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ABSTRACT: Of the 114 accredited architecture programs within colleges and universities across 
America, only 18 (or 16%) employed females at the highest administrative positions as deans, 
directors, chairs, or heads at the time this study was conducted. Despite this statistic, nearly 50% of all 
graduates from architecture programs are female. Little is known about women administrators in 
architectural education, perhaps because of the fact that there are so few.  
The central question that guided this research study is as follows: What personal and professional 
factors characterize 10 women employed as administrators in nationally accredited architecture 
programs, departments, schools, and colleges in American institutions of higher education? 
Additionally, this study identified the women’s career paths, and obstacles they overcame and 
sacrifices they made in order to advance in their careers.  
The qualitative case study tradition was employed for this study. Ten women administrators of 
accredited architecture programs, departments, schools, and colleges within American institutions of 
higher education participated in the study. Interviews, documents, and observations were collected and 
included in the data analysis.   
While feminist leadership theories were used as a lens and guided the current research, themes 
emerged from the study that point toward a potentially new, emerging theoretical construct. This 
emerging construct requires that pioneering female leaders in male-dominated fields be characterized 
differently than female leaders in other contexts. Specifically, the conclusions drawn from this study 
require characterizing pioneering female leaders in male-dominated fields as built leaders or leaders 
who have systematically developed professionally as a result of unwavering ambition but who employ 
a post-heroic style of leadership. In other words, these women fought their way to the top, but once 
there, use an up, down, and across hierarchical leadership style. 
 
Conference theme: Human context: social, cultural, and economic studies 
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1. INTRODUCTION 
 
Of the 114 accredited architecture programs, 
departments, schools, and colleges in institutions of 
higher education across the country, only 18 (or 16%) 
had females filling the highest administrative positions 
as deans, directors, chairs, or heads at the time this 
study was conducted (National Architectural 
Accrediting Board [NAAB], 2006). Currently, 
approximately 50% of all graduates from architecture 
programs are females (Deutschle, 2003; NAAB, 2006; 
National Center for Education Statistics, 2005). Little is 
known about female administrators in architectural 
education, perhaps due to the fact that so few females 
hold these positions. Further, because research 
regarding females in these positions is limited, other 
females who may wish to pursue similar careers have 
little to look to for career guidance.    
 
1.1 Study purpose 
The purpose of this study was to uncover 

characteristics common to 10 women administrators in 
accredited architecture programs, departments, 
schools, and colleges.  
 
1.2 Research questions 
The central question that guided this research study is 
as follows: What personal and professional factors 
characterize females employed as administrators in 
nationally accredited architecture programs, 
departments, schools, and colleges in American 
institutions of higher education? The following 
secondary questions also guided the study:  
1. What career paths did these women embark upon 

that led them to their positions, and how have their 
career paths impacted them professionally and 
personally?  

2. What obstacles do these women believe that they 
overcame in their careers to achieve their 
positions, and how did the obstacles impact them? 

3. What personal sacrifices, if any, did these women 
make in order to achieve their positions, and how 
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did these sacrifices impact them?  
4. What are the women responsible for in their 

administrative position and how do they lead? 
 

2. REVIEW OF LITERATURE 
 
This study drew from existing leadership theories 
including gender-related and feminine leadership 
theories. Further, because this study covered an 
examination of female administrators in male-
dominated fields within American institutions of higher 
education, an examination of literature on females 
within institutions of higher education is included.   
 
2.1 Females in male-dominated fields 
The topic of females entering male-dominated fields is 
one that has been widely researched since the 1970s, 
the time when females began entering institutions of 
higher education and the work force in marked 
numbers (Cohen, 1998). However, much of the existing 
research focused on females in particular   
fields, including engineering and medicine in the United 
States, and the priesthood within the United Kingdom 
(Aldridge, 1994; Bagilhole, 2003; Rose, 1996). The 
majority of the research on females in architecture 
dates from the late 1980s and early 1990s (Dietsch, 
1991; Landecker, 1991; Solomon, 1991).  
Nevertheless, research regarding female faculty 
members in the male-dominated field of architecture 
has been largely ignored, with only a few exceptions 
(Anthony, 2001; Gregory, 2006; Groat & Ahrentzen, 
1997). Currently, approximately half of the student 
population in architecture programs nationwide is 
female; however, the attrition rate of females after 
graduation is high, perpetuating the male-dominance in 
the field (Gregory, 2006).  
Research has attempted to uncover motivating factors 
and experiences of females who pursue careers in 
male-dominated fields. In a book entitled Gender Roles 
through the Life Span (Stevenson, 1994), Frieze and 
Olson (1994) contributed a chapter that addressed 
research conducted on the values that males and 
females assign to occupational fields. Frieze and Olson 
(1994) noted that the feminine professions were 
thought of as those that would allow the workers to help 
others, whereas the masculine professions were 
thought of as those that would allow the workers to 
demonstrate capability. Additionally, Frieze and Olson 
(1994) found that individuals’ values strongly affected 
their occupational choice. Specifically, females in male-
dominated fields placed value on gaining professional 
recognition, demonstrating capability, and making more 
money than did females in non-male-dominated fields.    
Peng and Jaffe (1979) contributed one of the seminal 
pieces regarding females entering male-dominated 
fields of study in college. The authors noted that 
females in male-dominated fields tended to score 
higher on a work scale and lower on the community 
and family scales when compared to females in fields 
that are not male-dominated. This finding indicated that 
females in male-dominated fields of study were 

required to be more career-focused and less family-
focused. 
More recently, Steele, James, and Barnett (2002) 
examined the perceptions of female undergraduate 
students enrolled in male-dominated academic areas. 
Specifically, Steele, James, and Barnett (2002) focused 
on females in the areas of math, science, and 
engineering because, as they noted, fewer females 
earn undergraduate degrees in these fields. They found 
that females in these male-dominated areas of study: 
(1) experienced higher levels of gender-related 
discrimination, (2) anticipated higher levels of gender-
related discrimination, and (3) felt threatened by gender 
stereotypes. Additionally, the researchers found that 
females in these areas of study were more likely to 
consider changing their major before they graduated 
than were males or females in female-dominated fields 
of study.  
Bagilhole (2003) addressed the dynamic shift in 
hegemony within the Church of England that occurred 
in 1994, when the diocese allowed females to become 
ordained priests in the United Kingdom. Bagilhole 
asserted that the first few generations of females who 
entered male-dominated professions were “pioneers” 
(p. 361). She further contended that these females 
were “change agents” (p.361) of the organizational 
culture and structure in the Church of England.  
Employing focus groups, Chu (2005) found that female 
engineering students experienced great difficulty in 
interacting professionally with their male cohort while 
remaining feminine in their actions. Further, she found 
that females in the engineering program were much 
more likely to consider a change of major than men 
because of the interaction difficulty.  Chu (2005) drew 
upon the work of Brainard, Metz, and Gillmore (1999) 
and Seymour and Hewitt (1997) who examined the 
lowered confidence levels that females in male-
dominated fields of study exhibited when compared to 
the males in their fields of study. The researchers found 
the lowered confidence levels, regardless of the grades 
the females had earned in their coursework. The 
researchers concluded that the females’ lowered 
confidence had little to do with their classroom 
performance, but rather resulted from discouragement 
by professors, the workload, and the weed-out 
processes associated with male-dominated fields, 
including engineering and architecture.   
Researchers who investigated entrepreneurs found 
that, in general, entrepreneurship is considered to be 
male-dominated (Chaganti, 1986).  Additionally, 
researchers suggested that the majority of female 
entrepreneurs do not enter male-dominated fields 
(Moore, 1990; Scherer, Brodzinski, & Wiebe, 1990).  
Several researchers investigated the utility of 
androgynous physical characteristics and behaviors by 
females in male-dominated fields. The majority of the 
research was completed in the 1980s. Specifically, 
Jagacinski (1987) examined the sex-typed traits of 
male and female engineers, and found that physically 
and behaviorally androgynous females reported higher 
levels of work-related responsibility, involvement in 
professional activities, and overall satisfaction when 
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compared to female engineers who were not 
androgynous. Androgynous female engineers were 
also found to earn a higher salary than female 
engineers who were not androgynous. Lemkau (1983) 
examined the personal characteristics of females in 
male-dominated professions and non-male-dominated 
professions. Lemkau found that females in male-
dominated professions were “tough-minded” and 
“assertive” (Lemkau, 1983, p.144), and exhibited 
characteristics that are associated with behaviorally 
androgynous females and masculine males. Rudman 
and Glick (2001) found that physically androgynous 
females were less likely to be discriminated against in 
performance-driven institutions.     
 
2.2 Females in architecture 
Although females have been practicing architecture for 
over 100 years (Almanac, 2004), females had not 
entered the profession in large numbers until the last 
several decades (Deutschle, 2003). The existing 
literature regarding females in architecture focused on 
females in the architectural profession. Little emphasis 
has been placed on females in architectural education 
and administration within institutions of higher 
education. 
Solomon (1991) identified a shift in the proportions of 
females within corporate architectural firms. Solomon 
published data collected from a survey of 20 members 
of the AIA Large Firm Roundtable. According to these 
data, females were not reaching the top ranks in the 
profession (i.e., at the time of her study, 2% held 
principal positions). Solomon interviewed males and 
females in leading architectural firms in order to learn 
more about this phenomenon. She found that many 
males believed that females were not reaching the top 
ranks because the number of qualified females in the 
architectural profession was limited. The percent of 
female principals rose from 2% in 1991 to 21% in 2006 
(American Institute of Architects, 2006).  
 Anthony (2001) completed survey research that 
indicated females in architectural practices experienced 
roadblocks and obstacles to advancement. Anthony 
also found that females in the field found the tasks of 
job interviewing, interning, and completing the licensing 
exam particularly intimidating.  Additionally, she found 
that females in the profession often do not stay in the 
profession due to discrimination and harassment, pay 
inequity, and familial responsibilities. 
Deutschle (2003) wrote about issues females face in 
the architectural profession. Her news report stated that 
nearly 50% of all American college students that 
graduate from university architecture programs are 
female, while only 13% of licensed practicing 
professionals working at AIA-member organizations are 
female. Notably, Deutschle’s article was not published 
in a journal, but rather a daily newspaper, which 
indicated that this issue was noteworthy to the 
mainstream. 
Landecker (1991) was one of the first to research the 
gender disparity in the architectural professoriate. In 
her article entitled “Why aren’t more females teaching 
architecture,” Landecker compared nationwide data on 

faculty in institutions of higher education with data on 
males and females in architectural faculties. She found 
that full-time male professors of architecture made up 
19.5% of all faculty nationwide, while full-time female 
professors of architecture made up only 0.8%. Tenured 
male professors of architecture made up 33% of all 
architecture faculty nationwide, while tenured females 
made up only 2.8%. Landecker (1991) acknowledged 
statistics disseminated by the Association of Collegiate 
Schools of Architecture (ACSA) published in 1990 that 
reported an increase in the number of females in 
graduate programs of architecture. She interviewed 
several female professors of architecture and published 
their opinions regarding why females were not teaching 
architecture. She found that these female professors 
believed that, until females are promoted to top-level 
positions in higher education, the number of female 
faculty in architectural education will continue to wax 
and wane.  
The females interviewed in Landecker’s study stated 
that many females were not hired when qualified. 
Additionally, when females were hired to teach, they 
were given the marginal assignments, including 
teaching the ‘soft’ courses such as design, history, and 
planning, and they were required to serve on more 
committees and complete more service projects than 
their male counterparts. The females interviewed 
believed that, when females occupy the administrative 
positions in architectural education, female faculty will 
be awarded the more technical courses and will not be 
burdened with the extra service assignments.  
Groat and Ahrentzen (1997) wrote about female faculty 
in architecture and addressed Landecker’s (1991) idea 
of marginality. However, Groat and Ahrentzen did not 
suggest ways to overcome this marginality, but rather, 
suggested ways to use it as a tool. They suggested that 
these females use their service requirements and soft 
courses to challenge the “ideals of liberal education” (p. 
274) and to forge “interdisciplinary connections” (p. 
275) among other things. 
 
2.3 Females in academic positions 
Researchers found that females still face gender 
discrimination in institutions of higher education. This 
gender discrimination has manifested in various ways, 
including hiring and tenure discrimination, pay inequity, 
and pregnancy discrimination (Kaplin & Lee, 1995; 
Smallwood, 2001; Wilson, 2004). 
Although in recent years, institutions of higher 
education have undergone significant diversification at 
most levels, the administrative positions have remained 
White-male-dominated (AAUW, 2004). As addressed in 
another section of this literature review, researchers 
indicated that females who achieved upper-level 
positions oftentimes exhibited more physically and 
behaviorally androgynous characteristics than their 
female colleagues (Jagacinski, 1987; Lemkau, 1983), 
and made more personal sacrifices than their male 
colleagues (AAUW, 2004; Williams, 2004). Additionally, 
females who achieved upper-level positions were 
subject to gender bias (Dreher, 2003; Eagly & 
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Johannesen-Schmidt, 2001; Ridgeway, 2001; Rudman 
& Glick, 2001). 
 
2.4 Feminine leadership 
Scholars of feminine leadership theories claim different 
perspectives regarding females in leadership. Overall, 
researchers found that feminine leaders focus on 
relationships and participatory practices.  
Feminine Leadership 
 Fletcher (2004) addressed the mostly feminine 
“post-heroic” form of leadership (p. 647). Fletcher 
(2004) found that feminine leaders employ post-heroic 
(or non-traditional) leadership that focuses on 
collaboration and social networking. Three specific 
characteristics that define this style of leadership are: 
1) leadership as practice: shared and distributed, in 
which leaders rely on skill sets of enabling, supporting, 
facilitating and collective achievement, social networks, 
teamwork, shared accountability, collaboration, and 
blurred lines between the leader and the follower; 2) 
leadership as social process: interactions, in which 
leaders portray a dynamic, multidirectional, collective, 
egalitarian, mutual, less hierarchical style and are open 
to being led by others by being less competitive with a 
fluid boundary between self and other; and 3) 
leadership as learning: outcomes, in which leaders 
seek to establish mutual learning, collective 
understanding, and positive action in order to foster co-
created and implemented collective learning. This final 
aspect of post-heroic leadership also relies on 
emotional intelligence, including self-awareness, 
empathy, vulnerability, and an openness to learning. In 
sum, Fletcher (2004) defined post-heroic leadership as 
distributed leadership; “up, down, and across” the 
hierarchy (p.650).   
Jablonski (2000, p. 245) found that female university 
presidents employed “participatory” leadership styles. 
Jablonski (2000) indicated that the female presidents 
emphasized collaboration, communication, and shared 
decision-making.  
Other researchers of gender-related studies identified 
that feminine leaders focused on relationships and 
participatory processes. Burstyn (1980), DiBrito, 
Carpenter, and DiBrito (1986), Funk (1988), Gilligan 
(1982), Miller (1986), and Morgan (1986) found that 
females in education emphasized communication and 
teamwork. 
 

3. RESEARCH PROCEDURES 
 
The research method used for the current study was 
the qualitative case study method. More specifically, 
the research method for this research consisted of a 
collective case study. Yin (1989, p. 23) suggested 
using the case study method when the research 
requires an investigation into a “contemporary 
phenomenon within its real-life context, when the 
boundaries between phenomenon and context are not 
clearly evident, and in which multiple sources of 
evidence are used.” Leedy & Ormrod (1997) indicated 
that case studies are useful when the researcher aims 
to learn more about a little known topic. Leedy and 

Ormrod (1997, p.149) also suggested using a collective 
case study method in order to “make comparisons.” 
Comparisons were important in this study because they 
served to inform the researcher of the women’s 
common characteristics. 
This study employed the narrative research strategy 
defined by Creswell (2003) as “a form of inquiry in 
which the researcher studies the lives of individuals 
and asks one or more individuals to provide stories 
about their lives” (p. 15). Creswell (2003) 
recommended that these stories be re-told by the 
researcher in a “narrative chronology” (p.15). Because 
this study was designed to identify 10 women’s career 
paths, obstacles they overcame, personal sacrifices 
they made, and their current leadership, their stories as 
they reflected on their journeys to leadership were a 
focus of this study. After the stories were gathered and 
then retold by the researcher, an analysis was 
conducted in order to identify characteristics common 
to the women, which was the overarching purpose of 
the present research study. 
 
3.1 Data collection procedures 
The eight women who were geographically located 
farthest from the researcher (Clemson, South Carolina) 
were asked to participate in telephone interviews and 
the two women who were geographically located 
closest to the researcher were asked to participate in 
face-to-face interviews held at both of the 
administrators’ campuses. Although two women initially 
agreed to participate in face-to-face interviews, one of 
the women participated in a telephone interview 
because of scheduling conflicts during the period of 
data collection. Therefore, only one face-to-face 
interview was conducted. 
Prior to the interviews, an interview protocol was 
developed and was followed for each interview. The 
protocol consisted of broad, exploratory questions 
designed to uncover thick, rich descriptions of the 
factors that characterize these women. Emergent 
insights continually directed and redirected data 
collection. Consistent with the constant comparison 
analysis technique employed in this study, new 
interview questions manifested after each interview and 
interview questions that were deemed inappropriate 
were deleted.  
Using the interview protocol developed a priori, the 
researcher asked direct questions. However, the 
participants were asked to share and were allowed to 
do so freely. Follow up questions or questions of clarity 
were asked. Each interview was audio-recorded. 
Occasionally, the researcher emailed additional follow-
up questions to the participants in order to address 
details that were not discussed in the telephone 
interviews or in the face-to-face interview.  
 
3.2 Data analysis procedures 
Because qualitative research is interpretive research 
(Creswell, 1994) and because the researcher intended 
to obtain a thick, rich description (or a “complete, literal 
description of the entity being investigated,” Merriam, 
2001, p. 29) for each case, the data were analyzed in 
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tandem with the data collection, as specified by the 
constant comparison method (Creswell, 2003). The 
data analysis was based on “reduction” and 
“interpretation” (Marshall & Rossman, 1989, p. 114); as 
each typed interview was transcribed, notes were made 
of any overall tone, underlying themes, or subjects that 
were repeated throughout the interview. After all of the 
interviews were transcribed, commonalities within the 
characterizing factors were identified, emerging themes 
were reviewed, and conclusions regarding the factors 
and themes were made from the data.    
Because interview data represent unstructured data, 
the eight analysis steps recommended by Tesch (1990) 
were used to allow the researcher the ability to engage 
in a “systematic process of analyzing textual data” 
(Creswell, 1994, p. 155). Both within-case and cross-
case analyses were performed, respectively. A 
qualitative software package, NVivo 7

©
, that assists 

with the organization and analysis of interview and 
observation data was used to aid the researcher in the 
data analysis. 
Tesch’s (1990) steps were followed for analyzing 
observational data (when available) and documents for 
each case. In general, the documents and observations 
were used to learn more about the women, but were 
also used to supplement, complement, and 
“triangulate” (Creswell, 2003, p. 196) the findings from 
the interview data. After these steps were completed 
for each case, the researcher compared the emergent 
themes from each case across all of the cases.  
 
3.3 Strategies for validating findings 
In order to ensure the “trustworthiness” of the findings 
from the study (Creswell, 2003, p. 196), the researcher 
employed strategies identified by Creswell as 
necessary in qualitative research. First, the researcher 
“triangulated” the data sources (Creswell, 2003, p. 196) 
by analyzing the various forms of data collected for the 
emergence of themes. The researcher employed the 
“member-check” strategy as suggested by Creswell 
(2003, p. 196), which allowed participants to ensure the 
accuracy of findings by reviewing and approving 
interview transcripts and generalizations made by the 
researcher. 
 

4. FINDINGS 
 
The themes resulting from a cross-case analysis of the 
data (interviews, documents, and observations) for all 
the cases are detailed. The cross-case analysis 
findings are organized and presented by the secondary 
research questions. 
 
4.1 Secondary research question one: Career paths 
Formative experiences. Early childhood experiences 
with and exposure to architecture was the theme that 
emerged from the analysis of the interview data 
regarding why each woman chose a career in 
architecture. One participant said:  
 

In particular, I remember the luscious pencil 
drawings of Pennsylvania farmhouses that he 

was renovating on his desk. That was kind of 
appealing. 
 

Education. Two themes emerged from the women’s 
discussions of the institutions of higher education that 
they attended: prestige and minority. Most of the 10 
women attended institutions of higher education that 
are considered prestigious in the United States. Six of 
the 10 women attended private, Ivy League institutions 
of higher education for at least one of their two 
degrees. Four of the six women who attended Ivy 
League schools did so for both of their degrees. 
Regarding minority, the women expressed the fact that 
they were one of few women on campus and 
particularly in the architecture courses.  One participant 
recalled:  
 

I went to Princeton University and they did 
not have female students there for too long 
when I arrived.... And then I majored in a field 
that had mostly male students. So in any 
given class, I might be the only female 
student or there might be one or two others. 
 

Field experience. The pervasive theme regarding the 
women’s practical experience before returning to 
academia is that the women are entrepreneurs, but are 
aware of the fact that they are in the minority as 
practice principals. One woman stated:  
 

Principals are one thing. But firms that are 
actually owned by women and the principal 
architects are women -- almost none…. 
There was a time there were some, but 
slowly and surely they have just been 
absorbed...I honestly believe that even the 
most aggressive, tenacious, women – there 
are so few people who can take the constant 
isolation and beating. It’s sort of the Hilary 
Clinton syndrome. You are distinguished by 
being alone and that aloneness just beats 
you up. 
 

The majority of the women worked in firms that valued 
females, but experienced gender-related discrimination. 
One participant stated, “I was being paid vastly less 
than all the men with the same degrees.” She said that, 
in that firm, she experienced “the glass ceiling, 
discrimination, under pay, and sexual harassment.” 
Another participant recalled that all of “the men were 
making more money than the women, regardless of 
experience or qualifications.” She continued, saying, 
men “were promoted to project architect or project 
manager,” females were “backroom horses.” 
Preparation and advancement. The women’s 
responses regarding what best prepared them for their 
work in administration varied. The theme that emerged 
from the women’s discussions regarding their 
preparation for administration reveals that they were 
prepared both by aspects within and outside of their 
own control. The majority of the women indicated that 
they chose careers in higher education due to their 
desire to teach or be a part of academia. Additionally, 
two of the 10 women had a mentor or professor in 
college suggest that they consider teaching. While the 
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majority of the women indicated that they aspired to 
administration, none of them said that they were 
actively seeking administrative positions. Most of the 
women have held their positions for less than five 
years. Seven of the 10 women were the first females to 
hold their positions at their institutions; however, most 
of them indicated that their being the first was a non-
issue. 
Personal life. Most of the women were married or in a 
long-term romantic relationship at the time this study 
was conducted. Half of the women have children and 
most are not caregivers for a loved one. The women 
spoke of their inability to care for an aging or ailing 
loved one due to their relocation for their current 
positions and consider this a personal sacrifice.  
Demographics. The majority of the women are White. 
Six of the 10 women reported that they are White. One 
of the 10 reported that she is Black. One of the 10 
reported that she is of European decent. One of the 10 
reported that she is Hispanic. One of the 10 reported 
that she is Latin American. The average age of the 
women is approximately 52 years old. The youngest of 
the administrators is 48. The oldest of the 
administrators is 59. Many of the women’s experiences 
regarding their entry into the profession may be similar 
because they are approximately the same age. 
 
4.2 Secondary research question two: Past 
obstacles 
Professional discouragement. While the majority of 
the women were discouraged professionally, they 
spoke of instances in which they used the 
discouragement as motivation. One participant 
remembered experiencing blatant discrimination from a 
male professor in college.  
 

I came out of it [meeting with her professor] 
not feeling like, ‘Oh, change is impossible. 
Oh, I’m inferior.’ I came out of it thinking, ‘Oh, 
this guy [her professor] is a dinosaur. He’s 
dying and about to retire. Clearly I can do 
this…there are still a few little societal quirks 
that have to work their way out.’ So if 
anything, it kind of built my confidence.  
 

Pernicious behavior. The theme that emerged from 
the women’s discussions regarding the pernicious 
behavior they faced is that the women expected this 
type of behavior and did not allow it to stifle them 
professionally. One woman recalled experiencing 
unconcealed disdain for her as a female administrator 
by members of the faculty in her department.  
 

They did everything short of literally trying to 
kill me. They didn’t actually do that, but 
everything else. They would devote 20 
minutes at every faculty meeting to just 
screaming at me…these old guys with the 
veins popping out of their forehead. [I was] 
thinking, “You’re going to have an aneurism 
right in front of me?” 

 
Additionally, the women who experienced this type of 
behavior also indicated that this behavior was 

inevitable because of the prevalent gender-related 
issues or the academic undercurrents of competition. 
 
4.3 Secondary research question three: Personal 
sacrifices 
The pervasive theme that emerged from the 10 women 
administrator’s discussions of the personal sacrifices 
that they made in order to achieve their current 
positions is that they sacrificed time with family for their 
careers. Seven of the 10 women indicated that they felt 
they made personal sacrifices in order to achieve 
professional advancement. Six of those seven 
discussed a sacrifice pertaining to family. 
 
4.4 Secondary research question four: Current 
responsibilities and leadership styles 
Regarding the women’s current work responsibilities, 
the women are often overwhelmed by work, but are 
conscience of and sensitive to the human aspects of 
work and rely on social networks in their leadership. 
The women discussed their styles of handling conflict 
and conflict resolution and the majority indicated that 
they prefer to act as mediators, but only when 
intervention is absolutely required.  
Regarding the women’s interactions with their faculty, 
the majority of the women described their interactions 
as collegial. Additionally, many of the women described 
themselves as “in the trenches” with their faculty, as 
they also still teach courses, thus blurring the lines of 
leader (administrator) and follower (faculty).  
 

5. DISCUSSION AND RECOMMENDATIONS 
 
The 10 women who administrate in accredited 
architecture programs, departments, schools, and 
colleges within American institutions of higher 
education are built leaders, or leaders who have 
systematically developed professionally as a result of 
pioneering the field of architectural administration for 
females, but also by consciously using negative 
experiences and discouragement to fortify their drive, 
and by choosing to sacrifice aspects of their personal 
lives to advance their careers. 
In addition to the obstacles the women faced because 
of the gender imbalance in the institutions of higher 
education they attended, the women faced similar 
obstacles once they entered the architecture 
profession. The majority of the women discussed 
hardships they faced due to the organizational and 
societal culture of the architectural firms in which they 
practiced soon after their graduation. The women also 
indicated that appearing professional was important to 
them, however, they desired to remain true to 
themselves in their appearances, behaviors, and 
priorities. Existing literature addressed some of the 
discrimination that females in architecture face 
(Anthony, 2001; Deutschle, 2003; Solomon, 1991). The 
current study supports the existing literature that 
indicated that females in the field of architecture and in 
institutions of higher education battled gender 
discrimination, pay inequity, and sexual harassment 
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(Anthony, 2001; Deutschle, 2003; Kaplin & Lee, 1995; 
Smallwood, 2001; Solomon, 1991; Williams, 2004). 
Not only did the women in this study overcome the 
hardships they faced while working in architectural 
practices that were male-dominated, the majority of the 
women said that they currently own or owned 
architectural practices. Entrepreneurship in general is 
considered to be male-dominated (Chaganti, 1986), 
and researchers of existing studies suggested that the 
majority of female entrepreneurs do not enter male-
dominated fields (Moore, 1990; Scherer, Brodzinski, & 
Wiebe, 1990).  
Most of the women described occurrences of 
discouragement and pernicious behavior toward them 
because of their gender; however, these women did not 
allow these negative experiences to cause them to 
waver in their ambitious pursuits. Many of the women 
spoke of the negative experiences as having a 
propelling affect on them professionally. They worked 
harder in order to prove their naysayers wrong. The 
existing literature regarding negative experiences of 
females in male-dominated fields focused on 
discussions of the negative impacts those experiences 
had on the females studied (Chu, 2005; Frieze & 
Olson, 1994; Peng & Jaffe, 1979; Steele, James, & 
Barnett, 2002). The current study adds to the literature 
by identifying that discouragement and pernicious 
behavior experienced by females in male-dominated 
fields can be motivational tools for unwaveringly 
ambitious females.  
The women were and are the first or only females in 
many aspects of architectural practice, education, and 
administration. Additionally, the women faced obstacles 
head on, and they used the obstacles as motivation.  
In summary, this study supports the findings of the 
studies on the first females in male-dominated fields 
(Aldridge, 1994; Bagilhole, 2003; Rose, 1996) that 
indicated that these women are pioneering and change 
agents in organizational structure and culture. 
Additionally, the findings of this study identified a new, 
emerging theoretical construct that requires 
characterizing pioneering women in male-dominated 
fields differently than females in existing leadership 
theories. In sum, the women in this study maintained a 
focus on individual, professional success as they 
sought career advancement; however, they employ a 
leadership style that emphasizes shared learning and 
social networks of influence after they achieve that 
advancement.     
 
5.1 Recommendations for females who desire a 
similar career 
The findings of this study indicate that females who 
wish to pursue similar career paths should seek to 
experience early career exploration, earn Master’s 
degrees from accredited colleges or universities, 
become an entrepreneur and principal of an 
architectural practice, and should be ready to endure 
and even thrive from the discouragement and obstacles 
that are still inevitable. 
 
5.2 Recommendations for future research 

The findings of the current study proposed a new, 
emerging potential construct that requires that 
pioneering female leaders in male-dominated fields be 
characterized differently than female leaders in other 
contexts.  This potential construct should be explored.  
This research was limited to 10 women administrators 
in architecture programs; therefore, a study that 
incorporates women who administrate in various other 
male-dominated professions would provide a broad 
view of how these women achieved their levels of 
success. 
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