.
Chapter Conclusion

In conclusion, historical analysis can bring an increased awareness of the past,
generate fresh interpretations of the present, and to a degree, give a glimpse of future
trends (Schwartz, 2003). Historians do not study history for its own sake, rather the study
is undertaken as part of a process—and it is that process which is of concern to the
historian (Commager, 1965). This chapter has generated for the reader the process used
as the foundation of this study. Again, three essential steps exist in the production of any
written historical work: the gathering of the data, the criticism of the data, and the
presentation of the facts, interpretations, and conclusions. This chapter addressed each of

these areas.
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Chapter Four
THE FOUNDATIONAL YEARS: 1951-1971

Every history has a history. The Office of Women'’s is steeped in the earlier days
of ACE as this time period largely shaped the emergence, structure, mission, and early
leadership approaches of ACE presidents in regard to the founding of the office. The
foundational years created a platform of research about, and an appreciation for, the role
of women in higher education that would be instilled within the overall fabric of ACE.
This embedded culture created a gateway to the future political pressures experienced by
ACE leadership leading to the creation of the office. A close examination of the changes
in leadership within ACE and its Commission on Women (CEW) during this period
largely mimic that of future leadership changes at ACE and the OWHE that either
energized or fatigued the office.

ACE and its Early Work with Women in Higher Education

Even before the OWHE was founded, ACE had been working to highlight and
ascertain knowledge regarding the role of women in society at-large, as well as within
education. This pre-existing work on the part of ACE, and the choice by ACE president
Adams to adopt such a stance, made it easier for an office of women to later emerge as a
standalone entity under ACE president, Heyns. Unlike the early 1920s work on women
by ACE, which ceased to have any impact on the immediate decades to come, the 1950s
creation of a committee on women, and its subsequent work, would propel a focus on the
women’s agenda for more than six decades.

In 1951, ACE’s president, Arthur Adams, made what could be considered the
pivotal point in history surrounding the political stance of ACE’s future involvement

regarding the advancement of women in higher education. It was pivotal because
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although ACE had done some early work on women in the 1920s by creating a standing
Committee on Training Women for Public Service, and including some statistics on
women’s occupations at the 1920 and 1921 ACE Annual Meetings, nothing substantial
had occurred for thirty years after. It was under the direction of Dr. Adams that ACE
sponsored its first national conference devoted entirely to the topic of women, entitled the
ACE Conference on Women in the Defense Decade (ACE, 1951, MC 373, Folder 1,
“Conference Program”).

The background leading up to this important moment stemmed from a series of
federally sponsored government meetings and conferences examining what was called
the “manpower policy question” across the national employment spectrum (Adams [as
cited in Adams, Carmichael, & Hottel], 1951, ID LT88, WNYC ID 68741, “Opening
Speech for Women in the Defense Decade Conference” Min. 3:43). During each of these
conferences, almost without fail, a woman in the audience would stand and ask “how can
you question the ‘manpower policy’ of this nation, in these turbulent times, when you
leave out of consideration more than half of the population?” (Adams, [cited in Adams,
Carmichael, & Hottel], 1951, ID LT88, WNYC ID 68741, “Opening Speech for Women
in the Defense Decade Conference” Min. 4:11). After multiple times hearing these
women at conferences, Adams took notice, and under his leadership at ACE decided to
take action. In Adams’ (1951) opening speech [cited in Adams, Carmichael, & Hottel] he
said:

We at the Council began to say to ourselves, we believe there is something in this.

And so, as we had communications from all over the country, pointing out the fact

of our national situation, and what were we going to do about it, in particular

reference to women power, the plans for this conference were initiated. One of

the phrases used at the outset was that this was to “be a conference for women,
planned and executed by women.” But as we went along, we realized that this was
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a divisive sort of approach. That we at the Council did not wish to do something

for [added for emphasis] women, we wished to do something with [added for

emphasis] women. [audio recording, Mins. 4:43-5:31]
Adams [cited in Adams, Carmichael, & Hottel] (1951) further went on to say that he
liked the notion that the conference was really about women as people; and therefore, as
he saw it, the purpose was to build connections of mutual support for women, men, and
people. While the 1951 conference was a significant point in history, it is equally
important to examine the way in which Adams, himself as the leader of ACE, responded
to the women’s agenda. The significance of his response is to examine the top-down
public display he set both internally at the Council, and within the larger external national
scope of the higher education community.

Adams always claimed the work was not to provide women with special
privileges, but to more adequately contribute to society (Hartmann, 1994; Eisenmann,
2006). With this monumental public statement regarding women'’s role in society, Arthur
Adams, without knowing it then, engrained in ACE’s culture a pattern of advocacy for
women’s agendas, research, and advancement. History would prove that this pattern
could not be easily undone by others at ACE without national political fallout that could
be damaging to the Council’s reputation. (Unfortunately, he may have also embedded
two other patterns at ACE. First, was a lack of ACE funding for women’s programs,
which forced future constant fund-raising efforts to support current and new initiatives
surrounding ACE’s women’s programs. And second, an early prevailing notion that ACE
did not support women’s advancement as an issue of discrimination, but rather, lack of
training or ambition, which carried over to the early years of the OWHE.) The important

point to make here is that Adams had a choice as a leader during a time that was not
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known for embracing women’s causes, and the choice he made to move forward,
regardless of national opinion, cemented in ACE’s history a precedent for the continuing
support of women and their advancement in the years to come.

Following the 1951 ACE Conference on Women in the Defense Decade, and with
an eye toward promoting healthy dialogue and continued study surrounding the topics of
the conference, ACE formed the Continuing Committee of the Conference on Women in
the Defense Decade, (ACE, 1951, Box 1, Folder 1). It was this commission that paved the
way for a future continuing partnership of ACE and women in higher education.
Although this was simply a committee, it could be considered the earliest form of an
ACE Commission on Women, as it was in place from 1951-1952, and functioned like the
commission that immediately followed.

At that time, another highly influential group, the National Association of Deans
of Women (NADW), was also working with a similar agenda (Gangone, 1999), as their
goal was to “strengthen the position of women in higher education” (Hartmann, 1994, p.
88). The similar work of these two groups, coupled with the strong support of Kathryn
Phillips (the founding president of NADW who secured the grant from her husband’s
[Ellis L. Phillips] foundation), culminated in a request to ACE to establish the
Commission on the Education of Women [CEW] (ACE Publications/Audiovisual
Materials, 1927-1990, OWHE, Box 2138, Folder 2, “Other Committees and Sponsored
Projects”). The work of the NADW, and the backing of Phillips, provided enough
political clout to prompt ACE to respond favorably to the request to create a CEW (Allen,
1959), as it was evident there was “widespread concern about the effect of rapidly

changing factors on women'’s lives and on the planning of appropriate education
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programs for women” (Hottel, 1955, vii). In 1953, the ACE Executive Committee
formalized the CEW, and Esther Lloyd-Jones, professor at Teachers College, Columbia
University, was placed at the helm as chair (Hottel, 1955). Within its first six months in
1953, the CEW committee members worked with seven prominent social scientists
representing anthropology and various fields of psychology and sociology to determine
areas of future research (ACE Publications/Audiovisual Materials, 1927-1990, OWHE,
Box 2138, Folder 2, “Other Committees and Sponsored Projects). As a result, seven
major purposes of the CEW emerged (See Appendix 7).

While the initial activities of the commission were supported by the $50,000 Ellis
L. Phillips Foundation grant (Adams, 1943-1961, Folder 10, Box 226, “Ellis Foundation
Proposal”), two additional studies were encouraged by the commission, and also received
funding. However, this early funding was not prophetic of what was to come. Following
the publication of the first report of the CEW, How Fare American Women? (1955), early
fund-raising successes were followed by less than impressive results. The CEW sought
additional foundation support, which was met with limited funding from the Carnegie
Corporation and zero support from Ford, Rockefeller, Guggenheim, Kellogg, Mellon, and
the Russell Sage Foundations (Eisenmann, 2005), all of which were approached in an
early effort “to raise $1 million for a creative range of research and dissemination efforts”
(Eisenmann, 2006, p. 101). Although the goal was lofty, it may not have been too far off
the mark given the many projects the CEW sponsored over its ten-year period. Four

major bodies of work were highly disseminated by the CEW.
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The CEW’s Scholarly Research and Lifecycle
The CEW experienced many challenges during its ten years. These included lack
of funding, lack of female leaders in top positions supporting the work, ambiguity about
the needs of postwar women’s education, and simply, a limited research base on women
(Eisenmann, 2006). As a result of these influences, the operating years of the CEW
experienced a multitude of changes as the research needs of society and women morphed,
and the CEW, itself, assumed more power in an advocacy role for women. Responding to
these changing needs, four major reports emerged from the work of the CEW over its ten-
year period, the first of which was a report called How Fare American Women? (1955).
The initial purpose of How Fare American Women? (1955) promoted two roles.
In its simplest form, the document served as an interim report to the public of what the
CEW had done to-date, while at the same time, to stimulate an agenda on the
advancement of research on women’s evolving societal roles in postwar America, to
include continued education (Hottel, 1955). This is evidenced in Adams’ foreword of the
report (as cited in Hottel, 1955):
It has been the concern of the Commission on the Education of Women to inquire
into these matters, to study the needs of contemporary society, and to discover
how better use can be made of the talents of all our people to meet those needs.
The Commission has firmly avoided considering women as an underprivileged
minority for whom special pleading should be made. (p. v)
As ACE was not a philanthropic organization, the second purpose centered on a hope that
the report would spur some additional fund-raising opportunities (Eisenmann, 2006). This
notion that the deeper mission was a subdued call for funding is also supported in

Adams’ foreword of the report, as he states the “answers being sought by the CEW will

require long-continued effort and substantial support” (as cited in Hottel, 1955, p. vi).
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The report articulated the needs of women in postwar America, but the problem
still remained that the majority of people in the United States were not prepared to accept
such reality. This passage sums up the mindset of many women during this period:

The career-minded homemaker often feels the loss of economic independence

which comes with relinquishing a job for marriage. She finds it difficult to

reorganize her life and to disrupt established daily habits. She experiences a break
in her group identification, a loss of self-esteem, and a certain sense of injustice.

Where she has been taught in her earlier days to strive upwards, there now seems

for her no road to promotion or to personal development in the parlor, kitchen, or

nursery. (Hottel, 1955, p. 7)

Additionally, there were two major flaws of the report (the first of which could not be
known at the time it was written). First, it was steeped in place and time—a 1950s
America that created a myopic view focused on women’s issues as individualistic, rather
than collective; in 2013, the above quote is far from startling, but in 1955, it was
disturbing to male and female traditionalists. And second, while the report produced
perhaps the earliest version of research findings regarding how women might respond to
societal forces and expectations regarding education with respects to their personal role in
society, it did not give any suggestions as to how to overcome, advance, or improve the
situation. More than likely, this created a situation whereby women resonated with the
findings, but were left without any practical wisdom on ways to overcome barriers.

How Fare American Women? (1955) was successful in one of its two purposes—as a
publicity piece to challenge traditional notions (Cless, 1977), but failed entirely in the
fund-raising aspect. With limited funds in place to continue truly meaningful work, the
CEW needed new energy and focus.

In May 1955, President Adams worked with chair Lloyd-Jones to strategically

select and appoint some new members of the CEW who could help strengthen the

194



legitimacy of the fundraising efforts and provide new potential vision to the work of the
committee (Eisenmann, 2006). Impactful appointees included representatives from the
Carnegie and Ford Foundations, as well as the National Manpower Council (NMC).
These new appointees helped in three ways. First, the NMC brought forth a reenergized
focus on the concept of women’s roles in continuing education and their impact on the
manpower question (Hartmann, 1994). With this focus, the CEW created a new two-
pronged strategy. The first prong was that of widespread dissemination of women’s
research projects, and the second prong was a newly-formed consulting service designed
to help advance the development of women’s curricula, as well as faculty development
for those working with young women (Eisenmann, 2006). With a stronger and re-
energized strategy in place, the foundation members promulgated the last two helpful
outcomes, which included (a) new avenues for funding that had previously been
exhausted, and (b) the formation of a Carnegie-sponsored research conference on
women’s education (Eisenmann, 2006). Shortly after the new CEW appointments were
made, the commission garnered newly-acquired foundation support in the amount of
$84,000 (Adams, 1943-1961, Box 282, Folder 3, “ACE Annual Meeting Minutes”). With
this newfound funding, and a heightened sense of purpose and energy, plans for the
Carnegie research conference were underway.

The CEW’s Conference on the Present Status and Prospective Trends of
Research on the Education of Women, commonly called the Rye Conference, was
acclaimed as a “landmark conference” (Dobbins, 1976, p. 17).The conference notes were
published, and the report was named Education of Women: Signs for the Future (David,

1959). The emphasis of the conference changed the previous direction of the CEW from
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a focus on the present to a more blended approach of appreciating the present, but
examining more critically change for the future (Eisenmann, 2006). Three major themes
emerged from the conference and, for the next three years, remained the concentration of
the CEW.

In general, all three topics stemmed from members of the CEW realizing the
importance of research in promoting future change. “One of the conclusions expressed
most frequently in this conference—not always in the same words but in the same
spirit—was: “we need more facts” (Opal, 1959, p. 127). These facts were, first the idea of
“life phases” (Eisenmann, 2006, p. 104) in women’s development and how those phases
impacted women’s educational choices (Opal, 1959). The second was the concept of
continuing education for women, and the final was the notion of denying women
opportunity based on gender. With Adams still at the helm of ACE (holding steadfast that
the CEW was not looking at special privileges for women), this was the first time the
CEW delicately ventured into this realm.

Shortly after the conference, Lloyd-Jones stepped down as Chair of the CEW and
Judge Mary H. Donlon, ACE supporter and judge of the United States Customs Court
took over the role of chair. In the same year, Opal David, a well-known women’s activist
and politician, took the role of executive director, which had been vacated by Althea
Hottel two years earlier (Astin, 1976). With different leadership in place, and a three-year
grant of $75,000 from the Lilly Endowment, Inc. in hand (Dobbins, 1976), the CEW
again turned its focus to a newly-created research bulletin called Information and
Research Notes—The Education of Women, which was generally called Education of

Women. The sole objective was the distribution of commission findings in a more

196



dispersed method. These two publically distributed items, The Education of Women:
Signs for Future, and CEW’s new bulletin, The Education of Women, ultimately drove
the new research guidelines for the continuing work of the CEW for the next three years,
until 1959-1960, when the focus and leadership changed, yet again. In 1959, Donlon
stepped down as Chair of the CEW, and Mary Bunting of Douglass College assumed the
post (Astin, 1976). (Bunting would eventually become the President of Radcliffe).
Bunting’s own personal and professional experiences shaped her leadership style, and
under her tenure, the CEW started to focus more on continuing education (Eisenmann,
20006).

By 1960, the “CEW’s original commitment to a widespread research program had
been replaced by a sense of itself as a catalyst and publicizer for women’s education,
roles benefiting from the power of ACE sponsorship” (Eisenmann, 2006, p. 107). With a
less restrictive viewpoint on the advancement of women as a special privilege, the CEW
acted with more autonomy and felt more empowered to re-craft its role—aligned with an
agenda of a new decade. This newfound freedom was only slightly realized, however,
when the drafting of their new policy statement, The Span of a Woman's Life and
Learning, led President Adams to make recommendations that changed the original intent
and language of the document to include recommendations, rather than direct statements
for action (Eisenmann, 2006). The statement itself was a brief four-page recapitulation of
what the CEW had learned since the Rye Conference. However, it concisely pointed out
what the research had evidenced over the past seven years since the establishment of the
CEW, which was the timing and needs for women’s education could only be determined

by a woman herself, and not a traditionally formed academic schedule:
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Precious little attention has been given to designing educational opportunities to
meet the needs of married women. Rather, we have assumed that she is not
interested in continuing her education. The possibility that the choice could be a
question of timing rather than goals has not received serious attention. (Bunting
[1957], as cited in Astin, 1976).
Like the quote above, the CEW statement was intended to help expose, on a national
level, a new way of thinking about academic course delivery and time tables for students
(particularly women) not able to adhere to the self-imposed institutional rigidity that was
commonplace.
Unfortunately, it would not be long before the groundbreaking work of the CEW would
see its final days, as the supporting ACE president, Adams, announced his retirement
from the Council.

Shortly after the arrival of ACE’s new president, Logan Wilson, CEW Executive
Director Opal David began to communicate with Wilson regarding the uncertain future of
the CEW, given its lack of funding. She and her committee had hoped the new president
would support additional funding levels to advance the work of the commission (Shortly
after his arrival, Wilson did give the CEW $6,000 from the ACE general fund; Wilson,
1956-1971, Box 577, Folder 11, “Memo to All Commission Members”). However, such
hopes were quickly dashed when Wilson responded in July1961, indicating “budgetary
provisions of the American Council on Education for the Commission of the Education
of Women will have to be terminated as of September 30” (Wilson, 1956-1971, Box 577,
Folder 11, “Letter to CEW Executive Director, Opal David”). With this news, David

submitted her resignation effective October 31, 1961 (Wilson, 1956-1971, Box 577,

Folder 11, “Opal David Resignation Letter”).
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As the CEW closed down operations, word spread and other organizations offered
support in an effort to preserve and honor the legacy of the CEW’s work. For example,
the AAUW Board voted at its fall meeting that its Educational Foundation wanted to
assume responsibility for CEW’s bulletin, Information and Research Notes—The
Education of Women (Wilson, 1956-1971, Box 577, Folder 10, “Pauline Tompkins Letter
to Wilson”). Wilson swiftly cleared the CEW’s workload, and in October 1961, he agreed
to turn over the Education of Women to AAUW (Wilson, 1956-1971, Box 577, Folder 10,
“Letter to President of AAUW?). Following David’s resignation, and with strategic
prowess, she was quick to ensure that the CEW would make one last major contribution
to the advancement of women in education, post-mortem—a CEW conference on
continuing education for women, which had been planned for the summer of 1962. By
agreeing to cease all other operations of the CEW by an agreed upon date, David was
able to barter with Wilson to safeguard the conference (Wilson, 1956-1971, Box 577,
Folder 11, “Memo from David to Wilson”) for which sufficient funding from the
Carnegie grant remained (Wilson, 1956-1971, Box 577, Folder 10, “Letter from Davis to
Wilson™).

In the wake of the transition of a new president, and in spite of his
recommendation to disband the work of the CEW, one final fund-raising attempt came to
fruition early fall, 1961. This welcome and needed funding further committed Wilson to
implement the continuing education conference for women. With its long-time affiliation
with ACE and the CEW, coupled with Bunting’s agenda for continuing education, the

Carnegie Corporation awarded a $23,000 grant to the CEW to sponsor a conference on
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continuing education (Wilson, 1956-1971, Box 577, Folder 10, “Letter to Wilson from
Davis”).

“Although Wilson remained unconvinced about the long-term need for the CEW,
he acknowledged that Carnegie’s grant presumed some sort of ongoing ACE involvement
with women’s concerns” (Eisenmann, 2006, p. 109). As a result, in November of 1962,
Wilson found himself quite busy preparing for a conference on the continuing education
of women. Following Wilson’s official closing of the CEW, he worked to quickly re-
energize the members by asking them to serve on the Committee for the Conference on
the Continuing Education of Women (Wilson, 1956-1971, Box 577, Folder 10, “Letter to
Habein from Wilson™). Grace Henderson, Dean of Home Economics at Pennsylvania
State, assumed the position as chair (Dennis, 1963). In addition to securing the
committee, Wilson completed some initial arrangements for the conference to be held on
the University of Minnesota campus with President O. Meredith Wilson giving the
opening address (Wilson, 1956-1971, Box 577, Folder 10, “Letter to Oliver Carmichael
from Wilson”).

The conference destination was probably an obvious choice for ACE due to its
successful long-time relationship with the Carnegie Corporation, which between the
years of 1959 and 1963, also awarded $181,000 to the University of Minnesota (Deutsch,
2012) for their continuing education of women start-up called the “Minnesota Plan”
(Schletzer, Cless, McCune, Mantini, & Loeffler, 1967, p. 2). Carnegie’s dedication and
public position regarding women’s continuing education was further promoted in their
1962 Annual Report:

The overwhelming majority of present programs of higher education were
designed for students who had no other obligations and could adjust their lives
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quite readily to the requirements of the college schedule. Such programs present

almost insuperable difficulties to the woman who wishes to resume her studies

and at the same time meet her family obligations. (Deutch, 2012, p. 2)

In the proverbial last hour, with such public statements in support of women and
continuing education, the CEW masterfully aligned themselves with the Carnegie
Corporation to ensure the conference on continuing education would prevail.

During the conference, the previous research of the CEW was validated in a very
public manner. In his opening speech, O. M. Wilson made one statement, in particular,
that aligned with the research work the CEW had disseminated about women’s /ife
phases:

The place, then, for modifying programs for the education of women is neither in

the nature of the material nor of their content; it is in recognizing that there is a

tentativeness about women’s commitments to intellectual life during the time they

are 20 to 25 years old. This tentativeness becomes actual detachment for a period
following marriage. The need is for counseling and guidance in the period prior to
this time of tentativeness and detachment that will make more certain a later

return to the world of inquiry and academic life. (Deutch, 1965, pp. 5-6)

While not realizing it at the time (and maybe not even today), that singular statement
provided to those who had worked so diligently with the CEW aftfirmation that the torch
would be passed, allowing the women a graceful exit, void of continued efforts to save
the CEW. It was now evident to all those in attendance at the conference that the previous
work of the CEW had a new champion who would continue the work on the
advancement of women in education and society. The women who had worked so
tirelessly for the past ten years could walk away with a sense of peace that this important
work would not abate.

In its final hour, the CEW accomplished a major coup in ensuring the legacy of

women’s research and advancement remained on the national radar, despite its own
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demise. The Itasca conference ultimately produced the fourth and final work of the CEW,
a book of conference proceedings entitled Education and a Woman's Life (Dennis, 1963).
Perhaps this passage from Banning (1963) best encapsulates the impact of the conference
on generations to come:

At the conclusion of this meeting, we are certain that the need and desire for

continuing education of American women is not regional but national, although it

is not yet pervasive in the United States by any means. But the fires of interest
have sprung up in noncontiguous areas and have not been started by any one
hand. The roots of the movement seem to be the unused or undeveloped abilities
of women and the conscientious belief of women, educators, and citizens that we

are permitting a waste of ability that we cannot afford. (p. 143)

In conclusion, the ten-year ebb and flow of the CEW’s work hinged on four
factors. First, without support from ACE, the CEW would not have had the political
clout and reputation needed to advance its work on the role of women in society and
education. On the other hand, because of ACE’s position in Washington, DC, and its
desire to preserve its own funding through membership (which were mostly male
presidents at the time), President Adams was sensitive to confine the role of the CEW to
an agenda of how women could advance society as a whole, rather than looking at the
issue of gender discrimination. Second, limited funding from ACE required the
leadership of the CEW to continuously seek outside funding for their work. This constant
administrative work inevitably took time away from the committee’s research-based
agenda, slowing both output and results. Third, the nationally changing view on the role
of women societally, politically, and educationally took small steps forward over the
CEW’s ten years. The incremental changes accepted by society at-large regarding the

attitude toward women and their role impacted, to a large degree, the flexibility and

access to the research topics themselves, as well as the ability to disseminate the work
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without fear of retribution. And finally, the slow but emerging growth of new information
the CEW produced through its own research agendas provided a continual springboard of
new ideas for further investigation, both within the CEW itself, and by other individuals
and associations. These advances surely helped position a national and ACE openness
regarding the future launch of the OWHE, as this research created a knowledge base
regarding the role and education of women never before witnessed in US history. These
four projects produced by the CEW largely foreshadow future efforts that emerged
almost 15 years later within ACE. Carnegie support would again appear in the initial
funding of the OWHE National Identification Program (NIP), and the Rye and Itasca
Conferences mirror, to a large extent, the 1972 ACE Annual Meeting and the publication
of those conference proceedings regarding the study and research of women.

1971 Arrival of New ACE President, Dr. Roger W. Heyns

Ten years after the CEW disband, ACE was again faced with the question and
legitimacy of women’s issues in higher education, due in large part to newly passed
governmental laws (see Chapter Two). It was these laws, coupled with a strong past in
both understanding and promoting women in higher education, that ACE would soon
launch a standalone office of women under its auspices. Beyond these newly passed laws
and ACE’s past history in understanding and promoting women in higher education,
three other circumstances emerged that impacted ACE’s decision to promote an office of
women. These three events created a perfect storm leading to the creation of the OWHE:
ACE gained open-minded and savvy new presidential leadership, the ACE Board Chair
at the time was a woman, and the 1972 ACE Annual Meeting was devoted entirely to the
topic of women. If any one of these three circumstances had been altered, an OWHE may

have never emerged.
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On January 1, 1971, Roger W. Heyns assumed the new presidency of the Council,
and by fall of 1971, he was entrenched in his position following the retirement of Logan
Wilson. With an entirely new set of national agendas, and internal as well as external
criticism of ACE in hand (due to the resulting poor management style of former President
Wilson, described in Chapter One), Heyns set about creating new objectives that would
become the foundation of ACE’s next decade (Heyns, 1971-1976, Box 666, Folder 4,
“Memo to ACE Board of Directors”). Although his objectives did not specifically include
any programs centered on or for women, Heyns penned three national roles of ACE that
would underpin a certain tolerance for a changed ACE culture to include women and
minorities. These roles were inextricably linked to the recently enacted government laws,
Title VII and Title IX, and set the internal and external tone that ACE would promote,
embrace, and educate about demographic changes.

Heyns also showed his personal commitment to diversity when he indicated to the
employees of ACE that the “professional staff will be strengthened by recruitment from
the ranks of qualified women and minorities” (Heyns, 1971-1976, Box 666, Folder 4,
“The American Council on Education in the Next Decade” p. 5). “With his experiences at
Michigan and Berkeley, two fairly progressive institutions, and a professional
background in psychology, Heyns had a different worldview of where things were going”
(Steinbach, 2012, p. 3). This was felt throughout DC, even by other organizations, as
depicted in this passage:

Although Heyns has barely been at the head desk two weeks, startling things are

happening at ACE. There is an eagerness to understand problems through

discussion with everyone involved, and an acknowledgement of the broader
mantle of responsibility which ACE carries in higher education than has not been

evident in recent years. (Heyns, 1971-1976, Box 681, Folder 7, “Letter to Kellogg
Foundation from Fisher”)
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Heyns’ new path of a more transparent ACE to include communication and inclusion was
eagerly embraced and desired within the higher education community.

One month before the January 1972 ACE board meeting, Heyns was frequently
communicating with board chair, Martha Peterson (first female chair since 1955-1956),
President of Barnard College, regarding an outstanding action item from its October 1971
meeting. The items of interest centered on the board vote to “authorize the chairman and
president to name a committee to recommend a systematic plan for the representation of
women and ethnic minority groups with the Council and the promotion of these
objectives throughout higher education” (Heyns, 1971-1976, Box 666, Folder 12,
“December 6 Letter to Martha Peterson”). It is worth noting that this directive came
under Peterson’s leadership as the third ever female chair of the ACE board.

Heyns took action to see through a board directive and suggested to Peterson that
a one-day meeting of all women currently serving on ACE board and Council
commissions, as well as committees, take place in order to discuss and brainstorm ideas.
(There were 16 women serving in these roles at the time, across nine groups; Heyns,
1971-1976, Box 666, Folder 12, “List of Women Serving ACE”). Four days after
Peterson received the letter, she phoned ACE suggesting that a meeting take place
following the Board meeting. In her conversation, she highlighted the fact that the Seven
College Conference had, in the past, sponsored the preparation of a roster of women with
doctoral degrees at the assistant professor level so as to “identify a talent pool for higher
education, both faculty and administration,” (Heyns, 1971-1976, Box 666, Folder 12,
“Notes on Call from Martha Peterson”). She further asked that ACE consider a number of

issues connected with the roster, including the possibility of expanding it through a
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bigger program at ACE, looking for foundation support, and providing regional rosters
with more detail about each person (Heyns, 1971-1976, Box 666, Folder 12, “Notes on
Call from Martha Peterson”).

In late December of 1971, Peterson sent a final letter devoted to apprising Heyns
of pending activity from the various women’s groups and their expectations of the role
ACE would play in the future of women in higher education. Of special note was the fact
that various women’s organizations and colleges planned to meet at Barnard College
prior to the ACE board meeting to prepare a recommendation for ACE (Heyns, 1971-
1976, Box 666, Folder 12, “The Board Agenda and Other Matters, Attachment 2”).
Peterson was direct in her closing remark of the letter: “ACE is committed to doing
something about women. The question is ‘what’, and those groups who have ideas will be
the ones most helpful to you, and most likely to get something done” (Heyns, 1971-1976,
Box 666, Folder 12, “The Board Agenda and Other Matters, Attachment 2”).

With this information, Heyns set in motion a series of ACE meetings to
investigate the national issues regarding women in higher education. Ultimately, three
meetings of various women’s constituent groups followed the January 1972 ACE board
meeting: (a) women members of the ACE board, commissions, and committees, of which
there were 19; (b) women members of Washington-based higher education associations,
of which there were 21; and (c) women professional staff members of ACE, of which
there were 10 (Heyns, 1971-1976, Box 681, [Folders 6-9], “Letter from Heyns to
Meeting Participants™). Topics covered in these three meetings were (a) a general moving
away from a compliance mentality to one of the development and use of more than half

the nation’s population, (b) student issues, (c¢) curricular concerns, (d) faculty interests,
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(e) federal and state programs, (f) research, and (g) women as part of an ethnic group
(Heyns, 1971-1976, Box 681, Folder 7, “Women in Higher Education”, pp. 1-2).

Two of these issues are unique enough to warrant further explanation: moving
away from a compliance mentality and women as part of an ethnic group. Regarding the
compliance mentality, during the meetings, women often noted that the response of
college and university administrators and national associations to issues involving women
and federal legislation was often characterized by a compliance mentality of checking off
a box, rather than enthusiastically embracing and attempting to place women in key
positions of power and using their talents to advance the organization (Heyns, 1971-1976,
Box 681, Folder 7, “Women in Higher Education”). Additionally, it was noted during the
gatherings that women’s issues were often lumped together with ethnic minority groups.
Participants argued that the issues were quite distinct and separate, and the attention of
one group should not neglect the other; both issues needed to be worked on

simultaneously to be resolved, and not as one single problem.

From these critical three meetings alone came what I believe was a trifecta? in
terms of advancing the future development and promotion of women in US higher
education; ten solid recommendations emerged as a result of these three days of
conversation for Council consideration. First on the list was to open executive staff
positions to women at ACE, and number two was “establish an operational mechanism to
be directly concerned with the issues involving women” (Heyns, 1971-1976, Box 681,

Folder 7, “Women in Higher Education”, p. 3). Because of these top two

4 The Trifecta is a term created by the author to define the three critical meetings of the various women’s
groups in Washington, DC, prior to the 1972 ACE Annual Meeting. These three gatherings were sponsored
by Heyns in preparation for what he and the Council leadership believed might be difficult questions or
issues raised at the annual meeting. In essence, Heyns was hedging his bets when he created these
gatherings, hence the concept for the term.
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recommendations, the face of ACE would change in that an OWHE was created and
headed by the Council’s first female executive. (A complete list of all ten
recommendations appears in Appendix AA.)

These various activities in the initial year after Heyns’ arrival at ACE certainly
put the agenda of women front and center. With a female leading the board, many active
women’s groups pressuring ACE for support, and Heyns’ own outward viewpoints on
embracing the national changing culture regarding women and minorities, it was destined
some action would have to be taken by the new leader of ACE. Quickly coming to the
attention of Heyns would be the topic for his first ACE annual meeting. Multiple
potential topics emerged from staff within ACE; however, in Heyns’ personal notes was a
handwritten list of potentially nine issues, with “women” being fourth on the list, right
behind “blacks”; the first two issues were data and public vs. private (Heyns, 1971-1976,
Box 666, Folder 3, “Issues List” nos. 1-4).

With multiple options for the 1972 Annual Meeting posed, it is not entirely clear
how the topic of women was decided upon. However, it is certain three factors played a
significant role. First, as the new president of ACE, Heyns was aware that he had a
growing female constituency expecting response and action regarding the position ACE
would take on the matter. Second, Heyns was working with Peterson’s board directive to
create a committee on women and minorities in higher education. The last factor was the
general mindset of Heyns leading up to the decision on the theme of the 1972 meeting.
Heyns disclosed his personal position in a document he intended to use as a guide for the
next decade of the Council, in which he stated:

The Council in the future must be not only representative of its constituency...but
also wise in anticipation of important educational issues and flexible in its role of
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stimulating solutions to them. When the ACE identifies issues that need attention,
it must be able to summon resources to meet them without delay. (Heyns, 1971-
1976, Box 666, Folder 4, “The American Council on Education in the Next
Decade,” p. 10)

This statement provided evidence that Heyns believed in the future possibility of the
Council to be more diverse and flexible amidst a changing national environment.

On January 17, 1972, the Board of Directors met at ACE, and discussed the
content for the annual meeting (Heyns, 1971-1976, Box 666, Folder 4, “Board of
Directors Agenda,” p. 2). Minutes of that board meeting indicate that the proposal of
“...Women in Higher Education be considered, but one member opposed the adoption of
any theme and suggested further study with a broadening focus” (Heyns, 1971-1976, Box
668, Folder 3, “Minutes of Board of Directors,” p. 5). Peterson was still chairing the
board at the time, and alongside her was a long-time women’s activist and supporter,
Sister Ann Ida Gannon, President of Mundelein College, who would assume Peterson’s
role as chair in 1973-74 (Heyns, 1971-1976, Box 692, Folder 2, “Letter to Gannon from
Shavlik”). While no written information appears in the archives about the final vetting of
the meeting topic, a story about the board member who proposed the potential topic of
women for the ACE annual meeting (and hence the development of the OWHE) is a
long-time oral legend:

I think it was Sister Ann Ida who raised a question about whether the 1972
meeting should focus on women. She tells a very funny story about that—funny
and sad. It was that the men on the board were saying “how could we have
enough to talk about for a whole meeting?”” And she stood up and said, “We have
plenty to talk about.” (Shavlik, 2012, p. 51)

Sister Ann Ida was on the Board, and she loved telling this story. She said that she
was met with quizzical, confused eyes as she looked around the table and people
were saying, “Three days of a meeting? Whatever would we have to say about
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women that could last for three days?” But, they agreed that it was politically the
thing to do. (Touchton, 2012, p. 7)

While I can’t say I was the one who was definitely responsible for the creation of
the OWHE, or the 1972 Annual Meeting topic, I can say with certainty that I was
of great influence. So many of my notes are in the Archives at Loyola, so I can't
check "facts". Perhaps to say that I was "instrumental" is factual; it does not
mean that no one else was also involved in the process. (Sister A. I. Gannon,
personal communication, January 15, 2013)

This story (although not the originator) is referenced in a letter from Heyns to Peterson in

which he indicated:

At the January 17 meeting of the Board of Directors, the notion of devoting a
meeting to women in higher education was presented...although the reception
was generally favorable, there were some who felt that the topic of women should
not be the only one to be dealt with. (Heyns, 1971-1976, Box 668, Folder 3)

Apparently, it was not only the men working for and serving ACE who had concerns
about a meeting dedicated entirely to women. It is clear that this was, in fact, how many
people felt regarding a three-day meeting devoted solely to the topic of women:

Prior to the sessions, I had heard comments to the effect that devoting the
program exclusively to women was too much. But during the various panel
discussions and other program events, I concluded that many had changed their
minds. The participants were excellent and it was obvious that there was genuine
‘consciousness raising.” (Heyns, 1971-1976, Box 668, Folder 3, “Letter to Heyns
from Adams of AASCU”)

Regardless of those who were skeptical, plans for a conference on women moved
forward, and in February 1972, Heyns asked Peterson to serve as a member of a small
committee to advise ACE on the meeting (Heyns, 1971-1976, Box 668, Folder 3, “Letter
from Heyns to Peterson”). Shortly thereafter, Heyns sent a letter to all those who had
been involved in offering suggestions for the 1972 meeting theme. In this letter, he
declared the topic of the meeting would be Women in Education: New Challenge in
Troubled Times, and stated:
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It is increasingly obvious that we must examine virtually all aspects of academic
life to improve the performance of institutions in the education and employment
of women. Legal requirements give some aspects of the issue a special urgency,
but we must be concerned with more than compliance. (Heyns, 1971-1976, Box

668, Folder 3, “Draft of Letter Announcing Theme of Annual Meeting”)

In the quote above, the phrase more than compliance was a key statement referencing
institutional responsibility to the Civil Rights Act. It also subtly informed the members of
the planning team that the tone for the conference should focus on more than just how to
meet obligatory federal requirements.

With two powerful women on the board, a previous a month of communications
from women’s groups (to include the #rifecta) about the role of ACE advancing women’s
agendas nationally, and a president who was conscientious of changing political tides and
new constituencies, the 55th Annual Meeting of ACE was devoted entirely to women.
(See Appendix BB for conference sessions). While the meeting experienced
“disagreement during the discussions...the authors and the registrants were agreed almost
unanimously: Discrimination against women in higher education exists, is wrong, and
should be eliminated” (Furniss & Graham, 1974, p. xiii).

Though the issue of women and discrimination had become a main focus of
attention for the Council, ACE leadership had not forgotten the importance of minorities
within ACE. In February 1972, Richard Humphrey, Office of Program Development
Director, had communication with Heyns stating the issue of women and minorities
needed to be looked at carefully for future potential funding:

These two areas bind us a bit, in my view because of the obvious urgency on the

one hand and our relatively rudimentary functional conceptions on the other. For

example, I think we have already agreed to tackle one aspect of the “woman”
problem by appointment of a general officer on Council funds; but apart from the

“roster” and the annual meeting planning, I believe we are still fairly vague about
what a continuing function concentrated on women should embrace. Again, |
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have suggested that the problem of blacks and other minorities should be given

special attention in the same “core” way as should be concerned with women. At

the same time, the very reason for the functional assignment (i.e.: to the major

area in which discriminations are most visible) “integrates” the function, thus

compromising somewhat the pitch for special and separate financing. (Heyns,

1971-1976, Box 674, Folder 3, “Breakouts,” p. 2)
While this was a legitimate option, and the board wanted the Council to look at issues of
both women and minorities, at that point in time, ACE was receiving much more pressure
regarding women in higher education. As a result, very soon after, a decision was made
to open an office at ACE exclusively attending to women’s needs in higher education.
This single event provided direct evidence that had the women themselves not been so
vocal and active during this time period, the OWHE may not have opened as a standalone
office, but rather an office committed to issues of discrimination, in general.

Conclusion

In conclusion, the foundational years of the OWHE were largely influenced by
political and social changes within the national context of the women’s movement and
legislative outcomes. Due to ACE’s previous and well-respected work on the issues of
women in higher education almost two decades earlier, the launching of an OWHE as a
standalone office was not a total anathema to the higher education community. Rather, if
an OWHE was to be started, as surely it would have been, the partnering with ACE was
the most obvious choice, as depicted by the fact women approached ACE to take action
on their behalf. Further advancing the successful launch of the OWHE was the timing of
the hiring of a new ACE president committed to aligning the Council with emerging
national higher education trends, coupled with an ACE female board chair, who along

with one other female board member, pushed vehemently for ACE to devote its 1972

Annual Meeting to the topic of women.
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While these three events created the foundation and confidence Heyns needed to
launch the OWHE under the auspices of ACE, it was Heyns’ own political awareness of
national emerging trends regarding discrimination of women that opened the door for the
necessary conversations required of ACE regarding the advancement of women in higher
education. Ultimately, three actions on his part led to the opening of an office of women:
(a) his timely meetings with prominent and vocal female advocates across the higher
education sector; (b) his ability to work collaboratively with ACE female board members,
to include the chair; and (c) the hosting of an ACE annual meeting devoted to the topic of

women.
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Chapter Five
THE FOUNDING YEARS: 1972-1976

It was during these fledgling years the OWHE created its organizational
identity—one that shaped its philosophy and mission for its entire duration. Independent
of ACE, the newly formed OWHE was creating for itself a unique identity, separate
from, but steeped in ACE values. While the Council was a national association built on
memberships, the OWHE worked for all causes shaping the future advancement of
women in higher education, regardless of membership. This decision to serve a wider
range of constituents other than presidents created an organizational structure that
politically stretched and challenged the leadership of both ACE and the OWHE.

Formation of the OWHE

The long-time question, “which came first, the chicken or the egg?” is an
appropriate question regarding the formation of the OWHE. The question to be answered
is: Did the directive from the ACE Board to Heyns to institute a working group on the
issue of women and minorities in higher education advance the chosen topic of 1972
Annual Meeting by sheer inertia (thus leading to the formation of the office), or did the
positive and overwhelming success and support of the 1972 Annual Meeting push for a
more robust group...an actual working office of ACE to tackle the issues?

Perhaps the answer is both. It seems that before the meeting topic was chosen,
Heyns himself already knew the direction he wanted to go, and set the ball in motion by
inviting groups of women to meetings at ACE (the frifecta) to debate the issues (Heyns,
1971-1976, Box 681, Folders 6-9, “Letters to Women Representing Washington Based
Organizations”). With the passing of Title VII and Title IX in 1972, and the American

Association of Colleges’ (AAC) Project on the Status of Women already in place, it is my
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suggestion that Heyns knew that ACE had to respond in some fashion, or be politically
ousted. Heyns also knew he needed to appoint an executive female to the ACE payroll,
but was not sure in what capacity:

However genuine each individual’s concern may be, none of us yet really knows

whether we are dealing with an historic “movement” or a possible fad. This is

understandable, in the circumstances, and has nothing essential to do with the
facts of discrimination. They seem to me indisputable. As a Council, however, |
think our problem is reasonably to relate what we contemplate in this field to the
total ACE priority structure—despite the ambivalences and unanswered
questions. I don’t believe we can begin to grapple with this problem until we
have an able and responsible advocate in the family. Hence, I’m inclined to think
that at least one of the two women’s appointments we have contemplated is of
high priority. (Heyns, 1971-1976, Box 674, Folder 4, “The Council, and the Role
of Professional Women™)
It is also evident that the discussions and papers presented at the conference exposed an
unwieldy amount of work for any single volunteer task force. Perhaps it was this eye-
opening moment of just how vast the issues were that encouraged ACE to vote on the
formation of an office of women to see the task through.

While it may not ever be possible to say with certainty if there was one moment
that was the genesis of the office, or 7ow the OWHE actually came to be (those most
closely affiliated with the intimate details are now deceased), it is clear that the exact
moment in time when the OWHE was confirmed occurred at the business session of the
1972 Annual Meeting (Heyns, 1971-1976, Box 668, Folder 3, “Letter to Heyns from
Archive of Mary Reynolds Babcock Foundation™) and was later approved by the board
(Heyns, 1971-1976, Box 668, Folder 3, “Letter from Heyns to Heston of Hofstra

University”). Ultimately, two things are certain: why the office came to be and that an

office was, indeed, created. In terms of the saga that emerged from those stakeholders
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looking in from the outside, the OWHE was simply created as a political statement. This
is evidenced by these two quotes:
I would guess that they [ACE] weren't quite sure [what the purpose for the
OWHE was]. That's a guess. [Laughs]. They knew they had to do something.
They knew they couldn't, or wouldn't, or didn't want to, or shouldn't, or
whatever...I'm not sure what the right verb is...do what I was doing. So they
weren't quite sure. They wanted to do something that would not threaten their
members but at the same time would let their members feel they were doing right
by women. I would guess that those were two major things to do. (Sandler, 2012,
p. 10)
Well, initially it was the right thing to do. [Starting the OWHE]. It was the right
and appropriate thing to do. It demonstrated that we were concerned about the
issues. So it was —. Now before the term “political correctness” came along, that
was the politically advisable thing to do. (Steinbach, 2012, p. 11)
Based on these external views, the OWHE was primarily started by ACE as a sort of
protective measure regarding how the higher education community viewed the Council.
Internally, the saga is comprised of smaller stories that comprise the history. With
board approval to start an office of women following the Annual Meeting of 1972,
Heyns’ proposal for the establishment of an office of women called for the Council to use
three approaches in visioning the newly formed office: (a) collaboration of the OAW in
conjunction with members of the Council; (b) general encouragement, and where
possible, financial support; and (c) sponsorship of activities to be carried out by
organizations outside the Council and educational associations. The original proposal
suggested the name be Office of Academic Women, but in 1973, with the advice of the
Honey-Crowley Report (refer to Chapter 2) and his esteemed colleague Dr. Dorothy
Everett, Vice President of the University of California, President Heyns renamed the

Academic Affairs Commission as the Office of Academic Affairs and attached to it the

Office of Women in Higher Education (Heyns, 1971-1976, Box 677, Folder 1, “Letter
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from Everett to Heyns”). Organizationally, the OWHE was to be under the tutelage of
Furniss (Shavlik, 2012), called for an initial life of five years, and had a recommended
first-year operating budget of $230,000 (Heyns, 1971-1976, Box 677, Folder 1, “Proposal
for Establishment of OAW”).

In October 1972, a search committee was charged to “advertise for, collect, and
screen nominations and applications and provide the President with a slate of qualified
and available candidates” for the position of Director of the OWHE (Heyns, 1971-1976,
Box 677, Folder 1, “Appointment of Director of OWHE”). Seeing the advertisement in
the Chronicle, Dr. Nancy Schlossberg’s husband told her about the opening at ACE for
its first female executive, and she applied for the position (Schlossberg, 2012). In a
handwritten list of “top candidates for the OWHE,” Heyns had identified Schlossberg as
number one (Shavlik, 1981-1987, Box 2136, Folder 1, “Top Candidates-Office of
Women in H.E.,” p.1), and in May1973, Schlossberg was hired as the first director of the
OWHE (Shavlik, 1972-1997, 1968, Folder 15, “May 16, 1973 Letter to Schlossberg from
Heyns”), leaving her post as associate professor of educational guidance and counseling
at Wayne State University (Schlossberg, 2012).

Within weeks of her arrival, she discovered that a large part of her job
responsibilities centered on fund-raising, which was not part of the original job
announcement or duties listed in the search process, nor was it mentioned in the interview
process (Schlossberg, 2012). The following passages iterate the fact that the role of the
first director of the OWHE was not clear, even to ACE:

The help I need now comes at a very first stage, the description of the position

[for the second director]. The description we prepared in late 1972 [for the first

director] was deliberately general, for we did not know what focus the office
should give to its programs. ...I think we are pretty well agreed that the central, if
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not exclusive, focus of the office’s activities should be on women in major

administrative positions. (Shavlik, 1981-1987, Box 2136, Folder 1, “Memo to the

Commission on Women from Todd Furniss, April 15, 1974,” para. 4)

A story that you should check with Donna [Shavlik] about because I think this is

significant, is that when the Office of Women was created, it wasn’t really given a

charge or a role or an anything. It was sort of—they were supposed to just—

know. The board felt like it was discharging its responsibility by creating the

Office of Women. And so when Donna came, they [Shavlik and Schlossberg]

were trying to figure out what were they supposed to do, and it wasn’t clear.

(Touchton, 2012, p. 28)

Said Schlossberg regarding the fact she had to fund-raise, “So, I was in a state of shock at
the beginning because I was not prepared for that—and it’s not something I like to do. I
probably would not have accepted the job. So, that was my beginning!” (Schlossberg,
2012, p.2)

When Schlossberg arrived, her first task was to hire an assistant. The position for
an assistant director for the OWHE had been posted in regional newspapers prior to
Schlossberg’s arrival (Shavlik, 2012), and she was amazed at the quality of the applicant
pool—*“There were hundreds of applicants; I don’t remember whether there were 100 or
200, but there were a lot, many of whom where better qualified than I, but I had the job”
(Schlossberg, 2012, p. 2). On Schlossberg’s first day in the office, an interested applicant,
Donna Shavlik, stopped by to collect more information about the position. Not long after
the initial meeting of Schlossberg and Shavlik, using a system common to men, Dr.

Sheila Tobias, a long-time acquaintance of Schlossberg, called and encouraged her to

look at one particular applicant, Shavlik. It was that one phone call, instituting an old-

girls network?, which ultimately paid off. “And because of Sheila’s call, I did look at

5 The expression “old-girls network™ was a commonly used phrase throughout the course of the interviews
with the women associated with the OWHE. While not a direct quote, the author elected to use the phrase
here to showcase the proper interpretation of how the phrase was used.
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Donna, and hired her as my assistant director. I always say hiring Donna Shavlik was my
major contribution to the OWHE” (Schlossberg, 2012, p. 2).

Donna Shavlik (who came from the University of Delaware as Associate Dean of
Students) began employment in the OWHE on October 1, 1973, (Shavlik, 2012) and
together, the two started to work on advancing the mission and the goals of the office, as
they believed them to be. While Heyns took an active external role in the creation of the
office within DC, his leadership style in the daily internal operations was more laissez-
faire. For example, there were six key functions specified by ACE in the proposal for the
office (Heyns, 1971-1976, Box 677, Folder 1, “Proposal for Establishment of OAW?),
but these specific goals were never shared directly with the OWHE staff (Schlossberg,
2012; Shavlik, 2012). Only one goal was made clear to Shavlik, and that was to develop a
roster of women who were ready for top administrative positions (Shavlik, 2012). With
little direction from ACE staff, the two women set out in an exploratory fashion
attempting to figure out their roles both within ACE, and nationally; fitting in at ACE
proved politically to be the more difficult of the two.

While ACE and Heyns were politically committed to the advancement of women
in higher education, a point proven by the actual creation of the OWHE, the internal
policies and barriers that existed nationally for almost every organization of its time also
existed within the walls of ACE. It was believed that these barriers were not purposefully
intentional (Shavlik, 2012), but rather, an engrained culture that had to be overcome.
Evidence of these obstacles came in multiple forms starting at the 1972 Annual Meeting.

At that meeting, part of usual business was to vote on the seating of the nominees for the
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board. In a bold but convicted move, Vice President Heston, who served as the
affirmative action officer at Hofstra University, voted against the nominees stating:

I voted against the eleven nominees for the Board, not because I do not believe

they are well qualified, for indeed they are, but rather because I believe that the

Council was clearly not responsive to the theme of this year’s meeting and did not

apply affirmative action to its own internal affairs. It seemed almost incredible to

me that after two days of discussion and deep concern about the necessity for
taking affirmative action to place women in policy making roles, the Council
failed to do so itself. (Heyns, 1971-1976, Box 668, Folder 3, “Letter to Heyns
from Heston™)
Failing to put women in decision-making positions was not the only misstep made during
the founding years of the OWHE. With a strong public eye on the Council, and its
launching of a national office devoted to women, a press release announcing the first
female executive of ACE would have been in order; however, no announcement was
made nationally, nor was a formal introduction of Schlossberg to her ACE colleagues
arranged (N. Schlossberg, personal communication, May 11, 2012). This oversight made
it exceptionally difficult for Schlossberg to infiltrate the long-standing all-male
establishment: “Because it was an all-male environment, except for the secretaries, it was
a hard position for Nancy [Schlossberg] to be in. There still is a chilly climate
everywhere to some degree, but it's not like it was then” (Sandler, 2012, p. 6).

The chilly climate Schlossberg experienced at ACE permeated her entire first
year, and to add insult to injury, Schlossberg was never invited to, nor attended any
executive meetings, during her one-year tenure at ACE. This is her account:

Yes, I was the only executive woman at the Council at the time—the first. Well,

they had a big meeting at ACE —not a big [added for emphasis] meeting, but some

of the central people. So I heard about it, and I ran into Roger Heyns’ office and I

said, “Roger, is it true Greenough [Dr. William, then President of TIAA-CREF]

came down and you all had a meeting of the executives, but I wasn’t included?”

And this is the truth, he said, “Well, we arranged it in the men’s room.” So, |
wasn’t at the meeting, and that was a shock. The truth of the matter was that the
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men at ACE and the executive committee did not know how to treat a woman
executive. They just stopped having small executive committee meetings and they
had big staff meetings. I was never really in the inner circle, and that was a shock
to me, too. ACE itself was playing out some things that were indicative of what
was going on for women, nationally (Schlossberg, 2012, p. 7).

Council meetings were not only held at ACE proper, but were frequently held at the
Cosmos Club, a long-time local Washington, DC members’ only society. As a one-time,
all-male establishment, the rules in 1973 required women who participated in meetings
(and only if invited) enter through the back door, while their male counterparts entered
through the front. Said Sandler and Shavlik, two of DC’s first executive-level higher
education association directors about their experience:
ACE was a men's club like all of the others. In fact, AAC's board meetings used
to be at the Cosmos Club, which women weren't allowed into. I had a whole
bunch of buttons printed up that I still have in my possession, that said "Uppity
Women Unite." It was kind of fun to hand them out in the early days. And I took
about a hundred or so with me, and I started putting them down on any flat
surface like a table. And there was a guy in a little white jacket who came to pick
them up. Because some of the men on the staff were supporters of not meeting at
the Club, one of the guys says, "Give me the rest of them." I said, "What are you
going to do?" He said "I'm going to take them into the men’s room and put them
on the urinal." (Sandler, 2012)
We had already been through this with Nancy [Schlossberg], when they [ACE]
had meetings, significant meetings, at the Cosmos Club. As women, we could go
in, but only through the back door. Some of the women who had been working at
ACE just sort of accepted it as something they had to do to be at the table. And, of
course, we were not ready to do that. (Shavlik, 2012)
The culture was slow to change, but eventually, two years after the OWHE opened,
President Heyns dropped his own membership in the Cosmos Club. That one gesture was
an important and symbolic moment for the leaders of the OWHE to finally be accepted as
part of the ACE family (Shavlik, 2012); unfortunately, Schlossberg did not have that

same experience, as she resigned her position at the end of her first year. While

Schlossberg faced some initial uphill battles regarding her integration into the ACE
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environment, both the work she started and completed during her one year made a
tremendous impact.

In particular was her work in creating a commission on women and a roster of
professionally seasoned women, two objectives that were defined by ACE as part of her
job. In July 1973, Schlossberg sent a memo to the executive staff of ACE soliciting
nominations for the commission (Heyns, 1971-1976, Box 692, Folder 1, “Commission on
Women in Higher Education’). The commission (Appendix CC) was officially
inaugurated in October 1972 with an annual budget of $78,595 (Heyns, 1971-1976, Box
692, Folder 3, “Commission on Women in Higher Education Operating Budget”).
Patricia Roberts Harris, a DC lawyer with Fried, Frank, Harris, Shriver & Kampleman,
was appointed as chair (Heyns, 1971-1976, Box 692, Folder 2, “Commission on Women
in Higher Education Minutes”) to oversee fulfillment of the commission’s primary two
roles: (a) an advisory capacity to the director, and (b) a deliberative body considering
national policy (Heyns, 1971-1976, Box 692, Folder 3, “Role of Commission on Women
in Higher Education ).

At the first meeting, eight programs for consideration (Appendix DD) were
identified by the commission (Heyns, 1971-1976, Box 692, Folder 3, “Priority Setting for
OWHE”). Two such program concepts were approved at the first meeting to include the
Roster and access and training workshops (Heyns, 1971-1976, Box 692, Folder 2,
“Commission on Women in Higher Education Minutes”). Interestingly, it was the
commission, (not ACE) that defined, approved, and guided the early scope of the OWHE

to include the development of a roster.
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As histories go, there is always a precursor to anything. Remembering the trifecta
of meetings Heyns conducted shortly after the 1972 board meeting will help put the roster
in context. Part of the then current situation with regard to women advancing was the
expressed fact, on the part of those hiring (white men), that there were not qualified
female candidates to fill positions. Knowing that this was a problem, the Seven College
Conference (the group of northern elite women’s colleges) set about solving it. After
deliberation for an entire year in 1971, the solution they espoused was to establish a
resource list of women in the academic world (Heyns, 1971-1976, Box 681, Folder 6,
“Letter to Heyns from Moorman & Graham”). Due to its exceedingly large national
scope, the Seven College Conference was convinced the Council would be the
appropriate sponsor. (Keep in mind the chair of the ACE Board at that time was also the
president of Barnard College, a member of the Conference).

Anticipating a favorable response, a two-page proposal on the establishment of
such a list was advanced to ACE (Heyns, 1971-1976, Box 681, Folder 6, “Proposal to
ACE for resource list on women scholars™). The ideal roster they said, would “include all
women holding doctorates as well as all women in both teaching and administrative
positions in American Education”—a number they expected to be somewhere around
30,000 (Heyns, 1971-1976, Box 681, Folder 6, “Proposal to ACE for resource list on
women scholars, p. 27).

Taking up the torch for the cause was Dr. Patricia Graham (hired ACE consultant
to the 1972 Annual Meeting), who communicated with prominent leading female
colleagues about the potential of the roster. As communication spread, support for a

national roster of women ballooned, and ACE member institutions implored Heyns to
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adopt the cause. In 1973, 23 organizations had already created rosters (Heyns, 1971-
1976, Box 692, Folder 3, “Survey and Evaluations of Registries of Women™), but only
within their professional spheres. The desire for a combined national roster was
widespread. Once again, Heyns was politically hamstrung by a group of women pushing
an agenda, but this time, an agenda that was not feasible.

When Schlossberg started work to create a consolidated roster of professional
academic women, Heyns’ internal laissez-faire style left the work of the project to
Schlossberg. Prior to her arrival as director, Schlossberg began work on a proposal that
redirected the “super-roster” concept (Heyns, 1971-1976, Box 755, Folder 9, “New
Directions in the ACE Roster Project, p. 2”). Once it was discovered the project was not a
viable option for external funding (a whopping $850,000), a prerequisite to propel the
endeavor (Heyns, 1971-1976, Box 692, Folder 3, “Proposal for Roster Project”), the
original Council directive was rethought by Schlossberg. Realizing the project needed to
occur in some fashion in order to help institutions identify qualified women to meet the
requirements of new hiring laws, Schlossberg suggested that the Council partner with the
existing professional association rosters that were already underway, and instead, focus
on a more administrative-executive talent bank, a need that was not being met by any
other entity (Heyns, 1971-1976, Box 755, Folder 9, “ACE Administrative-Executive
Talent Bank”™).

With questions about the validity of the roster concept, in August of 1973,
Schlossberg obtained word that the Council approved of her new direction, particularly
when it received notification that the University of Missouri-Columbia was attempting to

create its own national clearinghouse for minority and women professionals (Heyns,
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1971-1976, Box 692, Folder 3, “National Clearing House”), and that the legality of the
Roster itself was in question as a form of reverse discrimination under Title VII (Heyns,
1971-1976, Box 681, Folder 8, “Letter to EEOC from Heyns”, “Memo to Heyns from
Steinbach”, &”Letter to Heyns from Sandler”’; Heyns, 1971-1976, Box 674, Folder 4,
“EEOC ‘Guidelines’”). Ultimately, the Roster would transform into something much
bigger than anyone was thinking at the time—it was the impetus that led to the creation
of the National Identification Program (NIP), the hallmark program of the OWHE. (See
Chapter Six for NIP).

In addition to the work on the Roster, with commission approval to explore
leadership training for women in higher education, Schlossberg and Shavlik wasted little
time. Their fundamental belief in leadership training was that in order to advance women
into top level positions, they had to acquire top-level leadership training (Shavlik,
2012)—a luxury not typically afforded to women in lower and middle positions of the
day. Additionally, the OWHE staff realized another significant point in that women had
to be trained and educated on the special problems faced by women in administration, a
unique feature to be woven with general theory and practice of administration. (Of
special note here is the fact that these two tenets underscored all future training programs
of the OWHE throughout its lifespan.) And finally, the staff instinctively recognized from
the beginning that “men were often chosen for their potential, and women had to have
experience” (D. Shavlik, personal communication, February 24, 2013). Ultimately, this
meant that coupled with training, was an even more important aspect—the fact that
women needed to be known and identified in the market. This strongly influenced the

networking aspect of the OWHE and the development of the NIP. Ultimately, these
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actions made women aware of their power and possibilities, something they may not have
believed before.

While women knew instinctively how few females there were in top positions, the
numbers spoke volumes and reemphasized the need for an office devoted to women’s
advancement in higher education; in August 1972, it was reported that only 23 out of
2656 (less than 1%) college and university chancellors or presidents were lay women
(Heyns, 1971-1976, Box 755, Folder 9, “Report on Workshop’’). With numbers like
these, opening the system for women’s advancement could not come soon enough.

The first seminar of its kind sponsored by the OWHE was entitled Workshop for
Women Considering Careers in College and University Administration (Heyns, 1971-
1976, Box 755, Folder 9, “Report on Workshop”). While it was evident that women were
not in positions exposing them to the requisite training needed to advance, what was
more important said Schlossberg was “the apparent fact that women were not viewing
academic administration as a real career option” (Heyns, 1971-1976, Box 755, Folder 9,
“Report on Workshop,” p. 1). Her main goal for the workshop was to provide the
participants who had not thought a higher-level position was achievable with an
exploratory opportunity to contemplate its possibility, while encourage and support those
women who were at the stage of risking aspiration. Like the Roster, which grew into
something much grander than its original concept, the workshop format transformed into
what would eventually be known as National Forums—the epitome of advancing the
identification process for women’s advancement (See Chapter 5).

While ACE represented a certain power over (as a national organization

influencing federal policy), the OWHE exemplified the power to (a freedom to inspire
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and advocate for women); together, this combination created a changing atmosphere that
was long needed in support of women’s advancement in higher education. Ultimately,
ACE politically needed the OWHE, while the OWHE needed ACE’s political clout. It
was during these founding years that a focus on advancing women into executive-level
positions in higher education, a mission not being met by any other organization at that
time, was executed in such a way that women across the nation not only knew of its
mission, but supported, celebrated, and believed in its value. This became the defining
frame, or shared belief system, regarding the role and purpose of the office for its entire
38-year history:
It seems to me not having been present at the founding or having too much
interaction with the office over the years that its purpose is to encourage women
to move into more advanced positions in the academy and to form relationships
with each other that would be productive both on a personal and a professional
level, and to encourage the academy to look at women as leaders. (Bornstein,

2012, p.1)

I think the goals of the Office of Women were to get women into leadership
positions especially presidencies. (Lapovsky, 2012, p. 4)

These quotes highlight that the mission of the OWHE was engrained beyond those
internal to the organization.
Tackling National Issues of Discrimination

While the roster and workshop initiatives approached ways for women to
overcome barriers on an individual basis, two other tasks were being tackled in the same
year by the OWHE staff. These two initiatives approached injustice toward women
collectively, rather than individually. Upon her arrival, Schlossberg set into motion two
projects close to her heart: the discrimination women experienced in retirement benefits

and standardized testing.
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Everything the OWHE worked on was inextricably linked to higher education,
and the retirement matter with TIAA-CREF (the prominent retirement fund in higher
education) was no different. The issue of discrimination in retirement stemmed from
recently passed Title VII and its interpretation. Under consideration was whether or not
the Education Amendments of 1972 would follow the Department of Labor regulations or
the EEOC regulations on fringe benefit payments to men and women (Shavlik, 2012;
Sandler, 2012). The situation, as exposed by Schlossberg, was the fact that retirement
funds were based on actuarial tables, and as a result, males could potentially receive a
higher payout than their equally comparable female counterpart (Heyns, 1971-1976, Box
692, Folder 1, “Discussion Paper for TIAA-CREF”):

Nancy [Schlossberg] was concerned with Title VII and its implementation, which

meant equal pension benefits. At that time, TIAA-CREF was not compliant with

that part of the law. So we did a lot of work — she did a lot of work on that.

(Shavlik, 2012, p. 4)

The story of Schlossberg’s experience working to secure a position statement on the issue
from ACE is one of the many sagas that unfolded by participants interviewed during this
research, evidenced in this example:

TIAA-CREF was obviously upset and Nancy got—well, I had a similar problem

when [ was asked by my organization that whatever I put out on that issue had to

be worded very carefully. Most of the time they put up with me, and were
pleased, but the TIAA-CREF thing, that was a big one because they had to pay
more and that money had to come from somewhere. And it didn’t mean that men
were going to get less, but people worried about that. But that was a big symbolic

issue, and eventually the court settled it (Sandler, 2012, p. 5).

Clearly, the TTAA-CREF issue was a delicate matter for Sandler and Schlossberg at their

respective organizations; unfortunately, as Schlossberg advocated for equality, she had a

more difficult experience at ACE:
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But we also looked at TTAA-CREF, which we felt was discriminatory towards

women because women live longer, they didn’t pay as much money out to women

as to men. And our commission made the argument, “Look, if you have smokers,
you divided it smokers or non-smokers.” So when I came to ACE...I was arguing

for women'’s rights to equal retirement benefits. Well, I was naive and made a

mistake; [ went to a meeting of either WEAL or NOW, and I said, “Speaking as

an individual,” and I talked about TIAA-CREF. Well, I was [added for emphasis]
naive because you cannot speak as an individual when you work for a national
organization like ACE. The next thing I heard, the head of TIAA-CREF flew
down to meet Roger [Heyns] about this new director of the Office of Women who
was talking negatively about TIAA-CREF and wanted to see change in the way

they did payouts to men and women...(Schlossberg, 2012, p. 6)

The OWHE knew the TIAA-CREF agenda warranted attention; its case for equity
extended to 334,000 female staff members in 2,368 institutions (Heyns, 1971-1976, Box
692, Folder 3, “A Case for Equity”). Never wavering and passionate about her work on
the subject, Schlossberg turned her attention to educating her own male colleagues at
ACE. She wrote an article about discrimination in the official ACE journal (Shavlik,
2012) and invited Peter Holmes, Director of the Office of Civil Rights, to meet at ACE
for discussions on the topic (Heyns, 1971-1976, Box 755, Folder 9, “Memo from
Schlossberg to Steinbach”).

The subject was so monumental that it would take the Council nine years to
ultimately come to resolution, when in 1981, ACE Board Chairman, William Bowen of
Princeton, pushed the vote through for ACE to take a public position on the topic
(Shavlik, 2012). During those critical initial years on the subject, by proxy of ACE, the
OWHE was not permitted to take any political stand on the issue, and political it was.
TIAA-CREF estimated that participating institutions would have to provide as much as
10-13% more each year to the contributions being made on behalf of women participants

in order to equalize the monthly benefits (Heyns, 1971-1976, Box 692, Folder 3,

“Overview from TIAA-CREF to Presidents”). This would have cost universities across
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the nations millions of unbudgeted dollars. Had the OWHE been allowed a stand, ACE
would have likely enraged its member institutions, losing credibility and clout with its
largely male clientele. However, in an effort to allow the OWHE to make national impact
on policy interpretation and implementation, Heyns did allow a minority report on the
issue (Shavlik, 2012). Additionally, Heyns allowed the OWHE to continue its work
behind the scenes through the National Coalition for Women and Girls in Education and
permitted the meetings to take place in the Council building: “it was in this way that I
think we made impact on ACE and the final outcome regarding equal retirement
benefits” (Shavlik, 2012, p. 9).

In summary, this whole chain of events illustrates that ACE was trying to make
change, but finding it difficult in the political landscape where critical institutional
memberships could be jeopardized by such support. Stuck in the middle, Heyns did not
make a public statement, but allowed the OWHE to work internally without constraint, to
work in collaboration with other women’s organizations where policy could be impacted,
and advanced a minority report to the ACE Board. Shavlik (2012) believed it “took
courage on the part of Heyns to allow the office a different position on TIAA-CREF, and
it persisted that way for quite a long time” (p. 8). While an immediate favorable outcome
was not realized, the early work of Schlossberg on behalf of the OWHE made national
impact on what would eventually become equal benefits for women’s retirement, in all
sectors nationally.

Like the TIAA-CREEF issue, sex discrimination in higher education appeared at
almost every turn in the early years of the OWHE, and a major role of the staff was to

help interpret, implement, and train on new policies and laws regarding Title VII and
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Title IX. In essence, the regulations, which had to be crafted, became quite an important
arena where the OWHE could make a mark (Shavlik, 2012). With a background in
counseling, Schlossberg immediately saw the regulations in the area of counseling and
testing were weak and needed strengthening to protect the rights of young girls and new
women professionals seeking career counseling. Shavlik (2012) recalls a conversation
with Schlossberg regarding the distinct differences in the Strong Vocational Inventory,
which at the time, was printed in pink for girls and blue for boys. It was this sort of
discrimination, whether intentional or not, that concerned Schlossberg and encouraged
her to write part of the regulations to ensure testing was covered by Title IX.
In November 1973, she convened a meeting of female professionals to craft a revised
statement on Subpart D, 86.34: Appraisal and Counseling Materials (Heyns, 1971-1976,
Box 692, Folder 1, “Participants in Meeting to Discuss Testing”). Her newly formed
statement read:
A recipient which uses testing or other materials for appraising or counseling
students shall not use different materials for different students on the basis of their
sex, or use material which limits education and career options of student on the
basis of sex. (Heyns, 1971-1976, Box 692, Folder 1, “Participants in Meeting to
Discuss Testing,” p. 2)
The hope of this reworded regulation was that three specific areas would be addressed.
First, materials commonly used at the time in counseling frequently reflected
stereotypical roles for men and women that could bias the counselee in one direction
instead of another. By standardizing the literature, the same information to both genders
could be proffered by the counselor. The second was to encourage the elimination of the

separate forms for men and women, altogether; and finally, to standardize the

occupations listed in the manual across the board, regardless of gender. This would limit
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counselors’ suggestions that women fulfill stereotypical occupational roles. It was this
platform of issues that Schlossberg presented in her testimony before the Committee on
Education and Labor (Heyns, 1971-1976, Box 755, Folder 9, “Statement of Schlossberg
to US House of Representatives Subcommittee on Equal Opportunities™).

Again, while the testing issue did not receive immediate resolution, the
regulations were changed to include many of the recommendations put forward by
Schlossberg and her working committee on the subject, once again, putting the work of
the office in a favorable light with women nationally. The work of Schlossberg and
Shavlik in their first year as executive and assistant director of the OWHE laid the
groundwork for the coming years. Using this foundation, Emily Taylor, the second
director of the OWHE, set out to further define the role of the OWHE.

Creating an OWHE Identity Post Schlossberg

While the formation of the OWHE’s identity began to take shape under the
directorship of Schlossberg, it crystalized under the leadership of the second director,
Emily Taylor, and her associate director, Donna Shavlik. In fact, these two women were
so known and touted throughout the research regarding the OWHE, that to many, they

were the history of the office:

Donna Shavlik made a significant impact on the office. Donna Shavlik is one of
those people who would — the very kind of motherly person, a warm, gracious
individual. Who wouldn’t like her? I mean, she’s just a great person, and what a
great exemplar and a great advocate. (Atwell, 2012, p. 8)

Certainly, Emily Taylor shaped the Office of Women. Donna Shavlik did as well.
She is a softer Emily Taylor, but very powerful, very well-loved, just — you were
just fortunate if you had time with her. (Prince, 2012, pp. 12-13)

I think Emily and Donna were perfect, (laughs) absolutely hand-picked and
perfect for the job. Donna being—very nice and friendly, and Emily being a little
more rough around the edges, but not enough to upset people. She had been
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around higher education her professional life and had managed to survive in that.
And, so they were a very good pair. (Sandler, 2012, p. 10)

Due to the fact the OWHE was a new organization, coupled with the fact that President
Heyns had an almost hands-off management style, there was total autonomy to build
from the top down. The office hired staff that created a core personnel devoted to the
distinct mission and shared belief system of the office. This created an advantage for the
office in 1974, following the resignation of Schlossberg.

A key organization saga in the history of the OWHE can be ironically traced to
Schlossberg's resignation from ACE. Ultimately, Schlossberg left because while ACE
was relieved to have in place its first female executive, Council leaders were less than
enthused with some of the projects Schlossberg advocated, such as TIAA-CREF and
changes in testing (Schlossberg, 2012; Shavlik, 2012). Furthermore, Schlossberg’s style
was one that created discomfort among her male colleagues, mainly because she was not
afraid of conflict. Said Touchton about Schlossberg’s style:

Nancy could be described as a feminist activist in academic cloak, a senior

professor who assumed that she had been hired to challenge institutional

inequities that were hindering women's progress. Schlossberg was an effective
strategist who welcomed confrontation as a necessary part of being heard.

Unafraid of controversy, and comfortable with the corridors of power in the

nation's Capital, she forged ahead on issues she and her women colleagues

thought important to address. (personal communication, March 24, 2013)

While her initiative and focus would be more acceptable today, in the 1970s, her ACE
colleagues found her presence and style far from comfortable. Additionally, the culture at
ACE was still too stifling; Schlossberg's bold and assertive personal style was an
anathema to the white male culture that characterized ACE at the time (J. Touchton,

personal communication, March 24, 2013). The truth of the matter was that “the men at

ACE and the executive committee did not know how to treat a woman executive”
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(Schlossberg, 2012, p. 7). Schlossberg’s saga is further supported by these statements
from fellow colleagues:

It is hard to work in a place when you are not certain that your ideas are respected,
your writing is questioned, and you are not considered as a part of the leadership
team, especially when leadership for women in higher education is the mission of
the office. Nancy was an accomplished scholar and author, but did not seem to
command the respect of those at ACE who read her work. Her decision to leave
ACE was based on the lack of encouragement and respect that she had expected
for being the first director of the Office of Women in Higher Education. Her style
definitely challenged the status quo, but certainly set an important tone for the
future of the office including the appointment of a non-traditional commission to
advise the office. (D. Shavlik, personal communication, March 24, 2013)

And she [Schlossberg] was at ACE...and I don't believe they had any other
women on the staff at that point. It was a very hard position to be in if you are the
only [added for emphasis] woman. If you were one, you were judged on the basis
of all the stereotypes of women. If there are two women it’s not as easy for people
to see you as unusual. The other thing I think that made it hard for Nancy and for
me and other women is what we now call the ‘chilly climate.’(Sandler, 2012, p. 5)
Things weren’t exactly smooth with Nancy and ACE, and they were sort of a
culture clash. So she left and there was a search. ...Nancy was far too
independent for an old boys club like ACE was at the time. She went to Congress
and testified (laughter) in something in current affairs [TIAA-CREF] and they
[ACE] got so upset about it. They were always wanting to clip our wings. ... [
think it was great—she’s so very gutsy. (Touchton, 2012, p.8 & 28)

Schlossberg herself admitted that she felt her skills could be better used in the university
setting. “They were probably very aggravated because they did this national search,
which was quite expensive. But [ knew this was not for me, I missed the university
setting” (Schlossberg, 2012, p. 3). With her departure came a second search for a new
director of the OWHE.

Organizationally, ACE had marked off one big public task by hiring its first
executive female, but found itself with the daunting and embarrassing task of starting

over. In April 1974, an announcement for the Director of the OWHE was sent out, with

one major difference this time—the expectation of fund-raising was articulated (Heyns,
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1971-1976, Box 765, Folder 10, “Job Announcement Director of OWHE”). With a
second posting for a director of the OWHE within almost one year, fatigue regarding the
search process had set in, and Shavlik knew action was needed. Shavlik commented on
her involvement with the process:

In terms of doing the national search and getting Nancy to come, ACE thought

“we got that done,” and then she [Schlossberg] left. They had exhausted

themselves. And things were not moving along with the search, and I thought, “I

can’t do the things that need to be done, and they aren’t going to let me.” I kept

thinking, “I need somebody who will be strong and be here to fill that role. So I

called Emily Taylor up and said, “Why don’t you come and be my new boss?” I

invited her to come be my new boss, and that’s how she came to ACE. (2012, p.

45)

Shortly after that pivotal phone conversation, Taylor agreed to apply. On September 23,
1974, Heyns offered Taylor the position (Heyns, 1971-1976, Box 707, Folder 15, “Offer
of Position to Taylor from Heyns”). Within just a short span of a little over year, ACE
had selected its second director for the OWHE, this time, with a clearer position on the
role of its new director.

Leaving her post as Dean of Women at the University of Kansas, where Shavlik
had previously worked with Taylor, the new director assumed her role at ACE in January
1975. Heyns made it clear to Taylor that part of her role would be the “special interest in
increasing the numbers and expertise of women in the top administrative positions”
(Heyns, 1971-1976, Box 707, Folder 15, “Offer of Position to Taylor from Heyns,” p. 1),
as well as the initial assignment of seeing through three objectives outlined in the
proposal Women in Academic Administration. Those three objectives were to (a) identify
factors in higher education that assist or impede the access of women to key

administrative posts; (b) to modify existing programs and devise new ones that would

increase the selection of qualified women as administrators and enhance their skills; and
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(c) to evaluate the effectiveness of each step undertaken, to make the findings widely
known, and to encourage appropriate agencies to adopt elements found effective (Heyns,
1971-1976, Box 692, Folder 3, “Women in Academic Administration”).

With goals more clearly articulated from ACE, a result of the exploratory first
year, Taylor and Shavlik set out on a path to accomplish them. Added to the pressure of
ensuring these goals were met was the looming fact that the OWHE had not received any
sort of outside funding (Heyns, 1971-1976, Box 707, Folder 15, “Offer of Position to
Taylor from Heyns”). The funding levels, excluding salaries, appropriated to the OWHE
from general Council funds for the fiscal year 1975 totaled $86,542, a large increase from
the 1973 of only $28,270 (Heyns, 1971-1976, Box 723, Folder 4, “A Note on Budgetary
Support for OWHE”). The financial pressures to fund the OWHE from Council funds
were mounting. In fact, prior to Taylor’s arrival, vice president Furniss had requested that
initial proposals for foundation support be advanced awaiting the new director, so that if
refused, the Council would still have time to go back to the well (Heyns, 1971-1976, Box
692, Folder 1, “Memo from Furniss to Heyns”). Heyns made it clear to Taylor in her
letter of appointment that if the OWHE had any hope of surviving to its next year, she
and her staff would have to raise the necessary funds:

If by the latter part of 1975 we have been unable to raise sufficient funds to mount

a first-rate program, general fund support for the Office of Women in Higher

Education will have to be reconsidered, along with the possibility that the

activities of the office will be distributed among other agencies inside and outside

the Council. (Heyns, 1971-1976, Box 707, Folder 15, “Offer of Position to Taylor

from Heyns,” p. 1)

Taylor arrived at ACE with her work cut out for her, but immediately set about the task.

Impacting the grant-writing process of Taylor’s tenure was a proposal that had

been sent to the Kellogg Foundation by Schlossberg a few months before her exit,
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without successful outcome (Heyns, 1971-1976, Box 692, Folder 2, “Letter from Sandler
to Kinsinger of Kellogg™). The concept for the proposal was to increase the pool of
visible female leaders, as the number of current women presidents in American higher
education at the time was abysmal. Only 135 females headed US institutions, of which 26
were not religiously affiliated (Heyns, 1971-1976, Box 720, Folders 8, “COMMENT,
Summer 1975”). Schlossberg had considered the idea as “the best idea we’ve had yet for
the OWHE” (Heyns, 1971-1976, Box 692, Folder 2, “Memo to Heyns from Schlossberg”
para. 1), and since the roster project had been discarded due to multiple efforts already in
place by other organizations, Schlossberg’s proposal created a vibrant new focus for the
office.

As a result of the lack-luster roster initiative, it was thought that a program of
broader scale regarding the visibility of women would be more impactful, thus enticing
potential donors. The pre-existing Schlossberg proposal called for the OWHE to sponsor
a presidential fellows program to make visible a pool of 75 top women ready for college
presidencies within a relatively short time (Heyns, 1971-1976, Box 692, Folder 2,
“Presidential Fellow: Increasing the Visible Pool for Women Leaders™). A second more
extensive proposal had also been written by Shavlik prior to the departure of Schlossberg.
Although foundation support was not granted for these two initial passes, the concepts of
these documents carried over into Taylor’s administration, as they stimulated what would
be the basis of the many requests made over the next year by Taylor and her team.

In an effort to meet other expectations, the two women set about their everyday
tasks of running the OWHE. Considering that Title IX regulations were still fairly new

and complex for institutions trying to interpret them, Taylor and Shavlik spent a lot of
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their time on the road conducting workshops and seminars on the topic (Bornstein, 2012;
Shavlik, 2012, & Heyns, 1971-1976, Box 720 Folder 8, “Letter to Shavlik from GMU
Dean of Students, Mash™). This is Shavlik’s account:
So, I worked mostly then on Title IX issues and got acquainted with Sherry
Penney who was in the central office of the SUNY system — the State University
of New York system.
And it was her charge to help the SUNY campuses, which are over 40 campuses —
47 1 think — comply with Title IX. So, we did workshops all over New York State
on Title IX. And, I think the way in which we constructed those workshops was
what helped me to think about what a network would look like. And, Sherry was
very instrumental in helping me think about that, as was Carol Leland, who
worked in community colleges. (2012, p. 12)
The staff invested a significant amount of time in the preparation of testimony given on
behalf of the Council regarding Title IX to the Subcommittee on Postsecondary
Education (Heyns, 1971-1976, Box 720, Folder 9, “Summary Report June 1 to September
1, 1975”). One of the major outcomes of their work on Title IX was a compliance guide
that included guidance for ACE member institutions on formulating grievance
procedures, conducting self-evaluations, and assessing institutional commitment to
minorities (Sandler, 2012; Shavlik, 2012; Heyns, 1971-1976, Box 720, Folder 9,
“Summary Report June 1 to September 1, 1975”). Over 8,000 copies of Institutional Self-
Evaluation: The Title IX Requirement were distributed, nationally (Heyns, 1971-1976,
Box 749 Folder 3, “1976 Annual Report™).
Additionally, the two women decided to do a small study, which Shavlik (2012)
purported was not very sophisticated, but insightful. It was at this point, in January 1977,
Taylor hired a doctoral student intern by the name of Judith G. Touchton to assist the

office with research. The idea behind the study was to examine the data from a previously

sponsored second workshop hosted by the OWHE called the Invitational Seminar on

238



Identification, Recommendation, and Placement of Women in Higher Education
Administration to ascertain how many women in attendance were ready to enter top
administrative positions, immediately (Shavlik, 2012). Said Shavlik about the genesis of
the idea:
And our thesis was that men went into positions when they didn't have complete
credentials in terms of experience. And they just learned as they went along.

Women kept thinking they had to do one more thing to be qualified. That's still
true I think. We wanted to see the numbers on the women who were ready. (2012,

p.16)
What were routine tasks of the office helped the team generate two new ideas that were
staples of the new funding proposal for the OWHE: (a) the National Program for the
Identification and Advancement of Women in Higher Education Administration and (b)
Washington Seminars for Women Administrators. (These two programs would become
known as NIP and the National Forums.) With a deadline looming, Shavlik wrote the
proposal that would ultimately secure the needed funding, preserving the future of the
OWHE:
I don't remember why, but we had some kind of a critical deadline for this
proposal. But, I remember saying, "I'll take it out there where I can be by myself
and quiet and get it done.” The other background piece that I think I'm really the
proudest of is that I was really determined that it would be a network and not an
organization on top of an organization where people would have great freedom to
do what they needed. Emily and I had talked about this of course, so a lot of good
thinking went into it, too. We decided that we'd have to start this network with a
small number. (Shavlik, 2012, p. 17)
By June of 1975, there was a working proposal presented to ACE called the
Action Plan for the OWHE, which was used in a pitch to the Exxon Foundation (Heyns,
1971-1976, Box 720, Folder 8, “Letter to Exxon Foundation”). The document continued

to morph, and in March 1976, the proposal was used to seek $132,738 in funding from

the US Office of Education (Women’s Educational Equity Division) filed under the name
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National Identification Program (Heyns, 1971-1976, Box 749 Folder 3, “Preapplication
for Federal Assistance”). The proposal was also advanced to the Carnegie Corporation in
early fall 1975. Desperately needed, the Exxon and Carnegie requests were met with
favorable response, and in December 1976, the office received notification from the
Carnegie Corporation that a grant of $195,000 had been awarded, in addition to a smaller
Exxon grant of $6,915 (Heyns, 1971-1976, Box 134; Folder Chron File Jan-Feb 1977,
“1976 Annual Report” & Box 749, Folder 7, “Letter to Heyns from Exxon Foundation™).
The Carnegie award was in support of the National Identification Program and the Exxon
money undergirded a coordinational seminar for women administrators.

While awaiting word on the proposals, the staff kept busy. Taylor spearheaded the
first ever “Table of Women Presidents & CEOs” (1975), which morphed into the ACE
annual report on presidents. The baseline showed a total of 148 women CEOs in
accredited US colleges and universities in that year, which was 5% of the total number of
presidents (Shavlik, 2012; Touchton, 2013). The importance of this project was
highlighted by Touchton:

Knowing and having this data was amazingly important. For the first time we

(and others) could actually know [added for emphasis] not just the total number of

women CEOs, but also how they were distributed among public, private, 2-year

and 4-year, women’s colleges and co-ed institutions. This baseline data was to

become increasingly important in the years ahead. (2013, p. 6)

This data represented to those at the Council and the OWHE that the work the office was
doing was both needed and reportable; outcomes of success and failure, operationally
defined by the ACE and the OWHE, could be measured.

In addition to advancing research, the OWHE worked to ensure internal

organizational matters and external events were being conducted with methodical
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execution. It was during this time the staff came to the realization that for minority
women with credentials, it was almost impossible for women of color to gain visibility
for promotion:

And of course, the Office of Women always worked closely with the Office of

Minority Affairs in ACE and there was really good overlap with those offices

generally. Women are always, you know, kind of in the connection point because

women of color and minority women as well as women who are white and in
mainstream areas would connect through the Office of Women, but there was

always an Office of Minority Affairs as well. (Holmgren, 2012, p. 7)

This awareness of the special needs of minority women became a constant and conscious
awareness for the staff as they built future programs (Shavlik, 2012; D. Shavlik, personal
communication, February 24, 2013).

Dr. Heyns announced his retirement as President of ACE sometime in fall 1976,
leaving the OWHE and the Council awaiting new leadership with potentially new
expectations. However, Heyns confirmed to the Carnegie Corporation the support of the
Council in the OWHE, and thus the newly sponsored program underwritten by Carnegie
(Heyns, 1971-1976, Box 720 Folder 8, “Letter from Heyns to Engelhardt”):

My resignation of the presidency of the American Council on Education will not

affect the Board’s continued support of the OWHE. I say this because I have tried

to not make this enterprise into a personal vehicle for the president. As a result, I

have sought Board approval for all programs that have long run implications.

Thus, the Board has given approval for this program.” (Heyns, 1971-1976, Box

720 Folder 8, “Letter from Heyns to Engelhardt™)

With a statement of security from ACE leadership, and new found funding in place, the
office and its leadership were positioned to move forward with the design and

implementation of new programs. The years that immediately followed were the

formative years of the OWHE, as the hallmark programs for which the office became
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known were expanded, shaped, and evaluated in terms of impact on women’s
advancement in higher education.
Conclusion

With ACE’s previous work with women in higher education, it was not a strange
occurrence that the Council should be positioned to host an office with a single purpose
of advancing women in higher education. However, what does seem odd is ACE’s
inability to manage such an office internally, all the while, touting to other institutions of
higher education the ease with which it could be done. Although ACE was committed to
the issue of women externally, that same commitment was not so easily managed
internally. ACE politically needed the OWHE, but the leadership did not know what to
do with it once it was launched.

As a result, due to lack of ACE guidance, the OWHE experienced turbulence in
its first year as it attempted to chart a course for its future in relation to both ACE and its
constituents. The office and its leadership were largely left to their own devices, which
interestingly, enabled the women to build an office devoid of more traditional masculine
leadership traits. In the absence of such male leadership styles, the office was able to
engage, listen, and respond to its female constituents in collaborative and participatory
ways leading to the creation of hallmark programs that would define the organizational
identity of the office for both its internal and external stakeholders until its closing

The projects elicited by the Council in the earliest of years were not so much the
brainchild of council leaders, but rather, a response to a growing number of national
women activists driving ACE to take action. While the Council and its leadership did

respond, one can never be sure if it was really because of personal convictions on the part
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of the leaders, or because it would have been politically damaging to the Council,
otherwise. Although the leaders of ACE created objectives to be met, a clear vision in the
first year of the OWHE was never articulated. While ACE initiated projects that were
politically driven, the ventures advanced by the OWHE were done clearly out of personal
convictions of the female leaders of the OWHE. Over the years, this pattern of separate
but intertwined agendas would continue to surface, enabling the OWHE to define its role
within ACE, while remaining true to the needs of women, nationally.

Very little direction or guidance was offered regarding programming, internal
policies were slow to adapt to newly hired women, and it was evident that initially,
although good intentioned, Heyns was not adept in managing or supervising an executive
female colleague. These early leadership missteps created two unfortunate outcomes, and
accidently, one positive. The negative outcomes were (a) the organizational decision-
making power was placed in the hands of the Commission of Women, lessening ACE’s
early influence over the OWHE; and (b) the first director left her post at the conclusion of
the first year. The positive outcome was that Schlossberg and Taylor were able to address
programmatic issues from a women’s perspective to include issues of national
discrimination in retirement and testing and the creation of the National Identification

Program, the core program creating a national identity for the OWHE.
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Chapter Six
THE FORMATIVE YEARS: 1977-1982

The formative years of the OWHE created stability in the history of the
organization. This was in large part due to the steady leadership by OWHE staff, lower
political uncertainty about the future of the office, and a more stabilized and understood
organizational structure. A large part of the history and saga of the OWHE centers on the
various leaders of the OWHE and ACE. During the formative years, it becomes apparent
that Shavlik and Touchton’s work together shaped the legacy of the OWHE. It was also
during this period, for the first time since its founding, the OWHE was brought back into
the fold of ACE by its leadership. It was at this point the OWHE was reeled back into the
arms of ACE in such a way that the OWHE staff no longer felt the full autonomy it had
in the initial years of startup. The OWHE programs were more visibly placed under the
Council operations—a symbolic, but necessary move on the part of ACE.

The Establishment of the National Identification Program (NIP)

The NIP ended up being so successful nationally, that even after the initial plan
for the office of five years, it kept going. With the $195,000 Carnegie Corporation
funding in place, Taylor and Shavlik set in motion the action steps that would secure the
NIP as the key core program for the entire lifespan of the OWHE. Taylor and Shavlik
launched the inaugural year of the NIP in the summer of 1977. The original name was the
National Identification Program for the Advancement of Women in Higher Education
Administration (Shavlik, 2012), but it was generally referred to as the National
Identification Program or NIP (and later the Network). The conceptualization of the NIP
started because of three distinct factors. First was ACE’s early involvement with

assessing the role of women in higher education and its subsequent role in advocating for
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women’s advancement amidst the political landscape of the late 1960s and early 1970s.
Second, the OWHE viewed the NIP as a distinct and different way to identify and tap
qualified women for executive positions—a creative solution to the departure from the
original roster concept. And finally, it was thought that the volunteer efforts of both men
and women involved with the NIP would help bolster a more robust awareness of
women’s executive capabilities within higher education, which at the time was the root of
the problem faced by women in higher education. As a result of the creation of the NIP,
women were empowered to realize their own sense of ability, their potential for growth,
and a realization that opportunities for career advancement did, in fact, exist. With a true
outlet for recognizing opportunity, women felt their personal efforts to push for
achievements were worth the investment, perhaps for the first time.

As is common in organizational practice, a program or new initiative is driven
because of a need, and the same was true in the formation of the NIP. The need stemmed
from a major problem, which was the paucity of women presidents, vice presidents, and
deans in institutions of higher education; since the majority of women already in a post
were in community colleges and private Catholic or women’s colleges, there was a
particular need in the four-year public university sector (Heyns, 1971-1976, Box 749,
Folder 8, “NIP Overview”). Provided are two descriptions of women’s administrative
posts during that time frame:

And there were other administrative jobs for women but they were not necessarily

academic jobs like the provost. There were some associate provosts and assistant

provosts. More than we expected — 300 at least — and so there were women in
those positions [advancing] and of course the largest share of them were in two

places — women’s colleges and community colleges. There was progress being
made at the time the office started in community colleges. (Shavlik, 2012, p. 54)
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I bet you that when Donna and Emily Taylor started in that business [women’s
advancement in higher education], I think something like 10 [3] percent of the
college presidents in the country were women. Many of them were sisters of
religious orders presiding over Catholic women’s colleges. Nothing wrong with
that, but all I mean is to say is that there were not a lot of women presidents at
coeducational institutions outside the Catholic Church. (Atwell, 2012, p. 3)
In fact, at the time the NIP was formed, only 22.5% of women were faculty (Vetter &
Babco, 1976), and fewer than five percent of accredited colleges and universities were
headed by women (Shavlik, 2012; Touchton, 2013). Additionally, only five public
coeducational institutions had women presidents; and 60 of the 109 women’s colleges
had men at the helm (Heyns, 1971-1976, Box 749, Folder 8, “NIP Overview”).

The first step in conceptualizing the program was to determine what barriers were
in place that stopped women from advancing. The barriers that were discussed at the time
included (a) a widespread belief within the higher education community that not many
women were really qualified to assume major responsibility, (b) a lack of interest by
women, and (c) the natural tendency of executive management to select and promote
people like them. In addition, the isolation of women administrators, and the absence of a
comprehensive set of networks enabling new and different people to enter the leadership
ranks, hindered women from advancing (Shavlik & Touchton, 1984).

In its initial founding years, the office had a markedly different experience
regarding this assertion than did most people in higher education, which was that few
women were prepared for, or interested in, positions at the highest administrative levels
(Shavlik, 2012). Rather, the office was able to identify many women who had the
requisite professional credentials, academic and administrative experience, and personal

qualities necessary for executive-level positions in higher education administration. After

the initial discussions about potential barriers and the actual identification of qualified
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women, it was the hypothesis of the OWHE that the relatively small number of women in
upper-level administration was not a result of a lack of qualified women, but rather, the
fact these highly competent women faced barriers and discrimination not experienced by
their male counterparts (Shavlik, 2012; Touchton, 2012; Heyns, 1971-1976, Box 749,
Folder 8, “NIP Overview”).

Once barriers were identified, the OWHE stated that the main goal of the program
was to identify and assist women of promise to garner major positions such as
presidencies, vice presidencies, and deanships within academic administration (Taylor &
Shavlik, 1977), as well as minimize the barriers that impeded women’s advancement in
higher education (Heyns, 1971-1976, Box 749, Folder 8, “NIP Overview”).

In order to counter these barriers, the NIP was conceptualized to identify talented
women, to work to enhance their visibility as leaders, and to increase their opportunities
for advancement. The NIP further worked to create, sustain, and enrich networks of
women and men, minority and majority, who were committed to women’s leadership and
who could identify, recommend, and sponsor women. As the program developed, it
became apparent that building a series of interdependent and interlocking networks
would be the best way of addressing existing personal and systematic barriers (Shavlik &
Touchton, 1984). The operating philosophy of the NIP was based on the belief that
women were fully as competent and well prepared as men, and that higher education
deserved the benefit of their leadership as much as they deserved the chance to lead. The
potential early participants were described as administrative women—those serving as

department chair, assistant or associate dean, dean or vice president—who were ready for
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advancement to a deanship, vice presidency, or presidency (Shavlik, 2012; Touchton,
2012).

Since the OWHE knew that competent and qualified women existed, the
challenge was how to network those women to work together to overcome the barriers to
advancement. Taylor and Shavlik spent hours discussing and formulating a strategy. In
the end, the two surmised the following:

The principles behind the networks were that they should be informal; that they

would include men and women, and that they would focus on senior women in

the states. But of course, that didn’t work for all the states because they didn’t
have enough people to do that. The whole program was built around the principle
that there would be enough structure so people would feel like they were
connected to us, but there would not be dues. We had great expectations for the
volunteers in terms of putting these networks together, and they didn’t need to
have bylaws or anything formal like that; we didn’t want them to spend their time
on that, initially. We wanted them spending time on the program so that they
wouldn’t get away from the purpose of what we were trying to accomplish. We

really needed to move as quickly as we could. (Shavlik, 2012, p. 18)

With these mental schemas in mind, Taylor and Shavlik set about outlining some basic
premises, which helped provide the scope for the actual establishment of the NIP. While
the notion of autonomy was one that worked in the early years and allowed for maximum
creativity, it also enabled informal organizational structure, which after Shavlik’s
departure made the program difficult to manage.

Taylor and Shavlik were convinced that while the program needed to be a
national program to provide inclusivity, it had to start small by building state and
regional networks, first (Shavlik, 2012). With conceptual constructs in place that included
a statement of the national problem women faced in higher education, a list of potential

barriers faced by women, reasons for starting the NIP at the state and regional level, and

clearly defined objectives for the program, the next phase for Taylor and Shavlik was the
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actual establishment of the NIP. Following the conceptualization of the program, Taylor
and Shavlik faced the challenge of the actual start-up of the new program to include three
distinct areas: (a) structure, (b) people, and (c) funding.
Structure
The NIP created an unmistakable identity for the OWHE, independent of ACE. It
was so much so, that when most of the women interviewed were asked to define the
office, it was in terms of the work of the NIP:
I think an important piece of the success of the office was the NIP. Once most —
and not all the states got well organized — but once the majority of the states had a
strong state organization and a kind of state governing board, we were identifying
women within our state, which in turn, we identified for the national office as
those who should attend the forums. Well, they were going to be some of the best
of the women identified. (Sturnick, 2012, p. 12)
If I were to describe the Office of Women, I have to say the Network [was a key
program]. Of course, [ was involved with the Network, but I cannot, and would
not want you to underestimate the power of the Network itself as a program,
because you could not center everything in Washington. You had to move out
throughout the country, and women were hungry throughout the country you
know—for leadership development opportunities, for opportunities to advance.
(Prince, 2012, p. 7)
The program was so strongly intertwined with the identity of the office, the two became
almost inseparable. The NIP grounded the OWHE in such a way that there was little
mission creep. However, it could be argued that the office, and its staff, were not able to
grow other programs to the extent they may have otherwise been able to had it not been
for the large amount of time and energy devoted to the NIP.
The structure of the NIP provided a framework that would lend itself to meeting
the primary objective of the network—to increase the number of competent women in

policy-making positions in higher education administration. This framework consisted of

carefully constructed state-based programs complemented by other activities that were
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regional and national in scope. The NIP was launched in 12 states during its first year
(Appendix EE), with California being the first to host an active program (Touchton,
1996). The states were selected based upon the greatest number of higher education
institutions and the greatest number of students (ACE State Coordinators Handbook,
2012; Shavlik, 2012). The process of selecting the states was described in this way:

One of my clearest recollections of 1977 is an image of Emily at her round table
[see Figure 5 below] surrounded by simple maps of the U. S. showing each of the
states. She had multiple copies with notes she had made on each one showing the
most populous states, the number of regionally accredited colleges and
universities in each, total students enrolled and higher education expenditures per
state. Since it was initially assumed that we would start with the “biggest states,”
we were trying to decide for ourselves the criteria for “biggest.” It soon became
pretty clear where they would begin—and 12 states were identified. (Touchton,
2013, p. 4)

Figure 5. A photograph of Donna Shavlik, student intern, and Emily Taylor (from left to
right) working in a similar fashion recalled by Touchton (Shavlik, 1972-1997, Box 1965,
Folder 1, “Wingspread Brief”).
After the 12 states were identified, the staff could not come to consensus on how to move
forward with the actual implementation:

If Dr. Taylor were around today, I know she would enjoy this, so I have to share

the story. We had a huge argument between the two of us as to how we were to
proceed. Finally, she said, “You take six states, and I’ll take six states, and we’ll
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see how we go.” So, that’s what we did. There weren’t too many differences, but

I think it was a good way to do it because if both of us had gone together, I think

it would have been a waste of energy and time. (Shavlik, 2012, p. 19)

However, once the two women engaged the first 12 states, the plan was to add additional
states (or regions) the second year, following the assessment and evaluation of the first-
year strategies (Heyns, 1971-1976, Box 749, Folder 8, “NIP Overview”).

By 1978, the second year of the program, the NIP had been expanded to 41 states
(Heyns, 1971-1976, Box 687, Folder 15, “Summary of NIP”). The first two years were
comprised of multiple smaller pieces, which included the implementation strategy for the
induction of the NIP. These smaller components each had their own significant role in the
future success of the NIP and the OWHE. The third year was designated as a period to
perfect the national network system.

The state coordinator system was a well-planned out strategy that helped ensure
the success of the NIP for years to come. A description of the selection process for state
coordinators was defined in the following way:

The selection of academic women leaders to serve as the first State Coordinator in the
respective states was of utmost importance and, from there, helping that person learn
what the expectations were and decide together how to do it in each respective state.
The goals and basic structure within the states were consistent, but how they went
about it varied—not only among states, but also depending upon the principal
[OWHE] liaison. (Touchton, 2013, pp. 4-5)
These criteria not only helped ensure that the coordinator had legitimacy and power to act
on behalf of her state network, but also, put a woman qualified for the presidency in the
limelight for recognition by her male and female colleagues. In addition, by employing
this strategy, the OWHE smartly involved each coordinator in a stakeholder buy-in

process, whereby the coordinators became strong supporters of the OWHE mission and

served almost as surrogate staff members. As highly competent professional volunteers,
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the collective coordinators comprised their own sort of advocacy group at a national
level, and carried weight both within the OWHE and ACE. Due to their role and political
power at the grassroots level, these women further helped cement a more permanent
existence for the OWHE within the ACE structure.

Originally, the OWHE staff crafted four distinct and separate programs that would
comprise the entire operational plan for implementing and launching the NIP. The first
step was a planning committee for each state, whereby a representative from each sector
(public, two-year, graduate, etc.) provided the initial identification of women at all levels.
Once the planning committee was in place, the members worked with the state
coordinator to host state-wide seminars for the women faculty and administrators
interested in preparing for, and securing, executive-level positions (Heyns, 1971-1976,
Box 749, Folder 8, “NIP Overview”).

In addition to the planning committee idea was that of state or regional panels.
The panels were comprised of a small group of women and men who could influence and
shape educational policy within the state. The major agenda item for the meetings was
the development of strategies for the “identification, recommendation, placement,
support, and increased visibility of women in administration both within the state and
nationally” (Heyns, 1971-1976, Box 749, Folder 8, “NIP Overview”, p. 11).

Little information exists regarding the impact and role of the state panels. The
research indicates that by 1978, 58 women were panel members compared to 107 men in
the states of California, Florida, Michigan, Nebraska, New Jersey, Ohio, Virginia,
Wisconsin, and North Carolina (Shavlik, 1972-1997, Box 2024, Folder 1, “Statistics on

State Panels™). The majority of the panel members (68%) were comprised of members
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from education, while 16% hailed from the government sector (Shavlik, 1972-1997, Box
2024, Folder 1, “Statistics on State Panels”). More information was available on the
National Panels, which appeared to have been quite active (Heyns, 1971-1976, Box 778,
Folder 12, “ACE National Panelists”). The National Panel included members who had
been nominated by the commission, ACE Board members, or senior staff at the Council
(Heyns, 1971-1976, Box 778, Folder 12, “Letter from Heyns to Panel Nominees™). By
July 1977, the panel was comprised of 70 (Heyns, 1971-1976, Box 778, Folder 12, “ACE
National Panelists”) “influential men and women educators interested in identifying
women and assisting with their advancement in higher education leadership roles”
(Heyns, 1971-1976, Box 778, Folder 12, “Letter from Heyns to Panel Nominees”, para.
1), and by the end of that year, 106 educational leaders accepted invitations from the
ACE president to serve as National Panelists (Shavlik, 1972-1997, Box 2024, Folder 1,
“OWHE 1977 Annual Report”).

The members of the National Panel served in multiple ways to help the OWHE
and ACE advance women in higher education. First, by just using the names of the key
members on letterhead and invitations, the members helped validate the importance of
supporting the advancement of women. Second, members were asked to mentor, sponsor,
and build professional relationships with individuals identified by the OWHE as
candidates for advancement to senior-level positions. Members were also asked to
nominate and recommend women administrators with whom they had become
acquainted, as well as attending National Forums sponsored by the OWHE (Heyns, 1971-

1976, Box 778, Folder 12, “Letter to National Panelists from Taylor”).
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The final two methods of implementation were National Coordination Seminars
and ACE Regional Seminars for Women Administrators in Higher Education. The
coordination seminars were sponsored by the OWHE. The meetings took place annually
four times a year so that state coordinators could be trained and provided with
explanations of the technical steps required to successfully carry out the required tasks at

the state level (see Figure 6).

Figure 6. Participants working at a typical coordinators conference hosted by the OWHE
([ca. 1980s] copy in possession of author).

While the coordination seminars were designed to be pragmatic in their approach, the
regional seminars were crafted to be mission oriented. Regional seminars were designed
for those women identified in their state as outstanding administrators with a penchant for
advancement (Heyns, 1971-1976, Box 778, Folder 12, “NIP Overview”). There were
three goals of the regional seminars: (a) to increase the visibility of women administrators
attending, (b) to provide discussion about governmental education policy as it related to

women’s attainment of top-level positions, and (c¢) to provide a forum for public

expression of participants’ ideas on critical issues as women in higher education.
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People

As with any new initiative, the people are the source of change. At the time NIP
was founded, there were many key groups who participated in establishing the program.
Within eight years from the start of NIP, more than 6,000 women and men administrators
were engaged in helping the program succeed (Shavlik & Touchton, 1984). Two areas
that have not been discussed thus far are association liaisons and senior associates. The
concept of association liaisons was conceived as a means of enhancing efforts already
underway by the major higher education associations to promote the advancement of
talented women administrators (Shavlik & Touchton, 1984). The goal of the association
liaisons was, in effect, to link women who were members of a state network with other
women in their professional associations for purposes of identification and nomination
for key positions in higher education.

Senior associates had a uniquely different, but equally important role. While the
program was well-intentioned, it was not as successful as the OWHE staff had hoped
(Shavlik, 2012). The senior associate’s initiative was planned in early 1979 and launched
toward the end of the year; it was originally titled The Senior Associates of the NIP:
Women Mentors as Models for Change (Heyns, 1971-1976, Box 687, Folder15,
“Progress Report to Carnegie”). Associates usually held the title of past president and
worked with the NIP as mentors and role models for women across the country. Upon her
departure, Emily Taylor also became a senior associate [see Figure 7] (Shavlik, 2012).
Senior associates traveled, spoke, and consulted on behalf of the NIP to help encourage
state and national leaders assume individual responsibility for the role of women as

leaders in higher education (Shavlik & Touchton, 1984).
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Figure 7. A photograph of Shavlik [b-left], Touchton [b-right], and Taylor [seated]
during her senior associate tenure with the OWHE ([ca.1980-1995] copy in possession of
author).

Like many of the sub-activities of NIP, the senior associates program also
received grant funding. It was funded by the Fund for the Improvement of Post-
Secondary Education (FIPSE) (Shavlik, 1972-1997, Box 2024, Folder 1, “OWHE
Quarterly Report, November 1979-February 1980 & Shavlik, 2012). The total grant for
the program was $67,401 and was extended from October 1980 through December 1982
(Atwell, 1977-1986, Box 2426, Folder 4, “Department of Education Grant Notification™).
The first five Senior Associates to serve under this grant were Sister Ann Ida Gannon,
past president of Mundelein College; Rosemary Park, past president of Barnard and
Connecticut Colleges; Emily Taylor, Past Director of the OWHE; Willa Player, past
president of Bennett College (the first Black woman to become president of a four-year
college); and Marjorie Downing Wagner of Sonoma State University (the first woman to
head a public college or university) (Shavlik, 1972-1997, Box 1965, Folder 1, “Senior
Associates”). These women played a unique role within the office, as described in this

quote:
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And the purpose of that group of people was to be available to any of the women
[especially presidents] who wanted to talk with them — to gain advice, to talk
something over. It wasn't a very successful program, I have to say, because people
are reluctant to do that — have those kinds of conversations unless they feel safe—
we didn't know how to introduce them to these women if they hadn't met them at
a Forum or something. So I think several people used their services, but people
who should have, didn't. (D. Shavlik, personal communication, July 20, 2013)
In their role, the work of the senior associates was often characterized by “wisdom,
candor, and humor,” and one of the best outcomes of their work was the realization that
compared to current administrators, the senior associates were more “free to express their
knowledge, share their experiences, and recount their best and worst judgments”
(Shavlik, 1972-1997, Box 2008, Folder 1, “Report to FIPSE on Senior Associates,” p. 6).
While these early associates may not have had the impact the OWHE staff
originally intended, their services were used by many women, and the role model aspect
of past female presidents played a key part in helping showcase that women could
successfully hold positions of power in higher education. Said one forum participant
about her interaction with the senior associates:
It was obvious that much planning and communication went into the Forum. It
was so artfully structured that it easily accomplished a high level of social and
professional exchange. The consultants were so gracious and helpful as they
spoke with the wisdom of experience. I was inspired and encouraged and I return
to my home state with increased options and a powerful support system. (Shavlik,
1972-1997, Box 2008, Folder 1, “Report to FIPSE on Senior Associates,” p. 7)
This type of interaction produced exactly the outcome the office wanted, but
unfortunately, it did not proliferate at the national level, as hoped.
The last person of influence during the establishment of the NIP was ACE
President (1977-1984), Dr. Jack W. Peltason. Peltason continued the legacy of support
for the OWHE started by Heyns. This was evidenced by the many letters he and Heyns

co-wrote in 1977 asking key male and female administrators to serve on the National
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Panel (Heyns, 1971-1976, Box 778, Folder 12, “National Panel Invitation Letter.”) This
important effort continued on through his tenure as president, and in 1981, he wrote to
the National Panelist nominees:
I have assured the Carnegie Corporation and others of my support of the program.
I have stated my conviction that men and women educational leaders involved in
the OWHE program are willing to support this project which envisions equal
opportunity for women to share in the administration of the nation’s colleges and
universities. I am serving as a National Panelist myself and attend national forums
and some state forums when possible. (Atwell, 1977-1986, Box 2426, Folder 4,
“Letter of Invitation to National Panelists from Peltason”)
The support of Peltason was also noted by Shavlik (2012):
And then I think Jack Peltason was very supportive, too. And he really made a
difference because he let us do whatever we wanted to do [in support of
advancing women]. Whenever we asked him to do anything to support us, he was
right there to do what we needed. (p. 43)
Jack was also very involved, and very supportive, and always listened to any
issues that we brought up, and tried to help us deal with them. I think he was very
supportive. And, even though there were conflicts and things like that — the
[leadership] was supportive. While Jack wasn’t actively seeking to be involved,
he did what we needed him to do. (p. 88)
While it is clear that ACE leadership continued to not provide structure to the OWHE,
without the general support of the ACE presidents, the tireless efforts of the OWHE staff,
and the many national educators and administrators who participated in the nomination
process, the NIP would have never produced the quick and influential outcomes it
garnered in its first initial years.
Funding
The NIP was such a success that continued funding for the program was granted
through the formative years of the OWHE. The Carnegie Corporation awarded three
successive grants to ACE between the years of 1977 and 1983 (Shavlik & Touchton,

1984). In October 1979, an additional two-year grant of $200,000 was awarded for a
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continued “program to improve the status of women in academic administration” (Heyns,
1971-1976, Box 687, Folder 15, “Carnegie Letter from Englehardt”), and in November
1981, another grant in the amount of $192,000 was bestowed on ACE for the
continuation of the NIP (Atwell, 1977-1986, Box 2426, Folder 4, “Letter to Engelhardt
from Peltason”). Regarding the 1979 grant, ACE president Peltason said: “I think the new
grant will contribute greatly to the progress that has been made in identifying women for
advancement to top-level positions in higher education” (Shavlik, 1972-1997, 1965,
Folder 1, “October 30, 1979 ACE Press Release”). The Carnegie backing was the major
source of operational funding for the NIP and its various subcomponents. Without this
critical financial support, the NIP, and thus the OWHE, would never have advanced as it
did.

Other OWHE programs also received funding. In 1979, the Ford Foundation
granted $17,331 in support of the publication COMMENT, (Heyns, 1971-1976, Box 687,
Folder 15, “Ford Letter from Bischoff”), a research/action report distributed by the
OWHE regarding women’s issues in higher education. The purpose of COMMENT was
to “bring the results of activities related to women’s education and advancement, such as
research, conferences, and programs, to the attention of people in a position to make
policy and take action” (Steinbach Chronological Files, 1969-1985, Box 1089, Folder:
Board of Directors, “June-September 1978 OWHE Quarterly Report”). The funding from
the Ford Foundation was used to hire a new staff assistant to strengthen COMMENT’s
subscription base. In addition, the Exxon Education Foundation funded the first seminar
for state coordinators, and the Johnson Foundation sponsored the first ACE National

Forum (Heyns, 1971-1976, Box 687, Folder 15, “NIP Summary”).
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Today, the OWHE has a long history of grant funding for advancing women in
higher education executive-level positions. Without the support of these foundations, the
OWHE would not have had the initial and long-lasting success it experienced over a 38-
year period, and the advancement of women into executive positions within higher
education would have been largely stunted. In summary, three distinct areas; (a)
structure, (b) people, and (c) funding gave way to the successful formation of the
National Identification Program. Without any one of these three areas, it is likely the
initiative would have failed, thus closing the OWHE by the end of its fifth year, as
originally planned.

Strategies in Formation

The staff of the OWHE used four distinct strategies in forming the NIP and the
OWHE: convening, consultative, personal, and systematic (Shavlik & Touchton, 1984).
By convening people in all areas of higher education for the advancement of women, the
NIP was able to connect people in positions of power with those aspiring to power. This
was done in a variety of ways. Informal receptions, seminars and conferences,
workshops, and symposia are but a few examples:

[ know very few women in higher education whose career path has not been

impacted by ACE/NIP under the leadership of Danna Shavlik and Judy Touchton.

The conferences, workshops, and networks they have promoted throughout the

country are, in my opinion, responsible for much of the progress women have

made in removing barriers and changing statistics in college and university

administration. (Driscol, 1997, p. 13)

The success of these events, whether local, national, or regional, was based on a premise

of high expectation for mutual learning, continuing support, and obviously, identification

of potential candidates for leadership.
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As for consultative strategies, the systematic and purposeful efforts to build
person-to-person systems of contact that served to expand the network of women leaders
in higher education (Shavlik & Touchton, 1984). Frequently, those face-to-face
exchanges provided opportunities for women to garner feedback on their curricula vitae,
obtain counsel on interview strategies, and talk about career plans. These consultative
strategies also provided two-way communication that helped both the mentor and the
protégé, as depicted in this passage:

...the interaction with male and female colleagues in an open atmosphere; the

advice of the consultants, especially Ann Ida Gannon, Rosemary Park, and

Marjorie Wagner [were the most helpful aspects to my professional

advancement]. The small group on personal advancement issues was important

because of the opportunity to talk on a one-on-one basis with the consultants

[Senior Associates]. (Unknown source as cited in Shavlik, 1972-1997, Box 2008,

Folder 1, “Report to FIPSE on Senior Associates,” p. 7)

As a result of these sorts of interactions, the mentee was able to increase confidence,
learn new ways to present strengths, and understand more about positions to which they
could aspire, while the mentor felt more confident about their own skills and knowledge
base. Overall, these consultative strategies provided the foundation on which the Network
operates today, and these same consultative strategies remain intact.

Finally, there were some very personal strategies that were incorporated in the
process. These were intentionally planned on the part of the OWHE leaders who
spearheaded the NIP founding. It was believed by Taylor and Shavlik that all the ideas,
contacts, support, and opportunities afforded by the NIP would be useless unless they

were incorporated by an individual (Shavlik & Touchton, 1984). Personal integration was

essential to the success of the NIP because it was the cornerstone of the intentionality of
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the program. One of the best examples highlighting this philosophy is provided by
Lapovsky:

Your sponsor has to give good feedback on all sorts of things. One of the
examples is when men talk about their sponsors, or when men talk about what
their sponsors do for them. I was recently in a meeting where a man said, “Yeah,
and my sponsor said, ‘You don’t wear white shoes with your suit.”” This was
down south. [Laughter] Another one said, “Yeah, and my sponsor told me to get
the dandruff off of my collar.” But women don’t get that kind of feedback from
their sponsor whether their sponsor is male or female. So, I remember Donna
[Shavlik] giving me lessons and critiquing how I dressed and that I don’t wear
makeup. At her farewell party, I remember I dressed up. I went to I think it was
Georgette Klinger, and I had a facial and I had makeup and I had my hair done
and I walked in and she goes, “Wow.” I go, “I’m just trying to listen to your
advice and follow up on what you said.” It was sort of transformative on how I
looked. Ihadn’t followed through before, but — Donna was really a true sponsor
and understood that back in those days. She went way beyond being a mentor in
all of the things that she did for people. She was just tremendously generous with
her time, but she was honest with people, which is a very hard thing to give them
good feedback. (2013, p. 26)

It was this sort of the personal integration aspect that led to the almost immediate
expansion of the NIP, as women were hungry for leadership, mentorship, and a chance to
network with women of power.

While the first three strategies used by the NIP were more personally related, the
final strategy, systematic, related more at an organizational level. Affecting change in
relevant higher education policies, practices, and procedures ultimately constituted a
major challenge for the NIP. As a result, the NIP focused its energies on two critical
groups undergoing the search and selection process; they were key administrative staff
and chief executive officers (Shavlik & Touchton, 1984).

As a systematic approach, NIP planning committees met with various
organizations within state educational structures to address ways in which women were

prevented from participating in activities that led to recognition of their talents and
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eventually to promotion (Shavlik and Touchton, 1984). In various key settings,
committees presented programs on the search process and how it could be improved.
Additionally, data was presented on the status of women in the state with the anticipated
outcome being a change in hiring practices and procedures. These early developments of
the NIP created a solid base from which future growth was inspired.
Continued NIP Expansion

Once the NIP was off the ground, it continued to expand. The early successes of
the program were exhilarating, and the staff used the momentum to keep building what
would become a lasting hallmark of the OWHE. Following the initiation of the first
twelve states, an examination of adding additional states took place. This process was
largely spurred on by a single incident, as described by Shavlik:

Although I don’t remember exactly how I met her—maybe through HERS—I

encountered a woman who was the head of continuing education at Princeton. Her

name was Mary Ellen Capek. While we were talking, she said, “Why don’t we

have New Jersey involved [with the NIP]?” And I said, “Well, we started out with

12 states,” to which she replied, “well boo-hoo, I mean it’s time for us to move

on.” So, she really got us moving to include the whole country. (2012, p. 19)
By the second year of the program, 41 states had formed networks (Appendix FF), an
identification process had occurred in 35 states, and the National Panel grew to 178
leading educators (Heyns, 1971-1976, Box 687, Folder 15, “Progress Report to
Carnegie”). Goals for the continued expansion of the program included keeping a
watchful eye on establishing the state planning committees, the state panels, and
completing identification processes (Heyns, 1971-1976, Box 687, Folder 15, “OWHE
Goals for 1979”). In an effort to have all 50 states active in the NIP by 1980, Taylor and

Shavlik planned to establish contact in the remaining nine states and appoint

coordinators, form planning committees, select the state panelists, and complete and

263



identification process of key women in each state for the purposes of helping them
advance (Heyns, 1971-1976, Box 687, Folder 15, “OWHE Goals for 1979”).

With all the plans for future NIP expansion, the staff had to keep in mind funding
for the programs. In 1979, the proposed operating budget for the OWHE was $116,779
(Steinbach Chronological Files, 1969-1985, Box 1085, Folder: Annual Meetings, “ACE
Budget Report”), a $32,619 cut from actual expenditures in 1977 (Steinbach
Chronological Files, 1969-1985, Box 1089, Folder: Board of Directors, “Financial
Statements for the Year 1977: A Report to the Treasurer”). With declining appropriations
from the ACE, it was clear that continued external funding would be required to maintain
the program. An additional proposal was sent to the Carnegie Corporation asking for help
with the future direction of the NIP. The request was granted on October 29, 1979, in the
amount of $200,000 to continue operational support of the NIP for two additional years
(Steinbach Chronological Files, 1969-1985, Box 1089, Folder: Board of Directors,
“OWHE Summary Report”).

While work with the NIP and securing its funding was a central theme for the
OWHE, the staff continued to work on other subprograms associated with the NIP. In
particular, the staff spent a substantial amount of time on National Forums. These events
were of great significance to the OWHE and the success of the NIP and are generally
depicted as helping create a more formalized identity for the office.

The National Forums

The National Forums were a major component of the OWHE’s programming and

helped further create an organizational identity for the office. They provided a constant

mechanism by which the staff could identify, train, mentor, and nominate women in
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higher education. While the National Forums became an entity unto themselves over the
years, they were part of the original NIP proposal submitted to the Carnegie Corporation
and provided an opportunity to put talented women in contact with one another and with
high-level male administrators. While many saw the Forums as a stand-alone entity, they
were, and have always been, inextricably linked to the NIP. Originally, the Forums were
to be called the “Washington Colloquia” (Heyns, 1971-1976, Box 749, Folder §, “NIP
Overview”). In the original proposal, the OWHE called for eight colloquia per year,
whereby two concerns of the OWHE would be addressed: stimulating the inclusion of
women in discussion of current problems in higher education and increasing the visibility
of able women in higher education (Heyns, 1971-1976, Box 749, Folder 8, “NIP
Overview”). This quote describes the vision of the Forums:
In the historical absence of arenas in which high level men and women
administrators can come together to discuss issues of common concern in
educational policy and governance, the National Forums offer a unique
opportunity for the exploration of issues, with assurance that women will be
included in the process. ... It is anticipated that these contacts will continue in
other modes: mentorships and other sponsoring activities, personal consultations,
nominations, and recommendation for positions and membership on advisory
boards, councils, and committees. (ACE General Files, 1919-1992, OWHE, Box
1364, Folder 3, “ACE National Forums™)
The Forums were designed as two-day conferences held in various locations throughout
the country, whereby participants could meet with the National Panelists (Heyns, 1971-
1976, Box 687, Folder 15, “Progress Report to Carnegie”). National Panelists, largely
comprised of men, were to “actively participate in the plenary sessions and the small
group sessions and to really get to know the women participants” (Touchton, 2013, p. 5).

The Forums played a major role in the success of establishing a nationwide

network of men and women interested in “identifying women administrators and in

265



providing them with the formal and informal support necessary to their advancement”
(Heyns, 1971-1976, Box 687, Folder 15, “Progress Report to Carnegie”, p. 2). Touchton
discussed the role of the Forums in her interview for this project:

The Forums gave rise to what became one of the most important functions of the

office, but I don’t recall that was one that we thought of initially—at least not the

major function that it became. I am referring here to what we called the
nominations and recommendations process, a major time-consuming component
in which we essentially helped search committees and appropriate candidates find
each other. After each Forum, we had 20-25 new women who were eager to do as

we encouraged them to do and move up the administrative ladder. (2013, p. 5)
One additionally helpful feature was that of booklets containing participant’s names,
addresses, and one-page vitae summaries, described in this way:

And we had pictures and everybody had a book. That was probably the highlight

of the — well, I don't know, the state meetings and so forth were important too, for

sure, but to have those books that people could take with them and have right
there the person’s biography with the person’s picture, having met the person, that
really was the essence of what we were trying to do. And then we backed it up by
having letters sent to the presidents of the institutions and giving their women
instructions to go and talk with the president about their experience and so forth.

(D. Shavlik, personal communication, July 20, 2012)

These booklets were given to each person who participated to help further the networking
and nomination process. The National Forum was a cornerstone program of the OWHE,
and ultimately, ACE. The pilot Forum was sponsored by the Johnson Foundation and was
held September 29-30, 1977 at Wingspread in Racine, Wisconsin (ACE, 1977).

Perhaps the hallmark of the first Forum was a pre-radio-broadcast interview
taping session. While the OWHE staff was on-site at Wingspread, Mr. Henry Halstead,
Vice President of the Johnson Foundation, interviewed Emily Taylor, Jack Peltason, and
Matina Horner, President of Radcliffe College, about the National Identification Program

for a radio broadcast (ACE General Files, 1919-1992, OWHE, Box 1353, Folder Chron

File-September-October 1977, “Letter to Goodman from Shavlik). The interviews
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created much of the content for the Wingspread Brief, which was released following the
conference and highlighted the outcomes of the event. “The Wingspread atmosphere
produced genuine responses and candid conversations about a wide range of concerns
from age discrimination to zero-based budgeting” (ACE General Files, 1919-1992,
OWHE, Box 1365, Folder 1, “Wingspread Brief,” p. 4).

The Forums also gave rise to what became “one of the most important functions
of the OWHE—the nominations and recommendation process” (Touchton, 2013, p 5).
After each Forum, the OWHE had 20-25 new women who were recently exposed to the
notion of career advancement. As a centralized office, the staff of the OWHE had within
their means both the information regarding open searches and a long list of qualified
women who could potentially match the requisite skills needed; in essence, the OWHE
served as a professional women'’s clearinghouse for job matching within higher
education.

Within just two years of the Forum launch, more than 300 women and 100
National Panelists attended just this one subprogram of the NIP (Heyns, 1971-1976,
Folder 687 & Folder 15, “Progress Report to Carnegie”), creating a stronger network of
known and capable female administrators ready for advancement to executive-level
positions. Three of the attendees of the first Forum at Wingspread became presidents
within one year of attending the conference, and 21 participants of the first seven Forums
acquired jobs at a higher-level position after attending a Forum (Heyns, 1971-1976,
Folder 687 & Folder 15, “Progress Report to Carnegie”). By 1981, 103 (29%) of the 360
Forum participants had changed positions after attending a Forum (Shavlik, 1972-1997,

Box 2024, Folder 1, “OWHE Quarterly Report, January 1981-March 1981”"). While a
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cause-effect relationship cannot be proven with respect to NIP’s role in these changes,
one can surmise that the program did have some influence on the participants’ confidence
to seek change.

Analysis of participants in the first seven Forums indicated that participants came
from 142 institutions located in 37 states, three-fourths of which had NIP programs
underway (Heyns, 1971-1976, Folder 687 & Folder 15, “Progress Report to Carnegie”).
The positions most frequently held were vice president/chancellor, assistance vice
president/chancellor, academic and associate dean (Heyns, 1971-1976, Folder 687 &
Folder 15, “Progress Report to Carnegie”). The positions being most sought by the
female participants were president (58%), vice president (79%), provost (67%), and dean
(61%) (Heyns, 1971-1976, Folder 687 & Folder 15, “Progress Report to Carnegie”). Of
the 103 Forum participants moving to new positions, 14 took presidencies, 25 moved to
positions of vice president/chancellor or provost, 26 took deanships, and 25 moved to
other executive positions; 13 returned to faculty (Shavlik, 1972-1997, Box 2024, Folder
1, “OWHE Quarterly Report, January 1981-March 1981”).

Other positive outcomes, as a result of the NIP and its partner National Forum
program, were the 1980s creation of a minority women’s seminar, the ACE Minority
Women’s Forum, and the Focus on Minority Women’s Advancement Program (FMWA):

A direct result of the involvement of three women who participated in one of the

1979 National Forums brought about the Focus on Minority Women’s

Advancement Program. These women asked that the Office of Women in Higher

Education hold a national forum focusing on the special concerns of minority

women. (Shavlik, 1972-1997, Box 2024, Folder 1, “Progress Report on FMWA

Program,” para. 1)

The question of how the OWHE could develop viable methods for collaboration between

white and minority women had been an issue of conversation posed by Schlossberg, the
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first director, dating back to the opening of the office in 1973 (Shavlik, 1972-1997, Box
2024, Folder 1, “OWHE Summary Report, September 1973-January 1974”). When the
opportunity presented itself, this important issue was quickly advanced when several
minority women active in the NIP, many of whom had also attended National Forums,
worked with the staff of the OWHE to develop a seminar specifically designed to address
the issues and special concerns of minority women administrators (Steinbach
Chronological Files, 1969-1985, Box 1089, Folder: General Supplemental Material,
“OWHE June —October 1979 Summary Report”). Said Peltason about the issue of
minority women, “At present, the percentage of minority women in posts of leadership at
colleges and universities is miniscule, and I am convinced that we must find better ways
to recognize and advance the talented potential leaders among these women” (ACE
General Files, 1919-1992, OWHE, Box 1364, Folder 3, “Minority Women Press
Release™). With ACE presidential support and backing, the OWHE leadership was quick
to make plans for the first seminar.

The plans for an original seminar, funded by a small grant of $6,000 awarded by
the Ford Foundation (Shavlik, 2012), morphed into a much larger event, as it was held in
conjunction with the first Minority Women’s Forum February 4-6, 1980 (ACE General
Files, 1919-1992, OWHE, Box 1364, Folder 3, “Minority Women Forum and Seminar
Agenda”). By that time, the event had garnered an additional grant from the National
Institute of Education (Shavlik, 1972-1997, Box 2024, Folder 1, “Progress Report on
FMWA Program”). The first seminar/Forum hosted more than 80 minority women
presidents, vice presidents, deans, and association executives with a focus on how to

advance minority women administrators in higher education (Shavlik, 1972-1997, Box
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2024, Folder 1, “OWHE Quarterly Report, November 1979-February, 1980”"). Most
importantly, the event provided an opportunity for minority women to appear on the radar
for potential nominations and recommendations.

Following the Forum, it was apparent that the special needs of minority women
needed to be addressed, and the OWHE recognized it was essential that the talents and
expertise of minority women be identified, “free from stereotypes which had been
fostered throughout society” (Shavlik, 1972-1997, Box 2024, Folder 1, “Progress Report
on FMWA Program,” para. 2). With this realization at the forefront, the OWHE once
again set out in search of funding to support a new initiative. Early discussions with the
Ford Foundation indicated that there was interest in supporting future endeavors;
however, it was the Donner Foundation that contributed to the special focus on minority
women’s advancement through the NIP and contributed an initial amount of $7,500
(Atwell, 1977-1986, Box 2426, Folder 4, “Letter to Peltason from Rickerd,” & “Letter
from Peltason to Rickerd”). Following a formal proposal submitted by the OWHE, the
final total donated by the Donner Foundation for minority women’s advancement was
$30,000 (Shavlik, 1972-1997, Box 2024, Folder 1, “OWHE Quarterly Report, January
1981-March 1981”)—and the Focus on Minority Women’s Advancement was born.

Shortly after the Donner grant was distributed, Dr. Gloria Hobbs, Associate Dean
of Students at Bronx Community College, was asked to serve as the first consultant on a
formal project entitled Focus on Minority Women'’s Advancement (FMWA). The FMWA
went into operation in early February 1981 as a direct spinoff of the NIP/National
Forums. The program was designed to help the advancement of women of color in higher

education, and early interest was in both Indian and black women (Shavlik, 1972-1997,
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Box 1967, Folder 2, “Minutes of May 20, 1981 Meeting of Advisory FMWA
Committee”). At the onset, the group faced a problem in identifying women for purposes
of invitations and committee membership because generally, “most ethnic persons may
be reluctant to identify their ethnicity since in the past it may have been used against
them” (Shavlik, 1972-1997, Box 1967, Folder 2, “Minutes of May 20, 1981 Meeting of
Advisory FMWA Committee,” para. 2). The initial advisory group discussed solutions
regarding ways to identify minority women and where they worked so that they could be
invited to participate in future seminars and forums.

By April 1, 1981, an advisory committee for the project had been formed, and
many other consultants to the project were brought on board (See Appendix GG). In
October 1981, the OWHE had identified 351 minority women employed as
administrators in higher education across the nation (Shavlik, 1972-1997, Box 1967,
Folder 2, “Number of Minority Women by States’’). These numbers informed the future
work of the office, and by 1982, a more robust series of activities regarding women of
color were underway. A new Hispanic consultant had been identified to work with the
OWHE (Sylvia Castillo, Assistant Dean of Students at Stanford; see Appendix HH for a
full listing of founding members of the HWHE), advisory boards were being created,
research on minority women populations was underway, and general resources on
minority women were being reviewed and collected (Shavlik, 1972-1997, Box 1967,
Folder 2, “Summary of Activity/Recommendations to Shavlik from Castillo”).

While the program for Hispanic women was advancing, Felicia Davis joined the
OWHE as Staff Associate and served the office as the first staff person of color. Shavlik

recalls the significant impact Davis had on the office and the programs dedicated to
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minorities (personal communication, March 11, 2013). In particular, Davis “improved the
credibility of the office among minority women, offered greater access to minority
women’s networks, and provided valuable insight to the OWHE and Council staff”
(Shavlik, 1972-1997, 2008, Folder 1, “December 1982 Report to Donner Foundation,” p.
4).

Also during this time, Dr. Holmes, the fourth consultant to FMWA, had
developed a model for regional networks for the FMWA and was responsible for setting
the stage for a joint activity with the Minority Concerns Office (MCO) of ACE and the
OWHE. The regional networks were divided into five regions across the nation (Shavlik,
1972-1997, Box 1967, Folder 2, “Regional Structure for FMWA”) (Appendix II). The
primary goal of the FMWA Regional Network was to “form a strong, viable connection
for minority women to increase their visibility, accessibility, promotion and advancement
to positions of top level administration” (Shavlik, 1972-1997, Box 1967, Folder 2, “Steps
for Implementing FMW A Regional Network™).

In addition to the regional network idea put forth by Dr. Holmes, she also
brokered a joint activity between the OWHE and the OMC. On May 23-25, 1983, a
National Forum co-sponsored by the OWHE, OMC, and the Moton Institute was held at
the Moton Conference Center in Gloucester, Virginia, for “outstanding minority women
administrators whose next logical move is to a president or other senior level position at a
historically black institution” (Shavlik, 1972-1997, Box 1967, Folder 2, “Forum
Invitation Letter,” para. 2). Steeped in experience working with minority females, the
OWHE developed a clear understanding that a specialized focus on women’s unique

needs was required to help them advance. With this knowledge base, the OWHE started a
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series of Executive Seminars aimed at focused and specialized groups of women, the first
of which was for minority women.

These seminars, a spinoff of the NIP and National Forums, were designed to
specifically address narrowly defined topics and groups of women. Once planning was
complete, only three of the originally proposed presidential seminars actually took place:
(a) community college presidents in March 1980, (b) Catholic college presidents in June
1980, and (c) presidents of state colleges and universities in July 1980; the private college
seminar was cancelled (ACE General Files, 1919-1992, OWHE Box 1364, Folders 4-8).
Other seminars were held in 1981 for those wishing to advance to executive positions.
These included techniques for maximizing current positions in preparation for future
major line positions in academe, strategies for building professional networks for
personal advancement, and ways of becoming part of existing professional networks
(Shavlik, 1972-1997, Box 2024, Folder 1, “OWHE Quarterly Report, April 1, 1981-June
30, 1981). Specific topics included conflicts and opportunities associated with each area
of employment of the participants, sponsorship roles, and experiences most helpful in
preparing for a presidency (ACE General Files, 1919-1992, OWHE Box 1364, Folder 2,
“Women Executive Seminar Series”).

Judith Touchton Appointed Full Time

After Touchton’s completion of her three-month internship (discussed
previously), Taylor and Shavlik were eager to keep her as a member of staff. With
multiple tasks underway that were necessary to the success of the OWHE, and with
limited human capital, there was not much time for Taylor or Shavlik to expand the work
of the OWHE. The office was heavily consumed with guidance to colleges and

universities on ways to improve equal opportunity for women and interpretation to the
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academic community as to the effects of federal laws and regulations on women faculty,
students, and staff.

During that period, Taylor and Shavlik also prepared two new technical assistance
reports on the implementation of Title IX across campuses: one for student personnel
workers and another for administrators (Shavlik, 1972-1997, Box 2024, Folder 1,
“OWHE 1977 Annual Report”). This led to increased requests for speaking engagements
and on-campus consultative meetings. Taylor and Shavlik knew that in order to initiate
and accomplish the many other projects they had in mind, an additional staff person
would be essential, and Touchton had proven herself useful as a writer, researcher, and
program planner:

So, I looked around at what needed to be done, what I could do, and did it. This

turned out to be writing, finishing incomplete articles, helping Emily with

research, translating and communicating between the two of them [Taylor and

Shavlik], helping all of us reach consensus, mostly them; I wasn’t a decision

maker there. So my goal was to, within a very short time, make myself

indispensable, so that I might be able to stay. And, because it was fascinating.

And so I did that, and after three months, they asked — they found some money in

the budget, and hired me as staff associate. Then, basically collapsing all the

years, [ moved gradually up the ladder. We weren’t so hierarchical at all. When

Emily retired in ’81, Donna became the director, and I was a number two, and that

was the case until Donna retired. (Touchton, 2012, pp. 2-3)

The match was a perfect fit for all parties concerned. In February 1977, Touchton was
offered a part-time position to begin March 1, 1977, as Staff Associate (ACE General
Files, 1919-1992, OWHE, Box 1353, Folder Chron File Jan-Feb 1977, “Memo to
Personnel from Taylor;” Touchton, 2013). In December of 1977, after being awarded her
Ph.D., Touchton was appointed full-time with the OWHE (Touchton, 2013). Touchton’s

first job description as Staff Associate listed her primary responsibilities as “to assist with

the National Identification Program: to help prepare reports and materials for use in the

274



program, represent the office at designated meetings, discuss the program with visitors to
the office, and collect pertinent data for research” (Touchton, 2013, p. 3).

Given all the additional work with the quick expansion of the NIP, Touchton
played a valuable and critical role as the OWHE staff was now able to expand their work
by attending more conferences and speaking engagements regarding the advancement of
women in higher education. With the addition of Touchton, Shavlik and Taylor were able
to be more heavily involved in the formation and maintenance of several coalitions and
formal organizations seeking to promote equity for women and minorities in education.
Examples include the development of the National Coalition for Women and Girls in
Education, the working committee and task forces of the National Women’s Agenda, and
the Ad Hoc Coalition for Women’s Appointments (Shavlik, 1972-1997, Box 2024,
Folder 1, “OWHE 1977 Annual Report”). Additionally, prominent meetings were finally
scheduled with key government officials to include President Jimmy Carter; Joseph
Califano, Secretary of HEW; Mary Berry, Assistant Secretary for Education, HEW;
Ernest Boyer, Commissioner of Education; and David Tatel, Director of the Office of
Civil Rights (Shavlik, 1972-1997, Box 2024, Folder 1, “OWHE 1977 Annual Report”).
And finally, a conference for women interested in career advancement in education was
scheduled in February 1977 (ACE General Files, 1919-1992, OWHE, Box 1353, Folder
Chron File Jan-Feb 1977, “Memo to Program Committee for Conference on Career
Advancement from Shavlik”).

In her new role, Touchton created a more flexible work environment for the staff
of the OWHE. In addition, she reduced general work flow because she was responsible

for the site planning, scheduling, communications, on-site management, evaluations, and
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follow-up for the National Forums. Touchton assumed her full-time post just in time to
ensure additional expansion of office duties to include conference appearances, National
Forum work, and more- focused research. She was also a participant in the first ever
evaluation of the OWHE regarding its role and impact in the higher education
community.

Early discussions regarding the external evaluation started in December 1978. An
initial evaluation was done in-house by ACE, but following that process, a more robust
format was adopted, and a formal evaluation took place from July 9-10, 1979 (Atwell,
1979-1984, Box 2443, Folder 9, “External Evaluation of OWHE Memo™). The review
was part of a continuing series of ACE evaluations, and the OWHE was examined by an
external group of five individuals.

Overseeing the internal process was Dr. Robert Atwell, (then) Executive Vice
President of ACE, and Dr. Jerry Miller, Director of Institutional Relations division. The
review was, in essence, a determination and clarification regarding the value of the
OWHE and its programs to both ACE and national female constituents of its member
institutions. The role of Atwell in the evaluation process may have played a large part in
his support of the OWHE during his future ACE presidency, as he saw first-hand
(through the process described below) the importance and political clout the office had
garnered for the Council in its short history.

Nine questions guided the evaluation (Appendix JJ). Of particular interest was
question number five, which asked, “Is a separate office of women a valid strategy for
ACE to meet the needs of women in higher education and in colleges and universities?”

(Heyns, 1971-1976, Box 687, Folder 15, “External Evaluation of OWHE,” p. 2). Prior to
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the formal evaluation, Atwell suggested to Miller that he ask two critical questions: (a) A
“very straightforward question of how long they [the committee] see us needing a
separate office of women?” and (b) “Do we want to address the overlap between our
office and Bunny Sandler’s operation at the [ American Association of Colleges] AAC
and other such shops that may exist around the Circle?” (Atwell, 1979-1984, Box 2443,
Folder 20, “Notes to Miller from Atwell”, p. 1). The response to those questions was one
that would follow the OWHE for nearly its entire existence:

Irrespective of organizational structure, it will be important for ACE to continue
to have a staff present for the advocacy of women. There was acceptance of the
idea in the draft Carnegie proposal to shift the OWHE into the Center for
Leadership Development and Academic Administration. There was discussion,
but no agreement, on whether a separate Office of Women should continue to
exist. For some the answer to that question hinged on who filled the position of
Director of the Center. The office has been and should be encouraged to continue
to advocate for issues of concern to women within ACE and throughout the
higher education community. Indeed, there was unanimity that the staft should
continue to be active in Title IX and similar issues and not confine itself
exclusively to the NIP. (Heyns, 1971-1976, Box 687, Folder 15, “External
Evaluation of OWHE,” pp. 2-3)

Remembering that Heyns’ original proposal for an OWHE was that the office would be a
five- year program, and that the length of the funding in place by the Carnegie
Corporation was to end in 1980 (Heyns, 1971-1976, Box 15, “Memo to State
Coordinators”), the committee did agree that ACE needed to continue to have some
involvement with women’s issues and advancement in higher education and that such
activities should not cease, altogether. The question remained, however, as to its future
structure.

In February 1981, the issue of not only structure, but placement and operation,

came full circle and the ACE engaged in some initial conversations about a potential
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merger with the AAC under ACE (Atwell, 1977-1986, Box 2426, Folder 4, “Confidential
Memo to Miller from Atwell;” Atwell, 1977-1986, Box 2426, Folder 4, “Proposed
Agenda for Meeting of AAC and ACE Women’s Programs™). AAC had started its
program on women one year prior to the launch of the OWHE, and the program was
headed by Dr. Bernice Sandler, “Godmother of Title IX” (Maryland State Archives,
2010). Like ACE, the AAC also had a long-standing relationship with the Ford
Foundation, which had been mirroring for AAC the funding of the Carnegie Corporation
at ACE. By 1981, both the Ford Foundation and the Carnegie Corporation were nearing
donor fatigue in regard to future funding opportunities for AAC and ACE (Atwell, 1977-
1986, Box 2426, Folder 4, “Confidential Memo to Miller from Atwell”). Without such
critical funding, both programs were in potential peril, and a merger was a possible
solution.

Although the archives do not divulge any further discussions regarding a merger
with AAC, it is evident by the sheer nature of the history of the OWHE that such a
merger did not occur. However, as a result of the evaluation, two new overtones from the
OWHE staff emerged in response to ACE. First, the OWHE wrote more distinctly that
both the NIP and the Forums would be coordinated through Council procedures; and
second, an establishment of an ACE affiliation criteria for the state committees and
panelists would occur by early 1981 (ACE General Files, 1919-1992, OWHE, Box 1352,
Folder 9, “Draft Progress Report on External Evaluation Recommendations”). Office
staff responded in this way:

The staff recognizes the need to clarify with state committees and panelists the

criteria for ACE affiliation after 1981. Discussions are being held whenever

appropriate with state leaders about these matters. ...In light of this participation,
an earlier issuance of criteria for post 1981 ACE affiliation seems inappropriate.

278



(ACE General Files, 1919-1992, OWHE, Box 1352, Folder 9, “Draft Progress
Report on External Evaluation Recommendations”, p. 1)

Furthermore, a statement was made in response to the evaluation that although the
NIP was time consuming, other goals of the office were not neglected, and the staff
continued with leadership roles regarding women’s advocacy—a statement that
highlighted the energy consumed by the NIP. Additionally, the OWHE leadership made a
written statement regarding the stance that the office should remain a separate office as
long as the NIP was being funded, but that a merger with the Center for Leadership
Development should be considered at a later date (ACE General Files, 1919-1992,
OWHE, Box 1352, Folder 9, “Draft Progress Report on External Evaluation
Recommendations”). This single statement underscores the beginning of a long history of
Council questions regarding the necessity for the OWHE and its ultimate reporting
structure—a theme to be discussed later in this dissertation.

As would be expected, over the years, other elements emerged as new needs
surfaced and new ideas developed. Some of these included Women Executive Seminars,
which gave women with similar titles the opportunity to gather and discuss common
concerns and issues. Additionally, attention to women of color emerged. As a result, yet
another new program, Focus on Minority Women’s Advancement (FMWA) was created
to concentrate attention and energy on issues of particular concern to the advancement of
minority women. And, perhaps one of the most perennial additions was that of the
ACE/NIP regional networks. The regional networks gave key persons in the program an
opportunity to meet in their respective geographical regions to discuss educational issues
of regional concern, to renew acquaintances, and to extend the growing networks within

each state (Shavlik & Touchton, 1984).
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Donna Shavlik Appointed Director

In the latter part of 1981, Taylor had completed her five-year contract with the
OWHE, reaching the required retirement age. After Taylor’s retirement, she continued
her never-ending quest to advance women through her own personal travels throughout
the country, as well as her volunteer role as a senior associate in the OWHE. Taylor’s
contributions during her time with the OWHE were her experience leading women’s
initiatives, her conviction and belief that women were ready to assume greater
prominence, her overall stature in higher education, and her genuine belief in the

goodness of humanity. A first-hand account of Taylor’s contributions is summed up by
Shavlik:

Dr. Taylor brought her considerable experience as a Dean of Women at the
University of Kansas to articulate the importance of women's leadership at all
levels of higher education. Her conviction that women were ready, able and eager
to assume positions as presidents of universities and colleges was firm and
became the backbone of the values expressed in the design of the National
Identification Program. It was Emily's solid belief that women were as equally
qualified and capable of leading institutions of higher education as their male
colleagues. She was an excellent advocate for women through her writing, her
speaking, and her work on the design of the NIP. Her stature in the higher
education community, the women's movement including the National Association
of Commissions on the Status of Women fostered by the Women's Bureau of the
US Department of Labor, enhanced the trust that women had in the Office of
Women, and thus in ACE. She was an inspiration to the women in the program
and a challenge to the men to be part of the solution to women's opportunities

for leadership. She always was in the forefront of change on behalf of women in
all aspects of their lives, and moreover, she provided a strong and convincing case
for women to assume their rightful place in society alongside their male
colleagues in determining the course of our collective future. (personal
communication, March 24, 2013)

Following in her mentor’s footsteps, Shavlik would assume the role as the new
Director of the OWHE in 1981, serving just a few months before her first full year as the

director in 1982.
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This was the beginning of what would become a more than 15-year co-directorship,
serving alongside Touchton, who was appointed Deputy Director in the same year.

Conclusion

In conclusion, it was this period in the history of the OWHE when it began to
shift from an ideational phase to more of a definitional period. Structurally, the office
began to create its identity by forming programs that were both distinct and enduring.
The formative years of the OWHE experienced the creation of the NIP with funding from
the Carnegie Corporation—a political ally to the office. Without support for this one
program, there would have been no funding for an OWHE, at all. Interesting, the NIP
was a program that both saved and possibly hindered the OWHE. While the NIP created
an organizational identity for the OWHE, and saved it from early demise and closure, it
also limited the potential growth of the office because of its labor intensive nature on the
part of the OWHE staff.

This time period was also critical in creating an organizational identity for the
office to both internal and external ACE stakeholders. The identity of the OWHE was
largely dependent on the hiring of key personnel to include Touchton, the creation and
expansion of the core program of the OWHE—the National Identification Program (and
its partnering National Forums), and the hiring of Donna Shavlik as the director of the
OWHE. These three events not only helped create an OWHE identity, but also, an
opportunity for those associated with the NIP and Shavlik to understand shared
experiences. As a result, the richest and deepest of OWHE organizational sagas prevailed
because of participation in the NIP and admiration for Shavlik.

Finally, the NIP cemented the OWHE organizationally within ACE and

legitimized the office. Taylor and Shavlik were savvy to involve high-powered female
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volunteers in the formation of the NIP, which made the office a player within the ACE
organizational structure. Once this legitimacy was understood by the Council leaders
themselves, they realized it would have been political suicide to pull the plug on the
OWHE—without the NIP, the closing of the office may have happened within its

originally slotted five years.
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Chapter Seven
THE DEFINING YEARS: 1983-1997

While the OWHE was given autonomy in the early years to develop its own
programs, it was mostly because of the fact male leadership did not know how to manage
an office for women, or a female executive—that was new business in the early 1970s.
Upon the arrival of new ACE presidents Atwell and Ikenberry, this autonomy proved
difficult to manage. Over time, however, ACE leaders slowly gained more influence over
the direction and programs of the OWHE. Therefore, due to its reporting structure to
ACE, the OWHE had two sets of masters—the leaders of ACE proper and the women
they served through the office. While the creation of the NIP fulfilled early Council needs
in regard to women, new programs and events helped the OWHE fulfill its more robust
mission to the external stakeholders of the OWHE, and ultimately, the new leaders of
ACE. The retirement of Shavlik placed the office not in crisis or decay, but ready for
change in order to survive.

Educating the Majority: Women Challenge Tradition in Higher Education (1989)

With over a decade of experience working on women'’s issues regarding
professional advancement, Shavlik and Touchton turned their attention to adding to the
body of scholarship on the education and advancement of women. In April 1985, the two
women, along with Carol Pearson, former academic dean at Goucher College, had
completed work on a draft prospectus for a book originally proposed by Pearson
(Touchton, 2012) entitled Educating the Majority: How Women are Changing Higher
Education (Shavlik, 1972-1997, Box 1992, Folder 3, “Educating the Majority”).

The purpose of the publication was to provide “thought provoking, readable

answers to the question ‘If an institution were to commit itself fully to meeting the
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educational needs of women, what would it do and look like?’” (Shavlik, 1972-1997, Box
1992, Folder 3, “Educating the Majority,” p. 1). The book opportunity provided a unique
and different platform to help advance women that had not been previously pursued by
the OWHE. Through this avenue, the leaders of the office hoped it would “empower
educators to make changes that would benefit women and higher education and engender
a dialogue and further study to advance research and practice regarding women”
(Shavlik, 1972-1997, Box 1992, Folder 3, “Educating the Majority,” p. 2). To ensure its
validity in the marketplace, and for the book to be taken seriously in the higher education
arena, the staff strategically assembled a cadre of high-ranking female scholars to
contribute chapters, all of whom approached the writing with a style suited to
academicians in the field. Shavlik believed having these academic qualities contributed
greatly to the success of the project:
I think doing the New Agenda for Women in Higher Education was a surprise.
Nobody seemed to think it was a bad thing— I think we’re the only people who
ever published the last chapter of their book before they published a book. But I
think because it [the last chapter] was part of a book, and we had used standard
academic qualities and content and had a full professor working on it with us as
well as stellar people in the book like Jessie Bernard...[it was one of the three
most important projects of the OWHE.] (Shavlik, 2012, pp. 67-68)
The last chapter of the final section of the book, as described in the quote above, was
entitled The New Agenda for Women for Higher Education and would become the basis
for an entirely new approach to women’s advancement in the OWHE. It became an
innovative way for the staff, and it was hoped the higher education community, to think
about and program differently the services provided through the OWHE:
We did research [in the office]. I think the book we did was important in terms of
the [office]—and even though not a program, it was important. It was important

for us to put forth that new agenda and to steer the mindset away from changing
the women [added for emphasis] so they would be suitable to what higher
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education wanted them to be, to saying what does higher education need to do
[added for emphasis] in order to be suitable for the women? (Shavlik, 2012, p. 33)

This new approach to focusing the efforts on how the higher education environment and
community needed to change, rather than the women themselves, would become the
operational standard by which the office functioned throughout its defining period.
The New Agenda of Women in Higher Education (1987/1988)

By 1984, Atwell moved from his position as Executive Vice President (EVP) at
ACE and was now serving as President of the Council. 7he New Agenda did not emerge
as a result of the book itself; rather, the last chapter of the book (which was titled The
New Agenda) was produced in response to a directive by the Atwell. Upon his
appointment, Atwell decided to not fill his own vacancy by hiring another EVP, which
meant that each division head reported directly to the President, including the OWHE
(Atwell, 2012).

The working relationship between the OWHE and Atwell had a solid base. Atwell

heavily supported the work of the OWHE and the ACE Fellows®, in particular. Atwell
had high degrees of confidence in Shavlik’s ability, and therefore acted in a laissez-faire
leadership style (Goodnight, 2011) allowing Shavlik the freedom to implement as she
saw fit. In his interview for this study, Atwell stated, “Well, I saw to it that they [OWHE)]
thrived. I supported them, budgetarily. I supported them rhetorically down on the stump,
and I believed in their cause” (2012, p. 2). While the Fellows office and the OWHE had

separate and distinct functions, they were located at ACE within doors of each other; in

6 The ACE Fellows Program is a one-year intensive training program for executive-level higher
educational professionals. Fellows are partnered with a host institution whereby they are immersed in
culture, policies, and decision-making processes of that institution. ACE claims the Fellows Program is the
most effective, comprehensive leadership development program in American higher education (ACE,
2013).
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the early years, the leaders from both divisions worked collaboratively on almost every
project:
The two programs went both ways. Women who came through us went to the
Fellows program or then came through a Forum after they'd been a Fellow, so
there was a lot of interaction. And we always — we didn't always, but initially, we
did a lot of programs with them [ACE Fellows] through the Office of Women. (D.
Shavlik, personal communication, July 21, 2012)
At that time, the ACE Fellows program was coordinated by Dr. Marlene Ross, Director
of the program, which reported to Madeleine Green, Vice President of ACE and Director
of the Center for Effective Leadership. Nearly half of the annual graduates of their
program were women. With those numbers, the Fellows program was doing their share to
advance women in higher education, alongside the OWHE:
And that program [Fellows] did a lot to advance the cause of women in higher
education. Under both Madeleine and Marlene, I believe half or more of the
Fellows were women, and you probably know the number of those people would
have gone on to greater glories in higher education, if you think being college
president is greater glory. I think it’s arguable, but at any rate, when you’re an
ACE Fellow, or when you participated in one of those women’s programs, I think
you were supposed to say that when you grow up [laughter], you wanted to be
college president. (Atwell, 2012, p. 3)
With the combined efforts of the ACE Fellows and OWHE programs, by 1984, the
number of women CEOs had doubled since the previous decade; 294 women were now
in head positions (Watkins, 1985), which comprised 10% of the national total (Touchton,
2013). These numbers made it clear to Atwell that the existing programs of the OWHE
were functioning—they had been conceptualized, created, funded, established, and were
producing.
However, in his new role as president, Atwell began to vision the next steps for

the OWHE. In the mid-1980s, he suggested to Shavlik that “it was time for the office to

do something else rather than the NIP”; in essence, he said he thought it was time to
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“declare victory and move on” (Touchton, 2013, p. 7). While there had been a large
increase in the number of women presidents, the staff of the OWHE knew that victory
had not been won, and that the NIP needed to continue; there was still work to be done on
the advancement of women.
With orders from Atwell, Shavlik and her team began to develop a manuscript
that would outline a philosophical statement by which the OWHE would operate—a 17-
page document endorsed by the Commission called 7The New Agenda of Women in
Higher Education, commonly referred to as The New Agenda. Most of the first part of
1985 was spent formulating a planning process for developing the future directions of the
office. The staff held several small meetings, talked with educational leaders throughout
the country, and engaged leaders of both the NIP and the Commission (Shavlik, 1972-
1997, Box 2136, Folder 1 “Summary Report to ACE Board, Feb-April, 1985”). The New
Agenda was best summarized by Dr. William E. “Brit” Kirwan, President of the
University of Maryland, College Park, when he stated, “It is the new agenda of women
for higher education” (Shavlik, 1972-1997, Box 1993, Folder 1 “Welcoming Remarks
Conference Agenda,” p. 2). By design, The New Agenda was an intentional and
pragmatic approach that encouraged institutional leaders to rethink the way their schools
functioned relative to women. The agenda also spotlighted the fact that past strategies of
access and accommodation had not produced real change and called for more
“fundamental change through a redefinition of institutional norms” (Shavlik, 1972-1997,
Box 1993, Folder 1 “Welcoming Remarks Conference on New Agenda,” p.2).
The agenda premiered in 1988 and was the centerpiece of the work of the OWHE

for almost a decade. In the January 1988 issue of the Chronicle of Higher Education, the
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Council presented a public call to action for institutions of higher education to adopt The
New Agenda, noting “higher education’s significance in shaping cultural and social
values” and the impact the agenda could potentially have in promoting such ideals
(McMillen, 1988, New Agenda, para. 4). In its simplest form, The New Agenda created a
“nuanced meaning that it was time for women to stop adapting to higher education, and
time for higher education to adapt to women’s values” (Touchton, 2013, p.7).

Within a few years of its release, more than 10,000 copies of The New Agenda
had been disseminated throughout the country (Shavlik, 1972-1997, Box 1364, Folder 3
“March 31, 1989 letter to Dana Foundation from Shavlik”), and the 15 recommendations,
or “points”, (Appendix KK) had been used by “individual women and Commissions on
the Status of Women to move their institutions, by boards of trustees to challenge their
institutions, and by state systems as part of the requirement for the planning process”
(Shavlik, 1972-1997, Box 2141, Folder 1 “Discussion Paper Priorities 1990-1993,” p.
1).With the recommendations in use by practitioners, elements of change began to take
hold in a new way; rather than just focusing on change for the sake of it, a new emphasis
was on the context in which the change occurred. Not willing to let the progress of The
New Agenda go stale, within four years of implementation, OWHE staff and
commissioners began conversations on the formulation of new recommendations that
would reenergize the plan for a second phase of national activity.
The New Agenda Revisited (1992)

Following the 1988 release of The New Agenda, the OWHE and its various
constituents identified new and evolving components of the first agenda, and in 1992,

provided an updated and more contemporary set of statements and principles for national
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guidance on the culture of women and their role in society. The New Agenda itself had
been “incorporated in master plans, used as a framework for assessing policies, and used
to strengthen and legitimize existing planning efforts on behalf of women” (Shavlik &
Touchton, 1992, p. 48). With such national attention and usage, it was on the heels of that
success the OWHE team set about updating the philosophy to continue a culture of
impact and change. While the original goal of the agenda never changed—for colleges
and universities to become responsive to the values, ideas, beliefs, talents, hopes, dreams,
and visions of women (Shavlik, Touchton & Pearson, 1989)—the recommendations did,
thus producing The New Agenda. Five new items were added to The New Agenda taking
the recommendation total to 20 (Appendix KK). The new items focused on emerging
issues of national conversation to include topics such as women and sports, diversity of
institutional board membership, and ways in which academic departments could
incorporate accountability for diversity into planning processes.

The purpose of the agenda revisited was twofold. Shavlik and Touchton wanted to
better educate the users that the intent was not so much of a checklist approach, but
rather, one for true cultural and institutional change:

Each recommendation should be looked upon as a concept to be taken seriously

and then reshaped according to institutional culture and ethos. Some people have

used The New Agenda as a checklist, but the agenda is intended to serve as an
ongoing road map for institutional transformation. Those institutions that have
used the Agenda in this way have made significant progress and have understood
the complex interrelationships between and among the items. (Shavlik &

Touchton, 1992, p. 48)

The second purpose for Shavlik and Touchton was to put forth a national challenge for

men and women to work collaboratively to find ways to fully “utilize the creative talent
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and energies of all our population” (Shavlik & Touchton, 1992, p. 55). An example of the
role of men is shared:

Well, I think for many men [the programs of the OWHE] did two things. Some it

honestly raised their consciousness [about women] and made them aware, and |

think it also raised consciousness for women and for people of color. I think they
both [the OWHE and OMHE] worked to raise the male consciousness about the
lack of representation and leadership of both groups [women and people of color].

(Lapovsky, 2012, p. 21)

Part of the challenge in moving the agenda forward, as highlighted by Shavlik and
Touchton (1992), was the fact that women, with all their diversity, did not always agree
upon a vision or approach to a collective future even when men who cared about such
change were eager to see it occur. In an effort to help overcome this challenge, the staff
of the office, with support from the commission, created a series of presidents’
conferences to help bring together a more cohesive vision among men and women,
nationally.

An important component of The New Agenda was a series of five presidential
conferences held between 1991 and 1995 (Shavlik, 1972-1997, Box 1993, Folders 1-4,
“Presidential Conferences 1991-1995”). Work on the conferences started in May 1990,
when the OWHE convened a meeting of 18 research university representatives. Their
primary purpose at that meeting was to plan the nature and schedule of events on The
New Agenda for an elite group of presidents and their administrative teams. It was
believed if these research universities (as key leaders in higher education) adopted the
plan, others would follow. The conference was designed to help the participants move

beyond conventional strategies and thought processes they normally espoused, as

expressed by Kirwan in his opening address:
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Higher education is at a crucial point in its efforts to achieve full participation of

women. There is a sense that considerable change has already been achieved, yet

individual campus reports and national studies tell us just how much still needs to
be done. New visions, new strategies, new measures of progress, and new
methods of accountability are needed if we are to attain fundamental and lasting
change. (Shavlik, 1972-1997, Box 1993, Folder 1, “Welcoming Remarks

Conference on New Agenda,” p.1)

Some of the most important discoveries made at the first conference were (a) explicit
recognition that the issue of women’s full participation in higher education was still
fraught with concern, (b) equal pay was still a serious problem, and (c) the recruitment of
women faculty at the associate level and higher remained a challenge (Shavlik, 1972-
1997, Box 1993, Folder 1, “1991 Presidential Conference Summary”). (See Appendix LL
for participating universities of the first President’s Conference on the New Agenda for
Women.).

Spring boarding from the success of the first President’s Conference on 7he New
Agenda, four more annual conferences were held in each year from 1992-1995.
Originally, it was thought there would be just one or two conferences, but their
continuation stemmed from the interest of the participants. Said Atwell in his 1994
opening address:

I’m happy to be here today to open this fourth President’s Conference on the New

Agenda for Women. When the first of these meetings was held in 1991, I don’t

think anybody expected that they would become an annual affair. It’s very

encouraging to see the continued high level of interest in this issue on the part of
presidents and other senior administrators. That kind of sustained interest is
absolutely essential if we are going to make more than minimal incremental
progress in advancing the interests of women students, faculty members, and
administrators. (Shavlik, 1972-1997, Box 2044, Folder 1, “1994 Presidential

Conference Opening Address™)

One new element that transpired as a direct result of these events was the addition of

President’s Roundtables, whereby the staff of the OWHE visited each institution in
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attendance to discuss issues raised at the national conference (Shavlik, 1972-1997, Box
2141, Folder 1, “1992-1993 Report to Hewlett Foundation™).

By the 1994 conference, evidence that many policies currently in place at research
universities that were good for women were often “difficult to implement” (Shavlik,
1972-1997, Box 2141, Folder 1, “October 8, 1993 Commission Meeting Summary,” p.
2). In their commission meeting that fall, the OWHE proclaimed that special attention
was needed to address the slow movement of women through faculty ranks, the
persistence of salary inequities, and the critical role of department chairs in achieving
equity. These issues would create an organizational platform for the valuable work with
the Sloan project under Van Ummersen’s leadership, discussed in Chapter Eight.

The 1995 President’s Conference planning committee was particularly committed
to ensuring the conference was “experiential/interactive in design and model facilitative
learning rather than traditional pedagogy” (ACE, ca.1995, p. 4). It was not enough for the
audience to learn about the techniques; they had to actually use them upon return to their
respective campuses.

While the office was generating new research, publications, and programs to
advance women, they never lost sight of the importance of their hallmark initiative, the
NIP. While energy was devoted to expanding the programs and resources of the office in
the first half of the 1980s, an exorbitant amount of energy was exerted in maintaining the
already existing programs, known to be successful.

Strengthening the NIP and OWHE Programming

By 1985, the NIP and its various programs were established and thriving entities.
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In fall 1989, the OWHE engaged the Commission in an intentional dialogue about the
next phases of the NIP, to include its outcomes. With an estimated 10,000 individuals
having participated in some part of the program (Shavlik, 1972-1997, Box 2142, Folder
1, “ACE NIP: What Next?”), it was apparent it had relevancy, but the staff was eager to
find out how the NIP could be advanced.

With the original three major NIP stages completed, and ACE presidential
stirrings that the NIP had done its job, it was time for the OWHE leaders to get a pulse on
the program to help ensure its future sustainability. Shavlik believed this was essential, as
described in her ten-year review of the NIP:

Each time we have moved to a new stage in the NIP we are struck by the

necessity of simultaneously moving ahead while continuing to address the major

thrust of each developmental stage of the program. Still, it is essential for the
viability of the program periodically to evaluate and rethink what we are doing, so

that we can be more effective. (Shavlik, 1972-1997, Box 2142, Folder 1,

“Highlights of the NIP 1977-1987”)

What were considered by the staff as thought-provoking and genuine questions were
posed for input by the commission.

By 1990, the NIP coordinators had evolved in such a way that at the spring
OWHE leaders meeting, the coordinators were “willing, even eager, to take on leadership
responsibilities in addition to their state roles” (Shavlik, 1972-1997, Box 2141, Folder 1,
“1990-1993 OWHE and Commission Priorities”, p. 2). It was at this meeting that a page
in history turned. While the original concept the NIP was for each state to govern itself,
the OWHE, until that point, had shouldered the responsibility of the leadership aspects of
the work. The new proposal presented by the state coordinators was that the leadership

responsibility of the NIP be delegated to a newly formed executive committee of

coordinators to work with the office to facilitate the NIP network. With limited staff and
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ever new projects, conferences, workshops, and research responsibilities, the OWHE
received the recommendation with open arms.

As the NIP celebrated its 15" year, it was time to revision and reenergize the next
phase of the network. The continuing evolution of the NIP was a large part of the
changing organizational identity of the office. The staff of the OWHE embraced the
recommendation of the NIP coordinators, and in 1991, the National Executive Board of
the NIP was established (Shavlik, 1972-1997, Box 2141, Folder 1, “Report of the
October 1991 Commission Meeting”). Serving at the helm, and appointed by the Director
of the OWHE, was the first Chair Dr. Lucie Lapovsky, Vice President for Administration
and Finance at Goucher College. The role of the newly established Executive Board was
to “promote cross fertilization among the state programs and increase the available
support for their efforts” (Shavlik, 1972-1997, Box 2141, Folder 1, “Report of the
October 1991 Commission Meeting,” p. 2). Board members were expected to serve as
catalysts for advancing the NIP agenda through the state programs and to serve as
mentors for state coordinators. Lapovsky herself set this tone as she played a “crucial
role in sustaining the efforts to advance women at the state levels” (Shavlik, 1972-1997,
Box 2141, Folder 1, “Summary Report to ACE Board May-August, 1992, p. 2).

With the addition of the NIP Executive Board came new approaches in
management and communication styles regarding the work of the NIP. While the OWHE
staff was more flexible in their approach to the work with the NIP, the executive board
was more calculated, and for the first time since the opening of the OWHE, there was a

second group of women advising the OWHE with as much influence as the Commission
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on Women. The board, at that time, was described by the two prominent women working

with it:

I and several members of the board were much more organized, not strategic, but
organized, deadline motivated, et cetera than the office often ran. We also had a
somewhat different sense of being able to delegate things to others rather than
doing everything ourselves. The office ran in a very democratic way, and I think
we believed democracy was fine, but people did have different roles and not
everyone could do everything. And, so it was not inappropriate to delegate
certain things in terms of scheduling and coordinating to different people in the
office, or interns. (Lapovsky, 2012, p. 3)

The Network board took ownership, had lots of energy, and we met together
[OWHE staff and Board] for retreats where they planned the annual coordinator’s
meeting [Leaders Meeting] at the ACE annual meeting. I think it all worked out
well. Donna and I felt that the program was truly institutionalized, that the “old”
coordinators were teaching the “young” coordinators the ropes, and watching it
run “by itself” was just a joy! We were around and available as speakers for
conferences, and to advise the executive board, but it was still a lively and
growing network. (Touchton, 2013, p. 11)

This newly established board provided energy, more concrete deadlines, structured

communication, and another layer for potential mentorship in the NIP.

By 1985, the NIP existed in some form in every state, plus the cities of

Washington, DC, New York City, Chicago, and Puerto Rico; about 30 states had

continuing active programs (Shavlik, 1972-1997, Box 2142, Folder 1, “Highlights of the

NIP 1977-19877). The number of people involved nationally in the NIP was well over

6,000 (Shavlik, 1972-1997, Box 2136, Folder 1, “OWHE Statement of Goals and

Programs”), and over 300 women had served as NIP state coordinators, of which 16 had

moved

into college presidencies (Shavlik, 1972-1997, Box 2142, Folder 1, “Highlights of

the NIP 1977-1987”).
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With over 6,000 women in the program, only two full-time non-administrative

staff,” and continued growth in new OWHE programs, the network was beginning to
outgrow the manpower of the office. With the continued rotation of state coordinators,
and the constant recruitment to replace them, the networks became a largely time-
consuming effort for the OWHE, and over time, many ceased to function as they had in
the early years. Furthermore, the OWHE had expanded the role of the state networks.
Continued special efforts were made to encourage minority women and to educate the
majority women and men on minority women’s issues; the NIP evolved to not just
advance women administrators, but also, issues affecting women students, faculty, and
staff (Shavlik, 1972-1997, Box 2142, Folder 1, “Highlights of the NIP 1977-1987). The
balancing act to keep the networks thriving is described by former Network chair,
Lapovsky:
You know, I think we also helped a lot in trying to keep all of the state networks
alive because at different times we would divide up the networks and we sort of
tried to stay in touch with each of us having five or ten, which was an
insurmountable task for the Office of Women. One of the challenging and
frustrating things for me as I’ve seen over the years is the state networks’ ebb and
flow, and they can be very strong and then they basically die. So [the question for
me was] what are we doing wrong in not being able to keep them at an even keel
or maintain their strength? (2012, p. 5)
With this question in mind, Lapovsky and her committee set about new methods to
invigorate the waning states. Among her initiatives were succession planning, the

changing of weaker leadership to stronger oversight, and the appointment and recruitment

of leaders for states without direction (Lapovsky, 2013).

71n personal communication with Shavlik, March 23, 2013, she reiterated the valuable impact of the many
and talented administrative assistants over the years. She indicated that without their assistance, she and
Touchton would not have had the time needed to pursue the new ventures that ultimately crafted the
success of the office, and thus, the advancement of hundreds of women in higher education.
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While not all the efforts saw immediate gratification, the initiative was well
intentioned for the overall betterment of the NIP, a stance that leaders of the executive
board thought important to the vibrancy and pending future success of the network.
While the NIP was experiencing some challenges, it was always seen as important to the
mission of the OWHE and the national advancement of women in higher education. It
was this dedication to the NIP on the part of the women involved, and the constant
involvement of the staff, that ensured its survival. Lapovsky described the importance of
the network at the state level:

I think it [the NIP] was very important. Its importance varied by state and by how

they ran their program. Some states, they ran them very democratically—all

women in higher education. In others, they were more focused on the mission of
the Office of Women of getting women into vice presidencies and presidencies.

You know, it sort of depended on the women in the state, how many there were,

how many were in higher level positions. I think over the time there was a

challenge of keeping those women who became presidents engaged. In Maryland,

we were very strategic, and we would have one conference a year for all the
women in higher education. Then, we would do a dinner where we invited the

women’s caucus of the legislature and only presidents and vice presidents. (2012,

p.22)

For those women holding leadership positions in the NIP, the task was not always easy,
making their dedication even more paramount. Due to the early autonomy of the NIP,
there was not a single way to approach any one state, making the work of these
volunteers who held full-time executive-level administrative positions even more
challenging.

In 1987, the NIP celebrated its ten-year anniversary at the ACE annual meeting;

the NIP was “regarded by many academic leaders as one of the Council’s most

significant contributions within the past decade” (Atwell, 1977-1986, Box 1701, Folder
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15, “Report to the Lilly Endowment,” p. 2). Third network chair, Judith Prince, described
the impact of the NIP on women and its importance to the OWHE:

One of the key programs of the OWHE was the Network. Of course, I was
involved with the Network, but I cannot, and would not want you to
underestimate the power of the Network itself as a program because you could not
center everything in Washington. You had to move out throughout the country,
and women were hungry throughout the country you know—for leadership
development opportunities, for opportunities to advance. You know, Emily
Taylor taught us: it was not a woman’s ability that prevented women from being
college presidents; it was access. And so, the work of the Network to go out in
each of the states and provide opportunities for women to talk about advancing:
what are the barriers, and what can I do to prepare? And all of those things were
absolutely, incredibly powerful and important. I know that the Network changed
women’s career paths because for many years, women didn’t even think they had
a career path. But, the Network brought attention to the fact that women were
moving through various career paths to a presidency, and that they could see ‘I
chart my path this way’, ‘I can end up that way.” So, the Network [was one of the
most important things the OWHE did] (2012, p. 7)

With the continued growth and recognition of the value the NIP was providing to women

in higher education, Touchton was appointed as its new director in 1995. Below are two

snapshots from history highlighting Touchton’s appointment:
This is not official at ACE, but as you all know, Judy is going to be the Director
of the National Identification Program. I have talked to each of you and Lucie
[Lapovsky; Network Executive Chair], and she is very excited!!! She will explain
it to the Executive Committee. ...she thinks that they will see it as more visibility
and attention for the NIP. (ACE Publications/Audiovisual Materials, 1927-1990,
OWHE, Box 1879, Folder 3, “August 1994 Email from Shavlik to OWHE Staff”)
We [Shavlik and Touchton] decided to “name” me the Director of the NIP
program to legitimize and focus people’s attention toward me and to release her
[Shavlik’s] time and to give me an opportunity to provide more leadership to the
program. To “take hold” so to speak. I welcomed and enjoyed working with the
Board and with the Coordinators. (Touchton, 2013, p. 10)

With only two full-time staff members, Touchton’s appointment to this position helped

create the desperately needed time for Shavlik to tend to director level needs, but largely

limited Touchton’s time to work on the advancement of other office projects. The
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balancing act with the NIP was one of time—if the time was invested in the NIP, the
program seemed to maintain its level of activity, but if time was largely devoted to other
office projects, the NIP seemed to wane, states became inactive, and the overall program
declined.

Shortly after Touchton was appointed, in the same year, the NIP was renamed the
ACE National Network for Women Leaders in Higher Education (ACE, 1997). The
change ensued to emphasize the “expanded vision, structure, and commitment promoting
women’s leadership at all levels and in all sectors of society, not just in education” (ACE
NIP Celebration Program, 1997, p. 5). It was also thought that the name should change
because over the years, individuals had started referring to the program as the NIP (as a
word), rather than saying each letter distinctly as N.I.P. The name change, while political
in nature, was not something that happened quickly. The staff was methodical in the
approach regarding the decision and its impact.

The new name change also captured a long-time initiative the OWHE had been
trying to launch since the early 1980s, initially without success; it was called the Cross
Sector Leadership Project (Shavlik, 1972-1997, Box 2136, Folder 1, “OWHE 1985
Statement of Goals and Programs™). The early plan for the project was to fold women
from business and government in with those from higher education and host a series of
three symposia, annually. While this early project never launched, the idea of it never
died. Two examples of later implementation include the launch of a similar program in
the mid-1990s by the New York City NIP, with the help of Shirley Kenny, President of

the SUNY system at Stony Brook (J. Touchton, personal communication, March 17,
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2013), and the Maryland NIP’s program which built ties among higher education, the
state house, and senate (Lapovsky, 2012). Shavlik shared her recollection:

The Cross Sector Leaders Project was indeed real, but never funded. Ruth

Mandel was then the director of the Center for the American Woman in Politics at

Rutgers and Mary Ellen Capek was the Executive Director of the National

Council for Research on Women. The three of us [Shavlik included] decided to

try and engage the Committee of 200, which I think was the first attempt of

women in business to come together to address advancement and other issues for
themselves and their colleagues. It turned out that they were very nervous about
even stating who their members were, and they were not ready to engage with the
other two sectors—higher education and politics to look at leadership connections
and strategies. The three of us were determined to move ahead anyway and went
to American Express and Helena Rubenstein, I think. We still cooperated and
supported one another and tried to build connections between the two sectors that

were on board. (personal communication, March 17, 2013)

While not all of the initiatives of the office came to fruition, one of the merits of the staff
was the flexibility to allow programs to morph in ways that would still have meaningful
impact for women, even if they were not implemented as originally planned.

After Touchton’s appointment as the director of the newly named Network, other
changes in infrastructure took place. Touchton worked with Lapovsky and her executive
board to reorganize and establish nine geographical network regions with a board
member assigned to serve as a liaison to each region (Touchton, 2013). They believed the
new operational structure would enhance communication, cross-pollinate programming
among the states, create more dynamic collaboration and creativity among the volunteers,
and generally provide a stronger foundation for the state coordinators’ work. The last
focus of Touchton in her new role was to get a “full complement of coordinators and as
many ‘active’ state programs as she could” (Touchton, 2013, p. 10). In 1997, Lapovsky’s

term as chair of the Network ended, and Carol Moore, President of Lyndon State,

assumed the role until 1999.
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The NIP period of the mid-1980s to mid-1990s saw program expansion,
operational changes, new leadership structures, and a name change. Even with the
creation of a board, the workload for the OWHE to keep the NIP/Network engaged was
tremendous. While the NIP was the saving grace for the OWHE, it never became self-
perpetuating, thus impeding the staff members responsible for its maintenance from
advancing a full complement of OWHE initiatives. Keeping a close watch on the
Network, Touchton never lost sight of keeping the states active and identifying women
for future positions of growth—for without this pipeline, there would be a more limited
feeder for the National Forums—the major contributor to advancing women into
positions of executive power.

National Forums

Driven by the state networks, at the end of 1984, a select group of over 550
women had attended a National Forum, of whom one-third had moved to a higher level
of administrative authority: 28 to president, 40 to vice president, 42 to a deanship, and 68
to various other positions (Shavlik, 1972-1997, Box 1965, Folder 1, “OWHE NIP”). The
year 1985, and the following months leading up to the May 12, 1986 Commission on
Women meeting were strong months in terms of women’s placement in higher education,
and the commission applauded the OWHE for the success of the National Forums, which
by then boasted 55 women presidents among its 700 alumnae (Shavlik, 1972-1997, Box
2136, Folder 1, “May 1986 Commission on Women Minutes”). By 1987, women
presidents emanating from National Forums constituted a quarter (24%) of all women
presidents currently in office in the United States (Shavlik, 1972-1997, Box 2142, Folder

1, “Highlights of the NIP 1977-1987”). In context, the number of women college
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presidents doubled in the first decade of the OWHE from 148 in 1975 (5%) to 300 in
1985 (10%). While the Forums provided the necessary structure and learning
opportunities needed for women to advance, they also provided a simple outlet for
networking and problem solving among the participants. The Forum experience is
highlighted in the following passages:
Well, they spent a lot of time at the beginning going around, having each of these
people talk about their life story. Not necessarily important for me to listen to all
of it, but they were networking [added for emphasis] with each other. They were
comparing their universities and colleges—and you know American higher
education’s tapestry of diversity—no two places look the same. So you got the
small, private college people, and then you have the big university people —
public, private, and so forth. The big football schools. All that stuff. And, I think
it was a wonderful opportunity for these people to get to know each other and to
realize we’re all kind of going through some of the same things, the same
opportunities and frustrations, and so on. (Atwell, 2012, p. 5)
Now that I have had time to reflect upon my participation in the Forum last
month, I realize how vital it is for women in higher education. Although the
information presented was useful, one could feel the electricity in the room during
the discussions. ... Women need to help other women move through the “glass
ceiling,” and you and Judy have been advocates for those of us in the “trenches.” 1
have finally gotten the courage to begin to look at presidential positions as a real
possibility rather than as unimaginable. (Friedstein, 1996, para. 2)
It was these sorts of opportunities that provided women with the information, resources,
and confidence to return to their positions and think about professional advancement. By
1992, nearly 100 of the women who had attended a National Forum had achieved the
rank of president, and although small in number, the percentage of women of color
among women CEOs increased from 9% in 1983 to 14% in 1992 (Shavlik, 1972-1997,
Box 2141, Folder 1, “Summary Report to ACE Board May-August, 1992”). By 1996, 50
National Forums had been sponsored by the OWHE involving over 1000 women; 200 of

these women had subsequently moved into higher education presidencies, a significant

burst of activity in four years (ACE, 1996). With consistent numbers of women attending
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the Forums, and obvious success in their placement, the OWHE had a wealth of
information regarding additional women who could be considered for executive openings
across the nation. This led to a more formalized relationship regarding both the
nomination process, and the work with executive search firms.

After the formation of the NIP and National Forums, a veritable surge of
nominations, recommendations, and consultations with search committee chairs and
consultants became an ongoing and natural part of the daily ebb and flow in the office:

Donna and I were equally involved in the identification of women for specific

positions, but it was under my responsibility to get the letters out and meet

deadlines. I also tracked the number of nominations/recommendations sent. We
both spent hundreds of hours on the phone with those seeking positions and others
seeking candidates. Sometimes a phone conversation was sufficient; sometimes
formal letters of nomination were required. Many of the conversations occurred

after the close of the regular business day. (Touchton, 2013, p. 8)

As a result of the influx of work with search consultants (for context, this was before
email), the OWHE, together with the Office of Minority Concerns and Fellows program,
proposed to ACE leaders a formalized search and nomination process. The OWHE staff
further explained to Atwell that they were spending a large amount of time “teaching” the
firms about how searches were handled in academia, with no compensation for their time
and energy (Touchton, 2013, p. 8). With the blessing from Atwell to pursue the initiative,
in October 1983, Touchton wrote a proposal in search of external funding for an ACE
Senior Executive Leadership Service (Shavlik, 1972-1997, Box 1977, Folder 2, “Proposal
Abstract Executive Leadership Service”). Shortly thereafter, the proposal was met with
positive results, and the Charles A. Dana Foundation provided a grant for a period of

three years in the amount of $75,000 to fund executive searches for private four-year

liberal arts colleges (Shavlik, 1972-1997, Box 2141, Folder 1, “June 7, 1984 Letter to
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Peltason”). The William and Flora Hewlett Foundation provided the $20,000 in matching
funds for the program’s first year (Shavlik, 1972-1997, Box 1977, Folder 2, “December
7, 1985 Report Summary to Dana Foundation™).

As the program unfolded, smaller sub-enterprises emerged to include a proposal
for search-firm roundtables. It was evident the firms were making large commissions off
the placements they made with the help of the OWHE and Fellows, without ACE
benefiting, financially. Upon this realization, Atwell immediately saw a new opportunity
for membership revenue. Atwell liked this new idea so much that he endorsed the
roundtables (Touchton, 2013) and named it strictly with the ACE moniker, rather than
that of the OWHE’s. The program was called the ACE Roundtable of Executive Search
Firms (Touchton, 2013; see Appendix OO), commonly referred to as The Roundtables, a
sub-component of the Senior Executive Leadership Service. In 1985, once the initiative
was formalized and named, it was operated under the supervision of the OWHE (Shavlik,
1972-1997, Box 2141, Folder 1, “Summary Report to ACE Board Jan.-April, 1992).

The first meeting of the roundtable took place at the Carnegie Foundation in New
York with 17 firms in attendance (Shavlik, 1972-1997, Box 2136, Folder 1, “ACE Board
Summary Report February-April, 1985). Atwell chaired the meeting “candidly
describing what he had in mind and why” (Touchton, 2013, p. 8). Shortly after the first
meeting in 1985, Touchton was appointed as the director of the initiative, responsible for
memberships and liaisons and the planning of the meetings (Touchton, 2013). The data
on the 1986-1987 roundtables provide evidence of just how successful the program was:

214 searches were conducted, 496 names were nominated, and 70 private institutions
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were served in the process (Shavlik, 1972-1997, Box 1977, Folder 2, “ACE Senior
Leadership Services”).

Following the implementation of the roundtables, the OWHE again turned its
attention to the dissemination of research and scholarship through publication, a central
mission of the office. In 1984, the year prior to the founding of the roundtables,
Madeleine Green, Touchton, and Shavlik drafted a joint ACE/AGB publication
(Touchton, 2013), Deciding who Shall Lead: Recommendations for Improving
Presidential Searches. This early work spurred the concept for additional research on the
topic, and in 1989, Touchton published her article Maybe We Need a Search Firm.

In the middle of that same year, Touchton proposed to the OWHE commission a
series of roundtable papers, the first of which was called Considerations in the Use of
Search Firms in Higher Education (Shavlik, 1972-1997, Box 2136, Folder 1, “1989 The
Roundtable Papers Draft,”). The roundtable papers were finally launched in 1990
examining various aspects of the search process, enabling the roundtables to emerge as
one of the most important programs to the external constituents of the OWHE, evidenced
by these statements:

Oh, the roundtable of search consultants. I think that was a really important one

[program of the OWHE]. They acted as nominators and they answered and gave

names to search consultants all the time. ...It was a very personal thing that they

motivated women to move on to presidencies and vice presidencies. (Lapovsky,

2012, p.5)

And then very directly, I mean all of the leaders of that office, but I think

particularly of Donna, they kept track of women’s careers and figured out how to,

you know, to match the women in the Network to openings and positions. So

they were very strategic about helping women to identify positions and move into
them...through the executive search piece of it. (Holmgren, 2012, p. 6)
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The roundtables played a significant role in not only the nominations of the women
working with the office, but also, created a general education process for those involved
in job searches. Additionally, the roundtables created a national platform through which
OWHE constituents could see the larger impact of the office on its work on advancing
women.

Throughout the Shavlik and Touchton administration, the OWHE provided
assistance, direction, and coordination to the ACE Senior Executive Leadership Service;
two major components of which were the ACE Roundtables and the generation of
scholarly activity. Never losing sight of the importance of advancing women, and
balancing the workload of the NIP, the office and its staff did its best to start new
programs such as the roundtables. Amidst the busy schedules, always on their minds
were women of color, recognizing their needs were slightly different.

By 1984, now nearly five years old, a critical emphasis of the NIP was the
FMWA program. The NIP FMWA investment started to pay off when the participation of
minority women in Network activities increased significantly as a result of special efforts
to identify and involve Black, Hispanic, Asian/Pacific, and Native American women
(Shavlik, 1972-1997, Box 2136, Folder 1, “OWHE Statement of Goals and Programs”).
The FMWA programs, which were designed to “provide a vehicle for minority women to
be identified to one another and to change agents who could assist with their
advancement as well as to educate the higher education community regarding issues and
concerns of minority women” (Atwell, 1977-1986, Box 1701, Folder 15, “Report to the
Lilly Endowment,” p. 2) were working—minority participation in National Forums had

more than doubled, and comparable numbers were emerging at the state level.
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In response to the FMW A mission, and the recommendation from the participants
of a previous Forum held in April of 1984, the OWHE sponsored a third minority
National Forum designed specifically for Black women, considered as part two of the
previous 1984 Forum. The Forum was developed in response to a national shortage of
Black women in leadership at HBCUs, and by design, was focused for women interested
in the administration of historically Black colleges (Atwell, 1977-1986, Box 1701, Folder
17, “Report to the Lilly Endowment”). While ACE had a distinct office working with
issues of minority concerns (founded in October 1981; Shavlik, 1972-1997, 2008, Folder
1, “December 1982 Report to the Donner Foundation™), the Forums were a key
component to the work on minority issues through the OWHE. Together, the two offices
worked to promote a national agenda on the advancement of minorities in higher
education, and in 1987, Atwell launched the ACE Minority Initiative at the January ACE
annual meeting (Atwell, 1977-1986, Box 1695, Folder 5, “1987 Memo to OWHE
Leaders Network™). Because one of the major facets of the NIP was the FMWA, the new
ACE initiative was timely. A note of particular interest is that sometime after the launch
of the ACE Minority Initiative, Shavlik received a handwritten referral of an up-and-
coming young black woman from Shirley Malcolm. The referral stated:

Donna: I have a person you should watch in terms of leadership development. She

is young, so you may have to wait awhile. Her name is Condoleeza

[Condoleezza] Rice. She was on the faculty at Stanford, but is now on the staff of
the National Security Council. She is a Soviet scholar, Black, and female. (n.d.)

This piece of information regarding the referral of Rice is not the only hidden jewel
amidst the backdrop of the history of the OWHE. Another unknown piece of history is

embedded in an initiative called the Women Trustees project.
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Regarding the strengthening of the NIP, in 1985, the OWHE drafted a plan called
the Women Trustees Project. The origin of the project grew from the success of a few
individual state networks which successfully launched programs involving female
university trustees within their respective states. The main goal of involving the female
trustees was to help propel executive careers of women within higher education within a
specific state. The first states to successfully start such programs were New Jersey, North
Carolina, Wisconsin, and Louisiana (Shavlik, 1972-1997, 2008, Folder 1, “March 20,
1982 Report to the Carnegie Corporation NIP Phase I17).

Using the state system success as the basis for the proposal, the OWHE hoped to
initiate a broader national spectrum whereby NIP leaders could develop and share
strategies to involve state trustees, knowing these women held power in presidential
appointment decision making. Other areas of emphasis for the project included “routes of
access to boards and expanding personal effectiveness on boards” (Shavlik, 1972-1997,
Box 2136, Folder 1, “OWHE 1985 Statement of Goals and Programs,” p. 3). While the
project was something the OWHE “thought would be really useful, it never got off the
ground in a formal way” (J. Touchton, personal communication, March 17, 2013).
However, the concept was impactful in the later work of the NIP coordinators and
leaders, as depicted by these quotes:

I recall our thinking about trustees a lot from the late 70s. The New Jersey NIP

headed by Mary Ellen Capek (coordinator) made it a focus of their work and

conferences. I think the essay that Rosemary Park (former president of

Connecticut College) wrote was for one of those conferences. Later, Donna

reached out to AGB and did some Women as Trustees programs with them. (J.

Touchton, personal communication, March 17, 2013)

Georgia, I believe, was the first state to include women trustees in a special

meeting. They invited women trustees who lived in the state and worked with the
colleges and universities in the state, and they also included, when they knew

308



about them, women who were trustees of institutions in other states. Other states

did follow suit, and in varying degrees had similar meetings. This idea was such

a good one we tried to get all the states to use it. (D. Shavlik, personal

communication, March 17, 2013)

Although not successful in its entirety, the focus on women trustees was a project that did
have impact upon certain states and helped enhance state programming for women.
During that same time period, the OWHE was also planning another new initiative, the
Research Seminar on Women’s Leadership. While the trustee project did not take hold as
was hoped, the Research Seminars witnessed a much higher degree of success.

The first Research Seminar on Women’s Leadership was held in 1984 and was
sponsored by the Ford Foundation. As a follow-up, on October 7, 1985, the OWHE
hosted a second seminar called Women Researchers in Higher Education, funded by
TIAA-CREF (Shavlik, 1972-1997, 1965, Folder 2, “Highlights Research Seminar on
Women'’s Leadership”). The focus was on various research topics germane to a multitude
of issues women encountered in the field of higher education, while the purpose was to
“talk about state of the art of research on women administrators and leaders in higher
education” (Shavlik, 1972-1997, 1965, Folder 2, “Highlights Research Seminar on
Women’s Leadership,” p.1). The OWHE identified specific desired outcomes of the
seminar to include the development of a research agenda to be featured in the first
ACE/OWHE annual report and to identify areas of interest of the researchers themselves,
among others (Shavlik, 1972-1997, 1965, Folder 2, “Highlights Research Seminar on
Women'’s Leadership”).

The main theme that emerged as a result of the meeting was “a uniform concern

that women’s issues are considerably less visible and audible than in the 1970s and early

1980s, and therefore, special attention needs to be given to the issues in higher education
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and nationally, lest important gains be lost” (Shavlik, 1972-1997, 1965, Folder 2,
“Highlights Research Seminar on Women’s Leadership,” p. 2). From the seminar
emerged two areas suggested for the future research agenda: (a) the continuing need for
knowing the numbers related to women and their advancement, and (b) moving beyond
the numbers to understanding if women made a difference and the perceptions and
implications of “critical mass” (Shavlik, 1972-1997, 1965, Folder 2, “Highlights
Research Seminar on Women’s Leadership,” p. 4)

In an effort to ignite outcomes regarding these areas of future research, the
OWHE formulated a series of presidential summits, creating what would be the most
efficient tracking method regarding women’s career advancement in higher education, as
well as an understanding of the impact of women in terms of critical mass. These
summits would meet not only the objective of research on women, but also, the office’s
commitment to programming for female presidents in the US.

Women Presidents’ Summits

In 1990, the OWHE created four priorities by which it would function for the
following three years (Appendix MM). The second priority, right behind The New
Agenda, was to strengthen and enhance service to women presidents. As part of its
culture, the office always had an eye on promoting women to the college presidency, but
with increased interest in OWHE programming by ACE, this was a way to appease
Council leadership. By 1990, there were 328 women as CEOs (11%) (Shavlik, 1972-
1997, Box 2141, Folder 1, “1990-1993 OWHE and Commission Priorities”); however,

while the increase was seen as “significant and noteworthy,” it was also seen as neither
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“dramatic nor representative of the talent pool” (Shavlik, 1972-1997, Box 2141, Folder 1,
“1990-1993 OWHE and Commission Priorities,” p. 2).

With this viewpoint, and again changing the organizational identity of the office,
the staff recommitted their energy to the identification of women for presidencies, the
retention of those in situ, and the increased visibility of women presidents as a means of
promoting and validating women as CEOs and social change agents. The Women
Presidents’ Summits were the central way in which the office responded to the need for a
recommitment to female presidents and their power to not only affect change on their
own campuses, but globally. The summits remain an area of personal interest and regard,
according to Shavlik:

I really wanted to write about the Presidents’ Summits myself and planned to

when I retired because I saw the summits as critical to sustaining and supporting

women presidents, as well as being connected to what was going on in the
women's movement at the time. The connection, congruence, and duplication of
issues between the Twelve Areas [of the 1993 Summit] and our original 11 papers
from the first summit were amazing. This is why I wished to write about it, since
it was clear that everyone knew about what was important to work on regarding
women's full and equal participation in global society. I feel very pleased that we

did this work in the 1990s and that some of the presidents still remember this

experience. (personal communication, March 17, 2013)

The summits produced a mechanism through which female presidents and the office staff
could distinctly interact, linking the ACE mission to the work of the office.

The historic 1990 first Women Presidents’ Summit took place in Washington, DC
and captured the imagination of nearly 200 women presidents, including 13 international
women rectors (Shavlik, 1972-1997, Box 2141, Folder 1, “1992-1993 Report to Hewlett
Foundation”). The W. K. Kellogg Foundation provided a $25,000 grant to help offset the
planning costs of the meeting (Shavlik, 1972-1997, Box 1991, Folder 1, “Financial

Report to W.K. Kellogg Foundation”). The summit celebrated women’s leadership
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around the world; the tone and importance of the first summit are captured in these
quotes:

The event provided a forum for the discussion of major social and political issues

and for an exchange of ideas with women executives from government and

business. ... Women leaders play an increasingly important role in shaping public
and international policy. We believe the summit provided a unique opportunity
for such leaders to contribute to the perspectives of the various sectors they

represent to a constructive discussion of global issues. (Shavlik, 1990, para. 5)

The usual explanation that is given to questions about why the agenda for women

is not being met is that there are not yet sufficient numbers of women in positions

of influence in universities for them to be able to alter the corporate culture.

While that sounds accurate on the surface, I’ve observed that even when we

participate in high-level institutional policy-making as more than token members,

women do not express a common set of values about those issues we traditionally
call women’s issues. In that respect, this summit, and those that follow, play a key

role. (Wilson, 1990, para. 7-8)

The summit provided a national platform for female presidents to convene and discuss
issues of national policy in a setting where common values could be established. The
attendees of the summit enthusiastically endorsed a future summit be held, to which the
staff of the OWHE responded.

While the first conference followed a more traditional model of participation and
focused on strength, power, and the potential of women’s leadership, the second summit
was designed to be a participatory conference in which work began before the event and
continued after the gathering of the women presidents (Shavlik, 1972-1997, Box 2141,
Folder 1, “October 8, 1993 Commission Meeting Summary”). The event focused on
increasing the public role and voice of women leaders in shaping national and global
agendas, as depicted by Shavlik:

The 1993 summit was constructed around what we learned about the way in

which many women chose to solve, or at least interrogate problems, e.g.—they

tended to understand the connections between single issues. So, the second set of
papers was constructed around what we considered to be joint [added for
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emphasis] issues—the intersection of public and private life. For example, war

and peace (where we learned that there was not another definition of peace that

was not the opposite of war!!) and the environment and the economy. (personal

communication, March 17, 2013)

This approach created a much broader discussion of issues that pushed the participants to
think more critically about problems and ways in which to solve and approach them, an
important aspect to the everyday work of a college president.

In June 1993, the same year as the 20" anniversary of the OWHE, the second
Women Presidents’ Summit was held. With a more global purpose for the summit, the
office updated the ACE US women CEOs list (Shavlik, 1972-1997, Box 1891, Folder 4,
“ACE Women Chief Executives March 1993”) and hired Haney Associates to compile
the international women college and university CEOs in order to invite them to the event
(See Appendix NN for the international attendees). The compilation resulted in the
March 1993 production of the book International Women Presidents in Higher Education
(Shavlik, 1972-1997, Box 1891, Folder 4, “International Women Presidents”).

Helping to fund the summit was the Hearst Magazines Division of the Hearst
Corporation (Shavlik, 1972-1997, Box 1891, Folder 3, “Overview of the 1993 Summit”).
Three sessions steeped in discussion papers were designed to prepare participants in
advance of the 1995 United Nations (U.N.) Conference on Women. The results of the
work of the participants of the 1993 summit produced a major outcome —A Blueprint for
Leadership: How Women College and University Presidents can Shape the Future
(1994), which was a 23-page booklet summarizing recommendations for how women
college and university presidents could impact and help mold the future. Within the US,

copies were sent to all members of Congress, federal cabinet officers, and college and

university presidents; internationally, the report was sent to all identified international
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female presidents and rectors (350), the International Association of University
Presidents, and the United Nations Secretariat 4™ World Conference on Women (OWHE
Records, 1975-1998, Box, 2193, Folder 4, “The Importance of Greater Public Role for
Women...Presidents™).

Externally, the book was intended to be a “blueprint for action to guide women
presidents worldwide in their efforts to ensure that women’s voices would be heard on
issues of importance to respective nations and the world” (Shavlik, 1972-1997, Box
2141, Folder 1, “1992-1993 Report to Hewlett Foundation,” p. 1). These expectations
were met by many college and university presidents at institutions such as Chatham
College, Indiana University, Scripps College, Seton Hall, and Wilson College (Hoffman,
1996). Presidents of these schools reported to the OWHE various ways in which they
implemented the recommendations of the Blueprint. These included intolerance toward
domestic violence, creating international day celebrations on campuses, curriculum
change and development, and new centers on campuses focused on sustainable living and
internationalization.

Internally, the Blueprint had an entirely different focus, as the staff of the OWHE
used the principles to form the “nucleus of the office’s activities to help higher education
institutions prepare men, as well as women, for women’s more public roles” (Shavlik,
1972-1997, Box 2141, Folder 1, “1992-1993 Report to Hewlett Foundation,” p. 1). The
major context-setting theme was Making Connections: Global Perspectives and Women
Voices. Three issue papers were assigned: Redefining War and Peace, Economics and the

Environment, and the Intersection of Public and Private Life. These topics were carefully
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chosen to advance the office’s vision for the summit. This vision was described in the
following way:

Our vision is that the 1993 SUMMIT will result in an action agenda that women
presidents worldwide will promote over the next several years. This presidentially
driven agenda could be used by women presidents in strategic planning processes,
campus program development, speeches, and other local, national, and
international community activities. (Shavlik, 1972-1997, Box 1891, Folder 3,
“Overview of the 1993 Summit,” p. 2)

The intended outcome of the summit was to create a series of resources for use by female
presidents across the nation.

In addition to the traditional summit agenda, the OWHE prepared a host of other
activities in honor of the international spirit of this second presidents’ summit. Following
a successful request from Shavlik to First Lady Hillary Clinton (Shavlik, 1972-1997, Box
1891, Folder 3, “Letter from Shavlik to Clinton April 2, 1993”), the highlight of the
summit occurred on the final evening where participants spent time as special guests of
Hillary Rodham Clinton at the White House (Shavlik, 1972-1997, Box 1981, Folder 3,
“Summit Agenda”). Said Shavlik and Touchton about the event:

Being invited to the White House for a reception in the Rose Garden hosted by
the First Lady was VERY exciting! The women presidents were absolutely
thrilled to be invited, to attend, to meet Hillary, and to look around. Hillary was
personable, charming, engaging, gracious, shook hands with everyone, had a
photographer on hand to take a picture of her with each person, and later we all
received our respective photos. She was well prepped, had nice things to say
about the role of those leaders and our program, about the important role women
have to play throughout the world, etc. It was a highlight that I still hear people
reflect on occasionally, and it was 20 years ago! (J. Touchton, personal
communication, March 17, 2013)

Hillary was amazing. She spoke to the entire group, she spoke to each person
individually and had a picture made with her or him. She was articulate about the
concerns of women and she was a gracious hostess. I believe this was the
highlight for the presidents, as well as those of us planning the event. (D. Shavlik,
personal communication, March 17, 2013)
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The event at the White House was a clear highlight of the summit, creating a memorable
OWHE saga as the participants and the staff interacted with the First Lady in a one-on-
one setting.

While the OWHE staff dedicated exceptional attention to the participants of the
summit through these additional events, a special and unique award was also bestowed
upon the ACE OWHE at the Summit—the GOOD HOUSEKEEPING 1993 Seal of
Community Service to Girls and Women (Shavlik, 1972-1997, Box 1891, Folder 4,
“Remarks by John Carter of GOOD HOUSEKEEPING ”):

The American Council on Education’s Office of Women has kept its special

promise to women and girls through its successful programs to promote women

leaders, women’s leadership, and institutional environments respectful to women
and girls... GOOD HOUSEKEEPING commends the OWHE and GOOD

HOUSEKEEPING salutes all the women leaders in education... (Shavlik, 1972-

1997, Box 1891, Folder 4, “Remarks by John Carter of GOOD HOUSEKEEPING

,” para. 3-4)

While the visit with the First Lady was the highlight for the participants, the GOOD
HOUSEKEEPING award was a highlight to the staff of the OWHE.

The 1993 summit was a hallmark program for the OWHE. With its focus on cross
issues of public and private sectors, a deeper examination of critical world issues
impacting women, exceptional programming for the participants, and the production of
post-summit action items in the form of the Blueprint, the event was revered as a major
victory for the OWHE. Following the success of the 1993 summit, another 1996 women
presidents’ summit was held.

In his opening letter to the 1996 participants of the event, Atwell gave special

recognition to Dr. Janet Holmgren, President of Mills, for hosting the third presidents’

summit (ACE, 1996). The event was largely shaped in response to the Platform for
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Action of the 1995 U.N. Fourth World Conference on Women, where women and their
organizations were urged to address the condition and status of women and girls
throughout the world. With this urging, the OWHE shaped the question for the summit:
“What will we do with this agenda?” (ACE, 1996, p. 3). The challenge posed for the
summit was “to determine which parts of the United Nations Conference agenda can, and
will we address, and how can we best go about it?”” (ACE, 1996, p. 3). In response to this
question, the conference was comprised of seven plenary sessions to include topics such
as women presidents addressing women’s agendas for the future and responsibilities as
women leaders to speak out on women’s issues. These sessions constituted a wide range
of topics to address international and national advancement of women across multiple
dimensions (ACE, 1996). Following the summit, in order to not only make the Platform
for Action visible on campuses across the country, but also to advance strategies of
implementation, the presidents were encouraged to develop and sponsor activities,
events, and debates that focused on the issues of the conference. Said Lapovsky about the
Summit: “the women presidents left the Summit with a renewed commitment to
continuing their effort to advance women’s leadership in higher education and to develop
concrete strategies with which to do so” (Lapovsky, 1996, p. 3).

Like the quote from Lapovsky regarding the third summit, each of the three
summits presented an opportunity for women presidents from around the globe to
convene for a brief period and examine issues related to women’s advancement both
professionally and socially. The summits were described in this way:

At all the summits, we tried to uphold the values of diversity, of connection

among ourselves and the issues, of the importance of being true to ourselves as

women, of providing time to interact with one another, of having fun and
including what we considered to be symbols of women's culture—music, women
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speakers, and a nice environment. (D. Shavlik, personal communication, March
17,2013)

The events were an important aspect of the philosophical work of the OWHE for three
reasons. First, the session topics were generally focused on social issues impacting
women globally. Second, the participants were required to not only participate, but to be
active in producing essays, academic papers, and discussion topics for small group work
prior to the event. And, finally, the participants had direct responsibility for action on
respective campuses following the event.

A fourth summit took place in June 2003 and is discussed in Chapter Eight. In the
midst of the first three presidents’ summits, the OWHE also planned for two major
milestone events—the 20-year anniversary of the OWHE in 1993 and the NIP in 1997.

At the 1993 ACE Annual Meeting in San Diego, the OWHE played the largest
role in an annual meeting since its founding—celebrating its 20" anniversary. ACE
hosted an exclusive session, Twenty Years of Progress for Women in Higher Education
(Shavlik, 1972-1997, Box 1988, Folder 9, “Summary Report to the ACE Board January-
April, 1993”).

On a separate occasion, the silver anniversary of the NIP was recognized at the
February 1997 Annual Meeting of ACE. The staff and volunteers were eager to garner
one of the ACE slots, as the perception was it would create a more prestigious aura to
better honor the work of the many volunteers who had given so much of their time and
energy over the past 20 years. Two key players of the silver anniversary share their
experience:

And, on our silver anniversary [of the NIP] they [ACE] let us serve at the lunch

program, where I spoke and Yolanda Moses was our keynote speaker. We put
together that big silver brochure. So, I never heard it said that, “ACE wants you to

318



do this.” It was, “We want to do this. Donna go tell them.” [Pause] We never got

the feeling that they [ACE] understood how strong a following we had and that

they could advantageously use us to support them. (Lapovsky, 2012, p. 8)

While I do not remember my keynote address specifically, I do remember that it

was a celebration of 20 years of accomplishment. I know that I talked about my

personal experience with ACE-OWHE. It gave me an opportunity to get training,
but also, exposure to female role models that gave me the confidence to be the
kind of leader that I have been throughout my career. (Y. Moses, personal

communication, April 15, 2013)

The women leaders of both the NIP National Network Executive Board, as well as the
Commission on Women, were keen to ensure the NIP received its proper
acknowledgement at the ACE annual meeting. A task force decided that a booklet
highlighting the achievements of the 20 years of the NIP was not only an immediate way
to create such recognition, but would also generate a lasting piece of history to be used by
others for years to come. What commonly became known as the silver brochure was
produced as the central document accounting the history of accomplishment of the NIP
over its past 20 years. Whether by design or default, almost every publication produced
by the OWHE has become a resource for women, a goal of the OWHE since its
inception.

In addition to a new round of strategic planning by the OWHE, the majority of
these events, conferences, and research agendas emerged simply as a function of the
staple programs of the office, the NIP, and the Forums. While the office worked
diligently to ensure the success of these hallmark programs, there was no time to rest on

laurels. As a result, the office began a second phase of activity centered on developing

new resources for women in higher education throughout the world.
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Developing Resources for Women

With a strong success rate in the United States, Shavlik set her sights on bringing
together women across the globe to examine not only the advancement of women in
higher education, but in the private sector, as well. At the May 1989 meeting of the
Commission on Women in Higher Education, Shavlik reminded the commission that
much energy had been devoted to encouraging and promoting women to leadership
positions, and that in recent years, the concerns of the OWHE for women’s opportunities
had “expanded more explicitly to include all women” (Shavlik, 1972-1997, Box 2137,
Folder 1, “May 1989 Commission on Women Minutes,” p. 1).

The continued support for the OWHE to develop resources for women was
confirmed through the ACE strategic planning process of 1990-1991. The Council
continued to see value in the work on the advancement of women for both extrinsic and
intrinsic reasons. Extrinsically, there was value because of its own priorities in national
higher education policy making and concerns about the changing roles of women and
men in international countries where ACE was seeded (Shavlik, 1972-1997, Box 2142,
Folder 1, “ACE 1991-1994 Strategic Plan”); and intrinsically, because leadership
recognized the barriers faced by the men and women attempting to impact change had
been persistent. At the international level, the complexity of the interrelationship of
women’s issues was more convoluted than originally perceived in 1973.

In 1995, the OWHE planned an office retreat. Two of the goals of the retreat give
historical evidence to the tone of the office at that time. In a handwritten list of notes,
Shavlik had penned at the top, “examine the ways we talk and think of our women’s

issues,” and “establish a less hectic atmosphere, and complete current projects” (Shavlik,
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1972-1997, Box 1879, Folder 3, “OWHE Retreat, January 12, 1995, p. 1). After a
thorough examination of the archives and documents, it is clear that the staff was in a
constant state of change and evolution, always seeking the next project or initiative to
impact the culture of women in US higher education, while trying to balance the NIP.
This largely impacted the organizational identity of the office over the years. It seemed
the office was in search of the next major event that would have similar impact to the
NIP. Shavlik and Touchton were moving from project to project and proposal to
proposal. Describing this period of activity is Touchton’s first-hand account:
That period of the mid-to-late 80s is a bit of a blur in my mind, for reasons I now
understand. From my perspective, tending to focus on concrete events and
projects, I was always trying to improve systems and infrastructure for the
OWHE, as a whole. ...Donna was on the road, a /ot [added for emphasis]. She
always had her eyes on the big issues, emerging trends, areas of neglect, and what
needed to be done. I was more focused on the concrete events and projects. The
period of 1992-1998 is blurry, too. (2013, p. 9-10)
This eagerness to create and desire to make impact formed an atmosphere of intensity
that for almost any other team would have been impossible. The intense work pace in the
OWHE created an interesting outcome in that the more projects the office undertook, the
more broadly the staff connected with women from across the continents. In a way, the
office had done so much so quickly in the US, that in order to keep advancing and
moving the women’s agenda, the office had to step outside the country, or remain
landlocked, as it were.
In 1992, the OWHE was invited to a conference by The Institute of Women of the
Ministry of Social Affairs of Spain. This event marked what was stated to be the first-

ever international program where women from higher education, public administration,

and business met to discuss common issues and develop strategies for mutual welfare
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throughout Spain (Shavlik, 1972-1997, Box 2141, Folder 1, “Summary Report to ACE
Board May-August, 1992”). Attending the conference from the OWHE was Shavlik, who
gave a presentation on the NIP and other strategies used in the US to develop and
promote women’s networking and advancement. Immediately following the Spain
conference, Shavlik attended the 1992 Global Forum of Women in Dublin, Ireland,
where she made many contacts from throughout the world. These early international
conferences and global contacts helped spawn Shavlik’s vision for a proposal she would
submit in preparation for the 1995 Fourth World Conference on Women.

Prior to the September 1995 UN Fourth World Conference on Women (Beijing
Conference) was a critical March 1995 Non-Government Organization (NGO) planning
and preparatory meeting held in New York. In an effort to prepare prominent higher
education female professionals for the planning meeting, and subsequent Beijing
conference, Shavlik sought funding from the Ford Foundation (D. Shavlik, personal
communication, March 17, 2013) to enable a diverse group of women presidents to
attend an OWHE seminar. This seminar occurred prior to the NGO and 39™ session of
the UN Commission on the Status of Women, the preparatory body for the World
Conference.

The OWHE seminar was intended to prepare and inform women for the important
March planning meeting, which would shape the Beijing conference and its various
conference sessions. Women were selected from each region of the world by the OWHE
to attend the seminar, and it was these women who planned the International Network—a
group “dedicated to amplifying the voice of women in matters of public policy and public

interest at the local, national, and international level” (Shavlik, 1972-1997, Box 2139,
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Folder 1, “International Network Proposal,” p. 1). The working representatives in the
position of CEO of their university were recruited from around the world to do two
things: (a) design the international network, and (b) develop a “protocol for their
colleagues”—it was called a protocol because it represented a document that all of the
participants had to agree to and endorse (Shavlik, 1972-1997, Box 2139, Folder 1,
“International Network Proposal,” p. 3.).

The benefits of attending both the OWHE seminar and the March planning
meeting, said Shavlik, was the “opportunity for participants to contribute to the UN draft
document, a Platform for Action, and to prepare presidents for effective, focused
participation in the Beijing Conference itself” (Shavlik, 1972-1997, Box 2139, Folder 1,
“International Network Proposal,” p. 2). Following the March meeting, it was expected
that the protocol would be presented to the international cadre of presidents and other
interested women leaders at the Beijing conference (Shavlik, 1972-1997, Box 2139,
Folder 1, “International Network Proposal”). Because the Platform for Action was to be
considered for adoption at the UN World Conference, attending the March planning
meeting created an opportunity for global female presidents to have a voice in the process
and for that voice to be heard, as the “document was to be shared with every identified
woman college and university president in the world” (Shavlik, 1972-1997, Box 2139,
Folder 1, “International Network Proposal,” p. 3).

At the time of the Beijing conference, there were more than 450 women
presidents in the US and more than 500 internationally (Shavlik, 1972-1997, Box 2139,
Folder 1, “International Network Proposal”). While the numbers of female leaders were

not where the OWHE wanted them to be, it was apparent the volume was significant
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enough to warrant collective action on the advancement of women, by women. It was
also believed by the OWHE that many of these global women presidents were in the most
powerful positions held by women in their countries, and the opportunity to impact
change was ripe. Once the work of the OWHE seminar and the March planning meeting
was complete, the next step in the process was participation at the Beijing Conference.

(See Figure 8 for a complete layout of the various meetings details).

NGO NYC Planning Protocol
Meeting March 13-14, Dissemination

1995
May-August 1995

to all U.S. and
internationl higher
*Protocol Adopted education presidents

*International
Network Formed

OWHE Seminar OWHE International

March 11-12, 1995 Network

- .
De5|.gn determine agendas
International United Nations Fourth for two or three

World Conference of

Network Women workshopsto be

189 Countries adopt conductedin Beijing

The Platform of Action &
Twelve Areas of Concern

September 4-15, 1995
Beijing, China

* Prepare Protocol

Figure 8. Process of the formation of the international network of presidents and various
meeting outputs (created by Elliott, 2013).

Following the preparation work of both the OWHE seminar and the NGO
planning meeting, the office prepared for the Fourth World Conference on Women trip to
Beijing, China, and the NGO meeting in Huairou, just outside Beijing. In September

1995, the largest gathering of females that had ever occurred convened with women, and
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some concerned men, from 181 U.N. member states around the world (Shavlik, 1972-
1997, Box 2192, Folder 9, “Two Congruent Agendas”). The major resulting output of the
conference was a document called the Platform of Action, containing a statement called
the Twelve Areas of Concern (Appendix PP). Following the release of the Areas of
Concern, the major emphasis for the OWHE was to identify what US institutions and
ACE could do stateside to implement the 12 steps developed at the conference—and in
what ways the OWHE could help continue advancing those goals internationally (ACE,
1995). Part of the process used was the linkage between the Areas of Concern and the
New Agenda Revisited.

Following the Fourth World Conference, Shavlik returned to the OWHE with a
sense of required action on the part of those in positions to impact change; she was one of
those people. Her desire is clearly evident in the following passage:

Higher education institutions and leaders world-wide have a special responsibility

and a unique opportunity to make a crucial difference in attaining the goals of the

Platform—to ensure that all students, faculty, and other members of the campus

community are aware of and understand the issues outlined in the document itself,

on education of future leaders in every walk of like in every country. (Shavlik,

1972-1997, Box 2192, Folder 9, “Two Congruent Agendas,” p. 3)

As early as 1996, she began drafting a concept paper called Two Congruent Agendas,
where she highlighted the fact that the 20 action steps of the New Agenda were fully
compatible with the goals and strategies presented in the Platform. She went further to
point out that there were also dramatic differences, in that women involved in the US
higher education system were women of considerable privilege, while many of the girls
and women around the world lacked the very essentials needed to survive, such as food

and shelter. However, the two documents had symmetry in that women in US higher

education shared a common bond with women all over the world—*“the desire to be
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recognized for their potential to be equal partners with men in the determination of
collective futures” (Shavlik, 1972-1997, Box 2192, Folder 9, “Two Congruent Agendas,”
p. 4). Shavlik crafted her call to action by saying:

For these reasons, the time has come for higher education leaders to combine

efforts to achieve two related agendas that are critical to the future of our nation

and our global society: The New Agenda for Women for Higher Education,
prepared by the ACE Office of Women in Higher Education and the Platform for

Action adopted by at the U.N. Fourth World Conference on Women. The

congruence of these agendas—and the importance of higher education’s

commitment to achieving them—has become increasingly evident over the last
two years, as women higher education leaders have created an international
network and begun to work together to improve the living conditions of and

empower women around the globe. (Shavlik, 1972-1997, Box 2192, Folder 9,

“Two Congruent Agendas,” p. 4)

Shavlik was hopeful that the two agendas would spur national and international action to
advance women in all sectors through that of higher education.

By 1997, the draft document had morphed, and a final version entitled 4
Commitment to the Future: Higher Education and the United Nations Fourth World
Conference on Women was released, authored by Touchton, Shavlik, and Hoffman
(1997). In an effort to fulfill Shavlik’s commitment to take action, the document was her
public response. With the help of the newly formed International Network of Women,
Shavlik used the 1996 Presidents’ Summit as a platform to gather data recommendations
in response to the Twelve Areas of Concern. The data collected produced 4 Commitment
to the Future highlighting recommendations, the responsibility of which fell to leadership
from “the president, faculty, administrators and staff, students, and from the trustees and
alumnae/i” (Shavlik, 1972-1997, Box 2192, Folder 9, “Pre-Publication Copy A

Commitment to the Future,” p. 5). The recommendations were to be practiced by people

as individuals and in their collective community. The publication went on to address each
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of the Twelve Areas of Concern by identifying the problem and then providing
suggestions as to what higher education could do. Following the completion of 4
Commitment to the Future, and with her strong sense of allegiance to the philosophical
underpinnings of the document, Shavlik soon began work on a series called Tertiary
Education Workshops.

In August 1995, at the invitation of Dr. Teboho Moja (who was the new Mandela
government’s higher education expert) ACE cosponsored a series of workshops
concerning women’s issues in South Africa. Following the Beijing conference, and with
ACE’s own work on the South Africa project the year before, the OWHE saw an
opportunity to combine ACE and OWHE goals and convened three follow-up two-day
regional workshops entitled Women in South African Tertiary Education (Shavlik, 1972-
1997, Box 2192, Folder 24, “ACE South Africa Planning Project”). The workshops took
place in July and August of 1996 and were held in Pretoria, Cape Town, and Durban at
the initial request of the vice chancellors and rectors of the Historically Disadvantaged
Institutions (HDIs) (Shavlik, 1972-1997, Box 2192, Folder 24, “ACE South Africa
Planning Project”). Shavlik co-led the workshops with the assistance of Nazeema
Mohamed, South African Project Coordinator of ACE, and Sasha Drobnick, ACE Policy
Analyst. The three women, together with five South African women (two of whom
attended the 1995 workshops), were responsible for the planning and execution of the
events.

Following the workshops, the main themes impacting African women’s
advancement were identified as underrepresentation of women in senior academic and

administrative positions, the lack of support for students’ and employees’ families on
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campus, the importance of affirmative action to women’s advancement, the need for
scholarship on women’s issues to help change and inform culture, and financial support
for females. The most important issue, however, was the need for safety, especially in
regard to sexual harassment and rape. While many of the issues for South African
Women were the same, it was clear women in the US did not face the issue of rape in the
same way, and the issues of affirmative action and financial aid had been on the US
national government radar for almost two decades, in comparison.

The results of the workshops and the follow-up work in South Africa culminated
in two ways. First was a report of eleven issues, each providing recommendations at the
institutional and national level (Shavlik, 1972-1997, Box 2192, Folder 24, “ACE South
Africa Planning Project”). And second was a proposal for the creation of a national
network for women, as the consensus from each workshop was “a critical need for
women and men in higher education to form a network™ in support of women and
women’s issues in South Africa (Shavlik, 1972-1997, Box 2192, Folder 24, “ACE South
Africa Planning Project,” p. 9). While the international aspect was an important focus to
the OWHE during this time, new domestic goals were also crafted.

A major new goal of the OWHE in 1986 was the establishment, in conjunction
with the Project on the Status of Women (PSW) at AAC, of a National Commission on
the Future of Women in the Academy (Shavlik, 1972-1997, Box 2136, Folder 1, “May
1986 Commission on Women Minutes”). A large amount of time had been devoted to the
project in the first half of 1986; two proposals had been written asking for support from

the Women’s Education Equity Act Program (Shavlik, 1972-1997, Box 2136, Folder 1,
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“May 1986 Commission on Women Minutes”). The project aimed at examining and
distributing information about women in the academy.

An 11-member blue-ribbon commission was established across geographical
regions to address questions regarding progress of women’s advancement, problems still
remaining, and strategies to be implemented (Shavlik, 1972-1997, Box 2000, Folder 2,
“National Commission on the Future of Women in the Academy”). The commission’s
role was to provide AAC and OWHE staff expert advice and opinions, as it was deemed
data alone could not answer all the questions being asked. Areas of priority for the
commission’s assistance were reviewing institutional policies, identifying areas for
further research, the development of an agenda for the twentieth century and beyond, and
a plan for implementing the recommendations produced from the research findings
(Shavlik, 1972-1997, Box 2000, Folder 2, “National Commission on the Future of
Women in the Academy”). Ultimately, two major reports were to be the outcome of the
project, one focusing on summary data about the status of women on campuses,
especially minority women, and the second was to cover student issues of every
imaginable data point.

As a result of the work on the first report, one of the major components of the
National Commission Project was the preparation of what would become the 1991 ACE
Fact Book on Women in Higher Education, which was to serve as the first and most
comprehensive sourcebook on the status of all women in higher education. The purpose
of the Fact Book was to “enable national, state, and institutional assessments to be made
regarding the progress of women in the last two decades of civil rights and affirmative

action legislation, and to provide a comprehensive data source for future planning by
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institutions and agencies” (Shavlik, 1972-1997, Box 2136, Folder 1, “May 1986
Commission on Women Minutes,” p.2). One area of great concern regarding the future of
women in the academy had to do with women in science and engineering.

In 1991, the OWHE, in coordination with Sheila Moriber Katz, M.D., Associate
Dean at Hahnemann University Hospital, began work on gathering data regarding women
in science and engineering (Shavlik, 1972-1997, Box 1986, Folder 2, “August 29, 1991
Letter to Donna Shavlik™). This subject area on the advancement of women in the
sciences had been on the OWHE radar as far back as the late 1970s, based on the work of
their colleague, Betty M. Vetter, Director of the Commission of Professionals in Science
and Technology (Touchton, personal communication, March 19, 2013). By October of
1991, a proposal for funding was sent to the W. M. Keck Foundation (Shavlik, 1972-
1997, Box 1986, Folder 5, “Letter to Dr. Sandra Glass, Keck Foundation”) in support of a
program dedicated to women in the sciences. The genesis of the proposed project was the
recent decrease in the number of women who had entered, and successfully completed,
the academic requirements required by science and engineering programs nationwide. In
just a short period of two years, from 1987 to 1989, the number of women entering
engineering programs had dropped by 12% (Shavlik, 1972-1997, Box 1986, Folder 5,
“Proposal on Supporting Women in Science”).

As a result of the falling numbers of enrolling students, and the long-time concern
regarding the disparity among women faculty in science fields, the OWHE set as a goal
the creation of an ad hoc task force on “supporting women’s greater participation in
science and engineering” (Shavlik, 1972-1997, Box 1986, Folder 5, “Proposal on

Supporting Women in Science,” p. 5). While the research of archival materials is unclear
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as to the funding of the program by the Keck Foundation, a November 1991 task force
meeting did occur. At that meeting, three major issues were discussed: (a) identification
and discussion of factors influencing representation of women in engineering and
science, (b) identification of strategies to increase and retain women in engineering and
science, and (¢) what groups should be involved in implementing strategies and should
the OWHE play a part? (Shavlik, 1972-1997, Box 1986, Folder 5, “November 1991 Task
Force Meeting”).

While the essence of the project was in and of itself important in that time, the
significance of the project was deepened by the fact that women in the fields of science
knew there was a national organization examining these critical questions, thus raising
national attention to the matter. Research on women in the STEM (science, technology,
engineering, and mathematics) fields is prevalent today, but the initiative was considered
avant-garde in the early 1990s—Shavlik and Touchton were “silent partners” with these
professional women (S. Katz, personal communication, March 23, 2013). Their work in
the OWHE, for the first time, created an “atmosphere for academic women in the

299

sciences to believe ‘we have a place to go’” to help mentally and emotionally validate
what we did as women in the fields of science and engineering (S. Katz, personal
communication, March 23, 2013). This early project on women in the sciences created a
second historical platform for future work in this arena, which would occur under the
leadership of the Van Ummersen years (Chapter Eight).

In order to help the staff of the OWHE keep track of all these various projects, the

office created a data center on women in higher education in the early 1980s. Data

became an emerging and important theme for the OWHE. In the first quarter of 1983,
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ACE cosponsored, under the auspices of the OWHE, a project with the Moore Center for
Study of Higher Education at Pennsylvania State University (Touchton, 1996). (In 1978,
Kathryn Moore had done an early study of senior administrators in higher education, on
which the OWHE project was based.) The project was called Leaders in Transition, a
landmark study of presidents and other senior level administrators at the deans’ level and
above. It was the first large-scale study (Touchton, 1996) to focus on women, as well as
men, and to compare demographics, professional influences, and career trajectories.
However, “because there were so few women CEOs compared to men in the 70s, and due
to random sampling and return rates, very few women CEOs wound up in the first report”
(Touchton, 2013, p. 9). A description of the project and its timeline was shared by
Touchton:
By the mid-80s, there were almost 300 women presidents, so we decided to
replicate Moore’s study looking exclusively at women. It took a long [added for
emphasis] time to complete, but we were able to achieve an 88% return rate. The
project was finally published by ACE in 1993, but we were citing data from it
much earlier. I like to think of Moore’s study as “first generation,” ours as
“second generation,” and I have heard of a number of younger women speak of
replicating our study with a focus on specific types or groups of women CEOs.
(2013, p.9)
Although the data was not as strong as was initially hoped, this early study was an
important step in the continuing mission of the dissemination of scholarly research on the
status of women in US higher education.
Alongside the Leaders in Transition project, the OWHE was also working on a
new database venture. In December 1983, the Ford Foundation awarded a grant to the
OHWE in support of the establishment of an information clearinghouse and national

database documenting women’s entry into senior administrative positions (Shavlik, 1972-

1997, Box 2193, Folder 6, “A Decade of Change, 1975-1983 preliminary report”); this
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was to become a new component of the OWHE. While the office had been collecting data
on senior executive women since 1975, very little data had been garnered on other senior-
level female administrators. The initial funding from Ford enabled the collection of
comparable data for women holding other senior executive positions such as vice
president, dean, and chief operating officers of major operational units within universities
(Shavlik, 1972-1997, Box 2193, Folder 6, “A Decade of Change, 1975-1983 preliminary
report”). The data was examined from the period of academic years 1975/1976-
1983/1984. Since this time period was very close to a decade, the staff called the report
“A Decade of Change” (Shavlik, 1972-1997, Box 2193, Folder 6, “A Decade of Change,
1975-1983 preliminary report,” p. 1).

The Decade of Change project was “designed to generate baseline data that would
establish a tracking system for women holding senior administrative positions in higher
education,” and it was assumed the data would “be of interest to all persons who
questioned what progress women had made in obtaining senior administrative positions
in recent years” (Shavlik, 1972-1997, Box 2193, Folder 6, “4 Decade of Change, 1975-
1983 preliminary report,” p. 2). The report evidenced that the overall trend in the
appointment of women administrators was heading in the right direction, as there were
gains in all positions examined at all types and sizes of institutions.

By 1986, an additional grant of $15,000 was received from the Ford Foundation
(Shavlik, 1972-1997, Box 1364, Folder 3, “May 30, 1989 Letter to Bell at Ford
Foundation from Atwell”), and the National Data Center on Women in Higher Education
(NDC) was born (Shavlik, 1972-1997, Box 2136, Folder 1, “May 1986 Commission on

Women Minutes”). The aims of the NDC project were to “provide current and timely
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information to the higher education community and the general public with regard to the
status of women’s leadership in higher education and stimulate significant inquiry to
promote the continued advancement of women leaders” (Shavlik, 1972-1997, Box 2136,
Folder 1, “OWHE Statement of Goals and Programs,” p. 3). Two major outputs of the
NDC were the OWHE Sourcebook (1988) and the ACE Fact Book on Women in Higher
Education (1991).

With its strong background in research on executive-level women in higher
education, and Touchton’s role as a documentation guru, a longtime project on the
funding wish list for the OWHE was a sourcebook of facts. After nearly 15 years of
waiting, a $75,000 grant (Shavlik, 1972-1997, Box 1364, Folder 3, “Report to the Ford
Foundation) was awarded by the Henry Luce Foundation in agreement and support of
the development and production of the Sourcebook (Atwell, 1977-1986, Box 1695,
Folder 5, “1987 Memo OWHE Leaders Network™). Touchton provided this account
regarding data collection leading up to the creation of the Factbook:

And because I was planning the Forums, I began to keep the data on the National

Forums and how many participants and who became presidents in what year and

all that sort of stuff. I also, did a fact book on women because ACE’s fact book

(laughter) had very little data about women in higher education. And, so it was

the Office of Women that started collecting the data on presidents and their

careers, which eventually led into ACE doing its study of presidents that included

women and men and minorities. (Touchton, 2012, p. 4)

These efforts on the part of the OWHE to collect and report on data regarding women’s
advancement in higher education further advanced Taylor’s earlier Table of Women

Presidents & CEOS, which morphed into the widely disseminated ACE report on all US

presidents.
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Within a few months of receiving the grant, an advisory board for the Fact Book
on Women in Higher Education was formed (Atwell, 1977-1986, Box 1695, Folder 5,
“Memo to Fact Book Advisory Board”). Upon receipt of the funding, office staff
conferred with ACE/McMillan and opted to change the name of the publication so that it
could become a “companion piece to the ACE Fact Book in Higher Education” (Atwell,
1977-1986, Box 1695, Folder 5, “Memo to Fact Book Advisory Board,” p. 1). Of great
importance would be the section devoted to discussion, interpretation, and implications of
the data. By the time the final book proposal was drafted, it was clear that the major
scope of the project was to “assist policy-makers and researchers in assessing the past and
present status of women in higher education” (Shavlik, 1972-1997, Box 1364, Folder 3,
“ACE FACT BOOK ON WOMEN,” p. 1).

On the heels of the Factbook came a major publication entitled Women in
Presidencies: A Descriptive Study of Women College and University Presidents (1993).
The book was a product of Touchton’s 1991 sabbatical, where she finalized the earlier
work the OWHE had done on the project from 1985-1987 (Touchton, December 1991).
The result of the final study revealed many similarities to a previous 1986 study, The
American College President: A Contemporary Profile (Green, Ross, & Holmstrom,
1988), which had been conducted by the ACE Center for Leadership Development, but it
also uncovered a few new insights. Said Touchton about the study:

The Women CEO Study was fascinating to do and, not surprisingly, took longer

than I had anticipated. ... Writing the report was challenging, absorbing, and I

must say, satisfying. Since you [Shavlik] and I were the ones who designed the

survey instrument, we are really the only ones who knew what we were looking
for. (1991, para. 3)
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The study uncovered some areas of interest to include the fact that 54% of women CEOs
were the first born or only child, that of the lay female presidents only 48% were married
compared to 93% of men, and that 40% of women presidents received their degrees from
women’s colleges (Touchton, 1991).

The National Data Center created for the OWHE a repository for a wealth of
information that could be easily accessed for both ACE and national requests regarding
the numbers of women advancing in all sectors of higher education. Additionally, rather
than using valuable time to track data by hand, the formation of the center allowed
Touchton the opportunity to better use her time disseminating the scholarly work
generated by the data collected in the center.

In conclusion, during a span of almost a decade and a half, the OWHE worked
tirelessly on current and emerging issues involving the advancement of women in higher
education, the private and government sectors, both within US boundaries, and
nationally. All women and men were considered as important to the process of change,
no matter their color, religion, or ethnicity; all were embraced and celebrated by the
office and its staff. While a large focus was given to conferences, workshops,
nominations, research, and educating the population about ways to implement change, an
equally important focus was on issues of discrimination, an area in which the office also
exerted major resources.

Issues of Discrimination

In June 1986, the Supreme Court ruled in Meritor Savings Bank, FSB v. Vinson
that sexual harassment in the workplace which caused a hostile or offensive job
environment was actionable under Title VII of the Civil Rights Act of 1964, even if it did

not result in job loss or loss of promotion (Shavlik, 1972-1997, Box 2136, Folder 1,
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“Draft Statement Sexual Harassment on Campus”). In response to this ruling, the OWHE
drafted a guide for the higher education community so that existing sexual harassment
policies could be improved upon or created if not already in place. The work on this
project highlights a continued effort of both the founding and formative years of the
office—a commitment to helping colleges and universities navigate the turbulent
interpretation of legal policy.

By the 1990s, the issue of sexual harassment resurfaced in the OWHE, as the
dilemma was sweeping the nation; higher education was not excluded. In response the
national issue, the topic of harassment was quickly folded into 7he New Agenda (Shavlik,
1972-1997, Box 2142, Folder 2, “Commission Minutes May 22-23, 1990”), and the
OWHE launched, under the ACE umbrella, a campaign to include conferences,
videoconferences, and research. In early 1992, Sheldon Steinbach, ACE Vice President
and General Counsel, along with Shavlik, coauthored a paper for the ACE constituency
on sexual harassment (Shavlik, 1972-1997, Box 2141, Folder 1, “Summary Report to
ACE Board Jan.-April, 1992). The paper reviewed the legal background of sexual
harassment policies and alerted university presidents to implications regarding the latest
Supreme Court case on the topic (Christine Franklin v. Gwinnett County Public Schools).

On October 1-3, 1992, the ACE cosponsored, with a number of campus-based
organizations, the 2" International Conference on Sexual Assault on Campus (Shavlik,
1972-1997, Box 2141, Folder 1, “Summary Report to ACE Board May-August, 1992”).
In the following month, a videoconference in partnership with the National Association
of Student Personnel Administrators (NASPA) took place on November 12 entitled

Confronting Sexual Harassment on Campus. At the OWHE 1993 fall Commission
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meeting, Shavlik and Touchton presented a concept for approval called Toward a New
Social Ethic: Building Healthy Relationships between Women and Men on Campus
(Shavlik, 1972-1997, Box 2141, Folder 1, “October 8, 1993 Commission Meeting
Summary”’). The notion behind the concept was to create a new initiative in the
educational arena that would focus on appropriate, rather than inappropriate, behavior
between men and women.

While these instances of discriminatory practice became topics on which the
office engaged, an even bigger project was in its future—that of equal pay. Over the
years, the staff in the office, along with other women in the higher education sector, often
discussed and researched the issue of equal pay, pushing the concept to appear as one of
the 20 topics of the reformulated New Agenda. Finally, in 1990, all the pieces fell in
place, and the matter was raised to heights that pushed the topic of equal pay forward in
the OWHE.

While the equal pay project stemmed from the New Agenda, the author
determined the topic was better framed as an issue of discrimination; however, it is
important to note that the genesis for the proposal was an offshoot of the continued
transformation of the New Agenda over its first few years. In May 1990, the OWHE, in
partnership with the ACE Human Resources Office, convened a group of presidents,
chief financial and human resource officers, trustees and experts on equal pay and
economic concerns to advise a task force on equal pay (Shavlik, 1972-1997, Box 1978,
Folder 1, “Summary Report to ACE Board, April-August 1990”). The goal of the task
force was to “determine the need for a special project to address the issue of equal pay in

higher education” (Shavlik, 1972-1997, Box 1978, Folder 1, “Summary Report to ACE

338



Board, April-August 1990,” p. 1). Following the advisory meeting, the task force agreed
that such a project was needed and encouraged ACE to take the reins.

While the project was one supported by many ACE members and staff, and was
timely in terms of importance, initial monetary support for the project never came to
fruition. It took three years of submitting applications before a grant from AT&T in the
amount of $25,000 was received allowing the project to commence (Shavlik, 1972-1997,
Box 1978, Folder 1, “Summary Report to ACE Board, April-August 1990”). In August of
1993, almost immediately upon receipt, the OWHE along with ACE’s HR Director,
Suzanne Forsythe, took action. A series of conference calls and research on the topic
ensued, producing multiple lists of principles on which an outline for the project would
emerge (Hoffman, 1993; Shavlik, 1993; Forsyth, 1993). A guiding outline for the project
stemmed from previous work on the subject in 1991 by the American Association of
University Professors (AAUP, 1991). The ultimate goal of the OWHE was to produce a
workbook titled Administering a Fair and Equitable Pay System on Campus (Shavlik,
1972-1997, Box 1978, Folder 1, “Summary Report to ACE Board, April-August 19907).

By October 1993, based on the 1963 Equal Pay Act, the OWHE had created a
discussion guide to help frame the content of the Equal Pay Project (Shavlik, 1972-1997,
Box 2141, Folder 1, “The ACE Equal Pay Project Discussion”). The paper was
distributed to the OWHE Commission to gather feedback and input regarding the initial
17 guiding principles comprising the project. Guidance from the commission regarding
the equal pay endeavor encouraged that any paper emanating from ACE on equal pay

should focus on “principles, values, and goals, not details of implementation” (Shavlik,
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1972-1997, Box 2141, Folder 1, “October 8§, 1993 Commission Meeting Summary,” p.
2).

With the guidance of the commission, the OWHE staff worked with Ellen
Hoffman, long-time consultant to the office, and by December of 1993, a strong draft
outline of the project was in place (Hoffman, 1993). By October 1994, a final copy of the
report was complete (Hoffman, 1994), and a draft letter from Atwell to the higher
education community had been prepared as the cover to the report (“Draft Atwell Cover,”
1994). Additionally, with the work on the project near completion, and the need to better
educate the higher education community as to the issues, the office planned to host a
conference on equal pay in 1995 called Equal Pay in a Changing Higher Education
Workplace (Hoffman, 1994). The purpose of the conference was to motivate national
organizations and institutions to step up to implementation, provide information about
current and future US higher education workforce, and provide specific information and
tools available to make equal pay a reality on US campuses.

By March 1995, the climate at ACE changed, and for some reason not identified,
neither the paper, nor the conference, were approved. Two pieces of evidence emerged
from the archives to support this claim. First, was a memo:

In our conversation the other night, Donna and I talked briefly about the new and

changing political context for the release of the paper and for the proposed

conference. In the conference proposal, should we address head on the issue of
this climate? If we wanted to, we could say something in the preliminary sections
about the environment, especially including severe budgetary restrictions and

questions being raised about affirmative action. (Hoffman, 1995, para. 6)

In addition to the memo was a December draft of the paper marked in bold black magic

marker, “Not for Quotation; Not to be Copied” (“Draft for Review,” ca. 1994). Upon
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further investigation, two possible reasons emerged from conversations with Shavlik and
Touchton:

A number of (mostly male) members of our commission questioned the accuracy
of the data and declared it just wasn't accurate. Others, including some women
CEOs as I recall, had a more nuanced form of criticism and rejection that
appeared to us as wanting to maintain their ability to attract star faculty with
salaries far above the norm. Basically, they wanted to hold on to their power to

allocate funds as they wished. (J. Touchton, personal communication, March 23,
2013)

This is very complicated as it was all tied up with the concept of not just equal
pay for equal work but equal pay for "comparable" work. Salaries seemed to be
set on the basis of whether women or men were doing the job, with women's jobs
undervalued while men's jobs conversely had more status, e.g. better salaries.
This argument may have stemmed from an article on comparable worth by Sheila
Tobias in the Educational Record regarding the idea that it was women’s fault
that they had less pay because of the choices they made. I naively thought that if
we did a project on this issue, especially with our Commission background with
equal pension benefits that we could get to equal pay for women in higher
education.

One state, Florida, had some very active and smart women at the University of
Florida [Florida State University] in Tallahassee. They were politically

very savvy and they got the legislature to pass a mandate to do salary equity
studies at the state supported institutions. Massive changes were called for and
some salaries were raised by huge amounts. This worked for a couple of years,
but what we learned from this is that salary equity easily got out of balance and
that the studies had to be done on a regular basis. I guess both we, and the
Commission, just decided that this was one issue that we could not tackle without
lots of support from all the other associations—AAUP in particular. (D. Shavlik,
personal communication, March 23, 2013)

While these later explanations provide context as to the decision, it may never be known
with certainty why the conference was cancelled or why the paper was never released
nationally by ACE.

In summary, the work on the Equal Pay Project was immensely involved and
occurred over a long period of time. The significance of the project was justified by

multiple outside constituents serving on both the initial advisory group and the task force.
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The resulting principles of the project carried forward in the day-to-day operations of the
staff; however, it appears the finalized document never saw the light of day outside the
walls of ACE—the reason for which may never be known.

The Arrival of ACE President Stanley Ikenberry and the Retirement of Shavlik

In the year before Shavlik’s announcement that she was retiring, President Atwell
stepped down from his 18-year tenure at ACE, creating both a structural and leadership
shift for the future of the OWHE. Following Atwell was the appointment of Dr. Stanley
Ikenberry in November 1996, who joined ACE as past president of the University of
[llinois. Said Ikenberry about his arrival:

I had come to ACE from the presidency of the University of Illinois, so when I

arrived, I had the mistaken notion that those two roles would be roughly

comparable, you know, running and leading a large complex university, and then

coming to an association that was composed of all kinds of institutions. What I

found was that ACE was much smaller or intimate, and that the president of ACE

could not only have a more precise impact than the president of a large complex
university typically can have, but you get involved in a lot of the details that we
might otherwise not get involved in. So, in that sense, I was familiar and engaged
with the work of virtually every area within ACE, including the Office of

Women, both in terms of talking with the leadership of the Office of Women

about programs and strategic directions and so forth, but also participating in their

programs. When they would have a meeting or gathering of some sort, quite
frequently, I would be involved in that in one role or another, or entertain the

members of that group at the president’s house. (Ikenberry, 2012, p. 2)

As a new president, Ikenberry set about what the majority of new presidents of
any organization would do—an examination of the various programs, ways to enhance
the outputs, and an assessment as to the value of programs. It was in this global ACE
assessment process that many people interpreted Ikenberry’s desire to disband the
OWHE, believing he thought the work on advancing women had come to completion.

The following passages lend support to this belief:

Ikenberry, didn’t—he—I think he’s a delightful man, great personality, but he —
his management style seemed from another era. And he has only sons. And so I
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just don’t think he understood what it [the OWHE] was all about. But I do know
that Ikenberry changed the culture. Part of that was the board, and the committee
that chose him, but I think they were looking for a different person, and if
Ikenberry was who they chose and they were happy— (Anonymous, 2012).

Then I heard from a good source when he [Ikenberry] came, his intention was to
shut down the Fellows Program, the Office of Women program, minority
program, and adult education. So, that leaves what he thinks the organization is
about. He used to have real turn out to senior staff meetings where people talked
candidly, and he started out talking about some of those goals, and leadership
staff said “no, that’s not who we are.” I can now appreciate the difficulty of
having that level of official coming in and dealing with them and the entrenched
bureaucracy. But anyway, that was a real change in culture. (Anonymous, 2012).

Ikenberry’s tenure was thought by many to change the culture of not only ACE, but the
OWHE and its status within ACE, as well. Shavlik felt that the OWHE did not have
much clout during this time period. “Then, when Stan Ikenberry came, it [the OWHE]
wasn’t important to him. I think that’s all I want to say about that” (2012, p. 89). Many
actually believed that Ikenberry wanted to close the office: “And the information came to
me that Stan was thinking that the Office of Women had served its purpose, and he
wanted to phase it out gracefully” (Anonymous, 2012). These various feelings and beliefs
created a period of uncertainty for the office and its staff.

However, while these were the viewpoints of many people who worked at ACE at
the time, according to Ikenberry, he had a different agenda concerning the OWHE. Every
story has two sides. When asked about his impact on the office, Ikenberry responded:

I think that the best I could do in response to that question is what I would have

intended [added for emphasis], which might be different from the impact that I

actually [added for emphasis] had. And what I would have intended to have was

an impact on the Office of Women in terms of helping them adapt to the changing
environment of women in higher education given that there is a tendency for
organizations, not just the Office of Women, but for all mission-directed

organizations, to get captured in a set of a assumptions that may be a decade or
two old.
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So if I had an impact, it probably was—I would have hoped it would have been to
have a dialogue and to assist the leadership of the Office of Women in adapting to
the modern-day by 1996, and certainly by 2001, role of women and the leadership
of American higher education which had progressed quite substantially. So it’s
quite different than it was in 1973 when the office was founded. So, I think
helping the office evolve and change in response to that changing reality and
happenstance (Ikenberry, 2013, pp. 2-3)

When Ikenberry arrived at ACE, he stepped into an environment that had a culture of
long-term tenure of leaders at almost every level—the Presidency (Atwell), Vice
Presidencies (Green and Steinbach), and Directors (Ross, Forsyth, and Shavlik). The
author believes that the culture change brought on by Ikenberry was difficult for those
who had been with ACE for a long period of time. Perhaps this passage provides a sense
of what at least one person felt had been the existing culture of ACE:
I do sense the rhythms—sometimes consistent, sometimes surging—reflect my
direct experience. ACE had stability through those three decades that offered such
support. It was a humane, creative, rewarding place to work. We respected and
learned from our colleagues; we worked incredibly hard and felt in general an
ability to chart our own course in concert with others—*“others” being our direct
colleagues and our inter-association colleagues. It was a transformative time.
Atwell's resignation and the coming of Ikenberry brought what felt like a slow
tsunami, and whatever rhythms existed before became a series of staccato
movements. Over time, energy was wasted, creativity subsided as a result of
being ignored, lots of the “good people” left—at that time, mostly by choice. My
sense was that with the increased focus on visible resources competition
increased, walls went up (literally), inter-staff communication diminished,
and the role of ACE was reconceived —again and again, with each president.
(Anonymous, personal communication, 2013)
Clearly, the role of the president’s influence at ACE had significant impact on the staff
and the various programs.
Shavlik retired from the ACE OWHE on September 30, 1997, after serving the
Council for 24 years. Following her retirement, she continued her affiliation with ACE in

the role of Senior Fellow. Shavlik spent a large portion of her final year at the Council

working with an ACE team sponsored under the direction of the Center for Leadership
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Development on an endeavor called the Project on Leadership and Institutional
Transformation (Shavlik, 2012). Shavlik shares an account of the project by saying:
I would say one time in particular [was evolutionary]. The Kellogg foundation
gave money to the Office of Minorities, the Office of Leadership Development,
and the Office of Women. It was really through the leadership development
office to work on an institutional transformation project that Madeleine Green
was in charge of. And I got into it initially because I thought it was a really good
chance, a really good time, for that project to have some parameters that every
institution was going to work on a transformational project to include a race and
ethnicity lens. That part of it didn’t happen like I would have liked it to, but at
least that was an effort to look at institutional transformation. ...I felt like I spent
more time on that than I should have when I was — should have been working on
this transition part of ACE because that was right before I left. (2012, pp. 72- 73)
The initiative was funded by the W. K. Kellogg Foundation, and Shavlik felt the venture
had the potential to create evolutionary change for the OWHE, and its partner leadership
offices. The project was a four-year initiative working with 26 institutions representing
the diversity of American higher education and spanned from 1994-1998. The project’s
overarching goal was to help institutions develop the capacity for continual learning and
change in order to be more effective and responsive to students and the populations they
served (OWHE Records, 1986-2004, Box 2492, Folder 1, “Year-End Report to W. K.
Kellogg Foundation™). In many ways, the author views the scope of this project as a
culminating tribute to the work of Shavlik, even though it was not directly under the
auspices of the OWHE.
For more than two decades, many colleagues and OWHE constituents felt that
Shavlik impacted higher education in ways most never consider and far beyond her role

as a women’s advocate. Her dedication, vision, and tireless pursuit of simply making the

world a better place for all humans—men, women, Black, White, old and young—was a
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characteristic that influenced her everyday decisions and actions, and ultimately the
broader higher education community, worldwide. Said Stan Ikenberry about Shavlik:

Each of us touches the lives of others, but few have touched as many lives as
Donna Shavlik. For almost 25 years at the American Council on Education,
Donna has led the way, weaving an ever larger network, advancing the cause of
equality and opportunity for women, not just in higher education, but in every
sector of society and around the world. Higher education, the academic
presidency, our campuses, and tens of thousands of human beings are different
and better because of her. All of us are in her debt. (ACE, 1997, p. 3)

Prior to her departure, Shavlik sent a letter to her friends and colleagues at ACE stating:
Each one of you has been such an important and valued part of the work of our
office. You have been supportive, challenging, thoughtful, influential and bold in
your work with us and with one another. Thank you! I cannot even begin to tell
you how important my relationships with you have been to me. I always will
remember with awe and great fondness the commitment, creativity and
persistence shown by the countless women and men who have been involved in
the ACE National Network for Women Leaders (which I will always think of as
the NIP!). Individually and collectively, you have given immeasurably of your
time, energy and talent to improving the status of women in higher education
while I have been at ACE. (Shavlik, 1997, para. 2-3)

It is clear that Shavlik’s colleagues had a significant impact on her and her time with the

OWHE, and that she felt supported by others at ACE outside her own office.

Following Shavlik’s retirement, Touchton assumed the post as interim director of
the OWHE during the national search for the next leader of the OWHE. Touchton and
Shavlik had worked together for over 20 years at the time of Shavlik’s departure, and
together, the team accomplished major programming initiatives that would change the
face of higher education by incorporating a larger percentage of females into the
everyday lifecycle of the industry.

Conclusion

Through the early to mid-point of this time period, the OWHE moved out of an

ideational phase into a definitional period, whereby that which made the office distinctive
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and enduring was cemented into its organizational fabric. Furthermore, in terms of the
stages of saga, this was the time frame in which the office moved from the initiation stage
to the fulfillment stage, occurring over a long period of time. Enduring and predictable
elements, such as personnel, programs, and imagery of the organization were created.
From 1982-1997, Shavlik and her team remained committed to four distinct areas, (a) the
advancement of women leaders through the NIP, Networks, and various new seminars
and programs focused on al/l women, nationally and internationally; (b) involvement in
administrative searches through the nomination process and founding of the roundtables;
(c) consultation on equity issues to include equal pay and sexual harassment; and (d) data
collection and dissemination through the creation of the National Data Center. The data
collection and dissemination focus would lead to what the author would designate a fifth
area, that of scholarly publications—a separate and distinct process from reporting
statistics.

While the OWHE experienced what some may call a chaotic pace and schedule,
with projects ranging from seminars, research, nominations, and publication, it was
during this period the office created a sense of definition in terms of its operational
identity. It was also during this time that OWHE leaders defined to ACE and outside
constituents who and what the office was all about—an office far greater than its
trademark program—the NIP. In terms of organizational saga theory, the fulfillment
stage was met. The personnel were stable, the hallmark programs of the OWHE were
unwavering in terms of their existence, and a subculture was created in regard to faculty
and student advancement and international collaboration. It was during this period that

the OWHE created for itself a true identity, and propelled the organizational evolution of
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the office forward. However, upon the retirement of Shavlik, the office returned to an

initial stage—ready for change under the new leadership of Ikenberry.
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Chapter Eight
THE FINAL YEARS: 1998-2011

The final years of the OWHE witnessed significant turnover in both ACE and
office leadership. This time period was comprised of six phases designated by each
leader’s service at the helm of the OWHE to include Touchton, Sturnick, Brown, Van
Ummersen, Burns Phillips, and Cordova. With so many different leaders in such a
relatively short time span, the office lacked stability and a sense of steady organizational
identity. Rather, the identity of the office was largely changing as each director revamped
the office according to the driving mission of ACE as a presidential organization and
their own personal visions. In the end, the concept of an office devoted strictly to women
as an underserved population was seen as an archaic expression and was overturned in
favor of a more inclusive ACE operation housing all areas of underserved populations.

Touchton Serves as Interim Director

Following the retirement of Shavlik, Touchton assumed responsibility as the
interim director for the last three months of 1997 and the first half of 1998. During that
time, ACE formalized a search process for a new director, but change was already afoot.
Two early indicators were embedded in decisions that transpired during Ikenberry’s
tenure.

The first of these decisions trickled down in late 1997 and was a foreshadowing of
change. A major turning point for the culture of the OWHE surfaced during a conference
call of the National Network of Women Leaders. During this call, Touchton announced
that the long-time and highly respected ACE publication, Education Record, was going to
be discontinued, and a new publication of ACE called The Presidency would take its

place (ACE, 1997). ACE had always been defined as a presidential association, but the
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new publication was intended to publicly broadcast to the members of ACE a more
narrowly defined and distinct role of ACE as the presidential organization, devoted
primarily to the presidency, as opposed to higher education, as a whole. This more
narrowly defined mission of ACE permeated the actions of its offices, but ran counter to
the very mission of the OWHE. For years, the primary purpose of the OWHE had been to
work toward (and with) aspiring presidents, not necessarily those already seated. While
the OWHE had been expanding its role to women in higher education, ACE now
expected the office to narrow its role, supported by this passage found in the archives:

The work of ACE will move into a role more supportive of and working directly

with presidents. Judy Touchton indicated that instead of focusing on senior

administrators, one of the focal goals of the NNWL could be working with
women presidents. This would help assure that what the NNWL is doing is central

to and complementary of what ACE is doing. (ACE, 1997, pp. 4-5)

This statement clearly presents a paradigm shift, as the prior work of the office had been
about the pipeline to the presidency, not the presidency, itself.

Another major change occurred in fall 1997. At that time, the OWHE was
reorganized to report to a new division called the Division of Access and Equity, headed
by Dr. Hector Garza, Vice President (ACE, 1998). The intention was to “facilitate
cooperative programming in collaboration with the Office of Minorities in Higher
Education (OMHE) and Higher Education and the Handicapped (HEATH) (Touchton,
January 1998, para. 2). Under this new reorganization, the OWHE lost its direct reporting
structure to the President, a structure it had previously held since the appointment of

Atwell, in 1984. Amid these changes, Touchton’s tenure was defined by four major

tasks/events: (a) planning for a national leadership retreat, (b) a focus on re-strengthening
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the Network, (c) the announcement of a new director for the OWHE, and (d) planning for
an international women’s collaboration.

Prior to Shavlik’s leaving the OWHE, a concept for an annual leadership retreat
had formed. After one year of planning by the OWHE and a steering committee, the
event was ultimately titled The 1998 ACE/OWHE/NNWL Leadership Institute for Senior
Women Administrators (ACE, 1998) and took place in late July 1998 at the Deep Bay
Center, Montana. By March 1998, the conference registration was complete, and a full

cadre of female leaders had signed up (see Figure 9 below).

Figure 9. Deep Bay Leadership Institute participants (1998, copy in possession of
author).

Planning this conference was a large part of the operational work undertaken by the
OWHE during Touchton’s interim period, but an equally important task was the never-
ending task to strengthen the Network.

Partnering with Touchton on the work of the Network was Carol Moore, the new

chair of the Network Executive Board (see Appendix QQ for Network chairs). Moore
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was Provost and Vice President for Academic Affairs at Mercy College, where former
Network Chair, Lapovsky, was serving as Chief Financial Officer. (Lapovsky would
become President of Mercy the following year.) This succession of board chairs made for
a seamless transition, as both women shared a similar philosophy on the national role and
work of the Network and were within close proximity of one another in terms of passing
critical organizational history. Moore was eager to provide the leadership she believed
the Network members demanded and prepared an initial document prior to a strategic
planning process to help guide the work of the OWHE and the Network. Her eagerness in
assuming the role was described as follows:
I truly look forward to working with you [Touchton] this year and to the challenge
of leading this talented group of women. The NIP has been so important in my
life (as have you and Donna) that I want to be sure to do a good job. It is a very
special program, one that has been instrumental in the advancement of women
both professionally and personally for many years. (Moore, August 1997, para. 2)
In her one-year plan for the Network, Moore developed four major categories for
implementation. She wanted to enhance board and state relationships, routinize the
various yearly projects of the Network, create more robust documentation, and foster the
agenda of the OWHE and Network (Moore, December 1997). Moore also thought that by
routinizing certain annual aspects of the Network and office, a more streamlined process
would occur, creating efficiency of time and communication—also adding more structure
and less autonomy to the Network. Two areas of her one-year plan, enhancing Board and
state relations and fostering the agenda, became the platform for the NNWL strategic
planning process that started in fall 1997. By November, the OWHE NNLW released, for

the first time, a public announcement of a vision statement:

In assuring that the voices of women worldwide are at the center of both
conversations and debates that form public agenda for the future, the ACE
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National Network reaffirmed its founding principle of inclusion, a belief that
women, in all our diversity...must be integral to our collective voice. Our ultimate
goal is the inclusion of the voices and values of a/l women and men, not only in
shaping the National Network, but more importantly in molding the future of
higher education. (ACE, 1997, para. 2)
This vision statement provided a clear path to the desired strengthening of the Network,
and enhancing the state’s relationships with the board was just one way to reach that goal.
As Moore assumed leadership of the Network Board, she reached out to the
members regarding their impressions of what strategic issues needed to be adopted in
terms of the Network. She specifically addressed the members, stating:

While our two-year plan is a good beginning, I think we need to raise our sights to

a higher level of strategy and identify the means by which the NIP can become

even more assertive in shaping the agenda for higher education. ...I ask each of

you to think about our next year and about the strategic steps that we should

undertake to advance our goals. (Moore, August 1997, p. 1)
In particular, two themes ran through the responses she received. The first was that the
interactions between the board and the OWHE, itself, could be “more efficient and
effective” (ACE, October 1997, p. 2). The second was that the NNWL was doing “a lot
of new things” and that the group had “gone in many different directions,” causing the
primary mission or goal of the group—promoting women and building the state
networks—to lose energy and focus (ACE, October 1997, p. 2). As one board member
phrased it, “There is a need to get back to basics; the basics being an emphasis on
promoting women to senior level positions and strengthening and building the Network
across the states” (ACE, October 1997, p. 3).

Another idea that emerged in the strategic planning process was the belief that the

Networks needed more national visibility and that being connected just to the states was

not enough to help promote women in higher education. With this feedback, the board
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decided to take action. The chair sent a letter to each state coordinator linking that
coordinator to their board liaison in an effort to facilitate better communication. In an
effort to better engage presidents, it was suggested that each state follow in Maryland’s
footsteps by hosting aspiring CEO events, and then separate events for currently sitting
presidents whereby they could mingle with one another, as well as meet state government
officials (ACE, October 1997). Additionally, to help raise national visibility, it was
decided that a 30-minute video about the OWHE and the Network be made to run on
national public television.

Following completion, the video was previewed at a state coordinators meeting
with a poor response: “The voice on the program was distinctly Southern; I think that
killed it right there!” (J. Prince, personal communication, March 30, 2013). The taping
was, however, shown statewide in South Carolina. While this one attempt did not turn out
as was hoped by the board, other new ventures, such as an NNWL newsletter, website,
and listserve, eventually moved ahead with success. While the generation of the ideas
transpired from the Network Board, the actual oversight of the projects fell largely to
Touchton as operational matters.

As a result of waning state-to-state communication and with the OWHE, it was
decided that a quarterly newsletter would be produced for distribution to the NNWL
constituency as an “excellent tool to keep state coordinators in the loop on a regular
basis” (ACE, September 1997). As the Executive Board of the Network worked through
the parameters of the newsletter, Touchton, Kristin Davidson, Assistant Dean for
Administration, School of Nursing at the University of Pennsylvania, and Carol Moore,

Network Chair, oversaw the project (Davidson was also the state liaison for the mid-
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Atlantic of the NNWL.) Touchton requested that the first newsletter be ready by the
February 1998 ACE Meeting in San Francisco (ACE, January 1998).

By late spring, a prototype of the document had been completed, and the
document was ready for final approval and distribution (ACE, March 1998; Touchton,
2013). In its final iteration, it was called a policy briefing, and the title was Talking
Points for Gender Equity (ACE, August 1998). Touchton describes her experience with
the newsletter as follows:

Talking Points for Gender Equity was intended to identify and address a single

topic in each issue that needed more attention and understanding by campus

leaders. Since presidents (both men and women) were frequently asking us what
we wanted them to do and say about women’s issues, we decided to identify the
issues and give the “talking points” to be included in whatever speeches they

thought appropriate. (2013, p. 2)

The August 1998 first policy brief was printed for distribution to the NNWL Executive
Board, the state coordinators, and the association liaisons (ACE, December 1997). Upon
completion, however, the briefing was not distributed due to a presidential request that
the publication be placed on hold (Touchton, 2013). With a search for a new director
underway, Ikenberry thought it was not appropriate for new initiatives to be undertaken
during an interim period. (Touchton had also been working on a second newsletter called
Benchmarks, which was also put on hold.) Eventually, the first policy briefing was
reproduced and included in each packet of the ACE 1999 Annual Meeting (ACE, January
1997, Box 4, Document 1030216, “NNWL Conference Call Minutes”).

While Touchton was busy maintaining the daily operations of the OWHE and the
NNWL, for the first time she was experiencing being the one in charge of making

decisions that would impact the future of the OWHE. She highlighted her experiences by

sharing the following:
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When Donna left and I moved into the Interim Director role, I found myself
somewhat overwhelmed, but very excited. Although I missed Donna’s presence
and partnership, I have to admit it was a “high” that [ hadn’t expected—to be able
to make decisions and establish priorities consistent with the values we shared,
but to be the one to determine what came first, or what was most important at the

time. (Touchton, 2013, p. 1)

This potential for future impact on the advancement of women was enough to encourage
Touchton to submit her application for the position of Director of the OWHE, which she
did in late November of 1997 (M. Ross, personal communication, March 14, 2013).

By the beginning of 1998, the search for a new director for the OWHE was well
underway. Many women in the Network were surprised that ACE was conducting a
national search given Touchton’s 22 years in her position as Deputy Director, an already
co-directorship position (Boyd, 1998; Davidson, 1997; Moore, 1998; Prince, March
1998), but Lapovsky, a member of the search committee commented that it was just the
nature of higher education to conduct such a search (L. Lapovsky, personal
communication, March 31, 2013). The search process itself created a statement about a
changing direction for the office. Ikenberry shared his view by stating:

Quite honestly, that transition and the search and so forth, may have been

complicated or may have been affected by the general recognition that the Office

of Women needed to change to—in response to a change in environment. And
whenever that is the case, it isn’t simply a matter of finding a new successor. It’s
trying to envision a new role for the office, and a person who might take it in that

direction. (2012, p. 20)

By early December, Search Committee Chair, Marlene Ross, indicated that there
had been a ““significant number of applications” for the position (personal
communication, March 14, 2013). From the many applications, a short list of top

candidates was chosen to include Dr. Judith Touchton, Dr. Judith Sturnick, and a few

other key contenders (M. Ross, personal communication, March 14, 2013); interestingly,
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Sturnick had not thought of applying for the position until Ikenberry encouraged her
(Sturnick, 2012). In March 1998, the search committee presented the roster of names to
President Ikenberry who selected Sturnick to become the director of the OWHE (Allen,
2012; Sturnick, 2012). Said Ikenberry about Sturnick’s appointment: “Judith’s work with
national higher education associations and women’s organizations is extensive and will
serve her well as she begins to provide leadership in the OWHE and at the national level”
(Ikenberry as cited in Wilcox, 1998, para. 3). Her full-time appointment began on June 1,
1998 (ACE, March 1998). Sturnick joined ACE having served as the principal of her own
consulting firm (Touchton, March 1998), and she previously had held the position of
President at the University of Maine at Farmington, as well as Keene State, respectively.
Shortly after the announcement of Sturnick’s appointment, she attended an April
20, 1998, welcome dinner by the NNWL and the OWHE at the annual state coordinators
meeting (ACE, March 1998). At that meeting, she described why she had selected to
accept the position. Among her reasons, she cited that the core of her life’s work had
been to promote leadership of women:
The Office of Women in Higher Education has done more to promote women
than any such organization in the world. I have no personal agenda in taking this
position. My agenda is the agenda of the women involved in the NNWL. I want to
know who you are. I want to work in partnership with Judy Touchton, and hear
from all women who are part of the NNWL network. I will give the Network the
best of my energy, the best of my heart, and the best of my mind. I am fiercely
passionate about the work of advancing women in leadership. (Sturnick, as cited
in ACE, April 1998, pp. 1-2)
In her address to the women of the NNWL, Sturnick highlighted three distinct areas in
which she saw potential for impact under her new directorship. They included the

Network, curriculum, and funding (ACE, April 1998). Regarding the Network, Sturnick

indicated she wanted to see the Network consistently strong across the states, and perhaps
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even go global. She also wanted to serve as a “walking Rolodex of women on the move”
in order to better connect women to search firms, legislators, corporations, and create
stronger alliances between universities and colleges, in general (ACE, April 1998, p. 14).
To help strengthen the Network, Sturnick said “no one talks to a president like a former
president, and I look forward to that opportunity” (ACE, April 1998, p. 14). Finally, she
was hopeful that the OWHE would have the opportunity to raise more funds in order to
successfully do the work of the office.

The Sturnick Years: 1998-2000

Dr. Judith Sturnick officially joined the OWHE on June 1, 1998. In her first week
on the job, she reached out to Ellen Hoffman, long-time consultant to the OWHE,
regarding revising the women-in-presidencies study that was published in 1993
(Hoffman, June 1998). Hoffman responded with a list of potential approaches to the
study, which ultimately became the seeds for a much larger project that would emerge
under the Brown years and reach completion during the Van Ummersen years. The
project became known as Advancing Women'’s Leadership—a series of three books
examining women in the presidency. Sturnick also began work on a new OWHE
publication series (Hoffman, August 1998).

As Sturnick settled into her new role, Dr. Michael Baer joined ACE as Senior
Vice President for Programs and Analysis. He came from Northeastern University where
he had served as Provost and Senior Vice President (Baer, 2013), becoming Sturnick’s
immediate supervisor. Ikenberry discussed the OWHE reporting structure:

The Office of Women, when I arrived, reported directly to the president of ACE,

and so even then, I was moving the Office of Women under Michael Baer so that

it would be closer to the ACE Fellows program and closer to other programmatic

streams. Even though it retained its separate identity, we began to bring it
together in a more integrated way. (2012, p.16)
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At the same time, Touchton was giving some serious thought about her own future and
role in advancing women. With new leadership at both the Council and the OWHE, and a
structure that no longer reported directly to the president, Touchton concluded that the
top leadership of ACE was looking for change and new directions concerning the
OWHE—and while change was good, it also had to be meaningful. With options
available for her own private consulting business, Touchton knew the time had come to
launch women’s advancement through a different platform and made the very difficult
decision to retire from her post after almost 22 years with the OWHE.

On September 8, 1998, long-time Deputy Director of the OWHE and Director of
the NNWL, Dr. Judith Touchton, announced her decision to retire (Touchton, September
1998). In her public announcement to her colleagues, she stated:

After 21 years (+9 months) with the American Council on Education and the

Office of Women, I have decided to leave ACE at the end of September. The

decision was not an easy one, as I’m sure you will appreciate, but it is both timely

and right—and I am very excited about my new future. ... What better time to take
the work I am and have been doing to a new place! I am forming my own
consulting firm to continue the work of women’s advancement and gender
partnerships in a context that gives me more freedom and choice of calendar.

(Touchton, September 1998, p. 2)

Three days following her announcement, in order to calm any nervousness about the
departure of Touchton, Sturnick followed up with the NNWL regarding her plans as

director for the future of the office. In this email, she outlined four new priorities to

accompany those she delivered at the meeting prior to her arrival: (a) to reinstitute two

Forums each yearS, (b) to conduct a series of focus groups for minority women leaders,

8 1t appears from the research that the only gap in the Forums occurred at the point Touchton departed; the
timing was such that professionally executing a Forum could not occur.

359



(c) to conduct women presidents’ roundtables in eight key cities, and (d) to search for
Touchton’s replacement.

The last major project in which Touchton participated was the Room at the Top
Women’s Program, a venture she had been planning for months prior to her departure.
The Room at the Top was cosponsored by the Universities’ and Colleges’ Self
Development Agency (UCoSDA) of the United Kingdom (UK) and the OWHE (ACE,
September 1998). The purpose of the program was threefold. First was to share
perspectives on leadership styles and strategies for women in higher education in the US
and the UK. Second, it was to simply broaden international women networks; and finally,
for the UK participants to examine key higher education issues and how America was
addressing them (Touchton, July 1998).

Four days after the Room at the Top seminar, Touchton left ACE. In just a short
period of nine months serving as Interim Director, she enthusiastically continued her
work with the OWHE’s NNWL, its Executive Board, and the state coordinators. She
launched the creation of two new publications, Talking Points and Benchmarks, of which
Talking Points would ultimately come to fruition. Her final work with the Room at the
Top event pushed her work to an international level, an experience that was a
professional highlight.

Upon Touchton’s departure, the work of the office had to carry on with the
womanpower of one person—a first since the early months of Schlossberg’s post. Adding
to this pressure was the fact that Ikenberry was not entirely sure about the role of the
OWHE and its purpose as a standalone entity in the year 1998; he was largely concerned

with using the resources of the office in a reprioritized way (Sturnick, 2012). Pushing
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back against these obstacles, Sturnick began to vision and plan the next phase for the
office under her leadership and created two categories of action: one that was visionary
and one that was operational. Examining the international work that had been started
under Shavlik’s time, Sturnick visioned a global OWHE that would take the office to
where she imagined Shavlik had wanted it, as well. Said Sturnick about the international
profile of the office:

And in England, for example, I think that the Office of Women had a profile. It
wasn't a high profile, but it had a profile, and Donna, of course, had been at the
International Women's Year in China, and so she had made connections with
Chinese women, but there was neither the money, nor the wherewithal, the staff,
and so on, to be able to follow-up and keep those [contacts]. ...And then it was
just so clear to me that this was something that needed to be global. As part of my
vision, I could see where the office could and should go with the right steps, and
so what Donna was trying to do was absolutely perfect. It's just there wasn't
enough backup. And so when I came in, I thought that I could do it with my
energy and my time and in my sense of vision, which I was absolutely convicted
about— but I couldn't. You know, it's just you can't underestimate the amount of
time that it took to raise money for the office because we were not fully funded.
But if you wanted to do any of the important things that we did, you needed to
have a foundation. You needed to have donors and corporations behind your
project, and that's—that’s very time-consuming. (2012, pp. 3-4)

While Sturnick had a global vision in mind, she also made an operational plan that was

steeped in the history of the office and very national in execution. She wanted to get back

to the roots of the Network by strengthening the pipeline of women, reconnecting sitting

presidents throughout the nation with the office, and reengaging the Commission on the

Office of Women (Sturnick, 2012), which Sturnick herself had chaired from 1986-1987

(Wilcox, 1998). Sturnick described the position of the office upon her arrival as follows:
The office was losing touch with that network of women coming up, and so that
pipeline was also drying up, and you've got to keep that pipeline filled. Who are
the stars in the making? You know—who are the presidents to be? And how do
you get them recognized? And how do you keep them from losing heart and

losing their nerve and all those things that were so important to — Because so
much of the work in the Office of Women is about helping women remember how
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very, very gifted and good they are and that their leadership is a strong and

sometimes more visionary than the average man's and to keep those messages

going. (2012, p. 5)

And another thing I think I did that was very important — the energy of the

National Commission on Women, which had been a powerful force for a while,

had become more of an honorary appointment —...they just weren't doing

anything anymore, and they had lost that sense of urgency. And so what I wanted
to do was to re-energize that commission because they were all presidents. And
that's a tremendous power base, and that's a tremendous promotional base that you

can use. (Sturnick, 2012, p. 10)

With these convictions in mind, Sturnick set about new tasks she believed would advance
the OWHE. Two very distinct projects on which she worked in her first year were the
Presidential Roundtables and the IDAS—the basic steps that became an acronym for the
mission of the office.

As a former college president, Sturnick was savvy in the details of strategic
planning and quickly tried to incorporate ways in which the OWHE could dovetail
operational matters with ACE strategic goals. In an effort to fulfill the overall goals of the
Council, in terms of presidential linkages and support, Sturnick proposed a series of
national presidential roundtables (Sturnick, 1998). In a proposal to Ikenberry, she stated:

We are ready to take our office to the next level of planning and activity for the

next decade—and to integrate the work of the office more consistently into the

overall goals of ACE. ...Since my appointment, | have heard from a number of
women presidents who have urged us to initiate a dialogue to listen to their
concerns and to find ways in which OWHE can be responsive to their leadership

needs in a more concentrated way. (Sturnick, 1998, p.1)

The purpose of the roundtables was to discuss an OWHE agenda relevant and responsive
to presidential concerns. The final proposal called for hosting ten roundtable dialogues
over the course of a year, of which eight were for women and two were mixed gender

(Sturnick, ca.1998). Sturnick was eager to begin the roundtable project in an effort to

impact the ACE OWHE presidential linkages:
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Not only would these sessions send a message to the women presidents about
their reconnection with the OWHE and ACE around leadership issues, but it
would be a visible and public outreach effort focused on their concerns, and it
would give us a much better sense of matters relevant to them as women leaders.
(1998, p. 1)

She fully believed these would be a pivotal aspect of successfully integrating ACE

strategic plans with the work of the office.

By implementing these presidential roundtables, Sturnick hoped to accomplish

five main outcomes. First, she expected to gather more focused information regarding the

concerns of women presidents to which the OWHE and ACE could respond. Second, she

anticipated a heightened national visibility outside of DC proper, thus helping reengage

the effectiveness of the state networks. Third, she wanted to find potential new recruits

for the OWHE Commission, again, with an eye to reenergizing a lackluster committee.

And finally, she wanted to mobilize women presidents through the state networks and

create an annual institute for women presidents. In her interview, she described her vision

for the impact of the roundtables:

Another thing I did was to take the office back out nationally, and so I was on the
road a great deal. I held a series of — I can't remember how many — but forums for
presidents. So I would go to California and find a president who would sponsor a
forum, and then we would invite all of the presidents in Northern California to
come, and it would be a daylong meeting talking about the same issues that [ was
discussing with the National Commission, but which never got that kind of
immediate dispersal.

And so and the idea was, "Remind them [presidents] that the office is here.
Remind them that the office has a vision and is alive and well. Remind them that
there's still a strong role that they have to play in promoting women because we
still don't have enough of them, and there are such great women coming up in the
pipeline, and they've got to end up in presidencies," and just rekindling that and
so—rekindling the state organizations which had begun to die [was an area of
impact]. (Sturnick, 2012, pp. 9-10)
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Within that year, Sturnick did a lot of travel both with the roundtables and
internationally, and by the end of the fiscal cycle, the office budget went into the red for
the second time in history (Anonymous, 2012). (The first had been a small overrun on a
Women'’s President Summit). Sturnick herself indicated that “we had a terrible time
covering the expenses” (2013, p. 10). While the intent of the project was promising, it
became a difficult situation for Sturnick with Ikenberry (Sturnick, 2012). The following
passages describe the essence of that time period:

And so I had some wonderful, exciting moments traveling around the country
when I held the roundtables with the presidents, and men presidents would say, "I
didn't realize. I didn't realize that the work hadn't been done. I didn't realize how
I treated my assistant. That dean that I thought should remain a dean forever
actually has a lot more skills than my academic vice president. I need to rethink
some things." But there wasn't enough time to do everything that needed to be
done, and it was a real critical point because so many of the other movements
were fading. [ mean women who I had been shoulder-to-shoulder with weren't
defining themselves as feminists anymore. (Sturnick, 2012, p. 44)

...Stan had mixed feelings about me. He loved the energy, and he loved the
division and the high visibility, but he kept saying to me, “Take that and put it
here in this organization. Show that you are loyal to ACE.” (Sturnick, 2012, p. 32)

And so there was an expectation that offices brought in resources to support their
operation. And I don't think — it may have been a surprise to Judith when she
came in. I think she really wanted to provide a lot of individual, personal,
executive counseling to presidents and people who were near moving into
presidencies, and that just wasn't funded. And she spent a lot of her time doing
that. And I'm sure it took a fair amount of resources. She — and this was not
unique to her office — liked to be around the country meeting on campuses with
people to attract women, to identify women, and that also was costly and didn't
bring in resources. (Baer, 2013, p. 6)

Although there were challenges, the project paid dividends in two ways. It moved male
participants to view women’s leadership differently, and it provided the foundational
research for the first book in a series about women’s perspectives on the presidency. (See

appendix RR for Roundtable locations.) A large portion of the funding for both the
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roundtable travel and the publication of the results was sponsored by the Exxon
Education Foundation (Sturnick, 2012). The final result of the research was the
production of a book—the first in a series of three—entitled From Where We Sit:
Women'’s Perspectives on the Presidency (2001). The book highlighted, in summary
form, women’s ways of leading, special challenges women presidents faced, and
reflections and recommendations for women considering the presidency.

In addition to the roundtables, Sturnick set in motion a plan to revise the
information sheets about the Network, the Roundtable on Executive Search Firms, the
National Forums, and the vision statement (Hoffman, August 1998). As part of that
process, Sturnick worked with her NNWL advisory group to create IDAS, which stood
for Identify—Develop—Advance—and Staying Power (Sturnick, 2012). Said Sturnick
about the IDAS:

One of the wonderful things that we did in the first advisory committee meeting,

the little board of women that worked around the director, was to create what we

called the "IDAS," and I don't even know if it's used anymore, but we used it a

lot. And it was "Identify," "Develop" — it's been a long time since I've thought

about this —and the "A" stood for — “[ Advance]”. The idea was to get them into
positions, and the "S" stood for "Staying Power." And so it really covered the
scope. You'd find the women with the potential. You provide the seminars and
the opportunities for leadership growth, including mentors, and the opportunity to
talk to lots of presidents and women and men. But that special thing was that

women can give back to women. (2012, p. 5)

Once the mission was identified, Sturnick and the NNWL set about addressing the public
relations challenges faced by the OWHE. At the October 1998 NNWL board meeting,
Sturnick invited an expert in public relations, Mr. Jay Groves, Director of Media
Relations at Illinois State University, to recommend and guide action steps for the

national identity of both the OWHE and the NNWL (ACE, October 1998), creating yet

another change in the organizational identity of the office. After a professional review of
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the existing documents, Groves indicated that the OWHE and NNWL information clearly
showed confusion as to who and what each represented. He explained that ACE, OWHE,
NNWL, NIP were all acronyms used with comfort among those who already knew the
system, but to newcomers—the market the NNWL was trying to attract—it created
confusion (ACE, October 1998). He went further to state:

It is not possible to get people throughout the country to buy into an organization

for leadership in advancement of women in higher education if it is not clear what

that organization is and what it represents. ... The two things that women want to
know today before affiliating with an organization are as follows: “What is it?”

and “What can it do for me?” We live in a sound-bite society; therefore, from a

communication perspective, what is needed is a one-page one-sided piece on who

we are and what we do as an organization that is clearly spelled out. (Groves as

cited in ACE, October 1998, p. 9)

In addition to this advice, Groves implored the office to examine all of its publications
and consider them as more than information pieces, but rather, calls to action on the part
of the intended audience. Within five months of this meeting, a draft of the new brochure
was created using the majority of the recommendations provided by Groves (Hoffman,
April 1999). The brochure was designed to be a marketing brochure, rather than a
document of facts. In the revisionary mode, the last letter of IDAS was changed to reflect
the letter S, meaning support (Hoffman, May 1999).

This new mission for the office was an organic statement that concisely
articulated what had become the primary role of the OWHE—the work of the Network
and all its encompassing components. Upon reflection, the OWHE and the Network had
become almost one, inextricably linked. “The goals of the state networks really sort of

morphed into being the goals of OWHE, and I’m sure you’ve heard those ideals:

identifying, developing, advancing, and supporting” (Prince, 2012, p. 6).
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Following Touchton’s departure, the search for an assistant director created
another new structure, as the previous hierarchy during the Shavlik and Touchton years

had been a co-directorship. A small search committee of Council staff members was

convened with Sturnick serving as chair (H. Sturnick?, personal communication, April 1,
2013). In the course of the interview process, Sturnick discovered a candidate she thought
was a perfect match for the office, its newly created vision, and her own personal
leadership style; however, Garza had his eye on a different candidate (Sturnick, 2012).
The search committee evaluated the potential of both candidates, and in the end, Gladys
Brown was selected as the new associate director of the office. Brown joined the office
from her position as Director of Human Relations at the University of Maryland, and
while the records are not clear, it is believed her official start date was in June of 1999
(D. Allen, personal communication, April 1, 2013).

Upon her hire, Brown picked up where Touchton left off working with the state
networks, the NNWL board, the various Network meetings, and oversight of the OWHE
website (Brown, 2012). She described her role in this way:

Well, my role as the associate director, which was the position I was hired into,

was to generally be the point person in working with the Networks. Part of

working with the Networks meant to try to refine the vision for how they would
operate in terms of advocating for women and in terms of career progression,
retention, and general support. I had to also make sure that ACE was positioned

to give the Networks what they needed and vice versa because it was definitely a

partnership. I also had to manage the conference for the Network—the annual

conference that happened as a part of the ACE annual meeting. (Brown, 2012, p.

2)

Due to the amount of time it took to engage all 50 Networks across the nation, the

responsibility proved to be one of the most challenging aspects of Brown’s work as the

9 After her tenure with the OWHE, Dr. Judith Sturnick legally changed her first name to Helena, as
depicted in this reference.
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associate director. With the turnover of Shavlik to Touchton, and Touchton to Sturnick,
the office had run on the power of one full-time executive position for almost two years.
This gap in human oversight created somewhat of a lag in generative activities, as the
attention given to the Network with just one staff person was barely a position of
maintenance, as evidenced by this statement:

I think after Donna and Judy left was a period of crisis for the OWHE. I think that
was a time of decline. I don't know whether that had been the case while they
were still there and it only became visibly obvious once they left, but [ do know
that it was very hard to maintain the expectations of the Network because not only
did you have one Network, but you really had lots [added for emphasis] of
Networks. And all of them were feeling as though they were struggling and had
an expectation that ACE, with this national reputation and "resources" would be
able to help them individually. And, I just think that on some level, unless you
have lots of staff, and they [ACE] have made that an institutional priority, it’s an
unworkable proposition. (Brown, 2012, p. 12)

The Networks were not the only battle facing the office. Additionally, like
Sturnick, Brown sensed there was a potential movement to displace the OWHE and
merge it with the Office of Minority Concerns. This sense was also brewing among the
constituents of the Network (Brown, 2012). With her background as a lawyer, Brown was
comfortable with, and even agreed with questioning the legitimacy of the office in
comparison to the resources being invested, but pragmatics aside, her commitment as an
activist to the advancement of women never strayed:

I think that when Judith and I came, there was an attempt to maybe infuse it [the

Network] with some energy, but I also felt that there had been some conversations

about merging the Office of Women in with the Office of Minorities. So even

during that period, if there had been an opportunity to do that, or if there had not
been a perceived sense of outrage and complaints by the presidents and women in

the Network, I think that would have happened when Judith left. (Brown, 2012, p.

13)

What I probably didn't say was I could see on some levels why it was an issue for

the leadership because it was—it is a time and resource intensive endeavor [the
Networks]. And, I do think it's legitimate for the leaders to, as part of its
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evaluation of every aspect of an infant organization, to be able to say, “What is
the value added proposition of this project, that initiative, that effort?” “How is it
aligning with our core mission and are there ways for us to do it better and maybe
even to do it more efficiently, or to do it in a way that there's a less of a drain?”
(Brown, 2012, p. 5)
The new leadership team of Sturnick and Brown certainly faced uphill battles, but the
two women continued to work toward the single goal of advancing women in higher
education. New initiatives and programming continued, despite the challenges of limited
resources and the political milieu of the Ikenberry years. Much like Brown, Sturnick also
approached her work in the office with different viewpoints and from different contexts.
As is the case with almost any new leadership, Sturnick brought different
approaches and contexts to the already existing programs of the office. Often, Sturnick
would promote very specialized topics for the National Forums around current issue
topics such as technology or media relations, bringing in key personnel from institutions
around the nation (Allen, 2012). This was a different tactic in that it took on more of a
training role with an eye toward issues one would face in a presidency, rather than a
professional development tone to advance women info the presidency. Additionally,
Sturnick spent a lot of time traveling to meet with sitting presidents in an effort to recruit
their expertise, as well as visiting presidential nominees for one-on-one coaching and
mentoring (Baer, 2013). With Sturnick’s background as a former president, these new
approaches matched the presidential tone of ACE.
By January of 1999, six months after the arrival of Sturnick, the Network Board
brought up a major discussion regarding the name of the national network of women. In

their estimation, the name was confusing and did not portray the purpose of the Network.

Minutes of the board meeting provide the following evidence:
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The board discussed the fact that the name, National Network for Women Leaders
had not “taken hold” and that the previous name with the word “Identification
Program” was still being used throughout the country. ...The board desires to
return to the name which emphasized “identification.” The board is attempting to
avoid the abbreviation N. L. P. (ACE, January 1999, Box 2, Document number
1030216, p. 3)

It is not clearly known at what point the name changed, but by February 2002, the name

did change to The ACE Network (ACE, February 2002).

Continuing her efforts to create new initiatives, and on the heels of the
presidential roundtables, two additional programs were underway by January 2000. As
planned in her original proposal, Sturnick was working with Lynn Gangone of the
National Association of Women in Education (NAWE) and Cynthia Secor of the Higher
Education Resource (HERS) on the implementation of an Academy of Aspiring Women
Presidents (ACE, January 2000; (OWHE Records, 1986-2004, Box 2492, Folder 1, and
“Summary Discussion of Office of Women Funding Issues;” L. Gangone, personal
communication, July 21, 2013). The first academy was planned for January 2001 with
support from Judith Evans of TIAA-CREF (L. Gangone, personal communication, July
21. Additionally, in January 2000, Sturnick was in discussion with The George
Washington University regarding the development of a research center on the college
presidency (ACE, January 2000). Sturnick announced her resignation from the OWHE
just three months later. Regarding these last two major projects, I was unable to find
further documentation regarding the outcome of the research center on the college
presidency; it is assumed it did not reach completion. However, combined with the
timing of Sturnick’s resignation, and NAWE's organizational challenges, which

ultimately resulted in its closure, the pursuit of the academy was abandoned (L. Gangone,

personal communication, July 21, 2013).
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Three months before Sturnick resigned her post, she was able to garner the title of
Vice President at ACE; this would be a major milestone for the office, as it again
elevated the status of the office within what had become a much more hierarchical
structure than during the Atwell years. This post would also set a new structural stage for
her soon to be successor. The following passages shed additional light on the importance
of the title change:

I fought for that vice presidency. And, I didn't name it as one of the
accomplishments of the office, but it was because Stan didn't want to give it to the
office, and he had very, very mixed feelings about me. ...And it wasn't that I
wasn't loyal to ACE. It was that my desk was flowing — overflowing with letters
and e-mails and telephone calls from women in trouble or women on the brink of
moving up and needing help and, if nothing else, just needing to get a telephone
call back where you would say, "Yes, you can do this." (Sturnick, 2012, pp. 32-
33)

THE NETWORK Executive Board and state coordinators of THE NETWORK
who attended the ACE Annual Conference in Chicago were profoundly moved by
the naming of Dr. Judith Sturnick as a Vice President of ACE. We applaud the
creation by the Board of Directors of ACE of a vice presidential position to
represent women’s issues in higher education, and we anticipate significant
outcomes from placing the voices of women and minorities in such a central role
in decision-making at ACE. (Prince, 2001, p. 1, cited in Ikenberry, 1998-2000,
Box 2374, Folder 9, “Letter to Ikenberry”).

In early April 2000, a few months after Sturnick achieved the Vice Presidency at ACE,
she turned in her resignation to assume the Presidency at the Union Institute on June 1,
2000 (Ikenberry, 1998-2000, Box 2374, Folder 9, “Email to ACE Board Office of
Women in Higher Education”). The decision was one that came after a long internal
battle, but once she was a candidate, she knew the setting was the right match, as stated in
these interview extracts:

And the search committee, the search consultant that they were working with was

an old, old friend, and she kept calling me, and she kept saying, "You know, there

are three presidents on that board, and they want you." And I would say, "I can't.
I can't do this to the Office of Women. I can't do this." And then about six weeks
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later, the head of the search committee who worked with me at ACE on one of the
committees and task forces and who had been on the board at the Union for a
long, long time called and said, "Helena, just let two of us come and meet you and
talk to you and tell you why you've got to take this job." And I said, "I can't leave
ACE. Thave a commitment here, and I've barely begun, and people don't even
understand what I'm doing yet."
But, [ wanted to do it, and it was a very, very hard time — very hard decision. And
if I could go back and redo it, I would want to spend five years in the Office of
Women before I moved. I moved too soon, and I didn't realize it because I
thought, "Oh, God, look at what we've done in this period of time. Just look at
what we've done." And you know, all the talk that we had about staying power,
you had to stay longer to make sure that those things stayed in place. You had to.
I didn't understand that well enough, so that's the one do-over in my life I wish I
could do. (Sturnick, 2012, p. 34)
Although Sturnick believed she may have left too early, in the two years she led the
office, new initiatives were formulated that would pave the way for the next wave of
defining activity in the OWHE. The creation of the IDAS remained a feature of the
Network principles for every director succeeding her, and the presidential roundtables
spurred the creation of one of the most referenced projects of the OWHE—the Advancing
Women’s Leadership series. Additionally, as a former college president, Sturnick began
the process of reshaping the structure and identity of the OWHE in an effort to survive
the changing ACE political landscape—a landscape through which the office had to
navigate in order to persist. Following Sturnick’s departure from ACE, Brown assumed

the role of interim director while a national search for Sturnick’s replacement took place.

The Brown Years: 1999-2001

After the departure of Sturnick, Brown assumed an unusual role in that she held
both her own title as associate director and that of interim director. “When I became the
interim director there were no funds to hire a director, so I took on both roles. So it

became a blended job” (Brown, 2012, p. 3). Brown served in the interim capacity from
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2000-2001. To get an understanding of the situation Brown was facing, the following
statements highlight a period that was difficult:

All T know is the money had disappeared, and that I think Judith had overspent by
an incredible amount of money, but you know, my feeling is well who does she
report to? At some point someone has to be looking at the financials. So, when
she left the office had to absorb the deficit because it was so big. I have to admit,
I did not like the idea of still being fairly new, and being put in a position where
all this was happening, [especially] when I was also trying to do some major
changes. And I thought, quite frankly, that this was a prelude to making some sort
of major administrative structure shift. (Brown, 2012, p. 16)

And every office was expected to bring in external money to cover any other staff
and/or anything beyond normal office expenses that they needed. In some offices,
that meant going out and getting support from foundations, getting grants. In
some offices, it meant running programs where people paid a fee for the
programs. ...And so there was an expectation that offices brought in resources to
support their operation. And I don't think — it may have been a surprise to Judith
[Sturnick] when she came in. I think she really wanted to provide a lot of
individual, personal, executive counseling to presidents and people who were near
moving into presidencies, and that just wasn't funded. And she spent a lot of her
time doing that. And I'm sure it took a fair amount of resources. (Baer, 2013, p. 6)
Despite the hurdles facing Brown, she tackled three main projects of lasting significance,
creating her own legacy in the OWHE. One of Brown’s projects directly impacted the
Network—and two the OWHE. Regarding the NNWL, in an effort to better organize,
educate, and communicate with the Network, Brown and NNWL Chair, Prince,
coauthored a five-year communication plan. Regarding her OWHE projects, Brown had
applied for a grant to fund the collection and dissemination of data regarding the career
advancement of women, particularly those of color. (The grant was received during
Sturnick’s tenure, but there were only a few months of overlap; the majority of the work
took place after her departure.) At the time the first grant lapsed, Brown garnered a

second grant to continue this important work. These two grants would combine to create

a series of presidential roundtables examining barriers to the advancement of women of
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color, the publication of three books in the Advancing Women'’s Leadership series, and a
leadership development conference at the 25" anniversary of the ACE Network. The first
in the series of books revealed the important findings generated by the work of Sturnick’s
presidential roundtables, while the remaining two tackled presidential and institution-
wide education and awareness of the many issues and barriers associated with the
advancement of minorities. Also during Brown’s tenure, a new director for the OWHE
was hired and ACE again witnessed presidential turnover upon the retirement of
Ikenberry.
Believing in the importance of the power and impact of the national Networks,
Brown set about her work with the NNWL as a priority. She knew that developing a
stronger communication and education system for the Network leadership would be an
essential strategic step in streamlining the work for both the director and the Network
chair. Brown highlighted the communication plan as one of her contributions to the
OWHE:
I think one area where [ made impact [on the OWHE] was developing a strategic
communication plan. And then, using [added for emphasis] that plan to identify
what the roles and responsibilities and expectations of each of the key entities that
supported the Network were. So looking at it to see what the role of the Network
would be, what the role of the chair would be, my role [as director]. And then to
look at it in terms of the kind of goals that we had in mind and to put that into one
[added for emphasis] publication so that from year-to-year — It was the first time
that I think we had laid out those expectations in a format that someone could
quickly see. And, I think that part of it [the impact] was my way of being able to
show the leadership [of ACE] that most of the work was being done out there
[added for emphasis]. It was not being done by the staff. (Brown, 2013, p. 9)
In September 2000, Brown and Prince’s communication plan was published by ACE and

was titled Advancing Women'’s Leadership in US Higher Education: A Five-Year

Communication and Education Plan. The plan was centered on the IDAS in such a way
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that both internal and external stakeholders could better understand the role of the office,
and which entity was responsible for which task. This was the office’s first attempt to not
just state the mission, but to operationalize it in such a way that individuals, groups, and
ACE staff knew exactly the role each played in the execution of promoting women in
higher education.

Following Ikenberry’s presidential focus for ACE, the communication plan
created a statement both within ACE, and to its external members, that the OWHE and
the Network were aligned with the Council’s strategic plan to communicate, shape
policy, and support presidential activities. Following the completion of the
communication plan, Brown turned her attention to her next project, the analysis of the
data from the 13 presidential roundtables conducted by Sturnick. Of all the projects
produced by the OWHE during Ikenberry’s tenure, it was perhaps the results of the
roundtables that were most aligned with his vision of presidential focus:

The publications were important, but also the process of achieving the publication

was probably equally important. That is the process of researching, discussing,

debating, contesting these policy issues within a public forum was also helpful I

think for not just women, but those of us in higher education generally, to be able

to understand and deal with the issues of the day, particularly as they related to

women. (Ikenberry, 2012, p. 8)

While Ikenberry was in favor of the publications produced, he was equally keen on the
process of examining the public policy issues embedded in the research.

In September 2001, almost one year after Brown arrived at ACE, and halfway
through her interim period, President Ikenberry announced his retirement from the

Council effective June 30, 2001 (Ikenberry, 2002). Explaining the timing for his

resignation, Ikenberry stated:

375



If there can ever be an ideal time for a transition, 2001 may be it. We are
approaching a November election. There will be a new administration in
Washington. Congress will change as well. Reauthorization of the Higher
Education Act is not far away. A transition in leadership at ACE in 2001 could be
timely. (2000, p. 1)
In his six years at ACE, Ikenberry made few immediate changes to the office and its
programs, but the result of his leadership would have lasting and altering impact in the
years to come. At the time Ikenberry arrived, he saw three distinct roles of the office and
defined them in this manner:
Well, number one, to continue to attract women to roles of leadership in higher
education, and that was a major challenge then. ... Number two, to help equip
women to play those roles, and then [finally] to serve as a source of support for
women who were playing those roles in higher education so they had an affinity
group to relate to as their careers advanced. ... I felt that the Office of Women
probably was most effective in playing that latter role during the time that I was
affiliated with it. (Ikenberry, 2012, p. 5)
In his view, while these were important aspirations, they were also not particularly
modern goals as they related to the advancement of women in the late 1990s. Ikenberry
felt that the values of the office were certainly valid and appreciated, but the
programmatic approaches were outdated in terms of trending policy and political issues.
In fact, he believed the review and analysis of policy by the OWHE were its weakest
areas in terms of ACE core principles (Ikenberry, 2012). As a result of these beliefs,
Ikenberry saw his relationship with the OWHE in terms of a change agent, as evidenced
by this quote:
The advancement of women had made sufficient progress, but even in 1996-97-
‘08, the office was still struggling to try to adapt and change in response to the
changing environment. I don’t think it was a crisis, but I think it was a decline in
the impact that they had. And I don’t think that was necessarily the function of

the Office and its leadership so much as it was a changing environment of women
in higher education, which was a happy circumstance. (Ikenberry, 2012, p. 17)
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While Ikenberry did not have day-to-day interaction or oversight with the office and its
programs, he did make significant impact on a newly emerging OWHE culture and made
attempts to help redefine its role amidst a nationally changing tide regarding women’s
career advancement. He further used his position to advance women into positions of
power within ACE, proper. lkenberry described his challenge to do so in this way:

I think more generally, the real challenge at the time that I was in the presidency

at ACE was to not just bringing women into the operation of the Office of

Women, but to involve women in the leadership of ACE as members of the board,

as staff members, involving women in the annual meeting, giving women a fully

equal and parity role in all of the programmatic activities of ACE, including

government relations and policy issues and so forth. (2012, p. 5)

Ikenberry’s influence on the OWHE created an impact in three ways. First, he
conducted the search for the new Vice President of the OWHE. By November 2000, Dr.
Claire Van Ummersen, President of Cleveland State University, had accepted the position
of Vice President/Director of the OWHE (ACE, November 2000). At the time of her
interview, Van Ummersen said “the Network would be her top priority” (as cited in ACE,
November 2000, p. 1). In hiring Van Ummersen, Ikenberry created a national public
statement that the office would continue as a standalone entity with a focus on the
Network, despite the belief of some that his aim was to merge or close it. Second, the
groundwork he laid would be advanced by his successor, David Ward, to focus the office
more on policy and research; and finally, the future organizational structure of the office
would be more inclusive of the changing environment of US higher education. The tenor
of Ikenberry’s impact on ACE, and thus the OWHE, is best summarized in an ACE press
release (2000, September):

One of the best decisions of my six years on the ACE board was to help recruit

Stan Ikenberry as president. ... ACE has made great progress under his leadership.
We are more focused, better reflect the views of our members in the public arena,
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and do a better job of bringing together disparate views of the university

community. (Adams, ACE Chairman of Board as cited in para. 6)

Following in Ikenberry’s wake of a more inclusive ACE focused on research and
policy, Brown realized that if she wanted to accomplish any major outcomes during her
time at the office, she would have to receive outside funding. During the summer of
1999, Brown worked to complete grant applications, and by August of 1999, she had
been awarded her first grant by the W. K. Kellogg Foundation titled 4 Blueprint for
Action: Developing Minority Women'’s Leadership in Higher Education (OWHE
Records, 1986-2004, Box 2492, Folder 1, “Year-End Report to W. K. Kellogg
Foundation™). To the general public, the project was better known as Advancing Minority
Women'’s Leadership (ACE, 2001). The newly acquired $50,000 grant from the Kellogg
Foundation was awarded to “increase minority women’s representation in higher
education leadership by convening roundtable discussions on barriers to career
development” (Kellogg Foundation, 2013, database field 4). The project aimed to address
the underrepresentation of minority women in US colleges and universities using a
variety of data collection methods based on the IDAS (ACE, 2001). In her discussion
regarding the grant, Brown stated:

That grant was from Kellogg. It was one of the largest the office had ever gotten.

Maybe 250 thousand [in total], but it was way larger than we've ever gotten. So

part of trying to position and reposition the office was to examine what factors

institutions thought were important. Then, we were trying to reach for that as a

way of showing that we [the OWHE] had value. So, it was expected that all

directors would get grants. [ was an interim director and associate director at that

time, but I thought okay, this is the way to go. We're ‘gonna do it; and we got a

grant. (2012, p. 6)

The majority of the data for Advancing Minority Women's Leadership was gleaned

during a series of events across college campuses from August 1999 to June 2000—most

of which were hosted and sponsored by members of the National Advisory Committee to

378



the project (see appendix SS for committee members). In all, the project backed eight
focus groups, one workshop, and one national institute on career mobility (ACE, 2001).

The institute itself was held on June 4, 2000 during the National Conference on
Race and Ethnicity in American Higher Education in collaboration with the search firm,
Witt and Keifer (S. Duncan of Witt/Keifer, personal communication, April 3, 2013). At
the completion of these events, the office created a new minority database of women
from around the country, which served as a quick reference for the nomination and ACE
Roundtable of Executive Search Firms processes.

Right around the time Brown completed the focus groups, Dr. Claire Van
Ummersen joined the ranks of the OWHE as its new director (the Van Ummersen years
are reviewed later in this chapter). After traveling around the United States for nearly a
year, Brown was sitting on a gold mine of data. Not only did she have the research on the
national workshops and roundtables regarding minority barriers to advancement, she also
had all the statistics from the presidential roundtables completed by Sturnick. It was not
enough to just collect the data—she now had to communicate to the OWHE and ACE
constituents the findings; however, resources were non-existent. The money from the first
grant had been expended conducting the research. With determination, the new OWHE
leadership team applied for another Kellogg grant, with a successful outcome.

In June 2001, a second award totaling $185,000 was provided to “support
education and leadership development of women in higher education through publication
and dissemination activities” (Kellogg, 2013, database field 4). The official title of the
second grant was Advancing Majority and Minority Women'’s Leadership in Higher

Education: Next Steps (OWHE Records, 1986-2004, Box 2492, Folder 1, “Year-End
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Report to W. K. Kellogg Foundation”). In the process of Brown’s work with the grant,
she had a moment of clarity, described in detail in this quote:

But what I thought was very interesting for me, and showed me that I needed to

really think—rethink our approach was halfway through writing the publication. I

had finished all of the focus groups. We had maybe conducted about six of them

I think at the colleges around the country. Very thorough process. [I realized in

my rethinking our approach that] the focus was on what the women [added for

emphasis] needed to do. And, again, because we were thinking, well, maybe the
networks could help with that and then I thought, oh my goodness, I've fallen into
the trap. The question should be what college presidents need to do because
women are never going to have enough power [hand hits table for emphasis],
never have enough authority [hand hits table for emphasis] on their own to do it.

And again, we're putting the responsibility on the backs of those women to make

it work in spite of— there’s a presidential organization. Then why aren't we

talking about what presidents [added for emphasis] need to do in their role of
creating a supportive environment? You know, for people to flourish. (Brown,

2012, pp. 6-7)

The final result of the Advancing Minority Women Project emerged in the form of two
books—the final two in the series of three on Advancing Women'’s Leadership. (The first
in the series was a review and discussion of the data from Sturnick’s presidential
roundtables, but not funded by Kellogg.) With the success of the $185,000 grant from the
W. K. Kellogg Foundation, Brown started the process of analyzing and preparing the data
for national dissemination. Three books comprised the series.

In October 2001, the first book in the series, From Where we Sit: Women'’s
Perspectives on the Presidency, was released. The benefit of the book was the clear
written articulation and dissemination of data regarding the barriers to women’s
advancement that had been talked about for over 25 years (ACE, 2001). Right behind the
release of From Where We Sit emerged the remaining two books. These final two books

were designed as complementary companion pieces aimed to engage institutional

administrators in an examination of strategies for enhancing career mobility of women
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with a focus on women of color. While the concept for these last pieces developed as a
result of the women of color roundtables, it was thought that the findings regarding
barriers to advancement (and the strategies to overcome these barriers) were not concerns
of only women of color, but all women. With this notion in mind, the second book,
Presidential Strategies for Enhancing Career Mobility (2001), focused on four major
themes: (a) expanding opportunities for leadership development, (b) eliminating barriers
to career advancement, (¢) improving workplace climates on campuses to optimize
women’s leadership, and (d) expanding mentoring programs that support women’s
professional development (Brown, Van Ummersen & Phair, 2001). The intended
audience was college and university presidents.

The third and concluding book of the series was titled A Guidebook of Strategies
(2002). While the second book was geared toward presidential audiences, this book was
intended for administrators of all levels within an institution. The purpose of the book
was to “provide strategic guideline and promising practices for advancing women in
higher education” (Brown, Van Ummersen, & Hill, 2002, p. 7). In this final book, rather
than providing a review of the data, strategies for execution were shared.

In summary, the first Kellogg grant supported a number of activities including (a)
roundtable discussions on the barriers experienced by minority women seeking
advancement, (b) strategy discussions on ways to overcome such obstacles, (c) the
identification of a larger pool of potential senior-level candidates of color, (d) a
redefining of the OWHE’s approach to career and leadership development of minority
women, and (e) the creation of a national database of 320 minority female faculty and

administration with whom career and leadership information was shared by the OWHE
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(OWHE Records, 1986-2004, Box 2492, Folder 1, “Year-End Report to W. K. Kellogg
Foundation™). In June 2001, the OWHE received an additional Kellogg grant to create
publications based on the findings of the research funded by the first grant and to host a
leadership development conference at the February 2002 ACE Annual Meeting.
The Van Ummersen Years: 2001-2005
After Sturnick resigned her position as Vice President and Director of the OWHE,
the Council had to decide whether or not to fill her position and what the title would be.
After discussion, President Ikenberry did elect to refill the position with the same title.
The decision did not come without a lot of debate at ACE. Additionally, yet another new
reporting structure was put in place, reverting to the hierarchy through which Touchton
had served in her interim period. Michael Baer, Senior Vice President at that time
explained the structure more fully in his 2013 interview:
Judith [Sturnick] reported to me initially, and then when she left, there were three
offices that dealt with underrepresented groups. ... When Judith [Sturnick] left,
Stan Ikenberry made the decision that there should be one overall vice president
to oversee the three groups, though there should still be the three groups. And he
selected the head of the group that oversaw the Latino and Hispanic area, Hector
Garza, to play that role. And there was disagreement amongst the constituencies
because there was discussion about whether the title Vice President should
disappear and it should just become director. There was discussion about whether
the offices that were not Hispanic and Latino should really be reporting to
somebody who oversaw that particular role. The question was whether there was
a conflict of interest, and so on. But it happened. (p. 2)
By August 2000, Baer convened a search committee led by Dr. Janet Holmgren,
President of Mills College, and Chair of the ACE Board (ACE, November 2000, Box 5,
Document 1050196). About eight people were selected from the pool of candidates for an
interview, of which one was Dr. Claire Van Ummersen:
There was considerable discussion about the title when Claire came on board and

what we should advertise and who it would report to. And we did an extensive,
national search. We decided not to use a search firm. I oversaw — there was a
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committee, but I did a lot of the recruiting myself. ... We had a search committee
that included staff members and I think it included at least a couple of presidents
who were constituents of the office and we wound up interviewing at least a day
and a half's worth of people — seven or eight people — for that position. And there
were two or three that would have done a really good job. Not all of them had
been a university president. I think at least one other had been. (Baer, 2013, p. 8)
One of the big decisions for ACE was the issue of hiring someone who had been a
college president. While having such a person brought merit to the position, it was
thought that it could also be a detriment in that presidents were used to having large
cadres of staff people on whom to rely. In this role, a former college president would
have a small staff, and the onus of the workload would fall to them, even the smallest of
details. An overview of the discussion process at ACE regarding this issue was shared by
Baer:
And there was a lot of discussion around whether a university president could
come in and handle this office because of the lack of staff, the lack of resources,
whether a president would be able to get down and do the day-to-day work that
would make the office run. And the final analysis — the committee recommended
Claire. Stan Ikenberry and I made the decision together that we would make an
offer to Claire, and she proved that we were right. That somebody who had been
a president really could be innovative—was willing to get down and do the day-
to-day work and could make connections with foundations. Somebody who had
not had that experience could never have made that happen. (2013, pp. 8-9)
Deciding that hiring a college president was, indeed, the right move for ACE and the
OWHE, in November 2000, Van Ummersen was offered the position as Vice President
and Director of the OWHE (Ikenberry, 1998-2000, Box 2374, Folder 9, “Cleveland
State’s Van Ummersen to Head up ACE’s OWHE”). In June 2001, Van Ummersen
joined ACE leaving her post as President of Cleveland State University (ACE, February

2002, Box 5, Document 1030268), at which time Brown reassumed her role as Associate

Director.
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In her first few months, Van Ummersen spent time critically assessing the
program, its history, areas for potential growth, and getting to know the leadership of the
NNWL. She also knew that she needed to help create a sense of stability for the office
and its constituents, as depicted in these passages:

The office had gone through about four or five years of interims, replacements,

and interims. I think there were three to four people in charge before I got here. It

was important to have, I think, it settle down for one, and really begin to rebuild
many of the programs that were in place when Donna Shavlik was here as the

director. (Van Ummersen, 2012, p. 2)

And so my role was to figure out how to use the resources ACE was providing,

and also to begin to build relationships with the states and with the presidents in

terms of sponsoring a number of our programs, but also, in serving on the
executive board, and also on the women’s commission. To make the commission
much more intricately involved with the office than it had been. The office had
been in maintenance mode for those several years, and this was an opportunity, |
think, to bring it back into the kind of office that it had been before — how to
describe it — the uncertainty I think of where it was headed over that period of

time. Some things that were a problem involved the fact that the office had run a

deficit for I guess a couple of years, and we needed to figure out how to pay back

that deficit over time as well, and put the office on a firm financial base.

(Van Ummersen, 2012, p. 3)

Almost immediately upon her arrival, in an effort to start creating a sense of permanence,
Van Ummersen convened an August network executive board retreat, a platform through
which she presented her vision and goals for the office (ACE, summer 2001). At the start
of the retreat, Van Ummersen stated, “the state networks need reinvigorating, especially
in terms of involving presidents in the states; I am concerned the networks are ‘divorced’
from presidents” (ACE, summer 2001, p. 1). She went on to indicate her support in the
continued focus on the core mission of the advancement of women through the networks.
She also mentioned one other fact. She pointed out that while women were doing better

in terms of access to higher education, “when one looks at career areas such as the

sciences, women are not much further along than in the past” (ACE, summer 2001, p. 2).
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After general discussion with the group, Van Ummersen moved into a more
formal agenda of the four major areas in which she planned to focus, as she assumed her
directorship. These areas were (a) organize the OWHE, (b) collaborate with ACE on
programs, (c¢) implementation of the Kellogg grant (already discussed), and (d)
implement a Hewlett grant for innovative planning and the attraction of additional grant
funding (ACE, summer 2001, p. 2)

One of the first goals of Van Ummersen was an organizing process for the office
and its various programs. Upon assessment, she concluded four main themes. First, that
she had to establish a sense of trust on the part of her staff. With the turnover in the office
since the departure of Shavlik, the office had grown to be less stable. Second, she
observed an immediate need to get back to the agenda of the state Networks. And, finally,
Van Ummersen wanted to fine tune existing programs, such as the National Forums,
while creating new ones, such as Regional Forums. In the first year, a large portion of
Van Ummersen’s time was spent on the Network and programming initiatives.

With the help of Brown (and then Loomer, discussed below), Van Ummersen set
about the task of assessing past successes and areas of weakness within the Network.
What was almost immediately clear was the fact the state programs were in desperate
need of revitalization. However, after extended discussions over the course of a few
months, a new revelation occurred regarding the Network leadership board. The concept
was that in order to really move the states forward, the leadership board needed to have
women in positions where decisions about resources could be made—mainly presidents.
While it was believed by Van Ummersen this decision was the right one for the Network

structure, it also caused some early friction, as it created conflict between the autonomy
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of the Board versus the newly imposed structure by the OWHE and its leadership
(Anonymous, 2013). Van Ummersen shared her experience by saying:

By the time I got there, I think we had only one president on the board. Everyone
else was a state coordinator, so they had a role in the state, but only some of them
were in reasonably senior positions, some of them were not. It was very difficult
for someone who was not in a senior position to come up with resources to really
work in the Network. (2012, p. 5)

Gladys [Brown] and I worked together to figure out the role of the executive
board. I think one of the things that happened during this three or four- year
period, when there wasn’t really much strong leadership, the executive board
filled the void, so it was a little difficult to figure out what their real role had been
and where they fit into any sort of new arrangement. (2012, p. 5)
After the decision was made that the Board needed to be responsible for helping with
financial and political resources, many of the members elected to step down from their
role. Soon, a new board composition had been created, and this new group of women
went about formalizing the board’s role and powerbase in a different way. In August of
2001, the Network Board agreed that members would establish terms for membership
(ACE, November 2001). The decision was made in an effort to revitalize and renew the
board membership, generate new participation and ideas, while at the same time maintain
a sense of continuity and organizational memory. To gather a sense of the structure of the
board at that time, Van Ummersen shared the following:
At that time there were no parameters [bylaws] around this board, so someone
who became a board member and liked it could stay there forever. There were no
terms or anything like that. So, we worked with them over the summer and had a
very good session going back-and-forth on the draft, the bylaws, and so forth.
But we didn’t vote on any bylaws at that point, but we eventually did in the
course of the year get to the point where we were all on the same page. And that
was important in order to figure out how we were all going to operate and begin

to rebuild the networks in the states. At the time I joined ACE, I think we only
had about 16 or 17 Networks that were functioning. (2012, p. 6)
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With the board well under way to meeting the first of Van Ummersen’s
objectives, she turned her attention to finding presidential sponsors and liaisons to help
launch state programs. This was an example of a time when having been a former college
president served Van Ummersen well, as she was able to call upon other presidential
colleagues for help. With the commitment of the OWHE staff and presidents across the
nation, and a different board composition, the networks began to reshape, reenergize, and
reengage. This regained energy from the sates also helped employ a sense that the
OWHE was making national impact on the advancement of women, evidenced in this
way:

We strengthened the executive board by requiring at least half of the board to be

presidents because they bring resources, and they also bring a lot of expertise that

we use in different types of programming. They help the state networks in getting
speakers for their programs, whatever they’re doing in the states, and they’re
sounding boards and a support for the state coordinator as well. So, again, that
helps to strengthen [the states]. Many of the sponsors allowed events to take
place on their campus, or would provide a lunch or a dinner or something for the
group, so that it cut down the amount of money that people needed to spend. (Van

Ummersen, 2012, p. 9)

One goal was now marked off Van Ummersen’s list of projects—states were up and
running, the board was structured and working efficiently, and people were making
connections. With a sense of having achieved a major outcome, the OWHE team could
now go about the business of fine-tuning. A few months after her arrival, Van Ummersen
started a search for a new associate director and focused on the reinstatement of past
successful OWHE events. Within a year of her arrival, she hired a new associate director,

successfully planned and executed the fourth summit for presidents, and gained a new

supervisor when ACE President David Ward was hired.
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In October of 2001, Gladys Brown announced her resignation as associate
director of the OWHE to assume leadership in her new position of Director of
Membership Services at the American Association of University Women (ACE, October
2001). Van Ummersen shared her view on Brown’s decision to leave:

It was Gladys’ decision [to leave], and I supported her because she wanted to be a
director. She had gotten a taste of what it was like, and this was a golden
opportunity. She didn’t have to move [to another state], or do anything. She
really wanted to take the job, and I said, “Gladys, I think it’s something you
should do.” Now the other side of me, I’'m thinking, “Oh, my God. I'm going to
have to look for somebody else.” She was doing such a good job, but I don’t think
at that point, her mind was in a position to

believe that. (2012, p. 27)

Assuming the interim position during the formal search was Dr. Judith Loomer who had
been connected to the OWHE and served as a state representative for the Mid-Hudson
Association of the Network as the West Point representative (J. Loomer, personal
communication, April 5, 2013). Loomer was hired as the interim associate director of the
office in October 2001 (J. Loomer, personal communication, April 5, 2013).

While Loomer was in the position, she worked with Van Ummersen on the
refinement of the state Networks (described above) and was largely responsible for the
day-to-day operations of its management. Loomer shared her personal experience with
the office:

As we made changes to the Network, it was clear that ACE’s mission was about

presidents. So, we asked ourselves how we fit, and had to align our work with that

mission. One way Dr. Van Ummersen did that was to work with sitting presidents
to take on state sponsorships of the Network. ...We also wanted to make sure we
were working with the aspiring women in new ways. It was around this time we
changed the IDAS to IDEALS because while IDAS held a special place to the
women on the Network Board, IDEALS made more sense to the population of
women with whom we were trying to connect. We saw our role as pushing
women to see their possibilities. The concept of “lean in” and just being at the

table and taking senior roles was important. (personal communication, April 4,
2013)
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Loomer was also responsible for writing the first state coordinators handbook during her
time with the OWHE (J. Loomer, personal communication, April 5, 2013). In preparation

for the 25" anniversary of the Network, Loomer spent a good portion of her time

revamping the Donna Shavlik award, which was created in 199710 by ACE to “honor an
individual whose leadership has demonstrated a sustained and continuing commitment to
the advancement of women” (ACE, 2012, p. 7). Loomer was largely responsible for
crafting a more structured nomination and vetting process of the candidates to ensure that
a healthy and diverse pool of nominees was obtained.

By November, the search for Brown’s replacement was underway. Interviews
started in late February with Loomer in the pool of candidates (J. Loomer, personal
communication, April 4, 2013), and by late spring, the announcement to hire Dr. Donna
Burns Phillips was made. Burns Phillips assumed her role as the new Associate Director
of the OWHE in June 2001 (D. Burns Phillips, personal communication, April 5, 2013).
Said Van Ummersen about the arrival of Burns Phillips:

Donna brings to our office a deep understanding of the subtle barriers that still

prevent women from advancing in higher education administration and a passion

for supporting and sustaining women in leadership positions. ...Her experience
with boards, senior administrators, institution-wide planning groups, and with the
university-wide tenure and promotion review will all be valuable as we work to

change the equation for women in academe. (ACE, September 2002, p.2)

Burns Phillips joined the OWHE from Cleveland State University where she had served
as the faculty senate president under Van Ummersen’s presidency. Prior to submitting her

application for the position, Burns Phillips was not particularly aware of the OWHE, but

because of her affiliation with former President Van Ummersen, made the decision to

10 The ACE official web site indicates the first Donna Shavlik award was given in 1999 (ACE, 2013).
However, Donna Shavlik was awarded this honor on February 24, 1997, as engraved on her plaque (D.
Shavlik, personal communication, April 5, 2013).

389



apply. Said Burns Phillips about the process, “Quite honestly, I had barely ever heard of
OWHE. I came only because of Claire, and I took a leave of absence from the university
in order to do it. I never planned to stay there” (Burns Phillips, 2012, p. 2).

Despite her plans to return to her previous position, Burns Phillips stayed with the
OWHE for eight years, three years in an associate position and five years as the director
(to be discussed later in this chapter), never returning to Cleveland State. During her three
years as associate, Burns Phillips worked side by side with her supervisor in an effort to
secure programmatic advances for women’s advancement in higher education. Five of
her first projects included writing a career advancement handbook, revising the state
coordinator’s handbook, planning for the 25th anniversary of the Network, the creation of
the new regional forums, and work on the Fourth Presidents’ Summit.

In an effort to help alleviate Van Ummersen’s workload with the networks, Burns
Phillips immediately jumped in using one of her strongest skill sets—writing. As a
former English professor, writing a handbook for career advancement was an area in
which she could make an immediate contribution. The purpose of the book was best
described in the book’s introduction:

There are days when we think we know where we’re going but still have to figure

out how to get there and days we think if we knew what it took to get there, we’d

know where we were going. Either way, finding a satisfying career depends both

on (a) finding a match between your needs and talents of the position and (b)

being willing to work at filling in the gaps. ...Aspiring is a start, but it cannot

alone fuel success. This collection is designed for those who have or are
considering as an ultimate goal a senior administrative position in a college or
university. It offers an introduction to the needs, qualities, abilities, and
challenges of living the offices along the administrative pathway to the top.

(Burns Phillips, ca. 2003, pp. 1-3)

Although the process was long, Burns Phillips remembers it as one of her most valuable

contributions to the Network and the OWHE, as it was used in a variety of ways. In its
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final form, the book was called Reaching: Ascending the Ladder of Academic
Administration, Rung by Rung (ACE, 2005). She explained her first project in this way:
The first thing that I did, and probably the major thing that I did as an associate
director, was to put together a—they call it a book. It’s not exactly a monograph,
but it was a series of chapters on climbing the academic ladder. So I would say
that took me probably a good year and a half to research and come up with the
things that I wanted to include because I wanted the — let’s call it a handbook —
the handbook to be useful for the State Networks in terms of their programming,
and I also wanted individuals to be able to use it in terms of putting together their
own development plan. (Burns Phillips, 2012, p. 2)
It was sometime during the course of the creation of Ascending the Ladder, and the
rewrite of the handbook, that the IDAS also underwent a transformation. In their newest
iteration, they became a phrase now called IDEALS. This new nomenclature was
believed to better support the evolving nature of the OWHE in support of advancing
women in higher education. To advance the IDEALS mission, Burns Phillips contributed
to the planning of the 25™ network anniversary, a series of year-long events centered
around not only celebrating the past successes of the Network, but also, creating new
opportunities for women’s advancement in higher education.
The 25" anniversary celebration of the ACE Network was held during the 84"
ACE Annual Meeting from February 9-12, 2002 at the San Francisco Marriott (ACE,
2001). The event was named 4 Legacy of Leadership: Advancing Women in Higher
Education, and a special program with the same name was created for the occasion
(ACE, 2002). While Burns Phillips was doing the coordination and planning for the 25"
anniversary, Van Ummersen was working on the programmatic developments associated

with the year-long anniversary of the Network. Two of the events slated as part of the

year-long celebration were the Fourth Presidents’ Summit and regional forums.
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Considering the last summit had been held six years earlier, Van Ummersen saw
an opportunity to reenergize the national constituency of the office through the planning
of another presidential summit. Knowing of the previous success Shavlik experienced,
the summit would provide for Van Ummersen a win-win situation. First, it would
recognize and celebrate women presidents’ leadership; and second, it would restate in a
national way that effective past initiatives had not been cast aside by the office and its
current leadership. Following the September 11 national crisis, the tone of the conference
topics was vastly different from previous summits. Issues of globalization and the
internationalization of curriculum were among the new themes, as well as women
working in the STEM arena (ACE, June 2002). Following the event, the discussions of
some of the world’s top female leaders were analyzed and prepared for publication—the
document was released in June 2003 and was called The Widening Gyre, Lessons from
the Fourth Women Presidents’ Summit: Living the Present, Shaping the Future (Burns
Phillips & Van Ummersen). Final results of the event, as presented in The Widening
Gyre, were both validating and generative. The mission of the office was confirmed as
advancing women in higher education, but a specific point was clarified that the agenda
should evolve as the needs of its constituents changed (Burns Phillips & Van Ummersen,
2003). The discussions also validated that there were “still too few women in academic
leadership roles and that those in such positions made less money and had shorter tenures
than their male counterparts” (Phillips & Van Ummersen, 2003, p. 16). The analysis of
the discussions also resulted in action steps, and as a direct outcome of the summit,

modules were added and broadened for the state network training workshops.
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The fourth presidents’ summit played a role in strengthening the OWHE in three
ways. First, it provided Van Ummersen, early in her new role as vice president, a
platform to plan and engage prominent women throughout the world, validating the
confidence of the constituents in her ability. Second, it reengaged presidents throughout
the nation in a single location providing the office immediate access to desired dialogue
and feedback. And finally, it yielded valuable information for change in elements of the
programs offered—showcasing the fact the OWHE was capable of evolving in response
to the needs of stakeholders.

As a direct outcome of the Fourth Women Presidents’ Summit, leadership
development modules were created for training network leaders throughout the states.
Without Burns Phillips on board, these modules probably would have never been created:

The thing I will say about Donna is that she was very creative in thinking some of

the issues through and helped a lot by finishing work that had not been completed.

She created a whole series of workshop modules that could be used by the state

networks because not all of them were good at approaching how to put some of

these things together. Some of the states used them; others did not. We didn’t try

to force the state networks to use the modules. Without Donna, some of these
things never would have gotten done, I’m sure. (Van Ummersen, 2012, p. 48)

The ACE Network Leaders Development modules were designed on a three-year rotation
plan with a focus on two areas—individual development and career development (Burns
Phillips, ca. 2003. The modules were developed in large part because past participants
identified the scarcity of both time and financial resources—a major barrier to providing
the necessary training to advance women as leaders. After the curricular components
were developed, Burns Phillips turned her attention to creating outcomes, assessment
instruments, and bibliographies to complement the modules (Prince, October 2002).
Burns Phillips then focused on building similar modules for the OWHE regional forums

attended by senior administrators.
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One of the final major outcomes of Brown’s years was the idea for regional
forums, a series of events held in cities where mid-level aspiring women leaders could
attend training workshops by the OWHE without traveling far distances (Allen, 2012).
While regional forums had taken place during the Shavlik years, the focus of these events
was on mid-level leaders, rather than executive leaders aspiring to the presidency. One
advantage to regional forums was lessened cost to the OWHE, as most of the events were
sponsored by local colleges and universities. The genesis of the regional forum model
emerged in a brainstorming session following the depleted OWHE operating budget;
work had to continue, but resources were scarce. Allen described the genesis of the
forums as follows:

At the time when I first came, we only had national forums, and it wasn’t until

Gladys Brown was the interim director for the office that we had the idea to do

regional forums. We were — we were looking at — the national forums, everybody

was coming here [Washington, DC]. We have them twice a year. And we said,
well, you know, if we did them out in the states, or closer to the women, we could
get the same amount of people, and they wouldn’t have to travel as far. They

[Regional Forums] really didn’t start taking place until Claire Van Ummersen was

the director of the Office of Women. So, that’s when the regional forums came

about. But it was the thought of looking at the national forums for women moving
into the presidencies, and we were thinking about the regional forums— looking at
the emerging leaders trying to move into provost or vice president types of

positions so they could then funnel into the national program. (2012, p. 4)

Shortly after the departure of Brown, the regional forum idea would come to fruition
under Van Ummersen’s direction. Using her presidential prowess, she reached out to
campuses across the country to create partnerships whereby mid-level aspiring women
could attend events within travel range at lower costs than would normally be charged.

These events were critical to refueling the emerging women'’s pipeline, as depicted in the

following quotes:
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I thought that regional forums were one of the major areas of impact. Providing
ability to reach women at the regional level—and therefore to reach institutions
that might not have been able to send too many [one or more people] to major
national meetings [was important]. I think that was a very effective
communication structure. (Ward, 2012, p. 12)

Prior to attending the Forum I had not really considered aspects such as culture
and values when selecting a position or institution, nor had I, to be honest, really
thought about my own strengths and weaknesses. I now realize the importance of
considering such factors. (Flemming as cited in ACE, August 2005)

As Van Ummersen worked on the agenda of organizing the office, she also had
the added pressure of working for a newly appointed president, yet to be named.
However, upon the hiring of ACE’s new president, Dr. David Ward on September 1,
2001 (ACE, February 2002, Box 5, Document 1030266), Van Ummersen would find that
her style meshed with that of Ward’s, and that his strategic plan for the Council would
complement her own vision for the office. Ward confirmed this notion by stating:

Once Claire Van Ummersen arrived, I think her style was a perfect fit for the

office. On the one hand, she was able to address the anxiety among the networks,

but at the same time, have a very mature and very sensible set of expectations and
outcomes because she had herself been a president. ...Most people, I think, sense

her style and effectiveness gave a new and different value to the office. (2012, p.

4)

Ward’s arrival at ACE created a strong allegiance between the Office of the President and
Van Ummersen. This alliance would help shape the future of the office.

After years of stability in leadership at both ACE and the OWHE, the new norm
for both seemed to be turnover. Like each president before, Ward had his own impact on
the office and its future direction. Part of this stemmed from his past personal experience
in higher education, described in this quote:

Well, I think my role with the office was to be overtly supportive. I think that my

own experience, after having been a provost under Donna Shalala, and then a

college chancellor under Catherine Lyles as president of the system, I was very

conscious of the need for some sense of understanding of the underrepresentation
of women, particularly in the very highest levels of academic life. And having had
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myself, executives above me who were women, I think I was sort of very
conscious of inheriting a program that was actually very effective. I think its
various programs, the research that they did—I, in a sense, don't feel I changed
what it did very much, but I certainly provided very, very strong support, both in
terms of the budget deliberations and in participating myself as a partner in what
they were doing. (Ward, 2012, p. 3)
An additional impact came as a result of an almost yearlong ACE strategic planning
process completed by November 2002 (Prince, October 2002).
Ward’s strategic plan produced three themes that would have lasting impact on
ACE and its structure. First, in his core values, was a commitment to inclusiveness and
diversity; second, the vision called for greater collaboration and new partnerships; and
finally, the strategic priorities were representation, leadership development, and service
(ACE, 2002).
In 2001-2002, we sort of tried to have an all ACE sense of vision and mission and
a strategic plan, so in a way, we had our dialogues at that time, and following that,
there was a tendency to be fairly disciplined in how we then tried to work with
each other to fulfill that plan.
My style of management I stress is not — I really didn't see things as having an
identity, or separatism. | really tried to encourage more of a Venn diagram
approach to what we were about. So it mattered most what did ACE want to do?
Where was ACE going? Where did the priority for women fit ACE, and how
could the Office of Women develop that? And that's where we were. So, the
office wasn’t evolving independently of ACE. It was evolving in a synchronous
way with ACE. (Ward, 2012, p. 10-11)
Ward’s planning process was done in phases, and while the first portion of the plan did
not call for any structural change in the OWHE, the second phase did, the reasoning for
which was embedded in Ward’s vision for a newly defined ACE. It was during this phase
that in 2005, Van Ummersen was promoted to the Vice Presidency of a new unit called

the Center for Effective Leadership (CEL), which included the OWHE, the Fellows

Program, and all the major established and emerging leadership programs of ACE (Van
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Ummersen, 2012). Upon her promotion, Burns Phillips assumed the role as director of
the OWHE, discussed later in this chapter.

Having a clearly articulated presidential agenda from which to work, Van
Ummersen ensured her programming in the OWHE matched that of Ward’s; doing so
was not that much of a stretch for her, as she was largely of the same mindset. Thomas
confirmed this by stating:

Shortly after we conducted [concluded] strategic planning with Dr. Ward, the big

question was “who do we serve?” And it got to the point where we called our

constituents presidents plus. We began to look at, particularly for
underrepresented groups—not just women, but folks of color as well, “how do we

focus on getting more [members of underrepresented groups] in the pipeline?” I

don’t know if it was the autonomy that David Ward gave to Claire and Claire just

went and ran with it, but I would give the credit to Claire for looking at the

pipeline and not just who’s there, ready to push towards a presidency. (2012, p.

10)

These very values identified in Ward’s strategic plan were what motivated Van
Ummersen’s own agenda at the start of her directorship—to collaborate with ACE on
programs and create innovative planning for the advancement of women, which extended
to minorities.

After the task of organizing the office, the second item on Van Ummersen’s
agenda was to collaborate more effectively with other ACE units on programs. In her
estimation, both staff and resources were scarce, and the individual offices needed to
work more creatively in an effort to produce efficient and effective programs. This was a
vision clearly aligned with that of President Ward’s:

I just felt the OWHE was part of a mosaic within ACE, which was more like a

Venn diagram than a series of cells that were separate. My leadership style is

very much more of a coordinated alignment, not the idea of fiefdoms that are very

separate, just in that structure. ...I didn't look at identity in that way. I looked at

how did ACE have broad goals, and then how did its various parts meet those
broad goals. (Ward, 2012, p. 6)
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As a result of her vision, the OMHE and the OWHE began a working partnership that
would eventually become almost inseparable, programmatically. (A few years later, the
OMHE would be renamed the Center for the Advancement of Racial and Ethnic Equity
[CAREE)). Frequently, the staff from each area would collaborate, often sharing
resources during the heavier work flow of the other office. As a result of this stronger
alliance, various seminars, conferences, and summits were cosponsored by the two
offices. Two of the most prominent were Educating All of One Nation and the Summit for
Women of Color. Said Van Ummersen about the programs of the OWHE during her
leadership:

I think the key programs during my time were the Network programs, the Forums,

and the partnership with CAREE that resulted in the programs for minority

women (2012, p. 13); and the biggest impact I made on the office was developing

a partnership with the CAREE and other units within ACE. (2012, p. 9)

As part of this new partnership, the OWHE hosted Strengthening Our Place in the
Academy: A Summit for Women Administrators and Faculty of Color on February 27-
March 1, 2003 to “discuss issues facing women of color in the academy” (ACE, May
2003, p. 3). The topics were diverse and covered personal aspects such as barriers and
misperceptions as well as professional aspects such as preparing for leadership positions.
The conference created an opportunity for the participants to realize they were not alone
in their perceptions and experiences:

Their resolve to work together to effect change was inspiring. Many of them were

meeting each other for the first time and yet they began networking easily. They

learned that they are not alone. Their stories overlap and their passions for equity

are intense. The power and support they gained from networking continued
beyond the Conference. (Van Ummersen as cited in ACE, 2013, p. 3)
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Emerging as an issue from this first conference was a “very strong feeling among
minority women that the search process is unfair and that women of color are receiving
unfair treatment as they move through the process” (ACE, March 2003, p. 2). As a result
of these feelings, it was decided that a second conference should be held in order to
advance discussions about solutions for both the political and personal aspects expressed
by the participants in the first conference.

The second summit, Validating Our Strengths.: Exercising Leadership through
Participation and Achievement, was held on November 4-6, 2004 and was primarily
funded by the Ford Foundation (ACE, February 2005). Said one participant about the
event:

What a special privilege and gift...from the receipt of the invitation to the arrival

at the Forum through the ending sessions, it was clear that this was a very

significant and potentially life changing event. Each and every speaker was a

unique opportunity to engage in candid dialogue about leadership issues. The

women freely shared their personal stories of how they have been able to fortify
and sustain their physical and intellectual prowess, while advancing their careers.

(Bass de Martinez as cited in ACE February 2005, p. 3)

Programs such as the summits for women of color were only a part of the entire
landscape being crafted by Van Ummersen.

In October 2000, the William and Flora Hewlett Foundation provided ACE with a
$500,000 grant for general support (Hewlett, 2013). Of this portion, Ikenberry provided
the OWHE a sum of $85,000 to initiate four projects (ACE, summer 2001). Said Van
Ummersen about the situation of her early days in her position:

The cost overruns had come from travel and other kinds of things that the office

was doing that were over budget. And, again, it’s hard to know what was

happening then and why. ... But toward the end of that year—it’s important to

say that ACE had a grant from the Hewlett Foundation. And they made money
available to the office to do some things that I was trying to do. (2012, p. 4)
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Among those ideas Van Ummersen wanted to accomplish were (a) the advancement of
women in science, (b) the development of a leadership forum for provosts and chief
academic officers, (c) the design of an instrument to evaluate the progress and determine
the outcome of OWHE programs, and (d) the creation of a strong national Network of
women in higher education. Two of these items have already been highlighted as they
better related to their associated timeline.

With a background in the sciences herself, Van Ummersen had a keen awareness
of, and interest in, women in the sciences. Needing to find funding opportunities for the
office, Van Ummersen engaged with the National Science Foundation (NSF) looking to
collaborate on a project called ADVANCE Grants—designed to increase the participation
and advancement of women in academic science and engineering (C. Van Ummersen,
personal communication, April 9, 2013). The notion was for ACE and the OWHE to
work with each of the nine national ADVANCE recipients to help the NSF assess
patterns of commonality and determine what aspects of each program had proven
successful. It was during this early interaction with NSF that a separate and different
opportunity presented itself, taking Van Ummersen and ACE down a different path of
examining faculty career flexibility—an opportunity with the Sloan Foundation.

In an effort to continue pushing the barriers for women in higher education, Van
Ummersen turned her attention to an entirely new area of funding and research with
emphasis on a different constituency for the OWHE—that of female faculty. While all
women in higher education were embraced by the OWHE, until this point, the primary
focus had been on women advancing to senior-level positions with an eye toward the

presidency. By early 2003, Van Ummersen submitted an application to the Sloan

400



Foundation with the purpose of looking at flexibility in faculty career progression (ACE,
May 2003). Following is her account of how the Sloan grant emerged:

Sloan came about in an interesting way. Obviously, let’s go back to the situation
in the office. I was looking for funding sources, and so I was talking with the
people at NSF [National Science Foundation], and I had actually partially written
a grant that was going to them. But at that time, they were just beginning the
ADVANCE grants. And part of what I was trying to say to them, and had their
attention on—was that they had given out these five-year, $5 million grants to
nine institutions. They had just, or were just about to, award them. And, these
institutions were all proposing different actions they would take or different
projects they would carry out. Each one of the proposals was a good proposal,
and each one was accomplishing something vastly different from the others. My
question to NSF was “How are you going to judge at the end of five years
whether they were successful or not, and what will be the long-term value to
higher education?” [I asked] because some of the schools were going to work
with only one or a few departments. Some of them were going to work with the
world, and some of them were somewhere in between.

So, we were going back and forth on some of these issues, and Ellen Babby, who

was the development officer at ACE said, “We’ve never had a grant with Sloan,

and the grant officer for Work and Families wants to come to talk to us. So, Ellen

said, “I’d love to invite her,” and I said, “Fine. I would be delighted to talk with

her.” (Van Ummersen, 2013, p. 15)
After the meeting with the grant officer, Van Ummersen saw a potential, although not
exclusively about women, to research a situation she knew from experience impacted
women most. This was her opportunity to affect national change at all types of
institutions throughout the US. She knew she had to try.

By June 2003, her efforts became reality (ACE, June 2003), and the Alfred P.
Sloan Foundation awarded Van Ummersen a grant in the amount of $484,034, the largest
grant obtained by the OWHE, at that time (Van Ummersen, personal communication,
April 9, 2013). (Over the years, ACE would eventually net over $4 million from the

partnership, and the Sloan recipients, collectively, would receive over $6 million.)

Following her conversation with NSF, Van Ummersen realized that to affect change, it
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was institutional culture that had to change first. As a result, she crafted the grant
application to Sloan to “raise awareness of the different stages in a faculty member’s
professional career, to galvanize presidential resolve for embracing those stages, and to
generate thoughtful, tested approaches to assist campuses in adopting promising
practices” (Van Ummersen as cited in ACE, November 2003, p. 2). The first two years of
the funding would be spent on doing research to provide one or more models for flexible
career pathways. Upon the end of the research, the information would be distributed
nationally. Van Ummersen hired a project director to work half-time on the Sloan grant
and serve the office as a half-time assistant director—this was the first time the office
would have more than two executive-level staff members in its 30-year history.

In October 2003, Dr. Gloria Thomas was offered a position as associate project
director to head up the Sloan grant; she officially started in the OWHE on November 10,
2003 (ACE, November 2003), and was eventually promoted to associate director when
Van Ummersen assumed the vice presidency of the CEL. Thomas was not a stranger to
ACE, as she had been working as the associate director of the Fellows Program. After
spending three years in the Fellows Office, an opportunity to move into the OWHE was
just what she had been waiting for; her passion was the advancement of women (Thomas,
2012). The story of Thomas’ early days was shared during her 2012 interview:

When [ first started in the office in November, I was actually funded by a grant

from the Alfred P. Sloan Foundation. And so my work was not related to the core

of the office. My work was additional. I was hired by Claire to manage a grant
that focused on faculty career flexibility, which she saw as one of the major
barriers to women advancing into administrative roles in higher education. If they
don’t have the career flexibility they need as faculty, they end up out of the
pipeline and not moving on to go onto senior level administrative roles. So the
goal of that grant was to encourage institutions starting with major research

universities to implement some of the best practices in career flexibility, and we
learned about those best practices by offering a competition beginning with major
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research universities, and then we pushed institutions at various institutional types
to implement those career flexibility policies and practices. (p. 2)

The work with the grant was interesting to Thomas because what the OWHE anecdotally
knew about women’s progression through the ranks of faculty was proven in the research.
What was even more exciting was the opportunity for Thomas to work on the written
dissemination of the best practices, a process that presented national recommendations
for institutional policy shifts that would better impact women:

Not only could they [female faculty] not move up quickly enough, what would

often happen, was they got stuck at that associate professor rank for the rest of

their careers and never moved beyond that, and we see it a lot. If you cross the
country, women are more likely to be stuck at that associate professor rank than

men. (Thomas, 2012. p. 4)

The initial stage of the Sloan work was the result of an ACE collaboration with
ten major research university presidents and chancellors (see Appendix TT) to create An
Agenda for Excellence: Creating Flexibility in Tenure Track Faculty Careers (2005). In
the course of the research for this publication, it was noted that “the rigid, traditional
model of academe particularly affects women and people of color. The barriers they
encounter in their climb up the academic ladder typically stem from the structure of
academe (policies and practices) and from the culture of academe (experiences of
isolation, marginalization, tokenism exclusion, etc.)” (ACE, 2013, para. 6). Three goals
emerged as a result of the initial stage of the project to include (a) raising awareness of
the problems, (b) initiating a national dialogue to change culture on research universities,
and (c) generating tested approaches to increase faculty flexibility (Thomas, McLaughlin,
& Hyer, n.d.).

Following completion of the first research phase of the grant, a series of

competitions across the nation ensued. Sponsored by ACE and the Families and Work
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Institute, but funded by the Sloan Foundation, these competitions were held in phases
over the course of six years (ACE, 2013). Four national competitions took place
encouraging best practices in faculty career flexibility at research universities, large
master’s level institutions, baccalaureate colleges, and medical schools. The final phase
provided funding for any institution advancing innovation in faculty retirement
transitions. For each competition, a blue-ribbon panel of qualified retired presidents,
representing each institution type, was selected to evaluate the applicants (ACE, 2013).
This strategy proved to engage past presidents with ACE and the OWHE. A first-hand
account of the process was highlighted by Thomas:
I continued to work half of my time on the Sloan grant, and that totally focused on
faculty career flexibility. So we first tackled research universities. We tried to
identify model institutions with best practices at the research universities. We
next went to comprehensive colleges, your state institutions, like Eastern
Michigan University, or your California State University, and we did another
competition for that level of institution of classification, and then moved on to the
liberal arts colleges. ...They [ACE/Sloan] continued with that work, and now
have an effort underway looking at best practices at medical schools. (2012, p. 8)
In September 2006, five research universities were granted $250,000 accelerator awards
to enable the expansion and enhancement of flexible career paths for faculty, and two
were awarded $25,000 in recognition of existing innovative programs exemplifying best
practices. (See Appendix UU for all schools; ACE, 2013).
The ultimate goal of all the competitions was to collect data from the winning
institutions to be compiled into toolkits, monographs, and best practice articles about the
topics. These would then be used to better educate the nation on ways to change

institutional culture regarding flexible career pathways, a matter that largely impacted

women and minorities.
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Over the years, the Sloan grant provided a national platform to raise awareness
and create dialogue about institutional policies that affect the advancement of faculty in
higher education, of which women constituted a large majority. The resulting five
competitions engendered a spirit of institutional drive and desire to examine faculty
flexibility in careers, thus creating institutional culture shifts, as described by Van
Ummersen:

This partnership with the Sloan Foundation took a whole different viewpoint of,

“We have to start with leadership and change their mindset and culture from the

top down so that women can advance.” Where other programs like the Network

and forums, [focus on emerging leaders, these projects look at keeping the
pipeline robust and moving forward.] What we’re looking at here is really
changing the culture of institutions, and if we don’t change that culture, we know
we’re going to get [fewer and fewer] people coming into the faculty in higher
education [because women and minorities will be able to find this flexibility

elsewhere in corporations and the military]. (2012, pp. 21-22)

As a result of the Hewlett grant, Van Ummersen was able to parlay her small seed money
into a program of national prominence and importance to female faculty. While this
initiative was more large scale, the second task sponsored by the Hewlett money was
more internally focused. At the end of her first year, Van Ummersen used a portion of the
Hewlett seed money to fund a professional review of the OWHE and its programs.

In her second year in the OWHE, Van Ummersen hired Dr. Marie E. Zeglen, Vice
Provost for Planning, Assessment, and Information Resource Management at Cleveland
State University to conduct an external review of the office and its programs (M. Zeglen,
personal communication, April 15, 2013). Upon completion of the review, four strategies

for repositioning the OWHE for ongoing organizational performance and improvement

were provided. These were evaluation, better implementation of technology, leveraging
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of talent, and curricular focus (Zeglen, 2002). Results of the assessment were intended to
guide the direction of the office for a period of three years.

Regarding ongoing organizational performance and improvement, Zeglen pointed
out that the office “lacked well-defined goals for the programs” (Zeglen, 2002, p. 4). She
went on to say that what the office was using to drive its operation was more of a mission
statement, with no assessments attached; therefore, a focus on outcomes needed to be the
new approach. With this in mind, the office established the first ever yearly state reports
whereby each state had a series of survey questions consistently asked across the nation
for data collection and comparison (Elliott, 2005).

The use of technology was another area of weakness, as pointed out by Zeglen.
The office was using the website in a static way, only providing outgoing information to
those accessing the pages. It was suggested that the site be used to collect information,
such as allowing members of the Network, or non-affiliated women seeking
advancement, the opportunity to submit names for future nominations (Zeglen, 2002).
Leveraging talent was also a concern—the office was running on a lean staff, but it was
suggested that using the various sectors of women associated with the office could be
done more effectively. One particular suggestion was the use of retired presidents, both
male and female, an element Van Ummersen would incorporate into the work with the
Sloan competitions. And finally, a focus on curriculum was also brought forth.

Following the external review of the OWHE, Van Ummersen spared no time in
the execution of the recommendations to include creating evaluative methods to assess
programmatic outcomes, the implementation of better technology, the use of retired

presidents to assist the lean OWHE staff, and the creation of curricular modules for the
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various levels of OWHE clientele. One of the last projects on which Van Ummersen
worked before moving to oversee the Center for Effective Leadership was the creation of
the Legacy Fund.
Somewhere between 1994 and 1995, former state coordinator for New Jersey,
Mary Robertson Smith, bequeathed a sum of money to the OWHE (ACE, August 1995,
Box 1, Document 1030382, “Letter to Stephanie LeMane”). Dr. Smith had worked with
Shavlik on the mission of advancing women in higher education and believed so
vehemently about the impact of the NIP, she wanted to be a part of its legacy. Due to
legal parameters, the money was sequestered until a decade later. It was during the very
end of Van Ummersen’s directorship in the office that the $25,000 bequeath would be
released to ACE. An interesting story about the designation of the money was shared by
Allen:
And, I think it was like about $25,000 dollars, and it just came in. And no one
knew anything but me and Shelley Steinbach [ACE counsel] who was about to
retire. Somewhere — I can’t remember how I heard about it—and I said, “Whoa,
whoa, whoa. I know where that money goes. That goes to the Office of
Women.” 1 knew because I happened to have all that documentation — legal
papers and everything — to support that. So they gave [recorded] that money to the
office. And then, rather than just spend it, we made [developed] the Women’s
Legacy Fund [which formed the base for a campaign to raise additional money for
women’s programs and scholarships.] That’s how it got started from that point.
(2012, p. 16)
Upon receipt of the money, a three-year campaign was launched to raise the required
$200,000 endowment for scholarship distribution—the fund was named The Women’s
Legacy Fund (ACE, October 2005). The reasoning for creating the fund was described as
follows:
We wanted to establish a fund that would be able to provide scholarship money, if

you will, for women who couldn’t afford to come to the Forums. With this
money, we would be able to help them. But we had decided that we couldn’t start
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to do that until we had a base of I think it was $200,000 before it could begin to
be disbursed. (Burns Phillips, 2012, p.18)

In October 2005, Van Ummersen made a national appeal and asked the women of the
Network to start donating to the fund:

The office has 100% participation and the Executive Board is well on its way to

100% participation. We hope to have 100% participation from our state networks

as well. You and your network can contribute by including a fundraiser activity

in the coming year’s programming. (Van Ummersen as cited in ACE, October

20006, p. 2)

Executive network chairs Hanes and Baltodano were tireless in their efforts to help with
the fundraising (Burns Phillips, 2012), and within a year, the fund had reached the
$85,000 level (ACE, August 2006). However, it would take almost three more years for
the campaign to go public, and four for the fund to be announced at the March 6, 2010
Women'’s Leadership Dinner (Burns Phillips, 2012) as having met its goal:

The Network Executive Board, and the commission, began really to work

together when they established the Women’s Leadership Legacy Fund. Again, the

idea and the beginnings of that all came under Claire, so I can’t take credit for
that, but we reached our first goal actually at the women’s leadership dinner just
before I left — three months before I left. And people came together for that.

(Burns Phillips, 2012, p. 19)

Over the four years of fundraising, The Women’s Leadership Legacy Fund would garner
over 200 individual donors and eleven network donors (ACE, March 2006).

The period during which Van Ummersen led the office as its director witnessed
overall rejuvenation, and programs evolved to meet the transforming ACE culture and
OWHE member constituency, to include a meshed partnership with the Office of
Minorities, a change that would have future permanent impact on the OWHE. Using her

presidential clout, she created stronger presidential engagement with the office, obtained

the largest grant the OWHE had ever been awarded, reestablished the waning networks,

408



and secured staff trust in the process of creating a vision for the office’s future. Upon her
promotion to the vice presidency of the CEL, Van Ummersen would still have
responsibility for the OWHE as one of her units, but the day-to-day operations would
become the responsibility of Donna Burns Phillips.

The Burns Phillips Years: 2005-2010

After the appointment of Van Ummersen to oversee the CEL, Burns Phillips
assumed the role as director of the office, and Thomas took on the role as the associate
director. About the same time, because of the new term limits, Dr. Josephine Reed-
Taylor, Senior Vice President of Academic and Student Affairs at Minneapolis
Community and Technical College, relinquished her position as Network Executive
Board Chair to Dr. Josefina Castillo Baltodano, Executive Vice Presidents for Strategic
Planning and Advancement at Alliant International University (ACE, August 2005). Five
major themes emerge in the Burns Phillips years. These include (a) her transition into the
new role as director, (b) the expansion of the annual leadership dinner, (c) the
appointment of a new ACE president, (d) women as veterans, and (e) the period leading
up to her departure.

Early in her tenure, Burns Phillips faced a normal process of establishing
legitimacy in her new position. She realized that assuming the role behind Van
Ummersen created big shoes to fill. This feeling would impact her first year as director,
described in this passage:

For me, personally, one of the biggest challenges I faced in the OWHE was to

establish credibility. Claire’s credibility, as my predecessor, was inherent.

Because she had been a president many times, had been doing this, working with

presidents for years, knew a lot of the presidents, was well respected in that

community. I had never been a president. I knew nothing about that from the

inside. Realizing I was the first, it was the most salient. ...I mean there had been
Donna [Shavlik], but it was different for her. They were just starting out. I was a
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person who had to establish some credibility on my own so that people would
listen. (Burns Phillips, 2012, p. 23)

Additionally, one of the most difficult aspects for her was providing the general
presidential one-on-one counseling that Van Ummersen had done so fluently as a past
president:

Once Claire was promoted and her portfolio included all leadership programs,

Donna didn’t have the experience to do the counseling and promoting of women’s

careers that Claire had. This left a big gap in services that the OWHE Director

could provide on the spot because a certain type and level of experience is needed
in order to coach others on pursuing a presidency and senior positions. (Thomas,

2012, p. 17)

While working through this process to form her own legitimacy, Burns Phillips would
also begin to sense a shift in ACE priorities regarding the OWHE. Following the
departure of Thomas in December 2008, Burns Phillips did not receive funding to fill the
position, which was in her mind a foreshadowing event regarding the future of the office.
Nonetheless, lacking the support of an associate director, Burns Phillips continued on
with her work for the next two years by maintaining the networks and strengthening the
annual women’s leadership dinner.

As a result of the 25" NIP anniversary, the office was able to establish a tradition
for the OWHE in the annual Women’s Leadership Dinner that occurred at the ACE
annual meeting. A description of the dinner and its role is depicted in the following
quotes:

The dinner was part of the ACE annual meeting. And, originally, it was mostly
women who were connected to whoever was running the office at the time, so it
was a relatively small get together of women, presidents, and would-be presidents
and so forth, at the ACE annual meeting. But under Claire, it began to grow. And
that was another part of my responsibilities when I was still associate director was
working on finding good speakers for the dinner. And, then it began to grow, so

that we’re talking now more than 200 people at the time I left. (Burns Phillips,
2012, p. 6)
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Planning the event was one of Burns Phillips’ favorite aspects during her time as director;
she believed it was one of the most significant events in terms of bringing together
women leaders of all backgrounds to share valuable networking time. Additionally, the
opportunity to meet in this capacity subtly reminded women across the nation of the role
and importance of the OWHE in advancing women’s careers in higher education. In a
way, the leadership dinner served as a marketing event on behalf of the office. A more
complete portrayal of the dinner was outlined by Burns Phillips:

Well, I would say that the Women’s Leadership Dinner was one of the most
important programs of the office, for one. Any opportunity—I think we took
advantage of any opportunity to get out in public meetings, arenas, conferences,
associations, and so forth, to let people know that we were there and what we did.
The name was never very descriptive. “Office of Women in Higher Education.”
A lot of people thought that meant students that we were concerned with women
students, which we were concerned about them, but not programmatically. (2012,

p-8)
Additionally, Burns Phillips enjoyed the recruiting aspect of finding excellent and
renowned speakers for the event, which by the time she left her position, had grown in
attendance to over 200. She describes vividly her own personal reflections of the dinner:

It was during my term that I was able to persuade the then financial VP at ACE to
let me have some money to get my speakers for the women’s leadership dinner.
So, for example, we got a Wilma Mankiller who was the first woman chief of the
Cherokee tribes. I will never forget. I think she was—gosh, the most unassuming
woman [ ever met. And [ just still to this day can see when she got the standing

ovation from more than 200 people at the leadership dinner. (Burns Phillips,
2012, p. 8)

And so by being able to bring in people—women to speak at those dinners, again,
I think every time people heard about something as a result of those dinners, it
increased the influence. That influence helped us with the networks. The number
of states that had Networks, we almost reached all of them. At the time I left, I
think there were maybe only five or six states that didn’t have a network, and
those were mostly in the upper west, northwest, and Midwest where there were so
few colleges — it was just very difficult there. We got presidential sponsors for all
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of those Networks, so I really believe that it was all upswing, whatever it was.
(Burns Phillips, 2012, p.12)

Starting in the Van Ummersen years, but transformed during the Burns Phillips
years, the leadership dinner took on an entirely different feel and approach. All female
presidents were invited to the event in addition to the Network and Commission Boards,
providing for a more inclusive and expanded participation roster. The quality of speakers
was enhanced, and overall attendance continued to grow, making the annual Women’s
Leadership Dinner one of the most successful and eagerly attended events of the year.
This story illustrates just how cherished the annual event became:

In 2003, at the ACE annual meeting held in Washington DC, we were “snowed
in” at the hotel with 4 feet of snow on the ground and everything in Washington at
a standstill. Our Executive Board and the state coordinators had arrived on Friday
as the snow began. On Saturday the ACE Board of Directors and many
presidents made it in before the storm intensified. As usual, we had scheduled the
Women'’s Leadership Dinner for that evening. At the dinner, it is customary to
present the Donna Shavlik Award to a woman who has been instrumental in
advancing women’s careers. Our honoree that evening was Bernice “Bunny”
Sandler. We had two tables of Bunny’s friends coming (all older women) and, of
course, Bunny. As the afternoon wore on and the airport closed, the trains
stopped running, the Metro stopped running to outlying areas and finally stopped
completely. The mayor announced that everyone should stay off the streets and
that most of the streets were not plowed—with many plows already stuck on the
snow.

The Board of Directors was to go to the Capital Grille for dinner that evening but
of course could not. The only place food would be served as a sit down dinner at
the hotel was our Women’s Dinner. Needless to say, there was a “run” on
tickets. We were beginning to bite our nails because there had been no sign of
Bunny. A few of her friends arrived and reported that walking was difficult, but
they had persevered.

Finally, Bunny who lived on the other side of town arrived complete with skis and
ski poles along with a number of her friends. They used cross country skis as
transportation! Practical and creative women. It was the best Women’s Dinner [
remember. We had an overflowing audience with many more men than usual and
a sense of togetherness not often witnessed today. Bunny spoke about the fact that
no one, nor anything, would have kept her away. (C. Van Ummersen, personal
communication, August 8, 2012)
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Two years into her directorship, Burns Phillips found herself sandwiched in her
position with no support from an associate director and differing expectations from a new
ACE president, Molly Corbett Broad. In March 2007, President Ward announced his
retirement from ACE effective February 2008 (June, Mangan, & Fain, 2007). By and
large, with his departure, went the presidential support for the OWHE as a standalone
entity. By January 2008, Broad had been selected to serve as President of ACE, the first
woman appointed in this role (ACE, January 2008). It was during Broad’s first years as
president that the staff sensed a lack of support for the office, in general:

One of the three biggest impacts on the history of the OWHE? I suppose you

would have to say Molly. There was an impact in the sense that she, for whatever

reason, didn’t consider that [the OWHE] to be a priority in ACE funding.

Leadership, yes, but specifically women, no. (Thomas, 2012, p.16)

Well, I suppose the end started somewhere while I was director, but didn’t

actually come then, and I don’t know for certain. I’m not able to — maybe this

says something in and of itself. I’m not able to determine from looking at the

ACE home page, whether it [OWHE] is no more, or what. Its purposes I believe

have been merged with leadership, in general. And while there are still some

programs for women, there is no clear Office of Women in Higher Education.

(Burns Phillips, 2012, p. 25)

These depictions highlight a period of uncertainty for the future of the office. Despite this
lack of support, Burns Phillips kept on her path. Part of her planning centered on the 35"
year celebration of the OWHE. Specifically, Burns Phillips planned and executed the
Fifth Summit for Women Presidents held in Milwaukee, Wisconsin. She also hosted the
fourth Women of Color Summit at Spelman College in Atlanta, GA (Jenkins, 2008).

While these events were not new to the OWHE, they were held in conjunction with the

35-year anniversary.

413



In the course of her day-to-day operations, two new ideas emerged as she was
revamping the OWHE website. The first was a dedication to honor females who had
influenced the lives of the women associated with the OWHE. The special enterprise was
named 35 Weeks of Extraordinary Women as part of the OWHE’s 35-year anniversary
celebration (ACE, 2008). Following the official end of the 35 weeks, two additional
women were selected, and the program was called 35 weeks, plus two (ACE, 2008).

The second was to showcase videos of women presidents. The first video was
posted in 2008 and was called Our Journeys: Diverse Pathways, Common Ground. The
second video was posted in 2009; it was entitled Our Journeys: Pathway to Potential.
The videos were produced by the ACE Michigan State Network and the Mid-Michigan
Community College (ACE, 2009). The purpose of the videos was to provide up-and-
coming women administrators both advice and wisdom on the female college presidency
and tips for success once in the position. This was the first time technology had been used
as an outreach to enhance the IDEALS mission of the OWHE.

Shortly before Broad assumed her role as president of ACE, a new more broadly
framed project “regarding the lack of adequate progress in gender, racial/ethnic, and
career path diversity in the college presidency” was undertaken by the Council through
which the OWHE participated (ACE, August 2008, p. 2). The idea was largely generated
by Senior Vice President, Janes Renick, who succeeded Michael Baer as Senior VP for
Programs and Services; the project was called the Spectrum Initiative (ACE, winter
2008). The goal was to partner executive search firms, ACE, and higher education
associations such as the Association of Governing Boards (AGB) and the American

Association of State Colleges and Universities (AASCU), to name a few, to develop
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strategies for “promoting understanding of and receptivity to the benefits of true diversity
in the academic president among key gatekeepers” (ACE, August 2008, p. 2). Key
gatekeepers to the presidency were defined as boards of trustees (and those in charge of
electing/appointing them), search firms, and search committees. It was believed that
“until these influential—and sometimes clueless—groups really understand and
appreciate the benefits of true diversity among American academic presidents, progress
on campus will continue to be slow” (Farrington, 2008, para. 25) Said Burns Phillips
about the Spectrum Initiative:

It’s a pipeline initiative aimed at the top. Ordinarily I don’t relish top-down

models, but I recognize that one reason the pipeline isn’t adequately diverse—

doesn’t have a proportional number of women and people of color—is that there
has to be some small level of expectation of success to motivate and sustain while
doing all that preparatory work. That includes finding ways to diversify the hiring
boards themselves. The goal is to make them realize that the same isn’t always

better—and sometimes it’s not even good enough. (as cited in Farrington, 2008,

para. 26-27)

While this new initiative was not directly under the purview of Burns Phillips to manage,
it did, nonetheless, impact the OWHE to subsequently provide more inclusive
programming regarding all issues of diversity, yet another foreshadowing detail.

During the Burns Phillips administration, often the directors of the various offices
would gather for meetings to discuss issues, brainstorm, and plan. Through the
interaction of these meetings, Burns Phillips had a new idea for a project involving
women veterans. By May 2009, she and her colleague, James Selbe of ACE Military
Programs, brought together key people from major higher education organizations to

listen to women student veterans speak about their experiences as female veterans

entering or reentering higher education (ACE, May 2009). Burns Phillips felt she had the
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perfect platform through the state networks to collect the needed data; she made a call to
action:

We don’t ordinarily ask our Networks to take on projects that go beyond the

scope of their regular network activities, such as annual state conferences or

regional meetings. This year, however, we are in the unique position (and I use
that adjective in its true sense—no one else is in this same position) of having the
opportunity to do something for a particular group of women to whom the country

owes more than it can hope to repay. So this year I am asking us to undertake a

project that will require time (but no money except perhaps a long distance phone

call) and to do it because it’s right, we care, and we can. (Burns Phillips as cited

in ACE, May 2009).

Specifically, she asked each State Coordinator to use her planning committees,
institutional representatives, and Network members to discover what resources were
available for women veterans at each institution of higher education, by state, in four
areas: counseling, child care, networking, and career advancement (ACE, May 2009). It
was believed that once schools had been made aware of the barriers, solutions could be
put in place to help female veterans obtain advanced degrees.

In July 2011, Burns Phillips’ white paper, The Female Veteran-Friendly Campus,

would appear on the ACE website. The paper addressed the four major areas specifically
impacting women veterans and provided a series of options for institutional
consideration. This project was Burns Phillips’ last in her role, and one she adds to the
list of credits during her time as director.
The result of this work expanded into a 2009 nationally distributed report on veteran
student transition, sponsored by the Lumina Foundation called From Soldier to Student:
Easing the Transition of Service Members on Campus (ACE, 2010).

In summer 2010, Burns Phillips left her post at ACE (ACE, 2010). While she

greatly enjoyed her work, and believed in the mission of the office and its legacy, it was
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becoming more evident that ACE no longer supported the vision of Burns Phillips as the
director of the office (Burns Phillips, 2012). Assured there would be a search for a new
director, she made the decision to relinquish the position in order to make way for a
director who would be able to better facilitate programming and counseling for college
presidents.
The Diana Cérdova Years: 2010-2011

Almost immediately following the departure of Burns Phillips, Dr. Diana
Cordova, Director of the Center for Advancement of Racial and Ethnic Equity, assumed
the position of Interim Director of the OWHE (Coérdova, 2012).The appointment of
Cordova is described as follows:

I was asked by President Molly Corbett Broad to serve as the interim director of

the office, which I did up until our restructuring in September of 2011. So for

about a period of a year and some months, I served as a director, and that included

running all of the programs of the office, managing the staff, etcetera. (Cérdova,

2012, p.2)
By November 2010, a national search for a replacement (by Storbeck/Pimental) was
undertaken. The search was still active in February 2011, but sometime thereafter was
abandoned for reasons unknown. The first three to six months of Cordova’s time was
spent running the office as usual, with focus on supporting the networks and planning for
the major events sponsored by the office (ACE, fall 2010).

On the cusp of Burns Phillips’ departure, a new presidential roundtable discussion
was hosted and planned by Cérdova under the auspices of the OWHE (D. Cordova,
personal communication, April 8, 2013). The meeting was called Moving the Needle:

Developing a 21°' Century Agenda for Women'’s Leadership; the event took place May

18,2010 (ACE, fall 2010). The discussion emerged soon after Cordova’s reading of the
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White House Project’s report titled Benchmarking Women'’s Leadership, in which it was
pointed out that while as many as 90% of the nation’s population were ready to see
women in the highest positions of leadership, there was a huge misperception that women
already had achieved such parity (ACE, fall 2010). The White House Project looked at
women’s leadership across all sectors within the United States and showed that higher
education was leading the pack with 23% of women in CEO positions, compared to an
18% average across all other sectors (Lapovsky & Larkin, 2009). (Of interest, former
Network Executive Board Chair, Lucie Lapovsky, was the project leader and an editor of
this study.) While it was noted by the presidents in the Moving the Needle meeting that
higher education was doing well, it was clear that the work on women’s leadership in
higher education was not done. (It is believed by some [ Anonymous, 2012] that while the
OWHE was not preserved, this meeting alone saved its various programmatic efforts that
had long been successful.)

Following the Moving the Needle meeting was the beginning of a new
reorganization that would close the OWHE as a standalone entity with a focus
specifically on women, to a more inclusive structure working with a// issues of diversity
across the nation’s campuses. It was apparent that following the departure of Burns
Phillips, Broad wanted to change, or as some who were interviewed believed, totally do
away with the OWHE (Anonymous, 2012). The real work for the restructuring began
about one year after the departure of Burns Phillips when Broad hired Dr. Gretchen M.
Bataille, her former senior vice president of the University of North Carolina system
where Broad had served as President (ACE, 2013). (Broad and Bataille both left the

North Carolina system in the same year, 2006). Bataille started at the Council in July
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2011, and the public phase of the restructuring process started just two months later in
September 2011 (ACE, 2013; Cordova, 2012). Bataille was hired to lead the organization
through the massive restructuring after the departure of Burns Phillips, which resulted in
an almost entirely new ACE staff. The restructuring was finalized in early 2012, and a
marketing piece outlining the new divisions and offices was released by March 2012
(ACE, 2012). Said Cérdova about the process and reasoning for the restructuring:

You know, it’s very exciting to work as part of the team that put together the new
structure for leadership programs. It’s very exciting. [It’s more streamlined while
allowing for growth.] I mean if you look at why we did the—you know one of the
main reasons behind why merging the Office of Women and the Center for
Advancement of Racial and Ethnic Equity is that you have these centers with two
people in them, you know, two staff. And we felt that it did not reflect the
structure—the organizational structure that many of our campuses are using now
for diversity.

...50 we had done a market study in I believe it was early 2011, and we started
looking at the results. And you know, from our members, we heard we want you
to be much more nimble and responsive to emerging needs. Our needs have
evolved. So, our new Senior Vice President really put together a team that
included some very smart consultants in addition to ACE staff. We started out
with, “If you could recreate the structure for leadership programs, if you start with

a blank slate, what would it be?” And we came up with what we thought would

work best given the current environment—given the current needs. And for us

what’s critical is to be able to respond to our members. We’re a member

organization. (Cordova, 2012, p. 6)

During the restructuring process, Cordova spent the remainder of her time as the
interim director helping lead the reorganization of the OWHE through what would
become The Inclusive Excellence Group. The Inclusive Excellence Group was one of
three new office structures reporting to the newly named Division of Leadership and
Lifelong Learning headed by Bataille, formerly the division of Programs and Services,

headed by Pippins who succeeded Renick and Baer. Reporting to the Division of

Leadership and Lifelong Learning were: (a) The Executive Leaders Group, (b) The
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Emerging Leaders Group, and (c) The Inclusive Excellence Group (ACE, 2012;
Appendix VV). Eventually, the OWHE ceased to exist, and its programs were absorbed
by The Inclusive Excellence Group.

The Network Board was largely left in place with 21 senior-level people serving,
and the Commission on Women was conflated with the Commission for Advancement of
Racial and Ethnic Equity to become the Commission on Inclusion. This smaller
commission was designed to be more focused, with less diffusion of responsibility, thus
creating better accountability (Cordova, 2012). The following two excerpts from
interview transcripts highlight more clearly the restructuring process:

From the time we restructured, I have been de facto serving as the Director of the

Inclusive Excellence Group. So I'm still technically directing the work of the

women’s programs areas, even though there’s no Office of Women per se. But all

the programs do continue, and in fact, we’re adding new offerings to promote

more women advancing into senior leadership positions. (Cérdova, 2012, p. 2)

All our women’s programs fall under the Inclusive Excellence Group. So under

the Inclusive Excellence Group we have the ACE Women’s Network. We have

the National Leadership Forums for Women. We have the Regional Leadership

Forums. We have our new Moving the Needle Initiative. (Cérdova, 2012, p. 4)
Throughout the restructuring period, the various groups within ACE, and its most closely
affiliated constituents, were informed about the decision; however, none were involved in
the process, a fact that was often highlighted in interviews. The varying accounts are
described, as follows:

A fair amount of thought and preparation went into the development of a

communications plan revolving around the reorganization of the Leadership

Programs unit. First, the proposed structure for ACE Leadership was presented to

ACE President Molly Corbett Broad who approved it and encouraged us to

present it to the members of the ACE cabinet. The reorganization plan was then

presented to the members of the ACE cabinet in mid-September 2011 and
approved. Soon thereafter, it was presented to the ACE Board of Directors during

their late September 2011 meeting. They also approved. On September 27, 2011,
Gretchen Bataille and I met with all Leadership Programs staff and informed
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them. That same day, President Broad held conference calls with the Chairs of the
Commission on Women in Higher Education and the Commission on
Advancement of Racial and Ethnic Equity. Both chairs were highly supportive of
the plan. She also spoke to Donna Shavlik who expressed her support. On
September 28, Gretchen and I also held a conference call with the members of
what is now the ACE Women's Network Executive Council who were supportive
as well. (D. Cordova, personal communication, April 8, 2013).

The closing of the office—with Molly, is it her just saying, “I’'m a woman, I can
do this,” or is it her just not really caring? It’s just so hard to understand her
leadership all together. She’s just not transparent about anything she does. ...The
only thing I can say is when you make these decisions in a closet and then come
out with it and make such drastic changes, not preparing people for it, morale just
goes down. (Anonymous, 2012)

I’m fascinated with what Molly is doing at ACE, it’s a very different organization
with her, with a very different mission, and I don’t have any problem with that,
per se, but I — what I don’t hear about is the humanizing of — the personal reach to
ACE constituents, and that the only people who get a lot of attention are
presidents and ACE Fellows and I don’t know, I mean there may be some others
but I don’t sense the — I don’t hear about it personally. (Anonymous, 2012)

The restructuring process is believed to have made the Council more responsive to the
needs of all of its constituencies, not just minorities and women. Even before the
departure of Burns Phillips, some women did not want to associate purely with the
OWHE because they were afraid of being stereotyped as women presidents, rather than
presidents. This fact was described in the following way:
But I think it’s a perception that if they want to badly enough, they can make it
[into a presidency on their own]. They aren’t really an underclass anymore. That,
coupled with the idea that I think some women have — whether that’s increasing
or decreasing, I don’t know — that some women don’t want to be identified as a
woman president. [They say], “I just want to be a president” [hands hitting table
for emphasis]. There were, even while I was there, a few presidents, who did not
want to be involved in the office because they did not want themselves to be
portrayed as women presidents. (Burns Phillips, 2012, p. 28)
In January 2012, an anonymous article appeared in Women in Higher Education

announcing the elimination of the OWHE, stating:

The American Council on Education (ACE) had eliminated its Office of Women
in Higher Education (OWHE) in favor of a newly created unit called the Inclusive
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Excellence Group. Created in 1973 in response to a nationwide need to identify

and prepare women for leadership positions in higher education, the OWHE can

take credit for helping to advance most of today’s women presidents, VPs,

provosts, and deans of colleges and universities. It has also served as a voice to

improve the status of women in higher education. (Para.1-3)
This was the only document I could find making any sort of official announcement
regarding the office and its closure. On January 2, 2012, the ACE OWHE website simply
stated “for more information on the programs, resources and research we do to foster
greater diversity and inclusivity in higher education, please visit our Inclusive Excellence
Group web page” (ACE, 2012). For the first time since the founding of the OWHE in
1973, the word woman was not mentioned when referencing the work of advancing
women in higher education and disappeared totally from a listing of programs offered by
ACE.

Summary

While Shavlik served the OWHE for nearly 25 years without interruption, this 12-
year span witnessed six different directors, serving in various capacities and levels of
authority within the Council. This major turnover led to multiple avenues and approaches
as directors attempted to meet the varying goals of the three different ACE presidents
during this period. The turnover in both ACE presidents and OWHE directors diminished
the stability and trust experienced by OWHE constituents witnessed during the Shavlik
years. While the departure of Shavlik and Atwell could be touted as a time for long
needed growth and opportunity, the high volume of turnover in leadership at ACE and
the OWHE made it difficult for leaders at both levels to optimize goals, weakening the

overall vitality the OWHE once experienced. Throughout these years, there remained a

tug of war between the OWHE and the Network regarding its role in supporting the
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office, its structure vs. autonomy, and the general workload required to maintain the
hallmark program of the office.

The final years are defined by the phenomenological stage of organizational
identity whereby the organization identified the elements of its fabric during stages of
crisis. The culture of the ACE mission to serve presidents permeated the Council, and the
OWHE was not exempt. Following Atwell, new presidents seemed less willing to accept
the role of the OWHE in preparing women for presidents, rather than working with those
already seated. While new OWHE directors worked to meet this overarching mission of
ACE, it was not in the original mission of the OWHE. As a result, the pipeline of new
women coming into the Network stagnated, and in general, the population of women
assisted was primarily those already affiliated with the OWHE and the Network; new
blood waned.

Conclusion

For almost four decades, with limited staff and fiscal resources, the ACE OWHE
grasped stinging nettles with intention, avoiding the usual sting. As a result, the office
was able to help advance women in higher education across the United States into senior-
level positions, mainly the presidency. In the year 2009, women CEOs in higher
education outnumbered all other sectors by 5%, and while this statistic cannot solely be
contributed to the OWHE, the office certainly played a significant role. The tireless
energy of the staff, the political clout of the volunteers, and the legitimacy brought to the
office by ACE were three main contributing factors to its success. In the end, a greater
focus on the presidency and change in response to evolving Council membership needs

regarding diversity, whether perceived or real, created an organizational restructure
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within ACE that would close the Office of Women in Higher Education, an event that
was largely done without the involvement of the national stakeholders who had long-term
commitment to the office. For information on the current status of the OWHE, see

appendix VV.
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Chapter Nine
INTERPRETATIONS, CONCLUSIONS, AND RECOMMENDATIONS

This final chapter presents a summary of the study and its research results. The
outcome of the investigation is analyzed and discussed in terms of the driving research
question and the four sub-questions. The answers to the questions are couched in
previous literature, interviews, and archival analysis. Conclusions, recommendations, and
areas for further research are offered.

Summary of Findings

The main point of this chapter centers on the findings in relation to the four sub-
questions of the main research question: What influenced the establishment,
development, and closure of the Office of Women in Higher Education? To answer this
main research question, I posit distinct factors for each stage of the office’s lifecycle. The
influencing elements leading up to the establishment of the office were (a) the timing of
the women’s movements in the United States, (b) the associated legislative acts
supporting antidiscrimination of women, and (c) the impact of (a) and (b) on the part of
ACE to take action in regard to women'’s issues within the higher education sphere. Had
ACE done nothing, it would have been political suicide, and potentially damaging to its
national reputation as the premier association for the voice of American higher education.

Regarding the development of the office, there were also three factors. In the first
year of the formation of the office, ACE did not provide any direction regarding
expectations, mission, or structure. It was largely an exploratory year for Schlossberg and
Shavlik. While this may seem odd, in many ways, it was a contributing factor to the
success witnessed, for without clear and exact direction, Shavlik was able to allow for

creative and participatory collaboration in the development of the grassroots NIP. This
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allowed the women to form a structure that was egalitarian in nature—one that aligned
nicely to the creation of a volunteer organization (Ashcraft, 2001). The second factor was
the long-term tenure of both Shavlik and Touchton, an important aspect for a volunteer
association to maintain consistency (Jenner, 1982). And, finally, the formation and
establishment of the NIP was the central contributing factor to the development of the
office. Without this grassroots network of women across the nation, the office would
have lacked the political clout and volunteer workforce needed to thrive.

As for the influencing elements that led to the closure of the office, based on the
data collected from the interviews, there were many potential reasons. They can be
categorized into two main themes: weakened organizational identity and ramifications of

leadership, an essential component of organizational saga (Clark, 1972).
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Table 12

Influencing elements leading to the closure of the OWHE.

Weakened Organizational Identity

Ramifications of Leadership

For many people, the issue of women as an
underserved population in the US had greatly
diminished (why was there still a need for an
OWHE?)

Leading up to its closing, the director of the office
was not in a position of power to lobby for the
continuation of the office.

The need for women’s programming, legal advice,
and training as it was known in the 70s changed
dramatically, and the OWHE did not keep pace with
a changing culture (the office had difficulty
redefining who it was and how to best serve its
constituents).

Broad’s new hires responsible for the restructuring
of ACE viewed the structurally independent
functions of the office as part of a larger umbrella of
inclusivity, thus making it easy to conflate the
programming of standalone offices such as the
OWHE (there was group think).

The identity of the office had, to a large degree,
been weakened as a result of atrophied
programming and high turnover in the director
position.

At the actual time of its closing, the acting director
of the OWHE had been given responsibility to assist
with the re-organization of ACE; this posed a
conflict of interest in her role as the director of the
office.

The once vocal and highly active Network had lost
many of its long-time volunteers due to succession.

The calculated decision on the part of Broad to
restructure the office, and then announce its closing
after it was done, prohibited long-time supporters of
the office from coming forward in an effort to save
1it.

ACE had been contemplating the closure of the
office (on and off) for almost 15 years.

Broad approached her decision-making as the leader
of ACE in an autocratic, rather than democratic
way.

After the departure of Shavlik and Atwell, ACE really began to focus on its mission as a

presidential association. With a mission of advancing women in higher education, the

work of the office was seen as a “statement of values, rather than as central to the

fundamental role and mission of ACE” (Ikenberry, 2012, p. 9). In this way, the office was

seen as valuable, but only in a peripheral sense, since it was not part of ACE’s core

mission.

Finally, the data further points to the fact that there was a lack of transparency

regarding the restructuring that would lead to the demise of the office. While ACE

leadership did contact Shavlik, members of the Commission, and Executive Board, as
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well as hold a roundtable discussion of other DC women’s organizations regarding the

future of the office, what was pointed out was that the process was kept at a very high-

level of discussion, and that for the women involved in the program at the grassroots

level, there was little communication. Some people believe this was done intentionally to

avoid an outcry from the dedicated women of the Network, in an effort to avoid response

on the part of ACE. The decision was already made to close the office, and by handling it

in the way it was, ACE could say it had open conversation, which it did, but not directly

with those most impacted by the decision. Had there been real transparency and

discussion, some believe the office may not have closed. Perhaps this dialogue with a

former ACE Board Chair best sums up how the majority of interviews went:

Jan Holmgren:

Jacqui Elliott:

Jan Holmgren:

Jan Holmgren:

Jacqui Elliott:

Jan Holmgren:

You know, actually, Jacqui, I should ask you. I don’t know
what the current reorganization was in 2011. So I
understand why you’re doing the history.

Yes. Yes. There technically is no longer an Office of
Women in Higher Ed at ACE; it’s gone.

That’s really sad.
So, has it been merged or it has been—

The former office falls under the umbrella of leadership
and lifelong learning. Under this umbrella are three
different legs, and that’s where the programs for the Office
of Women ended up. They folded into the Inclusive
Excellence Group.

Mm-hmm. It’s going to get lost there. I just believe it will.
Because it’s too big a basket and not a clear enough
mandate. But okay. Thank you. (2012, p. 8)

Organizations are complex. It is important to note that the closing of the OWHE was not

solely singled out, as other offices at ACE were also conflated into a broad division
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working on issues of inclusivity and underrepresented populations. However, the many
factors listed above, when all combined, created the mark of death for the office.
The Research Questions

This section will present answers to the sub-questions of the study. Incorporated
in the answers are observations couched in organizational saga and identity, as depicted

below, in Figure 10.
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Figure 10. Using organization saga and identity, a snapshot of how the OWHE evolved
and was defined through the various years within its lifecycle (created by Elliott, 2013).
Research sub-question one. What historical developments of the 1960s and
early 1970s shaped the founding of the OWHE?
Ultimately, the social movements of the 1960s and 1970s helped shape the
founding of the OWHE. There was a strong purpose for the office to start in response to

cultural and societal demands. These pressures stemmed from major governmental
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influence because of the recent passage of Title VII and Title IX, among others such as
the Equal Pay Act. Higher education was not immune to these new legislative acts, which
largely influenced women and people of color. Interpretations were difficult for many
institutions of higher education, and they needed guidance on how to implement these
newly imposed mandates. (Essentially, the creation of the Office of Women was a
political appeasement and maneuver on the part of ACE, but a win-win by-product
following the creation of the office was its ability to help colleges and universities
interpret how to implement Title IX regulations).

Additionally, the women’s movement was in full force in the United States, and
women in colleges and universities at both the student and faculty level were among
some of the most active participants. With two major external forces, the women’s
movement and legislative influence, it would have been political suicide for ACE to not
take action. Additionally, AAC had started its women’s program in 1972, headed by Dr.
Bernice Sandler. As the premier higher education organization in the nation, ACE could
not be outdone by another DC association.

What I found to be most interesting in the analysis of the documents and archives
was the fact that originally, the 1972 ACE annual meeting topic was not focused on
women. It appears that the two women serving on the ACE board at the time encouraged
the meeting be devoted to the topic of women, given the national backdrop of 1972 when

the women’s movement was in full swing. Additionally, ACE was getting quite a bit of

pressure from women, particularly from the Seven Sisters! 1 to do something to help

11 The Seven Sisters was a loosely affiliated association of the seven women’s colleges located in the
Northeast of the United Sates. The seven colleges were Barnard College, Bryn Mawr College, Mount
Holyoke College, Radcliffe College, Smith College, Vassar College, and Wellesley College. Over the
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advance the cause of women in higher education, nationally. It was during this 1972
meeting that the ACE board voted that an office of women be formed, negating a
previously discussed plan of a women’s committee or task force on the issue.

One hypothesis I have after a complete study of the history of the organization is
that ACE was also under pressure to implement the hiring of women within the Council,
itself. Overtones from the document analysis hinted that by creating an office devoted to
women, ACE would have a natural place to position women where it would be safe to not
have them interfere in the real work of the Council. One of the most substantiating pieces
of evidence that I felt supported this theory was the fact that the first director,
Schlossberg, was never invited to attend a single executive staff meeting in her year at
ACE. Nonetheless, the Council could accurately boast externally it had hired it first
executive woman, whether she was at the table internally, or not.

Research sub-question two. In what ways did the individual actors
surrounding the formation of the OWHE impact its founding? There were basically
three distinct individual actors surrounding the formation of the OWHE that impacted its
founding. They were President Heyns, Sister Ann Ida Gannon, and Martha Peterson. In
addition, there were two groups. They were all women in higher education for whom the
office was created to assist, and the women of the Seven Sisters who formed an alliance
pushing ACE to take action on behalf of all women in higher education.

The reason these individuals had impact was simply because they were largely
part of the reason for the office to be created in the first place, due to the political

landscape of that time period. Those responsible for the start of the office were the actual

course of the 38-year history of the OWHE, Radcliffe College merged with Harvard College, and Vassar
became coeducation.
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women in higher education themselves, ACE board member, Sister Ann Ida Gannon,
who pushed for the ACE 1972 Annual Meeting to be centered around the topic of
women, ACE Board Chair, Dr. Martha Peterson, who advocated for women’s rights with
ACE, and ACE President, Dr. Roger Heyns, who ultimately held the decision-making
power to accept or deny the possibility of the formation of the OWHE, which ultimately,
he accepted.

It is important to note, however, that without the pre-existing ACE culture of
advocacy toward women, the creation of the office may have been much more difficult. I
believe the credit for this is given to one man, Dr. Arthur Adams, the president of ACE
before Heyns. Adams was responsible for creating and supporting the Commission on the
Education of Women during a time that was much more restrictive in terms of women’s
education and professional advancement. In this regard, Adams positioned ACE as an
early frontrunner in the race for women in higher education.

Research sub-question three. What factors shaped the structure and decline
of the OWHE? In the beginning, the federal government shaped the formation of the
OWHE. After its creation, the office shaped higher education, and leading up to its
decline, higher education shaped the office. This intermingling created a series of
paradigm shifts for the structure (of both ACE and the OWHE), which had to be

maneuvered, sometimes successfully, sometimes not. Figure 11 depicts the flow:
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Figure 11. The government passed legislation that was largely responsible for the genesis
of the OWHE. After its opening, the OWHE significantly impacted the national higher
education scene regarding the infiltration of women into the workforce. However, over
the years, the changing tide of higher education created a structure that was more
collaborative in which the higher education community, ACE, and the OWHE worked
symbiotically. Ultimately, the changing nature of higher education created an ACE
response to conflate all of its programs working with underrepresented populations into
one ACE division.
Outside of this macro view, however, there were three other factors that shaped the
structure and decline of the office. First was leadership—both at the office and ACE
level. Second was politics, and third was organizational identity. Each of these three
entities created a structure under which the office operated, and eventually closed. While
there are literally multiple examples that could be drawn from the smallest of details in
the history, I will focus here on those which were most relevant.

In terms of the various leadership styles studied throughout the course of this

dissertation, it could be said that the pattern was schizophrenic, at best. Over the course

of 38 years, from the creation to the closing of the office, ACE had six presidents, and the
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OWHE had nine directors—six over a 13 year period. From this chaotic frenzy,

essentially four main ideas emerged in terms of the impact of leadership styles:

First, presidential leadership styles at ACE evolved over the lifespan of the
OWHE from laissez-faire (Roger Heyns, Jack Peltason, and Bob Atwell) to
consultative (Stan Ikenberry), to participative (David Ward), to autocratic (Molly
Broad). These individual leadership approaches consequently impacted each stage
of the office’s evolution, including its demise. While Heyns, Peltason, and Atwell
were supportive of the office and its leadership, the lack of advice and direction
produced in the laissez-faire style of these men was positive in that the OWHE
leaders were able to construct an OWHE devoid of male-centric styles and
programming—strong evidence to a feminist standpoint. However, as
counterpoint, a negative aspect also emerged in that it was difficult for the
directors and presidents following Atwell/Shavlik to place more clearly defined
elements of structure within the daily operations of the OWHE, and later, the
Network. In terms of its demise, the autocratic style of Broad was such that she
basically made a decision to close multiple offices of ACE, to include the OWHE.
Once that decision was made, she viewed the process in terms of a task to be
completed and communicated downward to her staff responsible for the
reorganization that led to the closing of the office. In hindsight, had Broad been
more of a participative or laissez-faire leader, the office might not have closed at
the time that it did.

Second, the leadership styles of the directors of the OWHE shaped the

organizational identity of the office to both ACE leaders and OWHE constituents.
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The styles either safely guarded the office against potential downfall, or inversely,

placed the office in a position of vulnerability. In the case of the ACE and the

OWHE, it is evident that leadership styles and organizational identity were largely

intertwined, and in many cases, could not be tweezed apart.

= Third, the inconsistency of leadership styles during the five years following the
departure of Shavlik made it difficult for the OWHE to regain a strong
organizational identity, until the arrival of Van Ummersen.
= And finally, it is important to note that the leadership of ACE was also governed

by a Board of Directors who set expectations for each president. Therefore, the

leadership style and decisions of the board impacted every aspect of ACE, to

include the OWHE.
The evidence in this study supports the notion that leadership style plays a large role in
the identity of an organization, as witnessed by both ACE and the OWHE. It is my belief
that the evidence was not circumstantial in this study, but rather, this study is a case that
proves the point. While it is difficult for the leader to not impose their style on the
organization, it does create some liabilities, as seen in this dissertation. The capabilities
and style of the leader sets a standard for the organization that might have worked in the
past, but may not be what the current organization needs to fulfill its long-term
objectives.

Regarding politics, there are four generalities drawn from this study. First, the
OWHE was created as a result of ACE’s reaction to external political pressures at a
national level. Second, during its lifespan, the OWHE answered to two sets of

constituents: ACE itself, and the women it served. Often, these two purposes did not
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align, creating small political tug-of-wars throughout its existence. While ACE had to
navigate politics nationally, the OWHE had to navigate ACE politics. Third, while not an
intentional reason for the creation of the NIP/Network, it did serve as a grassroots
political ally to the OWHE in times of discord with ACE (except during its final demise).
Fourth, Donna Shavlik and Claire Van Ummersen were masters at working the internal
politics of ACE to safely position the office within the ACE structure. At all other times,
the OWHE was vulnerable.

With an understanding that the leadership styles of both the presidents and
directors had measurable impact on the organizational identity of both ACE and the
OWHE, it would be appropriate to turn our attention to what the data suggests about how
the applications of the feminist standpoint lens augmented the analysis of organizational
identity (see Chapter Three for the full analysis regarding feminist standpoint). As
employees and those closely affiliated with the office described the OWHE, its various
symbols, interpretations, language, and meaning were analyzed through the lenses of both
frames. In many ways, feminist standpoint helped make the identity of the office more
revelatory. In this way, the two theories worked in complementary fashion through the
analysis stage. What became evident was this: the identity of the office ebbed and flowed
depending on its leadership, and thus, how the employees and constituents themselves
saw and related to the office. There were six evident trends.

First, the early work on the part of ACE with women in the 1920s and 30s created
an organizational identity of ACE as “women friendly”—or at least, women
conscientious. This history prompted females in the midst of 1970s women’s movement

to approach ACE as the organization to host an office of women. Second, while it may be
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argued that the Atwell/Shavlik years passed in a cocoon ensconced in the early needs of
an OWHE, it is clear that their long-held tenure provided and created an organizational
identity of stability, success, and outcomes. This is how the participants of the interviews
describe this time period. Following the departure of Shavlik, this identity associated with
the office began to dramatically shift. Third, the wide-spread and fast adoption of the
NIP/Network, a structurally embedded component of the OWHE across the nation, also
created an organizational identity for the OWHE and ACE. In many ways, the Network
took ACE out of Washington, DC giving it a more nationally recognized role in higher
education beyond that of the presidency. Fourth, due to the laissez-faire style of the early
presidents of ACE, the OWHE was structurally identified (almost always) as a standalone
functioning office of ACE. While constituents knew ACE was the parent organization
structurally, they rarely thought of it as the advocate for women in higher education—that
was left to the OWHE. In this way, the fifth organizational identity factor emerged. ACE
was identified as structurally providing a home for OWHE and is generally credited with
legitimizing its existence, while the office itself was seen as the producer of outcomes.
And finally, following the Atwell years, a greater and more emphasized focus on ACE as
a presidential organization was espoused by the board, and thus, the presidents. As a
result, ACE leaders used this frame in organizational decision-making, which placed
great strain on defending the role of the OWHE as a standalone entity within ACE.

One final point regarding the identity of the office needs to be made related to the
Network. It is my belief that this volunteer base helped maintain the life of the office
from the time Shavlik left until the arrival of Broad. This grassroots gathering of women

created a national voice for women that gave the office meaning and clout long after the
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women’s movement died out. What is interesting is that what was defined by the external
constituents is not what was seen by those internally. To those internally, ACE is a
presidential organization—the OWHE is a women’s advocacy office. In the later years,
the OWHE provided a statement of values, but did not particularly advance the ACE
mission in any measurable way. My final analysis here is that if ACE had set parameters
about what the role of the office was when it opened, and communicated those broadly
and openly, when that goal had been met, it would have been much easier to phase out
the work of the office, if that is what ACE wanted. But, as it turned out, phasing out the
office was much more difficult to do in the face of a value-statement; it became more
about the emotional ties related the imagery of the office—the organizational identity,
than about the business aspects of ACE. The moment of revelation here is that truly, the
organizational identity of the office was the very reason ACE faced difficulty in closing
the office earlier in its lifecycle.

Research sub-question four. How did the self-defined institutional position of
ACE impact the operational role of the OWHE?

ACE is a political organization through which the OWHE saw its birth. This is
perhaps the paramount way in which the self-defined position of ACE influenced the
operation of the OWHE—an office couched in politics. Over the years, the institutional
position of ACE also impacted the operational role of the OWHE in its approach to
programming. ACE has always had a self-defined mission as an association that serves
college and university presidents. The friction between the OWHE and ACE is placed in

this context. Was the office devoted to all issues of women in higher education and the
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advancement of women in their careers, or just women and the presidency? Ultimately,
the office would do both.

In the course of the interviews, it was pointed out that of all the offices under the
ACE umbrella, the OWHE had the most autonomy, and in many ways, was almost its
own independently functioning mini organization. In fact, it appears that the early
presidents of the Council did not create any ACE imposed boundaries for the office. By
the late 1990s, when Ikenberry took the presidency of the Council, he was faced with
trying to re-assimilate the office into an ACE structure devoted to a different set of needs
from those under which the office was originally formed. It was from this point forward
in history that the operational role of the OWHE was more clearly impacted by the self-
defined institutional position of ACE.

In many ways, while the office grew programmatically, it did not evolve under
the self-defined position of ACE in the early years because the Council did not define for
the office such a position until the arrival of Ikenberry. Rather, the office adapted to its
own constituent needs rather than those of ACE’s. Due to the fact ACE did not set any
sort of operational tone for the OWHE, it would have been impossible for the office to
have been defined by that which was not present. At best, the leadership of ACE set the
tone of, “if it deals with women in higher education, it belongs to the OWHE, no matter
the issue.”

Under the Ikenberry, Ward, and Broad presidencies, the office underwent a more
clearly defined role through ACE strategic planning, assessments of the various outcomes
produced by the OWHE, and evaluations of the return on investment provided by such

programs. Under all three presidents following Atwell, the office also underwent
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structural and organizational reporting changes, the most robust and drastic of which took
place under the leadership of Broad. Under her tenure, the office was closed, and its
programs were wrapped into a division working with all areas of underrepresented
populations.

Also, because of ACE’s self-defined mission of working with presidents,
following the departure of Shavlik, two of the three times the position of director of the
office was open, a former college president filled the opening. When the position was not
filled by a president, following the promotion of Van Ummersen, the office and its
programming was weakened, making it easier in the mind of Broad to close the office as
a standalone entity.

After working with, and collecting data for almost three years, I think it is critical
to note that the institutional position of ACE was actually defined by its top leader, the
president. Therefore, in many ways, it was not so much 4CE that impacted the operations
of the OWHE, as it was the /eader who made the impact. To be sure, the various leaders
over the 38-year history definitely played a role. Some were active; others were passive.
Table 12 identifies a fairly complete listing of themes that transpired from the data

regarding the impact of each president on the OWHE.
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Table 13

Themes from data regarding ACE presidential style and impact on the OWHE

President Themes from Data

Roger Heyns
(1971-1977)

Initiator

Hands-off style

Non participative

Supportive

Focus on the presidency

Focus on policy and implementation of legislative acts
Direct report to the president

(1984-1996)

Jack Peltason Supportive
(1977-1984) Hands-off style

Participative

Helped problem solve regarding issues
Robert Atwell Supportive

Highly participative (in relation to OWHE events)

Advocate for the office

Strong relationship with director created trust in her to run the office without
presidential interference

Focus on all women in higher education, not just women as presidents
Office directly reported to the president

Stanley Ikenberry
(1996-2001)

Focus on college presidency

Belief that the office needed to be more adaptive to new emerging agendas of
women in the late 1990s early 2000s

Concept of the office being stuck in a fatigued mission

Belief that office was a strong statement of values, but not part of the core
mission of ACE, itself

Did not want to send a message that ACE was not committed to those values; a
balancing act for what was best organizationally and politically

Belief on the part of others interviewed that Ikenberry wanted to close the
office

Involve women more within ACE as Commission members and at annual
meetings, not just through OWHE

Started the conversation Ward and Broad followed about the correct
operational structure of ACE to match the current needs of constituents;
OWHE no longer reported to president until one year before his retirement
when it was re-elevated to report to the president

Less participative on OWHE events as focus was on major policy issues of
time. Policy issues regarding women had largely passed by his presidency.

David Ward
(2001-2008)

Overtly supportive

A consciousness of the underrepresentation of women

Strong commitment that the women’s agenda had not been completed
More focus on issue of goals, not style of advocacy

Shift in approach to measurable outcomes

Budget support

Participative

Strong relationship with director of the office created trust for her to run the
office without interference

Molly Corbett Broad
(2008-present)

Focus on college presidency

Examination of ACE operational structure

Conflated programmatic efforts into a division working with all
underrepresented groups

Closed the office of women

No singular focus on women as a distinct function

Shared financial and human resources

More aligned structure with that of university structure working with
underrepresented populations

Participative in relation to Women’s Leadership Dinner

Although no evidence in terms of commitment to women’s programs, certainly
a tolerance to keep them under the ACE umbrella
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However, in light of the comment about ACE’s leaders, I want to make one point
absolutely clear about the relationship between ACE (regardless of its leader) and the
OWHE that emerged as a constant throughout the analysis of the data: Without the
Council serving as the parent association to the office, the OWHE would have not had the
political clout it needed in order to be taken seriously, and it may not have survived after
the passing of the women’s movement. In sum, the OWHE was defined by ACE as
legitimate and valid.

Recommendations

It is clear that ACE affirms that the victory for women’s advancement has not
been achieved. The current ACE website notes:

While many believe that women's battle for gender parity in the workplace has

already been won, recent data suggest that this is far from reality. According to

ACE's The American College President 2012 report, only 26% of the nation's

college and university presidents are women and the rate of change has stalled

since the late 1990s. (2013)

This is a positive statement of recognition. However, distinct action is what makes a
difference. Examples in the history of women’s movements show over and over again
that stepping away from the movement for even the smallest of victories results in
backward movement. Perhaps the most poignant of such examples rests in the 1920s
suffrage movement: Once women were finally successful in passing the suffrage
amendment to the US constitution, the movement disintegrated rather than consolidating
its gains and tenaciously moving forward for more advances. In my opinion, what must
be done now, to avoid repeating history, is to teach younger women (who will become

our future higher education leaders) that the battle for women’s rights has, in fact, not

been won. Because this younger generation has faced fewer barriers, they do not
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appreciate the fact that they have choice. Therefore, our agenda has changed. We must
teach that choice is an action in order to replace passivity. We must help women realize
that what they have learned about their abilities as a result of cultural and social influence
is wrong.

As women, we limit ourselves most when we do not step up and take action—and
not just when women’s advancement is threatened. We must break boundaries every day.
The challenge is helping women see that those boundaries are no longer the external
barriers the OWHE fought to break in its early years, but rather internal barriers that stop
women from advancing. The main point [ want to make here is that women have gained
the right, but now we have to make the choice and believe we can do it. As a result, |
recommend that a future program be developed with women who are very early in the
higher education pipeline.

Future Research

As aresult of this project, there are five areas I would like to offer for future
research, as they created questions about the history of the office I was not able to
answer. Four could be done more immediately, while one would take time to play out.

First, would be an examination of whether there was any long-term impact on the
United Kingdom and South African women’s programs as a result of their affiliation with
the OWHE. Second, it would be of interest to conduct a qualitative study of the men who
were actively involved with the OWHE program to gain their perspectives on what
impact, if any, the office had on women, men, and the higher education community, at-
large. The third area would be a series of interviews of identified female presidents who

used the ACE Network as a platform for advancement to see if any personal
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characteristics exist, thus creating a profile of women who are more likely to advance to
the presidency. The fourth area for future research is an examination of the role and
impact of leaders and leadership styles on organizational identity, as this was an
unexpected theme that emerged as a result of this research. And the last idea for future
research is to conduct a series of interviews around the Moving the Needle Together:
Advancing Women in Higher Education initiative to track its impact and progress on the
advancement of women in higher education, following the close of the office.
Chapter and Study Conclusion

As a result of this dissertation, I was able to create a rich dynamic history couched
in first-hand perspectives of the women who lived the experience. What I learned from
this study about organizational identity follows. First, the strong identity associated with
the OWHE and the Network helped women feel part of something important. This sense
of importance helped them believe, perhaps for the first time, they could advance. From
the lens of feminist standpoint, the OWHE and the Network helped women overcome a
feeling of oppression. The stronger the identity of the office to its constituents, the less
oppressed they felt. Second, the likelihood of a start-up organization surviving is lessened
if it 1s not steeped in the overall mission. Third, personality-driven leadership garners
loyalty and support that can create a powerful organizational identity; however, when that
personality is void, the organization becomes vulnerable. Fourth, an organization needs
somewhat consistent leadership at some level of the organization to thrive. Frequent turn-
over at every level weakens organizational identity. When identity is diluted,
organizational commitment levels of employees and supporters lessen, or fatigue. And

finally, the stronger the identity of an organization, the more difficult it may be for
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leaders to reshape or reengineer. The very identity of the organization may, in fact, help
lead to its demise, since change and creativity are often thwarted by its very own
supporters.

In an effort to boil the dissertation down, it seems reasonable to suggest four
conclusions drawn from the data of this study. First, the creation of the OWHE was
merely a politically driven occurrence motivated by extrinsic factors, not intrinsic value
sets. Second, the development of the office and its identity were so intertwined with its
long-time director Donna Shavlik that when she retired her post, ACE, the OWHE, and
its constituents floundered to re-engineer the office into something sustainable. Third,
since the OWHE started in response to a set of cultural demands in the 1970s, it was
largely vulnerable to demise from the onset in regard to its alignment with the overall
mission of ACE as a presidential organization. Fourth, the OWHE was largely
personality driven during its creation and development, while its demise was driven by
ACE leadership’s primary focus on organizational structure and mission.

In conclusion, the OWHE’s success, growth, and demise were framed within its
own internal structure comprised of leadership, politics, and identity. Organizational
identity framed an understanding of both the change and the continuity of the OWHE’s

38-year saga.
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Appendix A
Interviews for Organizational Memory

(Phase One)
OWHE Directors/Interim Directors Agreed to Phone Mailing and Email Contact
Participate Contact
Dr. Nancy Schlossberg YES NO
Dr. Donna Shavlik YES NO
Dr. Judith Touchton YES NO
Dr. Judith “Helena” Sturnick YES NO
Dr. Gladys Brown YES NO
Dr. Claire Van Ummersen YES NO
Dr. Donna Burns-Phillips YES NO
Dr. Diana Cérdova YES NO
Association Agreed to Mailing and Email Contact
Contacts Participate
Dr. Bernice Sandler (AAU) YES NO
ACE Agreed to Phone Mailing and Email Contact
Contacts Participate Contact
Sheldon Steinbach YES NO
(VP to ACE President Roger Heyns,
Deceased)
Molly Corbett Broad, ACE President YES NO

(2008-present)
Dr. Michael A. Baer

Senior VP for Programs and Analysis YES NO
ACE Agreed to Phone Mailing and Email Contact
Board Members Participate Contact
Sister Ann Ida Gannon YES NO
OWHE Agreed to Phone Mailing and Email Contact
Contacts Participate Contact
Deborah Ingram Allen YES NO
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Appendix A
Interviews for Theoretical Constructs

(Phase Two)
OWHE Directors/Interim Agreed to Phone Mailing and Email Contact
Directors Participate Contact
Dr. Nancy Schlossberg YES NO
Donna Shavlik YES NO
Dr. Judith Touchton YES NO
Dr. Judith “Helena” Sturnick YES NO
Dr. Gladys Brown YES NO
Dr. Claire Van Ummersen YES NO
Dr. Donna Burns-Phillips YES NO
Foundation Agree to Phone Mailing and Email Contact
Contacts Participate Contact
Johnson Foundation (Forums) YES NO
ACE Agree to Phone Mailing and Email Contact
Contacts Participate Contact
Mr. Robert Atwell, ACE President YES NO

(1984-1996)

Dr. Stanley Ikenberry, ACE President YES NO

(1996-2001)

Dr. David Ward, ACE President YES NO

(2001-2008)
OWHE Agree to Phone Mailing and Email Contact
Contacts Participate Contact

Dr. Gloria Thomas, Associate Dir. YES NO

NIP/Forum Agree to Phone Mailing and Email Contact

Contacts Participate Contact

Dr. Rita Bornstein, President Emerita YES NO

Rollins YES NO

Dr. Lucie Lapovsky, NIP Ex. Board Chair YES NO

Dr. Janet Holmgren, ACE Board Chair YES NO

Dr. Judith Prince, Network Board Chair
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Appendix B
Archive Analysis Document

Date

Time

Project Title  The American Council on Education’s Office of Women in Higher Education:
A Case Study on Evolution and Decline 1973-2011
Completed
by: Jacquelyn D.
Elliott
Retrieved
From: Hoover
OWHE or ACE
Main
Theme:
Theoretical
Lens:
Research
Question:
NOTES:

. . e Personal
# Reviewed Document Type/Name Federal Community Organizational o ... = "o 4
Record Record Record
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Appendix C
Document Analysis Worksheet

Type of Document:

] Audio-Visual ] Minutes L1 Press Release
(] Book/Pamphlet ]  Newspaper 1 Program

] Letter [ Periodical Article 1 Report

L] Memo L] Personal Journal L1 other

Comprehension Response

Who created the document and why?

Was there first-hand knowledge or was
information being passed from others? Was the
person neutral, or was there an agenda?

Was the document for personal use or for others?
If others, was it used for persuasion or
information?

Language of document: What is the purpose and
what is it about? List two main ideas of the
document related to theoretical components of
study.

Key quotes from document related to emerging
theme(s).

Guiding Principles to Remember Response

Time and Place Rule

The closer in time and place a source and its creator
were to an event in the past, the better the source will
be. How long was the lapse?

Bias Rule

Review each document critically and with skepticism. No
piece should be taken at face value. Cross check with
other sources to validate.

General Notes General Notes
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Appendix D
Document Registration Form
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-

Prepared by: Jacquelyn D. Elliott
Record Title: American Council on Education: Programs and Services, 1958-1975

Chapter Title
Date: 1976

Form of Document: Original or Duphicate

Document Type:
J  Boad Felated

Email

Lattar

Nlinutaz
Policy

Report

(roalz of Objactivas
Grant Flslatad

hlemorandom

Pra:zz Falatad
Professional Writing or Fublication
Promotional or Madksting hlaterisl

Propossl

Speache:
Stratazic Plan
Survey Finding

Document Number: 22

Document Grade (4, B, C. F) from Analysis Worksheet: A
Version Control

Version

Date
Collected

Author

Key Elements Relatingto Research

Serction

Publication

6.22.08

Chatlzs G. Dobbins

Broadening Educational Opportmities
ACE Programs and Services: OWHE
Women's Career Advancement
» ACE 30 annual mestmg on
Women m Higher Education
* The Commizsion on Women m
Higher Education
* OWHE eatly semmars and
workshops
* Women ACE Board Members
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Appendix E
Document & Archive as Primary Source Guide

A primary source is something from the time and place I am studying. To
analyze a primary source historically, the following concepts should be
applied:

Context: The historical situation in which the primary source
was established

Content: The major point or meaning of the source in its
historical context. Differs from surface meaning
Conseanences: The effects ar cionificance of the docnment

Level

A=A Context: Thorough knowledge of what the source is, who produced it,
where, when and why it was produced

Content: Sensitive and sophisticated understanding of the meaning of the
source in its historical context; appreciate of the complexity or subtlety of
the source

Consequences: Clear grasp of the effect or importance of the source in
history

3=B Context: Good knowledge of what the source is, who produced it, where,
when and why it was produced: no more than one of these elements is
incomplete

Content: Good understanding of the meaning of the source and its
content

Consequences: Clear grasp of the effect or importance of the source in
history

2=C Context: Good knowledge of what the source is, who produced it, where,
when and why it was produced: no more than two of these elements is
incomplete Content: Adequate understanding of the meaning of the
source in its historical context; some important elements missing
Consequences: Some grasp of the effect or importance of the source in
history

F Context: Little or erroneous knowledge of what the source is, who
produced it, where, when and why it was produced; more than two of the
elements incomplete or missing

Content: No understanding of the meaning of the source in its historical
context; major points missing or incorrect

Consequences: No or erroneous understanding of the effect or
importance of the source in history

1

Source: http://faculty.uncfsu.edu/jibrooks/frms/rubricpsa.htm
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Appendix F
Document Database Template

- Hsgve = New W¥Close

Title: |American Council on Education: Programs and Services, 1958-1975 |

Details |status | Content Analysis Notes|

Author 1: Document Grade: l:l Document Code: m
Author 2: l:l Document Number: n Document Type: |Publication
Publisher: ACE Action: Complete
Copyright Year: 1976 Synopsis:
Date of Publication:  (11/20/1976 Broadening Educational Opportunities
1SBN - 10° |:| ACE Programs and Services: OWHE
’ Women's Career Advancemnent

Condition: n ACE 50th annual meeting on Women in Higher Education
Format: n -The Commission on Women in Higher Education

' aper +OWHE early seminars and workshops
MNumber of Pages: “Women ACE Board Members

- =HSave = New ®Close

Title: |American Council on Education: Programs and Services, 1958-1975 |

m Status | Content Analysis Notes

Analysis Status: |Com plete

Completed Date: |JuneZZ, 2008

Archived Date: |

Reviewer Name: |Jacquelvn D. Elliott
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Appendix G
Interview Checklist & Guide for In-Depth Theoretical Frame Interviews

Project Name: The American Council on Education’s Office of Women in Higher
Education: A Case Study 1973-2011

Researcher: Jacquelyn D. Elliott
Project Sponsor: Dr. Jason Johnson
Participant Name/#:

Title:

Relationship to OWHE and length:
Date of Interview:

Background

Introduction:
= Thank you
My Name
Purpose
Confidentiality
Duration
How interview will be conducted
Opportunity for questions

Prepare:

Digital Recorder
SD Card
Batteries
Pen/Pencil
Checklist

Guide

Notes

Probes:
. Would you give me an example?
=  Can you elaborate on that idea?
. Would you explain that further?
. | am not sure | understand what you are
saying.
. Is there anything else?

| want to thank you for taking the time to meet with
me today. My name is Jacqui Elliott, and | am going
to share with you the background of the project with
which you have agreed to participate.

The interview should take less than two hours, and |
am hopeful we can complete it in 90 minutes. | will be
taping the session because | do not want to miss any
of your comments. Although | will be taking some
notes during the session, | can’t possibly write fast
enough to get it all recorded. Because we are on a
recorder, please be sure to speak loudly and clearly.
Do you agree to be digitally recorded?

I would also like to confirm that you have read and
signed the informed consent, that you understand
your participation in this study is voluntary, that you
may refuse to answer a question, and that you can
withdraw at any time from the study.

As you already know, unless you specifically tell me
that something must be kept confidential, what we
discuss today is open record for purposes of
documenting the history of the OWHE.

Background of the project:

The study will explore the history of the OWHE over
a 38-year period from its founding in 1973 through its
reorganization in 2011. Very little research on
organizational saga and identity has been done on
women’s associations, and no complete historical
treatment of the OWHE exists.

Closing:

Are there any questions about what | have just
explained? Let’s check to ensure our cell phones are
off before we start.
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bjectives

es

o

omments

ave project objectives been defined and are they
par?

[

[ ]

hat historical developments of the 1960s shaped the founding of the OWHE?

es

omments

escribe the context of the time when the OWHE
as conceived as an idea.

[

escribe the circumstances of women’s
ministrative advancement in higher education at
e time the OWHE was formed.

escribe the reasons as to why the idea of the
WHE was conceived.

[

]

escribe the other associations working to
vance women at the time the OWHE was
rmed.

[

[]

unding of the Office?

what ways did the individual actors surrounding the formation of the OWHE impact the

es

omments

escribe how you were able to advance the idea
the OWHE.

[

escribe the role of ACE leaders in the formation
the Office.

[

ho was responsible for the organizational
scisions of the OWHE?

[

L) O O} °

escribe any issues related to implementing the
ogram that were not expected.

[

[]

ow did changing notions of women’s leadership influence the mission of the OWHE?

omments

escribe the purpose or role of the OWHE.

hat attracted members to the OWHE not present
other association memberships?

escribe a time when the OWHE was in crisis or
bcay.

escribe a time when the OWHE was ready for
olutionary change.

escribe the processes used to launch the OWHE.

bw were the logistical components of the Office
etermined?

what ways did the OWHE adapt since its
ception?

bw did the OWHE reach the stage of decline?

T e e e e A

I 1 o R [ A [
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OWHE?

Did the self-defined institutional position of ACE impact the operational role of the

Yes | No | Comments

Describe the level of involvement of ACE
leadership in the development of the OWHE.

.

Describe the level of involvement of ACE
leadership in the decline of the OWHE.

.

How was the OWHE incorporated within ACE?

.

How did the relationship between the OWHE
and ACE change over time?

.

How did changing notions of women’s leadership influence the mission of the OWHE?

Yes | No | Comments

How would you describe the OWHE as an
organization?

.

What is distinctive and enduring about the
OWHE?

.

Think of one of the most difficult times you
experienced during your involvement with the
OWHE. How would you describe the
organization?

.

What do you believe contributed to the
persistence of the OWHE over time?

.

Closing

Key Components:
. Additional comments
. Next steps
. Thank you

1. Is there anything more you would like to add?

2. Within the next two weeks, | will be analyzing the

information you have shared. | will send it by
email for your comments.
3. Thank you for your time.

General Observations Summarized from Interview Notes Form:

Actions
Action Item Sent Received
Post Interview Thank-You Mailed [mm/dd/yyyy] [mm/dd/yyyy]
Member Checking [mm/dd/yyyy] [mm/dd/yyyy]
Follow-Up Questions/Responses [mm/dd/yyyy] [mm/dd/yyyy]
Appendix H

Oral History Interview Guide for Organizational Memory Participants
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_ Please describe to me your role and responsibilities at the OWHE or ACE and when you
served.

Z If you were to describe the biggest impact or influence you had on the OWHE, what would it
be?

Z What were the primary goals or mission of the OWHE? How did you advance those?

Z If you were to describe to me key programs offered by the OWHE, what were they? Did you
play a role in any of these?

Z How would you describe the identity of the OWHE? How did you help shape it?

Z How did ACE impact the OWHE, if at all?

ZDo you believe certain individuals impacted the direction of the OWHE, and if o, who were
they and why?

~ How would you describe the changes that occurred, if any, at the OWHE in the past 38 years?
CMame two or three critical events—turning points—duringthe last 38 years that significantly
shaped the OWHEand its identity.

“How would you describe the importance of the OWHE to the higher education community, at-
large?

_Describe the impact the OWHE had on women in higher education, if any.

CDescribe the role of NIP,/The Metwork in relation to the work of the OWHE.

_If you were to share one story to contribute to the history of the OWHE, what would it be?

Varying questions for participants:

March 2012

Tell me about the founding years of the OWHE.

Explain the last few years of decline for the M T W T F &
OWHE. 1 2
Tell me about the formative years of the OWHE. 5 6 7 g g 10 11
12 13 14 15 16 17 18
Potential New Contacts for Interviews: 19 20 21 22 23 24 25
. 26 27 28 29 30 31
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Appendix I
Introductory Email Script to Schedule Interviews

Dear Dr. Atwell:

My name is Jacqui Elliott, and I am doctoral student completing my dissertation at the
George Washington University. I recently received final approval by GWU GSEHD and
IRB to start interviews for the History of the OWHE. I am hopeful that you might be
available to meet with me for an interview. I am currently in Florida, and I was hopeful I
might meet with you next week. I am available for the interview on either May 9 in the
morning or May 10 all day. I was hoping one of these dates would also work for you, and
that you would have interest in participating in the study.

I am planning to interview you, if you agree, regarding your organizational memory of
the OWHE. Idon’t anticipate you fill find anything charged, so the interview will
hopefully bring back some fond memories. I am suspecting the interview might take two
hours, depending on how in-depth we go. However, they have been about 90

minutes. Thank you for considering my request.

With kind regards,

Jacqui

Jacquelyn D. Elliott
The George Washington University
Doctoral Student in Higher Education Administration
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Appendix J

Telephone Script for Introductory Conversation to Schedule Interviews

OPEN

PURPOSE

CONTROL

GATHER

CLOSE

Hello:

May I please speak to [name of potential interviewee].

My name is Jacqui Elliott, and I am a doctoral student at The George Washington
University. I am doing a historical case study on the OWHE. How are you?

I am calling today because I would be honored if you would participate in my study
regarding the Office over the last 38 years. 1 am hopeful that you would be willing to
allow me to interview you regarding your role and influence on the OWHE during your
involvement or affiliation with the organization.

If Unfavorable Response: I thanked them for their time and gave them my contact
information in case they changed their mind. [I also indicated that I wanted to send my
contact information by email if they would allow and collect their email address. ]
Sometimes seeing information in writing legitimizes the process and encourages people
to participate.

If Favorable Response: Great; thank you so much for assisting me. I can only imagine
how valuable your time is, and I truly appreciate you and your willingness to
participate. I am planning on [insert one or two interviews by candidate based on
Appendix A] regarding your organizational memory of the OWHE and some general
questions in support of the theoretical lenses of the study. I will be happy to send my
interview questions to you in advance so that you feel at ease and prepared for the
interview. I don’t anticipate you will find anything charged, so the interview will
hopefully bring back some fond memories. I would like to schedule the interview for a
time that is convenient to you. I would like to conduct your interview in-person. The
amount of time should be about one-and-a-half hours. [ Three if involved in both
interviews]. OR—Since the distance between us is somewhat difficult, I suggest we do
the interview(s) by phone.

I have a general letter I will send to you outlining the process, and included will be a
consent form. The form completely outlines all the details of the study. Please read
through the form and sign it. I will include an enclosed postage paid return envelope
for your convenience. Now, I just need a few pieces of information. First, I need your
updated address, your email address, and the best phone contact information where I
can reach you. Once I have your form, I will call back to schedule a time for our
interview together. I am hopeful to start calling participants within the next two weeks
and start interviews a week after that.

Do you have any questions I can answer for you now? Of course, I am available at any
time you do have a question, so let me give you my phone number and email address.

Again, thank you so much for your generosity and support. I am really excited to work
with you to craft my project into something successful. I can’t do it without you. Bye.
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Appendix K
Introductory Interview Cover Letter for Candidates Agreeing to Participate

Disar Prospactiva Participant:

I, Tacguelyn Db, Elliott, am conducting dizssrtation resesrch ragarding the history of the Office of Women in
Highar Education (OWHE) of the American Council on Education (ACE). Thiz dizzatationiza
requirement for the doctorsl dagres in Higher Education Adminiztration within the Gradeats School of
Education snd Human Devalopment at The Geoege Washington University. The study is entitled The
American Cownctl on Educarion’s Qfffce of Women in Higher Education: 4 Case Srudy 1073-20110. Aza
hiztorical cass study, the focus of the r2z2arch iz an sxamination of the OWHE from its founding through
its currant state—a 38-vear pariod. Thiz study has importancs to thosa who have been aszociated and
wodkad with the OWHE, but this r2zesrch may have mods signdficant impact for those who a2 intsrested in
undsrstanding the devalopmeant of 3 bow apew office creats: and shape: sn ofgamizations] identity and its
parziztance over tima,

Tha tezaarch data collactad iz gathersd from archives and decements felated to the OWHE and throush a
sariss of intsrviews. The intsrviews includs OWHE digactors, past ACE Board memberz, past ACE
peesidants, foundation contacts, and sarly OWHE WIP Matwork foundsrs; others, who hava pertinant
Imowlades, may be interviswad a= identifisd throush the dizcovery proosss.

You have besn identifiad a2 3 vitsl participant inthis stody. The purposs of this letter is to explain whet
oompdizas vouf fols in the study. By providing written consant, wou agres o the followins:

1. You sz amesing to be interviswed, The srtimated length of the inteprisw iz two howrz, The

intareiaw will take placs inparzon, at vour comvenianca, The interviaw will be audio tapad, and

motas will be takem,

All information iz kapt confidentisl, unless you stats othersiza. Your nams will ba associated with

amy guotad taxt or other tortual content, if permizzion iz granted. Asids from this dizzertation, the

temt and comtent of this resesrch study might appesr inacholaly jowmals, confersnce rapodts, of

other professionsl venwes. Crutside of this dizzartation, nemss will be dalstad unlsss firther

pamiziion iz grantad.

You may withdrsw from this stedy at any tima.

4. I will fismizh vou with a summary of the razsarch results at the snd of the study. Iwill remain
availsble throughout the piocess to anewsr any quastions vou may have.

!:_l

[N ]

Enclosad, vouwill find a participant conssnt form, &= vour signaturs iz reguired. Should vou decided to
participats in thiz study, 3 salf-addrezzad postase paid r=tum awvslops iz alzo snclosad for your

conyenianes, Simply fiem the form, and s=tem it inthe spvalops provvidad. You may slso smail 3 scanned
COPY 1o &

If vou have guastions sbout the procadurss of this rezasrch study, plese= contact D, Jason John=on,
diractor of thiz dizsartation at h: anvtima during eeular working howss. If vou have quastion:
ghout the informed conssant procass, of oy rights a2 aressarch participant, plasss contact the Assiztant
Wica Presidant for Haslth Fessarch, Complisnce and Technology Transfer, af 202,904 2005, Forguestions
gbout the study, pleass contact Jaogualyn Db, Elliott (Jaogui), imvestizator, at

In advanca, Ithank vou for vour consideration and coopsration.
Sincaraly,
Jacgualyn D, Elliott

Dioctoral Candidata
Ths Gapres Washinzton Univarzity
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Appendix L

Informed Consent Documentation

WU IEE Reference Number; 011242

Frincipal Investigator: Jazon Johnzon, Ph.D. Telephone Number: -
Sub-Investigator: Jaogualvn D Elliott Telephone Number;

You are invitad to participate in a rasearch study under the diraction of Dr. Jason Johnson of the
(rraduats School of Education and Humsan Devalopmant at Tha Georgs Washington Univarsity
[GWLT). The main purpose ofthis formis to provids information that mav impact vourdacision
gbout whathar or not vou want to participats in this rasearch project. Taking part in this studv is
voluntary; voumay choosato not take part, or voucan withdraw at anv time. Please raad this
form and ask anv questions that will help vou dacide if vou want to ba in this study. If vou chooss
to participats, please sign the form at the end of this document to racord vourconsant.

Why is this study being conducted?

The purpossa of this research is to document the history of the avelutionand parsistance of the
Amearican Council on Education’s (ACE) Offica of Women in Higher Education (0WHE).
Without an undarstanding of the prograssion of an offics focusad on the advancement of womean
in the fisld of higher education, other organizations wishine to promots, or serve a spacific
population, mavnot recognize and undarstand the contributing factors of suceass and failura.

Why are vou being asked to participate?

You are being asked to participats in this studvbecauss vou ara a kev fignre with aunique
parspactive and first-hand knowlad gz about the founding, aveolution, and’or persistance of the
O"WHE. I would liketo document vour invelvanent and contributionsto the organization

Trranty total individuals have been askadto participats in this study.

Who is doing the research?

Jacquelvn D, Elliott, & doctoral learmar at The George Washington University, is conducting this
raszarch underthe dirsction of Dy, Jason Johnson This dissertation project fulfills the final
raquirament for the complation of the Doctor of Education. ks, Elliott has beenamplovedin
higher aducation for oversightsen vears, and her rassarch pursuit stems fromher intarast in the
advancement of womenin administrative rolas within hicher aducation to includa the prasidancy.
s, Elliott holds her undarpraduats degrae froma woman s collaga.
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What is involved in this study?

Followingis the protocol, should vouslact to contributa to this study:

The sob-investizator (student researcher) will:

contact vou via talaphons and'or amail to arranes interviaw datas and timas;

send vou a confirmation lattar to verifirths dats and tims uponwhich agrsemant was
mada;

send vou a copy of the intervisw questions and documesnts, a5 raquastad;

answer all questions voumay have at anv point durins the study;

conductno mors than tero interviaws with vou on the dasisnatad data{s), sach for
approximataly 30-120 minutas. The questions will aither focus on the factors thatlad to
tha founding and parsistanca of the OWHE, its dacline, or vour role within the
oreanization so that a historical case mavbe producad

r=guest copiss of anvdocumeants ralavant to the production of the caszon the OWHE.

b

L e e

The interview and data gathered will result in the following:

1.

La !-..l

e

Tha intarviaws will be digitally andio tapad, fully transeribed. and coded for themas.
Motes may ba taken during the intarviaw procass.

Intarvisws and documents collactad will be analvzad in responss to the rasearch
guastions ofths study.

Tha sub-investicator will provids copiss of the intervizw transeripts forvourravise,
Tha sub-investicator mavbe in contact for a follow-up phons conversationaftar the
intarviaws to leamn vour perception on the preliminary findings andanalysis.

Final analvsis will be conductad. and the rasults and findines will be formally writtan
into tha dissartation. Thev mav be usad ata later date in other scholady endesrors
such as journal articles or conferencaprasantations.

Tha sub-investicator will send vou a copy oftha rasults and findings afteranalvsis is
complatad and the conclusions have been writtan into the dissertation.

Tha estimatad amount of tims voumay spendin connaction with the study is three hours, and tha
anticipatsd maximum is five hours.

What are the risks if I participate in this study?

Thare ara no physical or financial risks associated with this study. During the intarvisw process,
some questions ortopics may be perceived as too personal or as an invasion of privacy. Tha
rasearcher recognizas that many smotions can surfacs whils recalling spacific avents or activitias,
and not all of them can ba positive. The ressarcherwants to ba rasponsive and parcaptive to all
facats of vour thoughts, racolledions, and ametions. ¥ou mayrafuss to answerany of the
intarvisvw gquestions, and voumay taks a braak at anv time during the study. Youmay stop
participation at any time during tha lifs span of the projact.

Furtharmors, as a historical case, the naturs of this study males total anomemite nearly
impossible, sines history raquires answars about who and what. You may have a sanss of
discomfort or unsasiness abowut others reading vour anserers in rasponse to the casz onthe

OWHE.
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Thera is minimal risk to the loss of privacy, sines vou have the option of rasponding

What are the benefits to taking part in this study?

Although vou will not monatarily prosper from participation, thers ars potantially thres arsas of
benafit: acadamic, organizationsl and parsomal.

Academically, results of this studvwill add to the genaral bodvy of knewledes ralavant to the
founding and growth of women' s associations, particularlythat of the OWHE. Organizationally,
vou will help advance the first fullv-documanted historr onthe OWHE from its founding throush
its closing. And, persomally, vou will have the opporhmityto reflact on the positive influancas
vou contributad to the development and growth of the OWHE and the overall administrativa
advancement of women

Forthesz reasons, itis belisvad the bensfits outwsigh the minimal riskposed to vounas 2
participant.

How will the researcher protect mv confid entiality?

Tha rasults of the rasearchwill ba published. and in genaral confidentiality is not protactad.
Howavar, cartain parts of the ressarch can ba treatad anomvmouslyif idantifisd in the interviaw
procass. Atthat point, the ressarcher will include de-identificationand cods the matarisl as
anonymous. If tha rasults of this researchars reportad in written scholady joumals or at
professional conferances, the paopls who participated will be named or idantifiad
Raprasentativas of the University, forragulatory purposas, mav ravisw vour rasponsas. GWU
will notralease anv information about vour rassarchinvolvement without vour writtn
parmission, unless raquired bylaw,

Problems or Questions?

Should vou naad further informationabowt vourrights as a rasearch participant, The Geores
Washington University Office of Human Rzsearchmay be contactadat 202,994 2713,

Ifvou think vou have beenharmed in this study, tha rapost is mads to the Principal Investizator,
Dr. Jason Johnson, dissertation chair, at .Foranvand all other concams, vou mayv

contact Jacquelyn D. Elliott, studant researcherand sub-investizator at ||| G

PLEASE EEEP A COPY OF THIS DOCTUMENT FOF. FUTURE EEFERENCE.
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Documentation of Informed and Voluntary Consent

If vou agree to participate in this study,
please sien below and return in the postage paid envelope provided.

Bv sicningthis form. [ agraathat] have (1) read this document, and {2 that ] undarstand the
contant contained within, the research studvy, and its risks and benefits. Further, ] attestthat ] have
discussadthis study, its risks, potantial benafits, and othar choices with Jacqualyn D, Elliot,
studant rasearcher and sub-investigator. The rasearcherhas assistad ma with any questions I have
asked sboutthe rassarch. to data.

NOTE: My signature below indicates my willingness to participate in this study and forther
grants the researcher permission to nse my name and role related to the DWHE for
descriptive purposes in this gualitative historical ease situdy.

Thave chackad this box bacause] would liks to remain anomymous in this study. [am
willing to participats. but only as an anonymons participant. I undarstand this fomm will
bz kept confidential and securs in a locked filing cabinet for a period of thres vears and
aftar that period, it will be dastrovad

Parficipant’s Frimted Name Parficipani’s Signature Date of Signature

Principal Investigator's Printed Principal Investigator’s Signature Date of Signature
Name

SUB-INVESTIGATOR'S STATEMENT: I certify that this form mcludes 2l
mformation conceming the study relevant to the protection of the rights of the
participants, mcludmg the namre and purpose of this research. benefits, and risks. [ have
described the rights and protections zfforded to research partcipants and have answerad
the parhicipant’s questions. Further, I have encouraged open and contmuous questionmg
at any tme durmg the course of this study.

Smdent Revearcher's Printed Smdent Researcher's Signatnre Date of Signature

Name
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Appendix M

Follow-Up Email Script to Encourage Interview Participation

OPEN

PURPOSE

CONTROL

GATHER

CLOSE

Dear Ms. Broad:

My name is Jacqui Elliott. I am a doctoral student at The George Washington
University doing a historical case study on the OWHE.

I am emailing today because I wanted to follow-up with you in regard to your
participation with the project on the Office of Women. I have not gotten any
response to my first email, and thought perhaps it may not have reached you.

I recently received final approval by GWU GSEHD and IRB to start interviews for
the History of the OWHE. I am hopeful that you might be available to meet with
me for an interview. I will be in Washington, DC, and I was hopeful I might meet
with you next week. I am available for the interview on either May 16 in the
morning or May 17 all day. I was hoping one of these dates would also work for
you, and that you would have interest in participating in the study.

I am planning to interview you, if you agree, regarding your organizational
memory of the OWHE. I don’t anticipate you fill find anything charged, so the
interview will hopefully bring back some fond memories. 1 am suspecting the
interview might take two hours, depending on how in-depth we go. However, they
have been about 90 minutes. Thank you for considering my request.

Again, thank you so much for your generosity and support. I am really excited to
work with you to craft my project into something successful. I can’t do it without
you.

Sincerely,
Jacqui

Jacquelyn D. Elliott
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Appendix N
Interview Confirmation Letter/Email

Date

Researcher's Name
Address One
City, State, Zip

Type the recipient’'s name
Recipient’s address

Dear:

Thank you for agreeing to participate in my study entitled The American Council on Education’s
Office of Women in Higher Education: A Case Study 1973-2011. | am truly thankful that you have
agreed to participate.

This letter serves as a reminder of our upcoming interview on [insert date] to begin at [insert
time]. We will be meeting [insert location or phone information].

By now, you should have received the introductory letter and informed consent. [If not
returned...then: Please return the consent form in the postage paid envelope as quickly as
possible.] Or, thank you for returning the consent form as quickly as you did. This will help
expedite our process together. | am eager to meet you and learn from you about your role in the
history of the OWHE. | am passionate about this study; to me, it is more than a dissertation, it is
story to be told about a pioneering group of women in higher education.

Should you have any questions, or need to contact me for any reason, please feel free to call me
at | or email me at

Kind regards,

Jacquelyn D. Elliott
Doctoral Student
The George Washington University
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Appendix O
Participant Interview Schedule

Date Start Time Name/ID # Phone/Email/Address Location

Comments:
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Appendix P
Crosswalk Table

Interview Research Questions Components of the Theoretical
Questions Framework

of A CE impact the
operational rok of the OWHE?

Inw hat ways did the individual
formation of the OWHE impact
the fonnding of the Office ?

actors surrounding the

OWHE?

What historical develpments of
OWHE?

shaped the founding of the
What facters shaped the
strocture and decline of the

Did the self-defined institntional
Feminkt Standpoint
Organgzational Identity

Organtzational Saga

What historical
developments of
the 1960z and early
1970s shaped the
founding of the
OWHE?

1. Describe the
context of the
time when the
OWHE was
conceived as an
idea.

2. Describe the
circumstances of
WOmen s
admmistrative
a;'lvauca:uem i w
higher education
at the time the
OWHE was
formed.

3. Describe the
rezsons as to why
the idea of the
OWHE was w -
conceived.

4. Describe the
other associations
workmg to
advancs womsn - -
at the time the
OWHE was
formed.
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Interview Research Questions Components of the Theoretical
P
Questions Framework

ud persistence of

the OWHE impact

il roke of the OWHE?

if ACE impact the

re and decline of the

What historical develbpments of
OWHE?
Did the seli-defined institntional

Inmw hat ways did the indiv idnal
positio

What factors shaped the
Feminisi Standpoint
Organizitional Identity

Organizitional Saga

=
=
=
=

-
=

the Office ?

=
=
=
-
&

3. Describe how
you were able to
zdvance the idea e v v
of the OWHE.

6. Describe the
role of ACE
lezders m the v
formation of the hd
Oifice.

7. Who waz
responsible for
the organizationzl
decisions of the - -
OWHE?

8. Describe any
issues related to
tmplementing the - w
program that were
not expected.
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Interview Research Questions Components of the Theoretical
Questions Framework

G0x and early 19T0s

the founding of the

?

What historical dey elopments of
the 19
Did the self-defined institutional

Inwhat ways did the inda idual
position of ACE impact the

actors surronnding the
operational role of the OWHE?

structnre and decline of the

What factors shaped the
OWHE?

decline of the Office?
Feminit Standpoint
Organtzational Identity

Organtzational Saga

shaped
OWHE

What factors shaped
the strocture and
decline of the DWHE?

Saga-Initiation

9. Describe the
putpose of role of the
OWHE. hd

10. What aftracted
members to the
OWHE not present
other 2ssociation
memberships?

11. Describe 2 time
when the OWHE was
i crizis or decay.

12. Deseribe a tme
when the OWHE was
ready for
evolutionary change.

Saga-Fulfillment

13. Describe the
processes used to -
launch the OWHE.

14. How were the
logistical
components of the
Office determmed?

15. In what ways did
the OWHE zdapt

smee its meeption?

16. How did the
OWHE reach the
stage of decline?
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Interview Research Questions Components of the Theoretical
Questions Framework

-
=

he OWHE imp:
n, persitence, and

dechine of the Office?

the founding of the

What histerical dey ebpments of
Did the self-defined ins titntional

position of & CE impact the
operational roke of the OWHE?

Imw hat ways did the individnal

ACHOTS SUrro

Formats
structure and decline of the

What factors shaped the
OWHE?

Feminist Standpoint
Organizational Identity

Organizational Saga

shapec
OWHE

How did changing
notions of women's
leadership infloence
the mission of the
OWHE?

Saga-Initiation

8. Describe the
purpose or role of the
OWHE.

10. What attracted
memberz to the
OWHE not present in
other association
memberships?

11. Describe a tims
when the OWHE was - -
i criziz or decay.

12. Describe a tme
when the OWHE was
ready for
evolutionary change.

Saga-Fulfillment

13. Describe the
processes usad to -
laimch the OWHE.

14. How were the
logistical
components of the
Office determined?

13, In what ways did
the OWHE adapt
smee its meeption”

16. How did the
OWHE reach the -
stage of declme?
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Interview Research Questions Components of the Theoretical
Questions Framework

e OWHE impact

the evolution and persitence of

the Office?

dling the

What historical developmenis of
the 19605 _andearly 1970s

Did the seH-defined institntional

Inw hat ways did the indiv idual
position of & CE impact the

shaped the founding of the

OWHE?

Organtztional Saga
Organgzational Identity

OWHE?
aperational role of the OWHE?

strocture and decline of the

What factors shaped the

Feminit Standpoint

How did changing
notions of women”s
leadership influence
the mission of the
OWHE?

21. How would you
dezcribe the OWHE
a2z an prganization?

22 What 13
distmetive and
enduring zbout the
OWHE?

23. Think of one of
the mest difficult
tmes you
experienced during
your mvelvement
with the OWHE.
How would you
describe the
organization?

24, What do you
believe contributed
to the persistence of
the OWHE over
time?

Totals 4 9 7 ] 10 12 9
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Appendix Q
Post-Interview Thank You Letter

Date

Jacquelyn D. Elliott
[Inside address]

[Type the recipient name]
[Type the recipient address]

Dear [insert name]:

Thank you so much for your valuable time in participating in my doctoral research project on the
history of the Office of Women in Higher Education. | am so pleased to have had the chance to
meet you and learn from your valuable experiences.

As promised, | will be sending you the transcript of the interview for your review before |
transcribe the material for inclusion in the project. | would appreciate you reviewing the material
as quickly as possible and getting back with me, as my goal is to complete the coding and
transcribing to meet my graduation deadline.

Should you have any questions, or need to contact me for any reason, please feel free to call me
at or email me at

With every best wish,

Jacquelyn D. Elliott
Doctoral Student
The George Washington University
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Appendix R
Archive Control Slip

(OWHE

Archive Control Slip

OWHE

Archive Control Slip

Hoover Institution Archives

Hoover Institution Archives

Collection tifle: ACE

Collachion tifle:

EBox Number: 1404

Box Number:

Folder ID): Sandler

Folder ID:

OWHE

Archive Control Slip

OWHE

Archive Control Slip

Hoover Institution Archives

Hoover Institution Archives

Collechion tifle:

Box MNumber:

Folder IDx:

Collechon tifle:

Box Mumber:

Folder ID:

OWHE

Archive Control Slip

OWHE

Archive Control Slip

Hoover Institution Archives

Hoover Institution Archives

Collection title:

Collection title:

EBox Mumber:

Box Number:

Folder ID:

Folder ID:




Appendix S
Interview Notes Template

Participant Name: Interview Date:
Title:

Interviewed by: Jacguelyn D. Elliott Location and Time:
Affiliation: The George Washington

University

GENERAL MOTES ABOUT INTERVIEW

MOTES RELATED TO ORGANIZATIONAL S&k4

MOTES RELATED TO ORGANZFLATOMAL IDENTITY

MOTES ABOUT FEMINIST STAMDPOINT

FOLLOW-UP QUESTIONS

AREAS FOR FUTURE RESEARCH/INTERMWIEWS

INTERVIEWER SIGNATURE PREPARED FOR ARCHINES
Mame: Date:
Date:
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Appendix T

Data Preparation and Transcription Protocol

RESEARCHER
Name: Jacquelyn D. Elliott
Schoal: The George Washington University
FORMATTING
General

The transcriber shalltranscribe all individual
interviews usingthe following format:

»  Arial 10-point font
»  Oneinch margins
*  Noindents

= Entire document left justified

Atthe end of the interview, the transcriber
shall indicate when the interview session
has reached completion by typing END
OF INTERVIEW on the last line of the
transcript along with the number of CDS

EXAMPLE:

I: Well, thanks fortakingtime to talk to me
today. Ireally appredate it.

END OF INTERVIEW—(2 CDS TOTAL)

CONTENT
General

Interviews shall be transcribed verbatim,
includingany nonverbal or background
sounds {laughter, sighs, coughs,
sneezes, pen clicking, door slams)

MNonverbal sounds shall be typedin
parentheses, for example, (shortsharp
laugh), {police siren in background).

If an incorrect or unexpected pronunciation
resultsin difficulties with comprehension
of the text, the correct word shall be
typedinsquare brackets. A forward
slash shallbe placed immediately behind
the open square bracket and anotherin
front.

EXAMPLE:

P: I thought that was pretty pacific
[/spedific/], but they disagreed.

Labeling

The transcriber shallindicate at the
beginning of the interview when itis
startingto be recorded on a digital
recorder and include information
verifying when the interview has ended.
Each interview willbe downloaded from
the 5D card to a home computer and
convertedintoindividual MP3 format
and placed on areadable compad disk.

Individual interview transcripts shallinclude
the followinglabelinginformation at the

top of the document:
»  Interview location
«  Date
»  MName of transcriber
»  MNumberof CDslabeled as:

EXAMPLE: Jane Doe, March 13,2012
CD1of2.

Inaudible Information

The transcriber shallidentify portions of the
recording that are inaudible or difficult
to decipher. If arelatively small
segment ofthe recording(a word or
short sentence)is partially unintelligible,
the transcriber shall type the phraze
“inaudible segment." This information
shall appearin square brackets.

EXAMPLE: The process of identifying missing
words in a recordedintenview of poor quality
is [inaudible segment].

If a lengthy segment of the recordingis
inaudible, unintelligible, orid “dead air”
whereno oneis speaking, the
tranzcriber shall record thisinformation
in square brackets. In addition, the
transcriber shall provide a time estimate
forinformation not ableto be
transcribed.

EXAMPLE: [Inaudible: 2 minutes ofinterview
missing]
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Documenting Comments

Comments or questions by the interviewer
shouldbe labeled bytyping I: at the left
margin and then indenting the question
or comment.,

Any comment or response from participants
shouldbe labeled with P: at the left
margin with the response indented.

EXAMPLE:

I: 0K, beforewe begintheinterview
itself, Iwould like to confirm that you have
signedthe consent form, etc.

P: Yes, I haveread and understandit.
P: Thank you for asking.

I: Itis my pleasure Do youhave questions
before we begin?

Overlapping Speech

If individuals are speaking at the same time
(overlapping speech) and itis not
possible to distinguish what each person
is saying, the transcriber shall place the
phrase"crosstalk™inthe squarebracket
immediately after the last identifiable
speaker'stext and pidk up with the next
audible speaker.

EXAMPLE:

P: People may simultaneously contribute to
the conversation; hence, makingit difficult
to differentiate between one person's
statement [crosstalk]. This results in loss of
some information.

I: T am sorry Ispoke overyou. Please ao
on.



CONTENT CONTINUED
Pauses

If an individual pauses briefly between
statements, or trails offat the end
of a statement, the transcriber shall
usethree ellipses. A brief pauseis
defined as two-to-five second break
in speech,

EXAMPLE:

P: Sometimes a partidpant briefly
loses...atrain of thought...or pauses
after making a poignant remark.

If a substantial speech delay ocwrs at
the beginning, or continuing a
statement, the transcriber shall use
“long pause”in parenthesis,

ExXAMPLE:

P: Sometimes, the individual may
require additional time to construct a
response (Long pause_ other times, he

orsheis waiting for additional
instructions or probes.)

REVIEWING FOR ACCURACY

Questionable Text

If the transcriber is unsure of the accuracy

of a statement made by a speaker, this
statement shall be placed inside
parentheses and a question mark is
placed in front of the open parenthesis
and behind the close.

EXAMPLE:
P: I wanted to switch to ?{GED)? If they

have a job available for me because I
think the benefits are better.

Sensitive Information

If an individualuses his ar her own
name during the discussion, the
transcriber shall replace this
information with the appropriate
interviewes identification number

If an individual provides others”
names, lacation, and soon, the
transcriber shall enter an equal
zign immediately before and
after the named information.
This will allow a labding system
that easily identifies sensitive
information that may need tobe
protected.

EXAMPLE:

P: My colleague =lane Doe=was
very happyin herjob until the
polioy change regarding budoet
cuts to the office

The transcriber/procfreader shall check (proofread) all transcriptions againstthe recording and revise the transcript
accordingly. The transcriberf/prodfreader shall adopt a two-pass-per recording policy whereby each recordingis listenedto
three times against the transcript before itis submitted. All transcripts shall be audited for accuracy by the interviewer whao
conducted the session or by a hired data manager/proofreader.

SAVING TRANSCRIPTS

The transcriber shall save each transcript as a text rich password protect electronicfile. Paper version of the transcripts will be
prepared forthe ACE archives and will include the location, date, and time of the interview.
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Appendix U
Participant Observation Form

Review Guidelines

Observe people 85 they engage in activities that would probab Iy DCCUr In much the same way if ¥ou werne not
present:

engage to some extentin the activities taking place, etherin order to better understand the

perspective, or 50 as notto call attention to yourself

ntersct with people socially outside of a controlied research environment, such as ata

public meeting place, or metro stop, — f casusl conversation gives way to more substantive discussion of
the rezearch topic, need fo disclose

dentify and develop relationships with key informants, stakeholders, and gatekeepers

Goals

Location of observation: Cate:

Briefly describe the following:

Activities:

The way participants interact within the environment. (Patters, frequency, communicaton]

Formal vs. Informal actions:
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Non-Verbal communication:

Additional comments:

J patterns for consideration:

Prepared by Date

552



Appendix V
Archive Source Analysis

Type of Document:

O asudic-visual O Mirtes O PressReleass
O Book/Pamphi O Mewspaper O Program
O Letter O Perodical Artide O Repor
O Memo O  Personal Joumnal O speach

INTERNAL & EXTERNAL CRITICISM

Comprehension Response
Handwritten or Typed?

Language of document: What is the purpose and
what is it about? List two main ideas of the
document.

Is the document written to create a negative or
positive outcome? Does it differ from another
document to create a divergent thought?

SOURCE CRITICISM

Location in Time and Place Response

When was the record composed?
(Examples: give date and time period in saga...founding,
growth, decline, etc.)

Where was the document composed?
(For example, ACE, OWHE, University, Foundation, etc.)

Who was the author? What is the background of
the person that would help determine point of
view, bias, or perspective?

What was the setting of the document?
(For example, what was the genesis of the document?)

TEXTUAL CRITICISM

Authenticity Response

Do defining features seem to be in tact? If a
duplicate, does it seem authentic?

(For example, signatures, logos, watermarks, typeset?)

Is the document anonymous? If so, what is the
contribution to the project? List two things the
document reveals about the saga cycle in which it
was written.
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Appendix W
Content Analysis Guide and Worksheet

Document Tvpe Number:
Content: Count:
Content: Count:
Content: Count:
Content: Count:
Content: Count:

Stepz: 1) Define the cont=nt to snalyze; 1) Dwecide whet to count, 3) Count and do the math; 4) Anslyze the results to make infer=ncas
sbout the meszages within the taxt(s), the writens), the sudisnce, and the colture 2nd time of which thess ars 2 pert.

Manifest versus Latent Analysis Worldlow

=]
Surface Information Meaning and Interpretation

Page One
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Potential Emerging Codes Worksheet

Document, Archive, or Interview Title:

Assigned Number:

Potential codes or themes: Bezzarchers™ Notes:

Page Two
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Appendix X
Conceptual Coding

Evolution Institutionalization
(Development & Decline) (Growth/Persistence)
Administration Lead Acceptance Legitimacy
Adopt Leadership Balance New Programs
Awareness Mission/Goals Belief Ongoing
Benefit Need Commitment Passion
Change New Desire Replication
Commitment Niche Energy Routine
Communicate idea Opportunity Established Stable
Contribute Organization Excitement Strategic plan
Decrease Original Flexible Support
Develop Preparation Future Sustainability
Emerge Procedures Goals Recognition (internal and
Falter Resource(s) Growth external)
Forming Search Lasting Trust
Fulfill Shift Leadership Unwavering mission
Gap Stagnant Vision
Genesis Target
Identify Value
Adaptation Advancement of Women
(Culture/History)
Assessment Advance Network
Change Benefit NIP
Commitment Chance Promoted
Different Commitment Ongoing
Evaluation Connections Opportunity
Evolving Conferences Participants
Fulfilling need Continued value Persist
Identity Expansion Promote
Integrate External recognition ~ Research
Leadership Forums Resource(s)
Learned Growth Search
Planning Hire Trust
Responsive Leadership Value
Refining Need Vision
Strategic
What exists vs. what is needed
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Appendix Y
Memoing & Mini-Frames Worksheets

Review Guidelines

Memoing and mini-frames helpthe researcher ensure credibilitywithinthe scope of the project. The memao is
purely an instrument to capture the outflow of ideas, insights, and abservations. The researcher usedthe
following notions to guide the process:

« Memaos are never about people, but rather about conceptual ideas derved fromincidents
= Memaos arerestrictedtooneideaatatime

=  Memaos evolve andincreasein complexity, density, clanty, and accuracy as the data analysis progresses
= Memaos written latermay negate, amend, extend and/or clarify those written earlier

Coding what? Date:

Description of Procedure:

Coding Motes:

Theoretical Motes:

Operational Motes:
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Appendix Z
1953 Seven Major Purposes of the Newly Formed ACE CEW

Number Purpose
(not by
priority)
1 Study the roles of women in American society and the sources of
confusion in these roles
2 Observe the influences that education, social attitudes and cultural
patterns have had upon women in the development of their personalities,
the use of their aptitudes, and the nature of their contributions
3 Ascertain the differentials in child-rearing and their effects on the
personality, the aptitudes, attitudes, and responses of both sexes
4 Examine the motivation and basic processes that affect the intellectual
growth of men and women
5 Determine what social factors inhibit, permit, or encourage the larger
participation of women in the familial, economic, civic, and cultural life
of America
6 Determine what changes in roles men and women view as desirable and
how these are related to definable trends
7 From all the above, make recommendations for change for the thoughtful
consideration and action of the American people
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Appendix AA
Trifecta Recommendations

Listed below are the recommendations that emerged as a result of the three days of
meetings in Washington, DC in 1972 by the three women’s groups (women members of
the ACE Board commissions, and committees; women members of Washington-based
higher education associations; and women professional staff of ACE) advising President
Heyns prior to the 1972 Annual Meeting and the subsequent formation of the OWHE.

Not Recommendation to ACE
numbered
by priority

1 Open executive level staff positions to women
Establish an operational mechanism to be directly concerned with the
issues involving women

3 Develop internal personnel policies (now under review) that will be a
model of good practice in higher education

4 Review the work of its committees and commissions and, where necessary,
modify them to take account of the issues raised

5 Work with Congress and the administration on suitable legislation and
administrative practices with respect to women in higher education

6 Review its internship and administrators institutes programs, particularly
with respect to increasing the access of women to the programs

7 Take the lead in the development of rosters of professional women

8 Take the lead in the coordination of research on women

9 Encourage the involvement of other higher education associations in
solving the problems

10 Increase public and institutional understanding of the issues through the
1972 annual meeting and the information and publications offices of the
Council

(Heyns, 1971-1976, Box 681, Folder 6, “Women in Higher Education™)
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Appendix BB
ACE 1972 Annual Meeting Conference and Panel Sessions
(Excludes Business, Lunch and Dinner Sessions)

In Order of Title

Presentation

1 Issues of equality and equity

2 Issues of accountability

3 Issues of institutional autonomy

4 Affirmative Action

5 The woman student

6 The woman professional in higher education

7 Women and the curriculum

8 Issues in conducting Affirmative Action Plans

9 Issues in nepotism rules

10 Rearrangements in faculty schedules

11 Post-Baccalaureate studies for women

12 The talent pool

13 Alternative patterns for recurrent education

14 Relations of the Feminist Movement to racially based
movements

15 Undergraduates view a coeducational campus

16 The future of independent women’s colleges

17 Women in administration

18 Defining the responsibilities of the administrator’s spouse

Heyns, 1971-1976, Box 1085, Folder 4, “ACE 55" Annual Meeting Final Program”
yn g g
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Term
One-Year

Two-Year

Three-Year

Ex Officio

Appendix CC

First 1973 OWHE Commission on Women

Name
Patsy Mink
Martha
Peterson
Matina Horner
Patricia Harris
Carmen Maymi
Sister Roberta
Schmidt
David Sweet
Suzanne
Lipskey
Joseph
Kauffman
Rosalind
Loring
Carole Leland

Nancy Cole
Jessie Bernard
Arthur

Flemming
Pamela Roby

Bernice Sandler

Title
Representative from Hawaii
President, Barnard College

President, Radcliffe College

Attorney, DC

Director, Women’s Bureau, Department of Labor
Academic Program Director, United Colleges of San
Antonio

President, Minnesota Metropolitan State College
Women'’s Program, Tufts University

Professor of Educational Administration, University of
Wisconsin-Madison
Assistant Dean, University Extension, UCLA

Chairman, Division of Social Sciences and Associate
Professor, LaGuardia Community College

Assistant Vice President, American College Testing
Program, Iowa

Professor Emerita of Sociology, Pennsylvania State
University

Chairman on Aging, Department of Health, Education,
and Welfare

Associate Professor of Sociology, University of
California, Santa Cruz

Director of the Association of American Colleges
(AAC) Project on the Status and Education of Women
(PSEW)

(Heyns, 1971-1976, Box 692, Folder 2, “Commission on Women in Higher Education™)
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Appendix DD
1973 Commission on Women Priorities for the OWHE Staff

Priority not numbered by Identified as Priority

importance

1 Policy questions and recommendations

2 Roster for top-level administrators in higher
education

3 Leadership training for women

I

Training counselors and advisors to work with
career development for women students

Career guidance for women working for NCHE
ACE intern program for undergraduate women
Development of library/information services
Symbolic role

0 3 N WD

(Heyns, 1971-1976, Box 692, Folder 3, “Priority setting for the Office of Women in
Higher Education”)
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Appendix EE

National Identification Program (NIP) First Twelve States

Assignment

First State

Affiliation

1 California

2 Florida

3 Illinois

4 Massachusetts*
5  Michigan

6 New York

7 North Carolina

8 Ohio
9  Pennsylvania
10 Texas

11 Virginia

12 Wisconsin

Donna
Donna
Donna
Donna

Donna

Donna
Emily

Emily
Emily
Emily
Emily

Emily

Coordinator
Dr. Margaret
Wilkerson
Dr. Katherine Hunter

Dr. Jane Loeb
Dr. Nancy Milburn
Dr. Lee Katz

Dr. Paula Brownlee
Dr. Jean Eason

Dr. Kathryn Schoen
Dr. Carolyn Burgholzer
Dr. Janet Aune

Dr. Sandra M. Sullivan

Ms. Marion Swoboda

University of
California, Berkley
State of FL Dept. of
Ed.

University of Illinois
Tufts University
University of
Michigan-Dearborn
Union College
University of NC-
Greensboro

Ohio State University
College Misericordia
Texas Women’s
University

Council for Higher
Education
University of
Wisconsin System

*Massachusetts was the lead state for the New England region, which included
Connecticut, Maine, New Hampshire, Rhode Island, & Vermont. This was in large part
due to the influence of the Higher Education Resource Services (HERS) at Brown
University, founded in 1972 by a group of higher educational female professionals
working on women’s advocacy in New England Colleges.

(Shavlik, 1972-1997, Box 1969, Folder 1, “NIP State Coordinators”).
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Appendix FF
41 NIP States in 1979

1 Alabama

2 Arkansas

3 California

4 Colorado

5 Connecticut*

6 Delaware

7 Florida

8 Georgia

9 Idaho

10 Illinois

11 Indiana

12 Towa

13 Kansas

14 Kentucky

15 Louisiana

16 Maine*

17 Maryland

18 Massachusetts*

19 Michigan

20 Minnesota

21 Mississippi

22 Missouri

23 Nebraska

24 Nevada

25 New
Hampshire*

26 New Jersey

27 New York

28 North Carolina

29 North Dakota

30 Oklahoma

31 Ohio

32 Oregon

33 Pennsylvania

34 Rhode Island*

35 South Carolina

36 Tennessee

37 Texas

38 Vermont*

39 Virginia

40 Washington

41 Wisconsin

*Indicates the state was part of the New England Network (Touchton, July 1996).
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Appendix GG
Advisory Committee on the Focus on Minority Women’s Advancement (FMWA)

Name Institution Title

Dr. Gloria Hobbs Bronx Community College Associate Dean
of Students

Dr. Mildred Hill-Lubin  University of Florida Associate
Professor of
English

Dr. Janet McAfee Diablo Valley Community College Assistant to the
President

Dr. Elizabeth Ann University of Norman, Oklahoma  Continuing

Holmes Education and
Public Service

Dr. Mary Stewart Bell Laboratories N/A

Dr. Joanne Yamauchi ~ American University Professor of
Public
Communications

Dr. Margaret University of California Director of the

Wilkerson Center for
Study,
Education and
Advancement of
Women

(Shavlik, 1972-1997, Box 1967, Folder 2, “Minutes of May 20, 1981 Meeting of
Advisory FMWA Committee”).

(Shavlik, 1972-1997, Box 2024, Folder 1, “OWHE Quarterly Report, January 1981-
March 1981”)

(Shavlik, 1972-1997, Box 2024, Folder 1, “OWHE Quarterly Report, April 1, 1981- June
30, 1981).

(Shavlik, 1972-1997, Box 1967, Folder 2, “The Fourth Consultant™)

(Shavlik, 1972-1997, 2008, Folder 1 “December 1982 Report to Dibber Foundation on
Senior Associates”).
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Appendix HH
1981 Founding Members of the Hispanic Women’s Higher Education (HWHE)

Network

Name Institution Role

Ms. Cecilia Stanford Founding

Burciaga University Member

Ms. Norma Fimbres California State Founding
University, Member
Northridge

Ms. Sylvia Castillo  Stanford Founder
University

Ms. Rosa Preciado  Mount San Founding
Antonio College Member

(Shavlik, 1972-1997, Box 1967, Folder 2, “Hispanic Women Invited Guests™)
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Appendix 1T
Focus on Minority Women’s Advancement (FMWA) Regional Breakdown

Defined Number of
Minority
Women
Region I Eastern Seaboard and 83
Northeast
Region I1 Washington, DC Area and 99
Southeast
Region III West Coast and Northwest 53
Region IV Midwest and South 51
Region V Remaining 65

(Shavlik, 1972-1997, Box 1967, Folder 2, “Regional Structure for FMWA?”)
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Appendix JJ
1979 OWHE Evaluation Questions

Question Evaluation Question
Number
1 How appropriate are the activities of the OWHE as
summarized in the Scope of Activities paper?
2 Do the 1979 goals of the office advance current programs?
3 Are there better methods of implementing the current
programs of the office?
4 Are there other issues the OWHE should be addressing?
5 Is a separate office of women a valid strategy for ACE to

meet the needs of women in higher education and in colleges
and universities?

6 Does the draft Carnegie proposal present clear and
appropriate direction for the next two years of the NIP?

7 How can the effectiveness of the NIP be best determined?

8 Are there areas or programs with which the OWHE should
be involved other than those mentioned in the goal’s
statement?

9 Does the office seem to affect the policies and practices of

the Council?

(Atwell, 1979-1984, Box 2443, Folder 9, “External Evaluation of OWHE Memo”).
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Appendix KK
15/20 Points of The New Agenda of Women in Higher Education (1988) &
The New Agenda Revisited (1992)

Number Recommendation

1 Seek a strong commitment from institutional leaders to understanding and
addressing the concerns of female students, faculty, staff and
administrators

2 Correct inequities in hiring, advancement, and salary of female faculty,
administrators, and staff

3 Provide a supportive campus climate for women

4 Make a permanent institutional commitment to women’s studies

5 Review all policies periodically for differential effect, impact, and results
for white women, white men, women of color and men of color

6 Integrate impact studies into planning processes, whether long range or
short range

7 Give specific and continuing attention to sexual harassment

8 Prepare annual reports and five-year reviews on the status of women

9 Encourage all members of the academic community, and particularly
those in positions of power, to be aware of the values underlying their
decisions

10 Develop an institution-wide concern for children and families and
establish policies and programs that reflect this concern

11 Appreciate the value of diversity. Learning to respect diversity is
essential to understanding both the need for and the direction of change.

12 Make leadership development and commitment to fostering women’s
leadership joint priorities

13 Establish or reaffirm the commitment to a commission on women

14 Appoint a high-level person whose formal responsibilities include
advocacy for women on campus

15 Create a center or programs for the exploration of community and
personal relationships

16* Examine the sports program for women

17 Seek more people of color—women and men—and white women to serve
on boards and involve board members in discussions about women’s
access to attainment in, and recognition by the institution

18 Involve academic departments in a comprehensive review of how women
students and faculty view their participation and how their participation is
view by their colleagues

19 Turn the signs of backlash and animosity surrounding equity issues into
learning experiences for the entire campus community

20 Build a process of accountability regarding the progress being made
toward serving women well

*Denotes the start of the five new recommendations of The New Agenda (1992) Revisited
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Appendix LL
1991 Participating Institutions at President’s Conference on the New Agenda for
Women

Number Institution

1 Arizona Board of Regents

2 Duke University

3 Johns Hopkins University

4 Massachusetts Institute of
Technology

5 Michigan State University

6 Ohio State University

7 Pennsylvania State University

8 Princeton University

9 University of California System

10 University of Hawaii

11 University of Maine at Orono

12 University of Maryland College
Park

13 University of Michigan

14 University of Minnesota

15 University of Wisconsin

16 University of Wyoming

17 Washington State University

(Shavlik, 1972-1997, Box 1993, Folder 1 “1991 Presidential Conference Summary”)
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Number in
Order of
Priorit

Appendix MM
1990-1993 OWHE Priorities

Uppercase

Expand and help institutions implement The New Agenda of Women for
Higher Education

Strengthen and enhance service to women presidents

Continue efforts to identify, encourage, and promote women leaders
Support the ACE priorities and incorporate women’s concerns in all
Council priorities

(Shavlik, 1972-1997, Box 2141, Folder 1 “1990-1993 OWHE and Commission

Priorities™)
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Appendix NN
1993 Presidents’ Summit International Participants by Organization

Name of Organization Country

Agricultural University of Krakow Poland
Corporacion Universitaria delbague Colombia
Ege University Turkey
InterAmerican Organization for Higher Colombia
Education
Macquarie University Australia
Mount Saint Vincent University Nova Scotia
National Tai-Tung Teacher’s College Taiwan
The Phillippine Women’s University Philippines
Universidad de las Americas, A.C. Mexico
Universidad Modular Abierta El Salvador
Universidad “Simon Bolivar” Mexico
University of Benin Nigeria
University of Health Sciences Antigua
University Jose Cecilia del Valle Honduras
University of Rijeka Croatia
University of Transport and Communication Slévak
Republic

(Shavlik, 1972-1997, Box 1891, Folder 4 “1993 Summit International Participants™)

572



Appendix OO

1989-1990 ACE Roundtable of Executive Search Firms

Number Firm Cit

1 Academy for Educational Washington, DC
Development

2% Academic Search Consultation Washington, DC
Services

3 Educational Management Network Nantucket, MA

4* George Kaludis Associated, Inc. Nashville, TN

5 Gilbert Tweed Associates, Inc. West Orange, NJ

6 GKR, International Atlanta, GA

7* Heidrick and Struggles, Inc. Chicago, IL

8 Ira W. Krinsky & Associates Los Angeles, CA

9% Isaacson, Miller, Gilvar & Boulware = Boston, MA

10 Kearney Executive Search Group New York, NY

11 KPMG Peat Marwick New York, NY

12 Kern/Ferry International Washington, DC

13 Leadership Development Associates =~ Washington, DC

14 Paul Stafford Associates, Ltd. Washington, DC

15 Perez-Arton Consultants, Inc. New York, NY

16 Presidential Search Consultation Washington, DC
Service

17 The Stevenson Group/SES Englewood Cliffs,

NJ

*Denotes firm is still an active member of the ACE Roundtable of Executive Search
Firms in 2013. In 2012-2013, ACE had 31 active search firm members (ACE, 2013).

(ACE, 1989, Box 5, Document 1030189, “ACE Roundtable Executive Search Firms”)
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Appendix PP
Fourth World Conference on Women’s Twelve Areas of Concern
Beijing, China

Number not Area of Concern
by priorit

Poverty

Education

Health

Violence

Armed Conflict
Economic Structure
Power-sharing
Institutional
mechanisms

9 Human rights

10 Media

11 Environment

12 The girl-child

01N DN W~

(OWHE Records, 1975-1998, Box 2192, Folder 9, “From Beijing, a Platform for Action
and a Clear Mandate for Women'’s Progress”)
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Appendix QQ
Listing of OWHE NIP/ ACE Network Executive Board Chairs 1991-2011

Name of Chair Years
Served
Dr. Lucie Lapovsky 1991-1996
Dr. Carol A. Moore 1996-1999*
Dr. Judith Prince 1999-2003
Dr. Josephine Reed-Taylor 2003-2005
Dr. Josefina Castillo 2005-2007
Baltodano
Dr. Madlyn Hanes 2007-2009
Dr. Marie Foster Gnage 2009-2012
Dr. Lisa A. Rossbacher 2012-present

* Depicts when term-limits were introduced
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Appendix RR
1998-1999 Presidential Roundtable Site Locations*

Number
not in
order of
visit

1 Atlanta Georgia
2 Boston Massachusetts
3 Columbus Ohio
4 Dallas Texas
5 Denver Colorado
6 Indianapolis Indiana
7 Lansing Michigan
8 Minneapolis Minnesota
9 New York New York
10 San Diego California
11 West Palm Beach Florida

*Two locations hosted two events, to comprise thirteen total roundtables.
(Brown, Van Ummersen, & Sturnick, 2001)
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Appendix SS
Advancing Minority Women’s Leadership National Advisory Committee

Adyvisory Title Institution
member
Eileen Baccus President Northwestern Connecticut Community-Technical
College
Gladys Brown Chair and OWHE
Project
Director
Charlene Drew- President Southeastern University
Jarvis
Gwendolyn J. Executive National Association of Student Personnel
Dungy Director Administrators
Charles Glasser President John F. Kennedy University
Yolanda Moses President American Association of Higher Education
Antonio Perez President City University of New York, Borough of
Manhattan Community College
Shirley Pippins President Thomas Nelson Community College
Patricia A. Chair and The University of North Carolina at Greensboro
Sullivan Chancellor
(ACE, 2001)
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Appendix TT
Members of the ACE National Panel of Presidents and Chancellors: Agenda for

Excellence
Title Name University Affiliation
President Lawrence Bacow  Tufts University
President Molly C. Broad The University of North Carolina
System

Chancellor Nancy Cantor Syracuse University
President Mary Sue University of Michigan

Coleman
Chancellor France A. Cordova University of California, Riverside
Chancellor Gordon Gee Vanderbilt University
President Kermit Hall University of Albany
President Karen A. Ohio State University

Holbrook
Chancellor William E. Kirwan University System of Maryland
President Graham Spanier Pennsylvania State University

(ACE, 2005)
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Appendix UU

National Winners of Sloan Foundation ACE Competitions by Institution Type and

Year
Institution Name Institution Type Year of Award Amount of Award Type of Award
Duke University Research 2006 $250,000 Accelerator
Lehigh University Research 2006 $250,000 Accelerator
University of California Research 2006 $250,000 Accelerator
(Berkeley/ Davis)
University of Florida Research 2006 $250,000 Accelerator
University of Research 2006 $250,000 Accelerator
Washington
Towa State University Research 2006 $25,000 Recognition for
existing practice
University of Research 2006 $25,000 Recognition for
Wisconsin-Madison existing practice
Boise State University Master’s Large 2008 $200,000 Accelerator
Canisius College Master’s Large 2008 $200,000 Accelerator
San José State Master’s Large 2008 $200,000 Accelerator
University
Santa Clara University Master’s Large 2008 $200,000 Accelerator
Simmons College Master’s Large 2008 $200,000 Accelerator
University of Baltimore Master’s Large 2008 $200,000 Accelerator
Benedictine College Master’s Large 2008 $25,000 Recognition for
existing practice
Plymouth State Master’s Large 2008 $25,000 Recognition for
University existing practice
Albright College Baccalaureate College 2009 $200,000 Accelerator
Bowdoin College Baccalaureate College 2009 $200,000 Accelerator
Middlebury College Baccalaureate College 2009 $200,000 Accelerator
Mount Holyoke Baccalaureate College 2009 $200,000 Accelerator
College
Oberlin College Baccalaureate College 2009 $200,000 Accelerator
Washington & Lee Baccalaureate College 2009 $200,000 Accelerator
University
Dickinson College Baccalaureate College 2009 $25,000 Recognition for

existing practice
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Smith College Baccalaureate College 2009 $25,000 Recognition for
existing practice

(ACE, 2013)
Appendix UU (Part Two)
2012 National Winners of Sloan Foundation ACE Competitions for Medical
Schools
Institution Name Amount of Award Type of Award
Boston University School of Medicine $250,000 Accelerator
The Indiana University School of Medicine $250,000 Accelerator
The Stanford University School of Medicine $250,000 Accelerator
Washington University School of Medicine St. Louis $250,000 Accelerator
The University of Massachusetts Medical School $250,000 Accelerator
The State University of New York Upstate Medical $25,000 Recognition for
School existing practice
University of California, Davis School of Medicine $25,000 Recognition for
existing practice
(ACE, 2013)
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Appendix UU (Part Three)
2012 National Winners of Sloan Foundation ACE Faculty Retirement Competition

Institution Name Type of Institution Amount of Type of Award
Award

Albright College Baccalaureate $100,000 Recognition for

existing practice

Carleton College Baccalaureate $100,000 Recognition for

existing practice

Mount Holyoke College Baccalaureate $100,000 Recognition for

existing practice

Skidmore College Baccalaureate $100,000 Recognition for

existing practice

Wellesley College Baccalaureate $100,000 Recognition for

existing practice

Bentley University Master’s Large $100,000 Recognition for

existing practice

San José State University Master’s Large $100,000 Recognition for

existing practice

University of Baltimore Master’s Large $100,000 Recognition for

existing practice

Xavier University Master’s Large $100,000 Recognition for

existing practice

George Mason University Doctoral/Research $100,000 Recognition for

existing practice

Georgia Institute of Technology Doctoral/Research $100,000 Recognition for

existing practice

Princeton University Doctoral/Research $100,000 Recognition for

existing practice

University of California, Davis Doctoral/Research $100,000 Recognition for

existing practice

University of Southern California Doctoral/Research $100,000 Recognition for

existing practice

University of Washington Doctoral/Research $100,000 Recognition for

existing practice

(ACE, 2013)

581




Appendix VV
The OWHE Programs Today

Although the OWHE no longer formally exists, all of the major programmatic
components are still in place under the direction of ACE’s Inclusive Excellence Group,
and are still considered vital to the success of the advancement of women. (See appendix
WW for a current structure of ACE’s new divisions.) The continued participation of
women in the Network stimulates the nomination and recommendation process of women
for presidencies, vice presidencies, and deanships.

Today, the ACE Network (appendix YY) remains a national system of networks
within each state, Puerto Rico, and the District of Columbia. However, each state
network is led by a state coordinator, who now works with an institutional representatives
and at least one presidential sponsor to develop programs that identify, develop,
encourage, advance, link, and support women in higher education careers within that
state (ACE State Coordinators Handbook, 2012). State coordinators remain the backbone
of today’s Network. Selected for their high-level positions in academics, student,
administrative, and external affairs, their leadership ability, and commitment to the
advancement of women, coordinators play a critical role in shaping and implementing the
goals of the Network in each state. In the early days of the NIP, state coordinators
typically worked closely with OWHE staff to explore and resolve questions of direction,
personnel, organization, and financing. Today, as the program has matured, the
coordinators rely less heavily on face-to-face communication with staff, and rely more on
self-initiation and electronic communication.

Currently, the national forums are held at the Center for Higher Education in

Washington, DC, and regional forums take place on campuses around the country. Both
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national and regional forums host around 20 women. Participants may be nominated by
their institutions, state network, or colleagues. In an effort to help prepare women for
advanced leadership positions throughout the nation, fundraising for the Women’s
Leadership Legacy Fund continues in support of women’s quest to attend ACE sponsored
events, particularly the National Forums. Remembering that the original vision of forums
was to help create an important step in the identification process, it could be said that the
vision has come true, as forums have undoubtedly contributed to the progress made
during the past decades in the appointments of women to presidencies and other senior
administrative positions. More than 80 Forums were held between 1977 and 2010, with
more than 1,345 senior administrators participating (OWHE, 2003; OWHE, 2011).
Among the participants from 1997 to 2002, approximately 200 moved into CEO
positions in postsecondary education and association management, and most of the others
have advanced to higher level positions (OWHE, 2003). The latest statistic on the
percentage of female presidents it the United States is 26% (ACE, 2012).

Finally, following the ACE convened meeting of Washington DC-based women’s
associations regarding the future of the OWHE, the Moving the Needle initiative remains
in place. It is now called Moving the Needle Together: Advancing Women in Higher
Education. Despite the closing of the OWHE and its programmatic offerings conflating
into a more diverse division working with all areas of underrepresented groups, ACE
recognized the need to keep working on the advancement of women in higher education.

This is a national statement that work on women’s issues is not done.
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Appendix WW
ACE Organizational Structure Following Closing of Office of Women

President
Molly Corbett Br cad

Senior Vice President
L eadership and Lifelonz L earning
G retchen M. Bataille

Vice President
L eadership Programs
Diana Cordova

. . . Associate Director

Director Director Director Institutional I eadershin G row

The Executive Leadership Group The Emerging Leaders Group The Inclusive Excellence Group Tean MeL aughlil.:l P
Dr. Jayne Marie Com stock Dr. Margarita Benitez Dr. Kimberly Eobby . =

(D. Cérdova, personal communication, April 8, 2013)
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Appendix XX
How to Contact the ACE/OWHE Archives*

Hoover Institution on War, Archives Contact

Revolution and Peace

Physical Address: Carol Leadenham
Carol.leadenham(@stanford.edu

434 Galvez Mall

Stanford University Hoover Institution

Stanford, CA 94305-6010 Stanford, CA 94305-6010

650.723.1754
650.723.3563
http://www.hoover.org/library-
and-archives

*In 1982, the W. K. Kellogg Foundation gave ACE the seed money to create its first ever
archives located at the National Center for Higher Education. The first grant was
$23,011, and a supplement of $7,000 was awarded shortly thereafter (Atwell, 1977-1986,
Box 1701, Folder 13, “Letter to Arlon Elser Kellogg Foundation from Stuaffer). The
National Endowment for the Humanities also provided $33,865 in funding to support the
creation and description of the archives (NEH Office of Communication, personal
communication, March 20, 2013. [Confirmed at]
https://securegrants.neh.gov/publicquery/main.aspx?f=1&gn=RC-*1949-80).

In 1991, ACE arranged with Stanford to archive their non-current files from their
founding through 1977 (C. Leadenham, personal communication, March 18, 2013), at the
Hoover Institution.
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Appendix YY
How can I get Involved with the ACE Network?

American Council on Education Network Contact

Physical Address: Debra Louallen-Cole

American Council on Education Inclusive Excellence Group

One DuPont Circle, NW

Washington, DC 20036 202.939.9390

202.939.9300 http://www.acenet.edu/news-
room/Pages/ACE-Womens-
Network.aspx
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