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ABSTRACT 

This is research is a qualitative case study of African American women executive leaders 

in two-year colleges. Five African American women directors of instruction from a two-year 

college system in the southeastern United States were interviewed to examine factors that 

contributed to their career succession experiences.  

The findings of this study indicate three conclusions about the career succession 

experiences of African American women executive leaders in two-year colleges.  First, racism 

and sexism were evident throughout every facet of their career succession experience. Because 

these phenomena are so ingrained in the fabric of our society, they may go unnoticed by 

perpetrators and victims. Thus, the women in this study turned their energy to coping with them 

rather than discussing and acknowledging them. Second, career succession experiences were 

leveraged by institutional and professional factors such as supervisory and institutional support 

for education and career development, mentoring, and restricted network opportunities. Third, 

personal factors such as family motivation and role models, drive and determination, and desire 

to make a difference shaped their career succession experiences.  



 

Literature on two-year colleges is filled with cautions about a pending leadership crisis. 

This impending leadership crisis presents an excellent opportunity to recruit and train the 

untapped human resource, African American women, for future two-year college leadership. 

Two-year colleges have historically catered to diverse student populations. However, they have 

fallen short in promoting African Americans to executive leadership positions. Now is the time 

for two-year colleges to fully embrace diversity. They should: 1)  engage in open dialogue to 

bring manifestations of institutional racism and sexism to the forefront; 2) develop formal and 

informal programs to attract more African American women for two-year college leadership 

opportunities and to support current African American women executive leaders; 3) critically 

examine their recruitment and promotion procedures to eliminate practices that limit 

consideration of African American women; and  4) make a concerted effort to encourage 

leadership opportunities to African Americans beyond urban colleges with large African 

American student populations. 

 
INDEX WORDS: Career development, African American women’s career development, 

Women’s career development, Community and technical college 
leadership 



 

 

 

FACTORS CONTRIBUTING TO THE CAREER SUCCESSION OF AFRICAN AMERICAN 

WOMEN EXECUTIVE LEADERS IN COMMUNITY AND TECHNICAL COLLEGES 

by 

 

ALVETTA PETERMAN THOMAS 

B.S., Alabama State University, 1979 

M.A., Clark Atlanta University, 1982 

 

 

 

 

A Dissertation Submitted to the Graduate Faculty of The University of Georgia in Partial 

Fulfillment of the Requirements for the Degree 

 

DOCTOR OF EDUCATION 

 

ATHENS, GEORGIA 

2004 



 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

© 2004 

Alvetta Peterman Thomas 

All Rights Reserved 



 

 

 

FACTORS CONTRIBUTING TO THE CAREER SUCCESSION OF AFRICAN AMERICAN 

WOMEN EXECUTIVE LEADERS IN COMMUNITY AND TECHNICAL COLLEGES 

by 

 

 

ALVETTA PETERMAN THOMAS 

 
 
 
 
 
 

Major Professor: Juanita Johnson-Bailey 
 

Committee: Laura Bierema 
Ronald Cervero 
Talmadge Guy 
Helen Hall 

 
 
 
 
 
 
 
Electronic Version Approved: 
 
Maureen Grasso 
Dean of the Graduate School 
The University of Georgia 
May 2004  
 



 iv

 

 

DEDICATION 

I live for those who love me, whose hearts are kind and true; 

For the heavens that smile above me, and awaits my spirit too; 

For the human ties that bind me, and the task by God assigned me, for the bright hopes yet to 

find me, and the good that I can do. 

I live to learn their story, who suffered for my sake; 

To emulate their glory, and follow in their wake; 

Bards, patriots, martyrs, sages, the heroic of all ages, 

Whose deeds crowd history’s pages, And times great volumes make. 

George Linnaeus Banks 

 

 First, I thank my Lord and Savior for keeping His loving arms wrapped tightly around 

me. My prayers are answered. This would have been impossible without His love and care. 

I am eternally grateful for my loving and supportive family. It is because of you that I am 

who I am.  

I am especially grateful to my parents Walter and Lillian Wilson Hill. They gave me the 

strength to pursue my dreams without boundary or fear. They opened my eyes to the world and 

constantly made me believe that all of my dreams would come true and that life holds infinite 

possibilities! I thank them for giving me a strong sense of purpose. Their love and support 

brought me through. 



 v

My husband and soul mate, Anthony is my rock. I thank him for gently holding me up, 

kindly nudging me, making copies, and doing the next day mail runs to get my documents to the 

University of Georgia. Above all I thank him for his uncompromising love and support 

throughout this process.  

My children Angie and Aaron and grandchildren Alexis, Ananda and RJ are my pride 

and joy. They have been a constant source of unwavering support. They always managed to 

show up at the right times to brighten my days and give me a much needed diversion from my 

studies while pushing away just in time to give me the space I needed to write.  

I thank my brother Jacque for his love, prayers, and wisdom. He has always been and will 

forever be the wind beneath my wings. 

I am appreciative of my uncles and aunts, Clarence Peterman, Pearline and John Knight, 

Joel and Winona Williams, and Betty and Herbert Hodges. I felt your prayers and support. 

To my oldest sister-friend Wanda Worthy, all I can say is thanks for the encouragement. 

But, you know that it is much bigger than that. I also thank my other sister-friend Rhonda Lee 

Kennedy Smith. The three of us are closely bonded with childhood secrets and ambitions. I thank 

them for understanding my fears and sharing my dreams.  

I thank Annie Benifield. We were in this doctoral journey together but chose different 

paths. Thanks for the empathy and supportive cards and telephone calls. It really kept me going. 

I also thank Wille EvelynWarren for cheering me on with prayer and encouragement, and 

for giving me some of my earlier writing and editing lessons.  Her editorial influence is sprinkled 

throughout all of my writings.   



 vi

To my newest sister-friends Janice Solomon, Grace Grier, and Carolyn Brazelton I say 

thanks. It is good to have the security of them being just around the corner for support and good 

times. 

Thank you Mama Pat and Papa Horton in Arizona. I especially thank Mama Pat for 

encouraging me to “take my place”!  

I soar to success on the backs of many wonderful people who paved the way for me. I am 

thankful for my supportive family members who are gone but whose influence is ever-present in 

my life’s decisions: Jack Peterman, Lena Calloway, J B Peterman, Johnailene Tarver Wilson, 

Lina and John Tarver, Stella and William Beasley, McKinley and Odessa Miles Wilson, Bertha 

Allen, John and Mary Louise Smith, Aleathia Johnson, Aaron and Hannah Thomas, Edward C. 

Lowe, Walter “Wally” Hill and countless others who have kept angels watching over me!  

I dedicate this dissertation to family! 

 



 vii

 

 

ACKNOWLEDGEMENTS 

The women in this study, without question, opened their lives to me.  Their voices made 

this research possible. I have learned much more from them than I could ever convey in this 

document. I wish them continued success on their journeys making their way, each in her own 

way. 

My boss and mentor, Brenda Watts Jones gave me more support and encouragement than 

I could have ever dreamed possible. I am thankful for her confidence in me. Above all I thank 

her for lifting me up and allowing me to stand tall on her strong shoulders; for sharing her 

“presidential wisdom”; and for her prayers. Thanks for knowing the right words to say at the 

right times to push me along in this process. Words can never express my sincere thankfulness. 

I also thank Audrey Fisher and Jean DeVard Kemp. They exemplify academic rigor as 

well as style and grace. From start to finish they have stood strong behind me saying, “You can 

do it”! I thank them for being role models. 

I am grateful for the continued support of Patt Stonehouse and Fred Kiehle. I have felt 

your gentle push throughout my technical and adult education career. 

My committee chair and methodologist, Juanita Johnson-Bailey, has gone far beyond the 

call of duty. Thanks for challenging me, nurturing me, and giving me countless sources of 

information. I am eternally grateful for Juanita’s assistance. Above all I thank her for opening 

my eyes to qualitative study. I recall my first class with Dr. Johnson-Bailey. She proudly 

proclaimed that her dissertation was something her Mama would read. I knew from that moment 

forward, she would order my steps through this process. I thank her for directing me in creating a 



 viii

product that my Mama will read! That means more to me than words can ever express. Dr. 

Johnson-Bailey is a remarkable woman and academician!  

My committee, Ronald Cervero, Laura Bierema, Talmadge Guy, and Helen Hall helped 

me to frame my study and asked all of the right, thought-provoking questions.  From comps to 

the dissertation defense they have provided me invaluable support, challenging me to my highest 

potential. I affectionately call them the “prolific ones”.  

Thanks to Joni Johnson Williams and Lauretta Hannon for listening to my research ideas 

over lunch and keeping me pumped up at work! Their support was especially important on those 

days when I operated on just a few hours of sleep. 

I acknowledge the support of my assistant, Audrena Howell. Thanks for buffering the 

pressure off at work and coffee runs during those stressful days of little sleep. Words could never 

fully express my sincere gratitude to you. 

So many have supported my learning, I thank all of you! 

 



 ix

 

 

TABLE OF CONTENTS 

Page 

ACKNOWLEDGEMENTS.......................................................................................................... vii 

LIST OF TABLES........................................................................................................................ xii 

LIST OF FIGURES ..................................................................................................................... xiii 

CHAPTER 

1 INTRODUCTION .........................................................................................................1 

Statement of the Problem ..........................................................................................3 

Purpose Statement .....................................................................................................4 

Significance of the Study ..........................................................................................5 

Definitions of Terms .................................................................................................7 

2 REVIEW OF THE LITERATURE ...............................................................................9 

The Two-Year College System: From Past to Present............................................10 

Community College Career Paths to Leadership: Then and Now ..........................11 

Current Status of Two-Year College Leadership ....................................................15 

Women in Community College Leadership............................................................17 

Structural Inequalities: Reflections of Society........................................................20 

Structural Inequalities in Two-Year Colleges .........................................................33 

Career Development and Leadership ......................................................................37 

Summary .................................................................................................................50 



 x

3 METHODOLOGY ......................................................................................................53 

Research Design ......................................................................................................53 

Sample Selection .....................................................................................................58 

Data Collection........................................................................................................59 

Data Analysis ..........................................................................................................62 

Validity and Reliability ...........................................................................................63 

Reflexivity and Researcher Bias ............................................................................65 

4 PARTICIPANT PROFILES ........................................................................................67 

Introduction .............................................................................................................67 

Helena......................................................................................................................69 

Michelle...................................................................................................................73 

Nadine .....................................................................................................................75 

Savannah .................................................................................................................77 

Sharon......................................................................................................................79 

Summary .................................................................................................................82 

5 FINDINGS...................................................................................................................85 

Introduction .............................................................................................................85 

Structural Factors ....................................................................................................87 

Institution and Professional Factors ........................................................................95 

Personal Factors ....................................................................................................114 

Summary ...............................................................................................................129 

6 CONCLUSIONS, DISCUSSION, AND RECOMMENDATIONS..........................134 

Introduction ...........................................................................................................134 



 xi

Conclusions ...........................................................................................................135 

Discussion .............................................................................................................135 

Implications for Practice .......................................................................................146 

Recommendations for Future Research ................................................................148 

Summary ...............................................................................................................149 

REFERENCES ............................................................................................................................151 

APPENDICES 

A CONSENT FORM.....................................................................................................164 

B PARTICIPANT BACKGROUND QUESTIONNAIRE ...........................................166 

C INTERVIEW GUIDE................................................................................................168 



 xii

 

 

LIST OF TABLES 

Page 

Table 4.1: Demographic Profiles and Career Pathways ................................................................68 

Table 4.2: System and College Demographics ..............................................................................69 

 

 



 xiii

 

 

LIST OF FIGURES 

Page 

Figure 5.1: African American Women Career Succession Experiences .......................................86 

 



 

 

 146
 

 
 

positive family experiences that contributed to career succession experiences, one woman in this 

study noted that negative family experiences motivated her pursuit of educational and career 

goals. These findings are consistent with social cognitive career theory, which emphasized that 

positive or negative views of the environment could produce positive effects on career choices. 

Giving back: The desire to make a difference. Reflecting on their career choices, the 

study participants emphasized the importance of giving back. Citing the inadequacy of the two-

year college to effectively deal with the unique culture of African American students, the women 

indicated a strong desire to make a difference in the lives of the largely African American 

student populations they serve. They further discussed the importance of opening doors so that 

other African American women can join them in two-year college executive leadership ranks.  

Implications for Practice 

Literature on two-year colleges is filled with cautions about a pending leadership crisis in 

two-year colleges. A 2001 report from the American Association of Community Colleges alerted 

that two-year college presidents would retire at an alarming rate with more than 79 percent 

planning to retire in 10 years (Weisman & Vaughan, 2001). A similar report cautioned that 

senior level administrators are graying and at least one fourth of them would retire by 2006 

(Amey & VanDerLinden, 2002; Shults, 2001). Another report highlighted a graying faculty 

population and an expectation by presidents that at least one fourth of their faculty would retire 

by 2006 (Amey & VanDerLinden, 2002; Shults, 2001). These reports indicate that two-year 

college personnel are retiring at all levels of the leadership pipeline.  

In order to address the leadership crisis, two-year colleges should look for unique 

opportunities to develop new leaders. Systems should tap into resources that have gone 
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unnoticed. African American women present a viable untapped resource for two-year college 

leadership development.  

This study revealed low numbers of African American women in executive leadership 

positions. Data collected relative to their career experiences indicated structural factors, 

institutional and professional factors, and personal factors that were common to their career 

succession experiences.  

The structural factors categories showed strong indicators of racism. This study 

concluded that African American women occupy only six of the 61 director of instruction 

positions in the two-year college system. Thus, first and foremost two-year colleges should 

examine their organizational cultures and develop strategies to embrace diversity and increase 

the presence of African American women in executive leadership ranks.  

This study also revealed that African American women leaders are in colleges with large 

African American student populations and four out of five work at colleges headed by African 

American presidents. With that in mind, two-year colleges should critically assess hiring and 

promotion practices and eliminate any that limit opportunities for African Americans to gain 

leadership positions regardless of the race and gender demographics of the college.  

The institutional and professional factors included institutional and supervisory support 

for education and career development, mentoring, and targeted marketing of executive leadership 

career opportunities. In response to these factors two-year college systems should explore and 

implement formal career development and mentoring programs to facilitate African American 

women’s leadership development.  

The program design for leadership development should include a combination of formal 

education and professional networking opportunities (Vaughan & Weisman, 2003). Formal 
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programs can be developed through collaborations with university systems to offer doctoral 

programs that specialize in two-year college leadership initiatives (Duvall, 2003).  Networking 

may also be achieved by the implementation of a peer group with a regular meeting schedule for 

directors of instruction. 

The research confirms that mentoring is an effective way to inspire and prepare future 

two-year college leaders (Boggs, 2003; Shults, 2001). Vaughan (1996) echoed the importance of 

mentors for increasing the numbers of minorities in community college executive leadership 

positions. He further noted that mentoring relationships are beneficial without regard to race or 

gender. 

Although the women did not indicate race or gender as an issue for mentoring programs, 

in an effort to embrace diversity, two-year college systems should consider role models who are 

African American women. One participant expressed concern that growing up on a college 

campus, she did not see herself in the picture. Therefore, it may be helpful for marginalized 

groups to see themselves in the picture. Notwithstanding, the low numbers of Africans in 

leadership positions limit same race mentoring opportunities (Vaughan, 1996). Therefore, 

multicultural mentoring should be considered as beneficial to organizations and individuals 

(Crosby, 1999).  

Recommendations for Future Research 

 There is a paucity of literature that addresses the unique experiences of African American 

women executive leaders in two-year colleges. Three areas for future research should be 

explored. 

First, race and gender demographics for two-year colleges lump African American 

women into general minority categories or women (Myers, 2002; Moses, 1989; Gregory, 1995). 
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One area for further consideration is the collection and analysis of data on two-year college 

populations, aggregated by race and gender.  

Second, career development theories are based on White male models. While there are 

some theoretical constructs that address the unique experiences of African American women, the 

research still falls short. Research that offers greater insight into social cognitive career theory, 

mentoring, and how perceptions of educational and career barriers affect coping efficacy of 

African American women is needed. 

Third, racism and sexism are interwoven in the fabric of our society. The women in this 

study clearly experienced racism and sexism but they failed to openly discuss it in relationship to 

their two-year college career succession experience. More research is needed to clarify how 

issues of race and gender affect the numbers of African American women executive leaders and 

to expand our dialogue to address the systemic nature of these phenomena.  

Summary 

 The research findings provided invaluable insight into the career succession experiences 

of African American executive leaders in two-year colleges. The findings generated the 

following conclusions: 1) institutional racism and sexism are prevalent throughout all factors of 

African American women’s two-year college career succession experiences but because it is so 

interwoven in the fabric of our society it may go unnoticed, not discussed or acknowledged by its 

perpetrators and victims;  2) the career succession experiences of African American women two-

year college executive leaders were leveraged by institutional and professional factors such as 

supervisory and institutional support for education and career development, mentoring, and 

restricted network opportunity; and 3) personal factors such as family motivation and role 
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models, drive and determination, and desire to make a difference shaped the career succession 

experiences of African American women.  

The impending leadership crisis in two-year college systems presents an excellent 

opportunity to recruit and train the untapped human resource, African American women, for 

future two-year college leadership. Two-year colleges have historically catered to diverse student 

populations. Now is the time for two-year colleges to fully embrace diversity. They should:  

1)  engage in open dialogue to bring manifestations of institutional racism and sexism to the 

forefront; 2) develop formal and informal programs to attract more African American women for 

two-year college leadership opportunities and to support current African American women 

executive leaders; 3) critically examine their recruitment and promotion procedures to eliminate 

practices that limit consideration of African American women; and  4) make a concerted effort to 

encourage leadership opportunities to African Americans beyond urban colleges with large 

African American student populations.   

 

 



 

 

 151
 

 
 

 

 

REFERENCES 

AACC. (2002a). AACC enrollment information: student enrollment and characteristics. 

Retrieved September 4, 2002, 2002, from http://www.aacc.nche.edu/ 

AACC. (2002b). AACC hot programs survey: Programs with excellent job prospects: 1994 and 

1997. Retrieved February 5, 2003, 2003, from http://www.aacc.nche.edu/ 

Alfred, M. (2001). Expanding theories of career development: Adding the voices of African 

American women in the White academy. Adult Education Quarterly, 51(2), 108-207. 

Amey, M. J. (1999). Navigating the raging river: Reconciling issues of identity, inclusion and 

administrative practice. In R. A. Rhoads (Ed.), Community colleges as cultural contexts: 

Qualitative explorations of organizational and student culture (pp. 59-82). Albany, New 

York: State University of New York Press. 

Amey, M. J., & VanDerLinden, K. E. (2002). Career paths for community college leaders 

(Research Brief). Annapolis Junction, Maryland: American Association of Community 

Colleges. 

Amey, M. J., VanDerLinden, K. E., & Brown, D. F. (2002). Perspectives on community college 

leadership: Twenty years in the making. Community College Journal of Research and 

Practice, 26(7-8), 573-589. 

Andersen, M. L., & Collins, P. H. (2001). Conceptualizing race, class, and gender. In M. L. 

Andersen & P. H. Collins (Eds.), Race, class, and gender: An anthology (3rd ed., pp. 67-

89). Belmont, CA: Wadsworth Publishing Company. 



 

 

 152
 

 
 

Bandura, A., & Locke, E. (2003). Negative self-efficacy and goal effects revisited. Journal of 

Applied Psychology, 88(No. 1), 87-89. 

Barrett, I. C. (2000). Pressing on: The career development experiences of Black human resource 

developers. Unpublished doctoral dissertation, University of Georgia, Athens. 

Bass, B. M. (1991). Bass and Stodgill's handbook of leadership: Theories, research, and 

managerial application (3rd ed.). New York: Free Press. 

Belenky, M. F., Clinchy, B. M., Goldberger, N. R., & Tarule, J. M. (1997). Women's ways of 

knowing: The development of self, voice, and mind. New York: Basic Books. 

Bell, E. (1990). The bicultural life experience of career-oriented black women. Journal of 

Organizational Behavior, 11, 459-477. 

Bierema, L. L. (1999). A model of executive women's learning and development. Adult 

Education Quarterly, 49(2), 107-121. 

Bierema, L. L., & Opengart, R. (2002, February). Emotions in women's career development: A 

merging of literatures. Paper presented at the Academy of Human Resource 

Development 2002 Conference, Honolulu, Hawaii. 

Blake, S. (1999). At the crossroads of race and gender: Lessons from the mentoring experiences 

of professional black women. In A. J. Murrell, F. J. Crosby & R. J. Ely (Eds.), Mentoring 

dilemmas: Developmental relationships within multicultural organizations (pp. 83-104). 

Mahwah, NJ: Lawrence Erlbaum Associates. 

Blood, P., Tuttle, A., & Lackey, G. (2001). Understanding and fighting sexism: A call to men. In 

P. H. Collins (Ed.), Race, class, and gender: An anthology (4th ed., pp. 185-191). 

Belmont, CA: Wadsworth Publishing Company. 



 

 

 153
 

 
 

Boggs, G. R. (2003). Leadership context for the twenty-first century. In W. Piland & D. Wolf 

(Eds.), Help wanted: Preparing community college leaders in a new century (pp. 15-24). 

San Francisco: Jossey-Bass. 

Bowman, S., Kite, M. E., Branscomb, N. R., & Williams, S. (1999). Developmental relationships 

of black Americans in the academy. In A. J. Murrell, F. J. Crosby & R. J. Ely (Eds.), 

Mentoring dilemmas: Developmental relationships within multicultural organizations 

(pp. 21-46). Mahwah, New Jersey: Lawrence Erlbaum Associates. 

Carli, L. L., & Eagly, A. H. (1999). Gender effects on social influence and emergent leadership. 

In G. N. Powell (Ed.), Handbook of gender and work (pp. 203-222). Thousand Oaks: 

Sage. 

Cejda, B. D., McKenney, C. B., & Burley, H. (2001). The career lines of chief academic officers 

in public community colleges. Community College Review, 28(4), 31-46. 

Chliwniak, L. (1997). Higher education leadership: Analyzing the gender gap. Higher Education 

Reports, 25(4), 1-97. 

Clark, M. C., Carafella, R. S., & Ingram, P. (1998). Leadership at  the glass ceiling: Women's 

experience in mid-management roles. Initiatives, 58(4), 60-70. 

Cohen, A. M., & Brawer, F. B. (1996). The American community college (3rd ed.). San 

Francisco: Jossey-Bass. 

Colin, S. A. J., III, & Preciphs, T. K. (1991). Perceptual patterns and the learning environment: 

Confronting white racism. In R. Hiemestra (Ed.), Creating environments for effective 

adult learning (Vol. 50, pp. 61-69). San Francisco: Jossey-Bass. 

Collins, P. H. (1991). Black feminist thought: knowledge, consciousness, and the politics of 

empowerment. New York: Routledge. 



 

 

 154
 

 
 

Collins, P. H. (1993). Learning from the outsider within: The sociological significance of black 

feminist thought. In B. K. Townsend (Ed.), Women in higher education: A feminist 

perspective (pp. 45-64). Needham Heights, MA: Ginn Press. 

Crosby, F. J. (1999). The developing literature on developmental relations. In A. J. Murrell, F. J. 

Crosby & R. J. Ely (Eds.), Mentoring Dilemmas: Developmental relationships within 

multicultural organizations (pp. 3-20). Mahwah, New Jersey: Lawrence Erlbaum 

Associates. 

DuBois, W. E. B. (1903). The souls of Black folk. New York: The New American Library. 

Duvall, B. (2003). Role of universities in leadership development. In W. Piland & D. Wolf 

(Eds.), Help wanted: Preparing community college leaders in a new century (pp. 63-71). 

San Francisco: Jossey-Bass. 

Evans, K. M., & Herr, E. L. (1991). The influence of racism and sexism in the career 

development of African American women. Journal of Multicultural Counseling and 

Development, 19(3), 130-135. 

Farmer, H. S. (1997). Theoretical overview: The longitudinal study. In F. a. Associates (Ed.), 

Diversity and women's career development (pp. 3-33). Thousand Oaks: Sage. 

Farmer, H. S., & Associates. (1997). Diversity and women's career development: From 

adolescence to adulthood. Thousand Oaks: Sage. 

Feagin, J. (2000). Racist America: Roots, current realities, and future reparations. New York: 

Routledge. 

Feagin, J. R., Vera, H., & Batur, P. (2001). White racism: The basics. New York: Routledge. 



 

 

 155
 

 
 

Ferdman, B. (1999). The color and culture of gender in organizations: Attending to race and 

ethnicity. In G. N. Powell (Ed.), The handbook of race and gender (pp. 17-34). Thousand 

Oaks: Sage. 

Fleek, B. (2000). Native ways of knowing: Experiences, influences, and transitions of Tlingit 

women becoming leaders. Unpublished master's thesis, University of Alaska, Anchorage. 

Fontana, A., & Frey, J. (2000). From structured questions to negotiated text. In Y. S. Lincoln 

(Ed.), Handbook of qualitative research (2nd ed., pp. 645-672). Thousand Oaks: Sage 

Publications, Inc. 

Frankenberg, R. (1993). White women, race matters: The social construction of whiteness. 

Minneapolis, MN: University of Minnesota Press. 

Giannini, S. T. (2001). Future agendas for women community college leaders and change agents. 

Community College Journal of Research and Practice, 25(3), 201-211. 

Gillett-Karam, R., Roueche, S. D., & Roueche, J. E. (1991). Underrepresentation and the 

question of diversity: Women and minorities in the community college. Washington, DC: 

The Community College Press. 

Giroux, H. A. (1997). Rewriting the discourse of racial identity: Towards a pedagogy and 

politics of whiteness. Harvard Educational Review, 67(2), 285-320. 

Greenhaus, J. H., & Parasuraman, S. (1999). Research on work, family and gender. In G. N. 

Powell (Ed.), Handbook of gender and work (pp. 391-412). Thousand Oaks: Sage. 

Gregory, S. T. (1995). Black women in the academy: The secrets to success and achievement. 

New York: University Press of America, Inc. 

Gregory, S. T. (2001). Black faculty women in the academy: History, status and future. The 

Journal of Negro Education, 70(3), 124-138. 



 

 

 156
 

 
 

Hacker, A. (1995). Two nations: Black, white, separate, hostile, unequal. New York: Ballatine 

Books. 

Hackett, G., & Byars, A. M. (1996). Social cognitive theory and the career development of 

African American women. The Career Development Quarterly, 44(4), 322-340. 

Haslett, B. J., Geis, F. L., & Carter, M. R. (1992). The organizational woman: Power and 

paradox. Norwood, New Jersey: Ablex Publlishing Corporation. 

Hayes, E., & Colin, S. (1994). Racism and sexism in the United States: Fundamental issues. In E. 

Hayes & S. Colin (Eds.), Confronting racism and sexism (Vol. 61, pp. 5-16). San 

Francisco: Jossey-Bass. 

Hayes, E., & Flannery, D. D. (2000). Women as learners: The significance of gender in adult 

learning. San Francisco: Jossey-Bass. 

Helgesen, S. (1990). The female advantage: Women's ways of leadership. New York: Doubleday 

Currency. 

Holland, J. L. (1985). Making vocational choices: A theory of vocational personalities and work 

environments (2nd ed.). Englewood Cliff, NJ: Prentice Hall. 

Indvik, J. (2001). Women and leadership. In P. G. Northouse (Ed.), Leadership: Theory and 

practice (2nd ed., pp. 215-247). Thousand Oaks: Sage. 

Johnson, A. G. (1997). The gender knot: Unraveling our patriarchal legacy. Philadelphia: 

Temple University Press. 

Johnson-Bailey, J., & Cervero, R. M. (2000). The invisible politics of race in adult education. In 

E. Hayes & A. Wilson (Eds.), Handbook of adult and continuing education (Revised ed., 

pp. 147-160). San Francisco: Jossey-Bass. 



 

 

 157
 

 
 

Johnson-Bailey, J., & Tisdell, E. J. (1998). Diversity issues in women's career development. In 

L. L. Bierema (Ed.), Women's career development across the lifespan: Insights and 

strategies for women, organizations,  and adult educators (Vol. 80, pp. 83-93). San 

Francisco: Jossey-Bass. 

Johnson-Bailey, J., Tisdell, E. J., & Cervero, R. M. (1994). Race, gender, and the politics of 

professionalism. In E. Hayes & S. A. J. Colin, III (Eds.), Confronting racism and sexism 

(Vol. 61, pp. 63-76). San Francisco: Jossey-Bass. 

Kanter, R. M. (1998). The Impact of hierarchical structures on the work and behavior of women. 

In K. A. A. Myers, Cynthia D. (Ed.), Feminist foundations: Toward transforming 

sociology (Vol. 3, pp. 259-277). Thousand Oaks, CA: Sage. 

Karsten, M. F. (1994). Management and gender. Westport, Connecticut: Quorum Books. 

Kincheloe, J. L. (1999). The struggle to define and reinvent whiteness: A pedagogical analysis. 

College Literature, 26(3), 162-194. 

Kram, K. E. (1988). Mentoring at work: Developmental relationships in organizational life. New 

York: University Press of America. 

Kramarae, C., & Treichler, P. A. (1985). A feminist dictionary. Boston: Pandora Press. 

Kubala, T., & Bailey, G. M. (2001). A new perspective on community college presidents: 

Results of a national study. Community College Journal of Research and Practice, 

25(10), 793-804. 

Lent, R. L., Brown, S. D., & Hackett, G. (2000). Contextual supports and barriers to career 

choice: A social cognitive analysis. Journal of Counseling Psychology, 47(1), 36-49. 



 

 

 158
 

 
 

Lincoln, Y. S., & Guba, E. G. (2000). Paradigmatic controversies, contradictions, and emerging 

confluences. In N. K. Denzin & Y. S. Lincoln (Eds.), Handbook of qualitative research 

(pp. 163-188). Thousand Oaks: Sage. 

Loden, M. (1985). Feminine leadership or how to succeed in business without being one of the 

boys. New York: Times Books. 

Luzzo, D. A., & McWhirter, E. H. (2001). Sex and ethnic differences in the perception of 

educational and career related barriers and levels of coping efficacy. Journal of 

Counseling and Development, 79(1), 61-67. 

Maier, M. (1999). On the gendered subculture of organization: dimensions and dilemmas of 

corporate masculinity. In G. N. Powell (Ed.), Handbook of gender and work (pp. 69-93). 

Thousand Oaks: Sage. 

Manglitz, E. (2003). Challenging white privilege in adult education: A critical review of the 

literature. Adult Education Quarterly, 53(2), 119-134. 

Marks, G., & Houston, D. M. (2002). The determinants of young women's intentions about 

education, career development, and family life. Journal of Education and Work, 15(3), 

321-336. 

McIntosh, P. (1993). Transforming knowledge: Examining unearned privilege. Liberal 

Education, 79(1), 61-62. 

McIntosh, P.  (2001). White privilege and male privilege: A personal account of coming to see 

correspondences through work in women’s studies. In M. L. Andersen & P. H. Collins 

(Eds.), Race, class and gender: An anthology  (3rd ed., pp. 95-105). Belmont, CA: 

Wadsworth Publishing Company. 



 

 

 159
 

 
 

Merriam, S. B. (1998). Qualitative research and case study applications in education. San 

Francisco: Jossey-Bass. 

Merriam, S. B. (2002a). Assessing and evaluating qualitative research. In S. B. Merriam (Ed.), 

Qualitative research in practice: Examples for discussion and analysis (pp. 18-33). San 

Francisco: Jossey-Bass. 

Merriam, S. B. (2002b). Introduction to qualitative research. In S. B. A. Merriam (Ed.), 

Qualitative research in practice: Examples for discussion and analysis (pp. 3-17). San 

Francisco: Jossey-Bass. 

Monroe, C. R. (1972). Profile of the community college: A handbook. San Francisco: Jossey-

Bass. 

Moore, K. S., Twombly, S., & Martorana, S. (1985). Today's academic leaders: A national study 

of administrators in community and junior colleges. University Park, PA: Center for the 

Study of Higher Education. 

Moses, Y. T. (1989). Black women in academe. Washington, DC: Association of American 

Colleges. 

Myers, L. W. (2002). A broken silence: Voices of African American women in the academy. 

Westport, CT: Bergin & Garvey. 

Northouse, P. G. (2001). Leadership: Theory and practice (2nd ed.). Thousand Oaks: Sage. 

Omi, M., & Winant, H. (1994). Racial formation in the United States: From the 1960s to the 

1990s. New York: Routledge. 

Opp, R., & Gosetti, P. P. (2002a). Equity for women administrators of color in 2-year colleges: 

Progress and prospects. Community College Journal of Research and Practice, 26, 591-

608. 



 

 

 160
 

 
 

Opp, R., & Gosetti, P. P. (2002b). Women full-time faculty of color in 2-year colleges: A trend 

and predictive analysis. Community College Journal of Research and Practice, 26, 609-

627. 

Palmer, G. A. (2001). The career development of African Americans in the areas of training and 

development. Unpublished doctoral dissertation, University of Georgia, Athens. 

Parsons, F. (1909). Choosing a vocation. Boston: Houghton Mifflin. 

Patton, M. Q. (2002). Qualitative research and evaluation methods (3rd ed.). Thousand Oaks: 

Sage. 

Pearson, S. M., & Bieschke, K. (2001). Succeeding against the odds: An examination of familial 

influences on the career development of professional African American women. Journal 

of Counseling Psychology, 48(3), 301-309. 

Phelps, D. G., & Taber, L. S. (1996). Affirmative action as an equal opportunity opportunity. In 

Achieving administrator diversity (Vol. 94, pp. 67-79). San Francisco: Jossey-Bass. 

Phelps, D. G., & Taber, L. S. (1997). African American community college presidents. 

Community College Review, 24(4), 3-21. 

Pierce, D. R., Mahoney, J. R., & Kee, A. M. (1996). Professional development resources for 

minority administrators. In G. Muller (Ed.), Achieving administrative diversity (Vol. 94, 

pp. 81-92). San Francisco: Jossey-Bass. 

Powell, G. N., & Butterfield, A. D. (1989). The 'good  manager': Did Androgyny fare better in 

the 1980s?. Group and Organizational Studies. 14(2). 216-233. 

Powell, G. N., & Butterfield, A. D. (1979). The 'good  manager': Masculine or androgynous?. 

Academy of Management Journal, 14(2). 395-403. 



 

 

 161
 

 
 

Powell, G. N., Butterfield, D. A., & Parent, J. D. (2002). Gender and managerial stereotypes: 

Have the times changed? Journal of Management, 28, 177-193. 

Ragins, B. R. (1999). Gender and mentoring relationships: A review and research agenda for the 

next decade. In G. N. Powell (Ed.), Handbook of gender and work (pp. 347-370). 

Thousand Oaks: Sage. 

Rhoads, R. A., & Valadez, J. R. (1996). Democracy, multiculturalism, and the community 

college. New  York: Garland Publishing. 

Rifkin, T. (2002). Public Community College Faculty. Retrieved January 10, 2003, 2003, from 

http://www.aacc.nche.edu/ 

Rosener, J. B. (1990). Ways women lead. Harvard Business Review, 68(6), 119-125. 

Ross, M. G., Madeleine F. (2000). The American college president: 2000 edition. Washington, 

DC: American Council on Education. 

Ross-Gordon, J. M. (1999). Gendered development and gender adult development. In C. Clark & 

R. Cafferella (Ed.), An update on adult development theory: New ways of thinking about 

the life course (pp. 29-37). New Directions for Adult and Continuing Education, No. 84. 

San Francisco, CA: Jossey-Bass.  

Schreiber, P. (1998). Women's career development. In L. L. Bierema (Ed.), Women's career 

development across the lifespan: insights and strategies for women organizations, and 

adult educators (Vol. 80, pp. 5-13). San Francisco: Jossey Bass. 

Scott, K. Y. (1991). The habit of surviving. New York: Ballantine Books. 

Shaw, K. M., Valadez, J. R., & Rhoads, R. A. (1999). Community colleges as cultural texts: A 

conceptual overview. In R. A. Rhoads (Ed.), Community colleges as cultural texts: 



 

 

 162
 

 
 

Qualitative explorations of organizational and student culture (pp. 1-13). New York: 

State University of New York. 

Shults, C. (2001). The critical impact of impending retirements on community college leadership 

(Research Brief No. AACC-RB-01-5). Washington, DC: American Association of 

Community Colleges. 

Silverman, D. (2000). Analyzing talk and text. In N. K. Denzin & Y. S. Lincoln (Ed.), Handbook 

of qualitative research (2nd ed., pp. 821-834). Thousand Oaks: Sage Publications, Inc. 

Stake, R. E. (2000). Case studies. In N. K. Denzin & Y. S. Lincoln (Eds.), Handbook of 

qualitative research (pp. 435-453). Thousand Oaks: Sage. 

Stroh, L., & Reilly, A. H. (1999). Gender and careers: Present experiences and emerging trends. 

In G. N. Powell (Ed.), Handbook of gender and work (pp. 307-324). Thousand Oaks: 

Sage. 

Super, D. E. (1957). The psychology of careers. New York: Harper and Row. 

Tedrow, B., & Rhoads, R. A. (1999). A qualitative study of women's experiences in community 

college leadership positions. Community College Review, 27(3), 1-18. 

Townsend, B. K. (1992). Feminist scholarship and the study of women in higher education. 

Initiatives, 55, 1-8. 

Townsend, B. K. (1995). Women community college faculty: On the margins or in the 

mainstream? In B. K. Townsend (Ed.), Gender and power in the community college (Vol. 

89, pp. 39-46). San Francisco: Jossey Bass. 

Twombly, S. B. (1995a). Gendered images of community college leadership: What messages 

they send. In B. K. Townsend (Ed.), Gender and power in the community college (Vol. 

89, pp. 67-77). San Francisco: Jossey Bass. 



 

 

 163
 

 
 

Twombly, S. B. (1995b). Gendered images of community college leadership: What messages 

they send. In B. K. Townsend (Ed.), Gender and power in the community college (Vol. 

89, pp. 67-77). San Francisco: Jossey Bass. 

Vaughan, G. (1996a). Paradox and promise: Leadership and the neglected minorities. In G. 

Muller (Ed.), Achieving administrative diversity (Vol. 94, pp. 5-12). San Francisco: 

Jossey Bass. 

Vaughan, G. (2000). The community college story (2nd ed.). Washington, D.C.: The Community 

College Press. 

Vaughan, G., & Weisman, I. M. (2003). Leadership development: The role of the president-

board team. In W. Piland & D. Wolf (Eds.), Help wanted: Preparing community college 

leaders in a new century (Vol. 123, pp. 51-61). San Francisco: Jossey-Bass. 

Weisman, I. M., & Vaughan, G. B. (2001). The community college presidency 2001 (No. AACC-

RB-02-1). Annapolis Junction, Maryland: American Association of Community 

Colleges, Community College Press. 

Wentling, R. M. (1998). Work and family issues: Their impact on women's career development. 

In L. L. Bierema (Ed.), Women's career development across the lifespan: Insights and 

strategies for women, organizations, and adult educators (Vol. 80, pp. 15-23). San 

Francisco: Jossey Bass. 

Wolcott, H. F. (2001). Writing up qualitative research (2nd ed.). Thousand Oaks: Sage. 

Young, R. J. (2002). From persuasion to accommodation in public two-year college 

development. Community College Journal of Research and Practice, 26(7-8), 559-572. 

 

 



 

 

 164
 

 
 

  
 
 
 

APPENDIX A 

CONSENT FORM 



 

 

 165
 

 
 

I, _________________________________, agree to participate in the research, “Factors That 
Contribute to the Succession of African American Women to Executive Leadership Positions in Two-
Year Colleges” conducted by Alvetta P. Thomas from the Department of Adult Education at the 
University of Georgia (706-542-2214) under the direction of Dr. Juanita Johnson-Bailey, Department of 
Adult Education, University of Georgia (706-542-2214). I understand that my participation is voluntary.  
I can stop taking part without giving any reason, and without penalty.  I can ask to have all of the 
information about me returned to me, removed from the research records, or destroyed.   

The following points have been explained to my satisfaction, and I agree to participate in this 
study:  
 
1) The purpose of this research is to examine factors that contribute to the succession of African 

American women to executive leadership positions in two-year colleges.  This research will 
contribute to the knowledge base of adult education.  It is significant in that there is a gap in 
literature regarding the successful negotiation of African American women to executive 
leadership positions in two-year colleges.  

2) I will benefit from this study by the opportunities it affords me to reflect on my leadership 
succession experiences and the opportunity to contribute to the research generated by this study.  

3) I will be expected to meet with the researcher at a mutually agreed upon location and time.  We 
will first review the consent form and then discuss the semi-structured interview questions 
relating to the above research topic.  The interview will last approximately one and one half 
hours.   

4) I understand and agree that the interviews will be audiotaped and securely filed by the researcher 
until June 2004. Audiotapes will be stored in an envelope marked confidential and filed in the 
home filing cabinet of the researcher until June 2004. 

5) There are no anticipated risks or discomforts associated with this research. 
6) I understand that my identity will be protected and the results of my participation will not be 

released in any identifiable form without my consent, unless otherwise required by law.  I will be 
assigned a pseudonym to protect the confidentiality of my identity.  

7) I reserve the right to review/edit my interview audiotape, to know who will have access to the 
audiotape, and to know the educational uses of the audiotape.  
The researcher will answer any further questions about the research, now or during the course of 

the project and can be reached at 404-756-3708. 
I understand that I am agreeing by my signature on this form to take part in this research project 

and understand that I will receive a signed copy of this consent form for my records. 
 
Alvetta P. Thomas    _______________________  __________ 
Name of Researcher   Signature    Date 
Email: apthomas@bellsouth.net_ 
________________________     _______________________  __________ 
Name of Participant    Signature    Date 
 

Please sign both copies, keep one and return one to the researcher. 
Additional questions or problems regarding your rights as a research participant should be addressed to 
Chris A. Joseph, Ph.D. Human Subjects Office, University of Georgia, 606A Boyd Graduate Studies 
Research Center, Athens, Georgia 30602-7411; Telephone (706) 542-3199; E-Mail Address 
IRB@uga.edu 
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APPENDIX B 

PARTICIPANT BACKGROUND QUESTIONNAIRE 
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Pseudonym:_______________________________________ 
 
 
 
 
Marital Status Check applicable box and indicate number of years if 

married 
Married   Number of years 
Single    
 
Age Check applicable range 
 Below 30 30-39 40-49 Above 49 
     
 
Children Indicate number and age range  
Age range  Under 2 2-5 6-10 11-16 17-20 Adult 
  

 
     

 
Education  Indicate degrees earned and major 
 Bachelors Masters Specialist Doctorate 
 
 

    

 
Career Indicate number of years in applicable categories 
 Current 

position 
2-year 
System 

4-year 
system 

K-12 Other 
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APPENDIX C 

INTERVIEW GUIDE 
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Name:_____________________________ Date:___________ 
 
Interview Location:________________________________ 
 

Action Yes No Comments 
Pseudonym selected 
 

   

Background questionnaire completed    
Signed consent form completed    
Purpose of research explained    
Resume provided 
 

   

Transcript review explained 
 

   

 
 

 

 Question 
 1.  Describe your career experience. Be specific about   the career pathway you 

traveled to reach this point in your career. 
  2.  Describe your career support. Tell me specifically about family, peers, significant 

others. 
 

 3.  Describe any challenges you faced moving up the career ladder. What was your 
greatest career challenge? 

 
 4.  How are your career experiences unique? 

 
 5.  What if any unique skills, attitudes, and abilities do you feel compelled to exhibit in 

order to be successful in your career? 
 6.  Describe how the environment in which you work impacts your work. 

 
 7.  What motivates you? Why did you choose this    position? 

 
 8.  Describe your greatest leadership challenge. 

 
 9.  Describe any social, personal, or professional factors that shaped your career 

succession experiences. 
 

 10. Where would you like for your career to go from    here? Why?  
 

 11. What are you doing to prepare for your career goals? 
 

 12. What do you think could be done to increase the numbers of African American 
women in two-year college executive leadership positions?   

 13. If you could do this over again, what if anything would you do differently to 
enhance your career? 
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 14. What advice do you have for other African American women who have chosen 

careers in two-year colleges? 
 

 15. Do you have any questions for me or comments you would like to add? 
 

 Notes 
  

 
 
 
 
 
 
 

 
 


